Superintendent Search Preliminary Screening Committee and
Public Advisory Committee Joint Meeting
Monday, January 11, 2021
7:00 PM-9:20 PM
Remote via Zoom
Superintendent Search Preliminary Screening Committee Members present: Helen Charlupski
(Chair), Dimitry Anselme, Suzanne Federspiel, and David Pearlman.
Public Advisory Committee Members present: J. Malcolm Cawthorne, Nichole Chasse, Arthur
Conquest, Cecilia Costanzo, Grace Fehrenbach, Marsha Inniss Mitchell, Kenny Kozol, Linda
Monach, Casey Ngo-Miller, Phylicia Robinson, Joe Russo, Asa Sevelius, and Karyn Wang.
Staff/Others present: Robin Coyne, Massachusetts Association of School Committees (MASC)
Executive Director Glenn Koocher, and MASC Field Director Kathleen Kelly.
Ms. Charlupski called the meeting to order at 7:00 PM.
1) Introductions; Discussion of the Role of the Superintendent Search Public Advisory
Committee; Massachusetts Open Meeting and Ethics Laws, including Laws pertaining to
the Confidentiality of Executive Sessions
Ms. Charlupski welcomed members and thanked them for agreeing to serve on this important
Committee. Members introduced themselves. MASC Executive Director Glenn Koocher
reviewed the Orientation Package (Attachment A). Mr. Koocher discussed the role of the
Committee, and Massachusetts Open Meeting and Ethics Laws, including Laws pertaining to the
Confidentiality of Executive Sessions.
Members discussed the Superintendent Search process, including the balance between
stakeholder representation/input and attracting the largest pool of candidates (including sitting
Superintendents). It was noted that that the Public Advisory Committee members from the last
search (most of whom are on this Committee) worked well together and maintained
confidentiality.
2) Discussion of Survey Results
Mr. Koocher presented a summary of the On-line Survey results (Attachment B). Over 600
people responded to the on-line survey with the vast majority of comments coming from
parents/guardians/caregivers (442), community members (156), and teachers (105). Educational
Leadership was identified as the highest priority.
Members discussed whether the Committee should spend some time discussing the profile of the
ideal candidate, e.g., educational vision. Some members thought this would help focus the
Committee’s review of candidates, while some members thought that identification of
characteristics/experience would happen organically during the review of applications and
interview process. It was noted that the Committee will be developing/reviewing a Candidate
Rating Scale. Ms. Charlupski referred to the Position Posting (Attachment C). Mr. Koocher
suggested that it is generally better to bring in more candidates than fewer, and probe deeply. It
was noted that this year’s search process is starting earlier, which may lead to a larger pool of

candidates. It was suggested that the Committee may want to directly acknowledge some of the
major challenges the district has faced in recent years.
3) Discussion of Interview Questions for Candidates
Members had an initial discussion of sample interview questions, including Interim Human
Resources Director Joe Russo’s suggestions.
Comments:
Important to ask candidates how they intend to get a sense of the community, and about their
entry plan for their first year on the job.
Need to consider how the Committee and community can best support candidates from the
beginning of the process.
Provide time for follow-up questions.
Members will review the sample interview questions, and send any suggested edits directly to
Ms. Charlupski.
4) Confirmation of Meeting/Interview Dates
Applications are due on January 15, 2021, and will be distributed to members on that date.
The Committee agreed to meet on the following dates/times:
Tuesday, January 19, 2021; 6:00 PM-9:30 PM (may go later) to review applications and identify
candidates to be interviewed.
Monday, January 25, 2021; 6:00 PM-9:30 PM to interview three candidates.
Wednesday, January 27, 2021; 4:30 PM-7:00 PM to interview two candidates.
Saturday, January 30, 2021; 9:00 AM-12:30 PM to interview three candidates.
Monday, February 1, 2021; 6:00 PM-9:00 PM to interview candidates and/or deliberate.
5) Executive Session
By unanimous roll call vote at 8:55 PM, the Superintendent Search Preliminary Screening
Committee and Public Advisory Committee entered into Executive Session pursuant to M.G.L.
Chapter 30A, §21(a) for Purpose 8: to consider or interview applicants for employment or
appointment by a preliminary screening committee, the chair having declared that an open
meeting will have a detrimental effect in obtaining qualified applicants. Ms. Charlupski
announced that the meeting will not reconvene in open session at the end of the Executive
Session. By unanimous roll call vote at 9:20 PM, the Committees reconvened in open session
for the purpose of adjournment.
6) Adjournment
Ms. Charlupski adjourned the meeting at 9:20 PM.
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SUPERINTENDENT SEARCH COMMITTEE
ORIENTATION MEETING

KEY OBJECTIVES FOR INITIAL MEETING

1. Introduce Search Committee Members and Search Personnel
2. Distribute and Confirm Contact Information
3. Identify Key Questions of the Search Committee Members on Search
Processes and Protocols
4. Understanding the Search Process
5. Role of the Advisory Committee
6. Review Timelines and Reserve Dates
7. Review or Schedule Focus Group Survey and On Site Meetings
8. Begin Question Development Process
9. Address Any Outstanding Questions
10.

Next Meetings
a. Scheduling
b. Candidate Screening
c. Question Development

NOTE: The law makes no distinction between the statuses of superintendencies. Interim, provisional,
temporary or acting superintendents have the same duties and obligations as a superintendent under
long term contract. Similarly, the hiring process is treated in the same way. Interim superintendencies
are simply superintendents working at the discretion of the school committee or under a short term
contract.

1. INTRODUCTIONS
Introduction of Search Committee Members and MASC Resource Staff
Search Committee Chair’s Role
Minute Taking Function
Gathering Member Contact Data (addresses, phone #s, e-mail, etc.)
What questions to you want to make sure get answered this evening?
2. POLICIES AND LAW
Background Issues That Affect a Search
The Superintendent Employment Environment
Employment Law Related to Searching
Open Meeting Law and Confidentiality
Official Spokespersons and Media Contacts
Dos and Don’ts
 Background Checks
 Candidate Questions*
3. SEARCH TIMELINES AND PROCESSES
What Happens in a Superintendent Search?
Issues about the Media.
How will we reach decisions on whom to interview and whom to recommend as finalists?
Other protocol issues identified by members.
4. INTERVIEW SCHEDULING, PROTOCOLS AND QUESTIONS
Scheduling Dates for Resume Review, Selection, Interviews
Candidate Interview Protocols
Developing the Questions
Hosts for Sessions
5. KEY OPERATIONAL QUESTIONS:
 Who will notify proper authorities about meetings for posting purposes?
 Scheduled dates for future action.

___________________________________________________
*The following are inappropriate areas for questions of a candidate:



Questions about age; sex, height or weight, disabilities, sexual orientation, marital status, dependents, or spouses
orientation; religion or creed; race, color, or national origin; birthplace, language of origin;
Questions about residential status (own or rent); arrests; membership in social organizations; military status
including draft classification, reserve status, discharge, foreign military experience)

THE OPEN MEETING LAW
M.G.L. c. 30A

All meetings of a governmental body shall be open to the public and any person shall be permitted to attend any
meeting as otherwise provided by this section.

No quorum of a governmental body shall meet in private for the purpose of deciding on or deliberating toward a
decision on any matter except as provided by this section.
“MEETING” IS DEFINED AS:
Any corporal convening and deliberation of a governmental body for which a quorum
is required in order to make a decision at which any public business or public policy
matter over which the governmental body has supervision, control, jurisdiction or
advisory power is discussed or considered; but shall not include any on-site inspection
of any project or program.
A Screening committee’s interviews with candidates for job of superintendent
constituted “verbal exchange” pursuant to OML even though interviews consisted solely
of prepared questions put to candidates and their answers because interviews aided
screening committee in deciding which candidates to recommend to School Committee.
- Gerstein v. Superintendent Search Screening Comm., 405 Mass. 465 (1989).
“GOVERNMENTAL BODY” IS DEFINED AS:
Every board, commission or subcommittee or any district, city, region or town,
however elected, appointed or otherwise constituted, and the governing board of a
local housing, redevelopment or similar authority; provided, however, that this
definition shall not include a town meeting.
Subcommittees appointed by any governmental body are covered by the Open
Meeting Law (OML).
QUORUM IS DEFINED AS:
A simple majority of a governmental body unless otherwise defined by constitution,
charter, rule or law applicable to such governing body.

CALLING YOUR MEETING – GIVING PUBLIC NOTICE
THE NOTICE REQUIREMENT:
 Notice for all meetings shall be filed with the Clerk of the city or town;
 Notice must be publicly posted in the office of the Clerk or on the principal official bulletin board of the
city or town;
 Notice must be posted at least 48 hrs. in advance of the meeting.
o Excludes Saturdays, not Sundays & legal holidays.
o Must include items reasonably expected to be deliberated.
WHEN THE OPEN MEETING LAW APPLIES
When quorums of governmental bodies meet, = meeting of each body subject to the OML.
DELIBERATION MEANS:
 A verbal exchange (via any media) between a quorum of members of a
governmental body attempting to arrive at a decision on any public
business within its jurisdiction.
KEEPING AND APPROVING MINUTES
A SEARCH COMMITTEE like a subcommittee is itself a “public body” under the Open Meeting Law. See General
Laws chapter 30A, section 18. Therefore, as a public body, the subcommittee has its own obligation to approve
meeting minutes in accordance with chapter 30A, section 22(a). The Attorney General’s Division of Open
Government has recognized exceptions in situations where a subcommittee is created for a limited purpose and
ceases to exist, in which case the parent body may approve the meeting minutes from the subcommittee’s final
meeting. But in general, a subcommittee, or a SEARCH COMMITTEE, should approve its own meeting minutes.
The Attorney General has acknowledged that some subcommittees do not meet as frequently as the parent
body. This could be the case with a SEARCH COMMITTEE. The Attorney General’s regulations clarify that timely
approval of meeting minutes means within the later of 30 days or 3 meetings. So, a subcommittee that meets less
frequently or on an irregular schedule need not worry that it will be in violation of the Open Meeting Law if some
time passes before it next meets to approve minutes.
MEETING IN EXECUTIVE SESSIONS: HOW TO CONVENE
1.
2.
3.
4.

Gov. body must first convene in open session for which notice has been given;
A majority of members vote to enter executive session after roll call vote;
Presiding officer must cite the purpose for the executive session (Ch. 30A, Section 21, Subsection (a)(8).
Presiding officer must state whether the body will reconvene after the ex. session.

CONDITIONS UNDER WHICH EXECUTIVE SESSIONS CAN BE CONDUCTED FOR SEARCH COMMITTEE PURPOSES:


To discuss the reputation, character, physical condition or mental health, but not the professional
competence, of an individual;**



To consider and interview applicants for employment by a preliminary screening committee or a
subcommittee appointed by a governmental body if an open meeting will have a detrimental effect in
obtaining qualified applicants; PROVIDED, that this clause shall not apply to any meeting to consider and
interview applicants who have passed a prior preliminary screening.

NOTE: The Attorney general has issued two opinions which are important for search committees to note:

1. The search committee may not report out a single person as the sole individual put forth for the public
process. At least two candidates must be moved forward.
2. Questions for the candidates must be developed in public session and, therefore, may not be developed in
executive session.
** If you are discussing the character and reputation, physical condition or mental health of an individual, you
must comply with the following:

•Person being discussed must receive written notice 48 hrs. in advance of proposed executive session;
•Person being discussed may request open meeting;
•Person may be present at executive session during discussions or considerations involving him/her;
•Person may have counsel present; and the person may speak on one’s own behalf.
•The individual being discussed may record the executive session,

THE STATE’S CONFLICT OF INTEREST LAW AND SEARCH COMMITTEES

Several parts of the state’s ethics statues apply to search committee members. These include avoiding conflicts of
interest should immediate family members become candidates, using the process to advance your own interests,
and most importantly, disclosing confidential information such as the names of candidates who do not become
finalists.
Confidentiality is not only a legal requirement – violating the confidentiality of executive sessions can damage the
reputations and careers of unsuccessful candidates and discredit your search committee and your search.
Violating confidentiality can result in action against the person who makes the unauthorized disclosures.
You may not participate in any deliberation that affects:
You
Your Spouse

Your Children
Your Parents
Your Siblings
Your Spouse’s Children Your Spouse’s Parents Your Spouse’s Siblings

YOU, AS A SEARCH COMMITTEE MEMBER MAY NOT:





Act in a manner such that a reasonable person might conclude that you might act with bias.
Secure unwarranted privileges for yourself or others.
Use inherently coercive authority.
Use official resources for private or personal use.



Disclose confidential information*.



Accept inherently incompatible employment.

Also, search committee members are considered “municipal employees” for the Ethics Commission purposes.
As such, if you are already a municipal employee by virtue of paid municipal employment or as an elected
official, you must disclose this status using the appropriate documentation.

WHAT YOU MAY ASK AND WHAT YOU MAY NOT
ASK OF CANDIDATES FOR SUPERINTENDENT
AREA OF INQUIRY

LIMITATIONS ON QUESTIONING

EDUCATION

You should not ask about a candidate’s education as a means to ascertain age.
You may ask about schools attended, confirmation (but not year) of graduation,
work experience, references.

RACE or COLOR

Questions about race are not allowed and photographs may not be solicited.

RELIGION

Questions about religion are not allowed.
You may ask if a candidate can meet your attendance requirements including
weekend or evening meetings as long as they are not designed to ascertain
religious information.

AGE

Inquiry about age, including date of birth, is not allowed.

SEX

Generally no questions are allowed.

SEXUAL ORIENTATION Questions, including those about relationships or living arrangements, including
marital status, are not allowed.
HEALTH STATUS

Questions about height and weight may not be asked.

HANDICAP or DISABILITY Specific questions about whether a candidate has:
o
o
o
o
o
o
o
o

a disability,
received Workers’ Compensation,
been in a hospital,
been treated for a mental health condition,
addicted to or treated for drug abuse or alcoholism,
been in or completed a rehabilitation for drugs or alcohol,
been absent from work because of illness.
You may ask about a previous attendance record at other jobs without
referencing illness.

NOTE: if a candidate offers information on an illness or disability, you may not
inquire as to the kind, severity, ongoing treatment or likelihood of recovery. You
may not ask the candidate to take a physical examination prior to making a job
offer. You may, after a position has been offered, require a physical exam to
ensure that the candidate will be able to fulfill the job requirements.
NATIONAL ORIGIN

Place of birth, original home of parents, ancestry or ethnicity of applicant or
parents.
You may ask if the candidate may legally work in the USA.

MILITARY SERVICE

You may not inquire about service connected disabilities, the nature of military
discharge, foreign service, draft status or reserve status.

You may ask if a candidate is a military veteran and about military service
history.
RESIDENCE

Questions about living arrangements, ownership or renting are not allowed. You
may ask if a candidate would be willing to move into the district.

CRIMINAL RECORDS

You may not ask about arrests, detention, or case disposition where there is no
conviction.
You may not ask about first convictions for misdemeanors (i.e., drunkenness,
speeding, minor traffic violations, disturbing the peace).
You may not inquire of convictions for any misdemeanors within the last five
years.
You may ask the following questions:
o
o
o

Have you ever been convicted of a felony?
(Excluding those listed above), have you been convicted of a misdemeanor
within the last five years?
Excluding misdemeanors listed above, have you completed a period of
incarceration within the past five years for any misdemeanor?

All school employees who have unsupervised contact with students, including the superintendent, must submit to
a criminal records check every three years.
In Massachusetts it is illegal to administer a polygraph (Lie Detector) to an employee or candidate.

ROLE OF THE CHAIR, OFFICERS, AND
MEMBERS OF THE SEARCH COMMITTEE

In general, the chair and other officers (if you have them) of the Search Committee have responsibilities
to their colleagues.
The Chair's primary role is to ensure that members are heard and that the will of the majority is pursued,
but also that the minority, whatever it is, has a full opportunity to air its views.


The Chair is the servant of the group, not the master. The chair should expedite the agenda but
not impose any additional authority over the board's decision making.



The Chair has no additional authority other than that specifically given to it by the designating
authority (School Committee) or the body itself. In a superintendent search process, the chair has
a single vote that he/she may exercise at any time, but no additional authority over other
members that might affect the decisions of the group.

It is helpful right from the start that there be clarification about:


Whether the chair is the chair the spokesperson for the group, or is the media relations in the
hands of the School Committee?.



What the School Committee expects from the group and the chair's role in communicating it.



Communications with the School Committee, formally and informally.

The Vice Chair, if you have one, covers for the chair in his/her absence.
If there is a secretary, that secretary should keep minutes because the Search Committee is subject to
the open meeting law and public records law. MASC can provide technical assistance to the secretary
relative to correct form and content. Minutes should include:







Dates, locations and times of meetings.
Names of those present.
Motions made and votes taken.
General topics discussed (i.e., the group reviewed 21 resumes; the group voted to interview
_____ candidates, including ____, _____, ____, etc.)
It is not necessary to record comments made.
If the meeting is in executive session, the confidentiality of the minutes should be respected.

Summary of the Conflict of Interest Law for Municipal Employees
This summary of the conflict of interest law, General Laws chapter 268A, is intended to help
municipal employees understand how that law applies to them. This summary is not a
substitute for legal advice, nor does it mention every aspect of the law that may apply in a
particular situation. Municipal employees can obtain free confidential advice about the
conflict of interest law from the Commission’s Legal Division at our website, phone number,
and address above. Municipal counsel may also provide advice.
The conflict of interest law seeks to prevent conflicts between private interests and public
duties, foster integrity in public service, and promote the public’s trust and confidence in that
service by placing restrictions on what municipal employees may do on the job, after hours,
and after leaving public service, as described below. The sections referenced below are
sections of G.L. c. 268A.
When the Commission determines that the conflict of interest law has been violated, it can
impose a civil penalty of up to $10,000 ($25,000 for bribery cases) for each violation. In
addition, the Commission can order the violator to repay any economic advantage he gained
by the violation, and to make restitution to injured third parties. Violations of the conflict of
interest law can also be prosecuted criminally.

I. Are you a municipal employee for conflict of interest law
purposes?
You do not have to be a full-time, paid municipal employee to be considered a municipal
employee for conflict of interest purposes. Anyone performing services for a city or town or
holding a municipal position, whether paid or unpaid, including full- and part-time municipal
employees, elected officials, volunteers, and consultants, is a municipal employee under the
conflict of interest law. An employee of a private firm can also be a municipal employee, if
the private firm has a contract with the city or town and the employee is a “key employee”
under the contract, meaning the town has specifically contracted for her services. The law
also covers private parties who engage in impermissible dealings with municipal employees,
such as offering bribes or illegal gifts. Town meeting members and charter commission
members are not municipal employees under the conflict of interest law.

II. On-the-job restrictions.
(a) Bribes. Asking for and taking bribes is prohibited. (See Section 2)

A bribe is anything of value corruptly received by a municipal employee in exchange for the
employee being influenced in his official actions. Giving, offering, receiving, or asking for a
bribe is illegal.
Bribes are more serious than illegal gifts because they involve corrupt intent. In other words,
the municipal employee intends to sell his office by agreeing to do or not do some official
act, and the giver intends to influence him to do so. Bribes of any value are illegal.

(b) Gifts and gratuities. Asking for or accepting a gift because of

your official position, or because of something you can do or have
done in your official position, is prohibited. (See Sections 3, 23(b)(2),
and 26)
Municipal employees may not accept gifts and gratuities valued at $50 or more given to
influence their official actions or because of their official position. Accepting a gift intended
to reward past official action or to bring about future official action is illegal, as is giving
such gifts. Accepting a gift given to you because of the municipal position you hold is also
illegal. Meals, entertainment event tickets, golf, gift baskets, and payment of travel expenses
can all be illegal gifts if given in connection with official action or position, as can anything
worth $50 or more. A number of smaller gifts together worth $50 or more may also violate
these sections.
Example of violation: A town administrator accepts reduced rental payments from
developers.
Example of violation: A developer offers a ski trip to a school district employee who
oversees the developer’s work for the school district.
Regulatory exemptions. There are situations in which a municipal employee’s receipt of a
gift does not present a genuine risk of a conflict of interest, and may in fact advance the
public interest. The Commission has created exemptions permitting giving and receiving
gifts in these situations. One commonly used exemption permits municipal employees to
accept payment of travel-related expenses when doing so advances a public
purpose. Another commonly used exemption permits municipal employees to accept
payment of costs involved in attendance at educational and training programs. Other
exemptions are listed on the Commission’s website.
Example where there is no violation: A fire truck manufacturer offers to pay the travel
expenses of a fire chief to a trade show where the chief can examine various kinds of firefighting equipment that the town may purchase. The chief fills out a disclosure form and
obtains prior approval from his appointing authority.
Example where there is no violation: A town treasurer attends a two-day annual school
featuring multiple substantive seminars on issues relevant to treasurers. The annual school is

paid for in part by banks that do business with town treasurers. The treasurer is only required
to make a disclosure if one of the sponsoring banks has official business before her in the six
months before or after the annual school.

(c) Misuse of position. Using your official position to get something

you are not entitled to, or to get someone else something they are
not entitled to, is prohibited. Causing someone else to do these
things is also prohibited. (See Sections 23(b)(2) and 26)
A municipal employee may not use her official position to get something worth $50 or more
that would not be properly available to other similarly situated individuals. Similarly, a
municipal employee may not use her official position to get something worth $50 or more for
someone else that would not be properly available to other similarly situated
individuals. Causing someone else to do these things is also prohibited.
Example of violation: A full-time town employee writes a novel on work time, using her
office computer, and directing her secretary to proofread the draft.
Example of violation: A city councilor directs subordinates to drive the councilor’s wife to
and from the grocery store.
Example of violation: A mayor avoids a speeding ticket by asking the police officer who
stops him, “Do you know who I am?” and showing his municipal I.D.

(d) Self-dealing and nepotism. Participating as a municipal

employee in a matter in which you, your immediate family, your
business organization, or your future employer has a financial
interest is prohibited. (See Section 19)
A municipal employee may not participate in any particular matter in which he or a member
of his immediate family (parents, children, siblings, spouse, and spouse’s parents, children,
and siblings) has a financial interest. He also may not participate in any particular matter in
which a prospective employer, or a business organization of which he is a director, officer,
trustee, or employee has a financial interest. Participation includes discussing as well as
voting on a matter, and delegating a matter to someone else.
A financial interest may create a conflict of interest whether it is large or small, and positive
or negative. In other words, it does not matter if a lot of money is involved or only a little. It
also does not matter if you are putting money into your pocket or taking it out. If you, your
immediate family, your business, or your employer have or has a financial interest in a
matter, you may not participate. The financial interest must be direct and immediate or

reasonably foreseeable to create a conflict. Financial interests which are remote, speculative
or not sufficiently identifiable do not create conflicts.
Example of violation: A school committee member’s wife is a teacher in the town’s public
schools. The school committee member votes on the budget line item for teachers’ salaries.
Example of violation: A member of a town affordable housing committee is also the director
of a non-profit housing development corporation. The non-profit makes an application to the
committee, and the member/director participates in the discussion.
Example: A planning board member lives next door to property where a developer plans to
construct a new building. Because the planning board member owns abutting property, he is
presumed to have a financial interest in the matter. He cannot participate unless he provides
the State Ethics Commission with an opinion from a qualified independent appraiser that the
new construction will not affect his financial interest.
In many cases, where not otherwise required to participate, a municipal employee may
comply with the law by simply not participating in the particular matter in which she has a
financial interest. She need not give a reason for not participating.
There are several exemptions to this section of the law. An appointed municipal employee
may file a written disclosure about the financial interest with his appointing authority, and
seek permission to participate notwithstanding the conflict. The appointing authority may
grant written permission if she determines that the financial interest in question is not so
substantial that it is likely to affect the integrity of his services to the
municipality. Participating without disclosing the financial interest is a violation. Elected
employees cannot use the disclosure procedure because they have no appointing authority.
Example where there is no violation: An appointed member of the town zoning advisory
committee, which will review and recommend changes to the town’s by-laws with regard to a
commercial district, is a partner at a company that owns commercial property in the
district. Prior to participating in any committee discussions, the member files a disclosure
with the zoning board of appeals that appointed him to his position, and that board gives him
a written determination authorizing his participation, despite his company’s financial
interest. There is no violation.
There is also an exemption for both appointed and elected employees where the employee’s
task is to address a matter of general policy and the employee’s financial interest is shared
with a substantial portion (generally 10% or more) of the town’s population, such as, for
instance, a financial interest in real estate tax rates or municipal utility rates.
Regulatory exemptions. In addition to the statutory exemptions just mentioned, the
Commission has created several regulatory exemptions permitting municipal employees to
participate in particular matters notwithstanding the presence of a financial interest in certain
very specific situations when permitting them to do so advances a public purpose. There is

an exemption permitting school committee members to participate in setting school fees that
will affect their own children if they make a prior written disclosure. There is an exemption
permitting town clerks to perform election-related functions even when they, or their
immediate family members, are on the ballot, because clerks’ election-related functions are
extensively regulated by other laws. There is also an exemption permitting a person serving
as a member of a municipal board pursuant to a legal requirement that the board have
members with a specified affiliation to participate fully in determinations of general policy
by the board, even if the entity with which he is affiliated has a financial interest in the
matter. Other exemptions are listed in the Commission's regulations, available on the
Commission’s website.
Example where there is no violation: A municipal Shellfish Advisory Board has been
created to provide advice to the Board of Selectmen on policy issues related to shellfishing.
The Advisory Board is required to have members who are currently commercial fishermen.
A board member who is a commercial fisherman may participate in determinations of general
policy in which he has a financial interest common to all commercial fishermen, but may not
participate in determinations in which he alone has a financial interest, such as the extension
of his own individual permits or leases.

(e) False claims. Presenting a false claim to your employer for a

payment or benefit is prohibited, and causing someone else to do so
is also prohibited. (See Sections 23(b)(4) and 26)
A municipal employee may not present a false or fraudulent claim to his employer for any
payment or benefit worth $50 or more, or cause another person to do so.
Example of violation: A public works director directs his secretary to fill out time sheets to
show him as present at work on days when he was skiing.

(f) Appearance of conflict. Acting in a manner that would make

a reasonable person think you can be improperly influenced is
prohibited. (See Section 23(b)(3))
A municipal employee may not act in a manner that would cause a reasonable person to think
that she would show favor toward someone or that she can be improperly influenced. Section
23(b)(3) requires a municipal employee to consider whether her relationships and affiliations
could prevent her from acting fairly and objectively when she performs her duties for a city
or town. If she cannot be fair and objective because of a relationship or affiliation, she
should not perform her duties. However, a municipal employee, whether elected or
appointed, can avoid violating this provision by making a public disclosure of the facts. An
appointed employee must make the disclosure in writing to his appointing official.

Example where there is no violation: A developer who is the cousin of the chair of the
conservation commission has filed an application with the commission. A reasonable person
could conclude that the chair might favor her cousin. The chair files a written disclosure with
her appointing authority explaining her relationship with her cousin prior to the meeting at
which the application will be considered. There is no violation of Sec. 23(b)(3).

(g) Confidential information. Improperly disclosing or personally

using confidential information obtained through your job is
prohibited. (See Section 23(c))
Municipal employees may not improperly disclose confidential information, or make
personal use of non-public information they acquired in the course of their official duties to
further their personal interests.

III. After-hours restrictions.
(a) Taking a second paid job that conflicts with the duties of

your municipal job is prohibited. (See Section 23(b)(1))
A municipal employee may not accept other paid employment if the responsibilities of the
second job are incompatible with his or her municipal job.
Example: A police officer may not work as a paid private security guard in the town where
he serves because the demands of his private employment would conflict with his duties as a
police officer.

(b) Divided loyalties. Receiving pay from anyone other than the

city or town to work on a matter involving the city or town is
prohibited. Acting as agent or attorney for anyone other than the city
or town in a matter involving the city or town is also prohibited
whether or not you are paid. (See Sec. 17)
Because cities and towns are entitled to the undivided loyalty of their employees, a municipal
employee may not be paid by other people and organizations in relation to a matter if the city
or town has an interest in the matter. In addition, a municipal employee may not act on
behalf of other people and organizations or act as an attorney for other people and
organizations in which the town has an interest. Acting as agent includes contacting the
municipality in person, by phone, or in writing; acting as a liaison; providing documents to
the city or town; and serving as spokesman.

A municipal employee may always represent his own personal interests, even before his own
municipal agency or board, on the same terms and conditions that other similarly situated
members of the public would be allowed to do so. A municipal employee may also apply for
building and related permits on behalf of someone else and be paid for doing so, unless he
works for the permitting agency, or an agency which regulates the permitting agency.
Example of violation: A full-time health agent submits a septic system plan that she has
prepared for a private client to the town’s board of health.
Example of violation: A planning board member represents a private client before the board
of selectmen on a request that town meeting consider rezoning the client’s property.
While many municipal employees earn their livelihood in municipal jobs, some municipal
employees volunteer their time to provide services to the town or receive small
stipends. Others, such as a private attorney who provides legal services to a town as needed,
may serve in a position in which they may have other personal or private employment during
normal working hours. In recognition of the need not to unduly restrict the ability of town
volunteers and part-time employees to earn a living, the law is less restrictive for “special”
municipal employees than for other municipal employees.
The status of “special” municipal employee has to be assigned to a municipal position by
vote of the board of selectmen, city council, or similar body. A position is eligible to be
designated as “special” if it is unpaid, or if it is part-time and the employee is allowed to have
another job during normal working hours, or if the employee was not paid for working more
than 800 hours during the preceding 365 days. It is the position that is designated as
“special” and not the person or persons holding the position. Selectmen in towns of 10,000
or fewer are automatically “special”; selectman in larger towns cannot be “specials.”
If a municipal position has been designated as “special,” an employee holding that position
may be paid by others, act on behalf of others, and act as attorney for others with respect to
matters before municipal boards other than his own, provided that he has not officially
participated in the matter, and the matter is not now, and has not within the past year been,
under his official responsibility.
Example: A school committee member who has been designated as a special municipal
employee appears before the board of health on behalf of a client of his private law practice,
on a matter that he has not participated in or had responsibility for as a school committee
member. There is no conflict. However, he may not appear before the school committee, or
the school department, on behalf of a client because he has official responsibility for any
matter that comes before the school committee. This is still the case even if he has recused
himself from participating in the matter in his official capacity.
Example: A member who sits as an alternate on the conservation commission is a special
municipal employee. Under town by-laws, he only has official responsibility for matters

assigned to him. He may represent a resident who wants to file an application with the
conservation commission as long as the matter is not assigned to him and he will not
participate in it.

(c) Inside track. Being paid by your city or town, directly or

indirectly, under some second arrangement in addition to your job
is prohibited, unless an exemption applies. (See Section 20)
A municipal employee generally may not have a financial interest in a municipal contract,
including a second municipal job. A municipal employee is also generally prohibited from
having an indirect financial interest in a contract that the city or town has with someone
else. This provision is intended to prevent municipal employees from having an “inside
track” to further financial opportunities.
Example of violation: Legal counsel to the town housing authority becomes the acting
executive director of the authority, and is paid in both positions.
Example of violation: A selectman buys a surplus truck from the town DPW.
Example of violation: A full-time secretary for the board of health wants to have a second
paid job working part-time for the town library. She will violate Section 20 unless she can
meet the requirements of an exemption.
Example of violation: A city councilor wants to work for a non-profit that receives funding
under a contract with her city. Unless she can satisfy the requirements of an exemption under
Section 20, she cannot take the job.
There are numerous exemptions. A municipal employee may hold multiple unpaid or elected
positions. Some exemptions apply only to special municipal employees. Specific
exemptions may cover serving as an unpaid volunteer in a second town position, housingrelated benefits, public safety positions, certain elected positions, small towns, and other
specific situations. Please call the Ethics Commission’s Legal Division for advice about a
specific situation.

IV. After you leave municipal employment. (See Section 18)
(a) Forever ban. After you leave your municipal job, you may

never work for anyone other than the municipality on a matter
that you worked on as a municipal employee.
If you participated in a matter as a municipal employee, you cannot ever be paid to work on
that same matter for anyone other than the municipality, nor may you act for someone else,

whether paid or not. The purpose of this restriction is to bar former employees from selling
to private interests their familiarity with the facts of particular matters that are of continuing
concern to their former municipal employer. The restriction does not prohibit former
municipal employees from using the expertise acquired in government service in their
subsequent private activities.
Example of violation: A former school department employee works for a contractor under a
contract that she helped to draft and oversee for the school department.

(b) One year cooling-off period. For one year after you leave your

municipal job you may not participate in any matter over which you
had official responsibility during your last two years of public
service.
Former municipal employees are barred for one year after they leave municipal employment
from personally appearing before any agency of the municipality in connection with matters
that were under their authority in their prior municipal positions during the two years before
they left.
Example: An assistant town manager negotiates a three-year contract with a company. The
town manager who supervised the assistant, and had official responsibility for the contract
but did not participate in negotiating it, leaves her job to work for the company to which the
contract was awarded. The former manager may not call or write the town in connection
with the company’s work on the contract for one year after leaving the town.
A former municipal employee who participated as such in general legislation on expanded
gaming and related matters may not become an officer or employee of, or acquire a financial
interest in, an applicant for a gaming license, or a gaming licensee, for one year after his
public employment ceases.

(c) Partners. Your partners will be subject to restrictions while you

serve as a municipal employee and after your municipal service
ends.
Partners of municipal employees and former municipal employees are also subject to
restrictions under the conflict of interest law. If a municipal employee participated in a
matter, or if he has official responsibility for a matter, then his partner may not act on behalf
of anyone other than the municipality or provide services as an attorney to anyone but the
city or town in relation to the matter.
Example: While serving on a city’s historic district commission, an architect reviewed an
application to get landmark status for a building. His partners at his architecture firm may
not prepare and sign plans for the owner of the building or otherwise act on the owner’s
behalf in relation to the application for landmark status. In addition, because the architect has
official responsibility as a commissioner for every matter that comes before the commission,
his partners may not communicate with the commission or otherwise act on behalf of any
client on any matter that comes before the commission during the time that the architect
serves on the commission.

Example: A former town counsel joins a law firm as a partner. Because she litigated a
lawsuit for the town, her new partners cannot represent any private clients in the lawsuit for
one year after her job with the town ended.

*****
This summary is not intended to be legal advice and, because it is a summary, it does not
mention every provision of the conflict law that may apply in a particular situation. Our
website, www.mass.gov/orgs/state-ethics-commission, contains further information about
how the law applies in many situations. You can also contact the Commission’s Legal
Division via our website, by telephone, or by letter. Our contact information is at the top of
this document.
Version 7: Revised November 14, 2016.
************************************************

ACKNOWLEDGMENT OF
RECEIPT
I,

, an employee at

(first and last name)(name of municipal dept.)

hereby acknowledge that I received a copy of the summary of the conflict of
interest law for municipal employees, revised November 14, 2016, on
__________________________________.
(date)

Municipal employees should complete the acknowledgment of receipt and
return it to the individual who provided them with a copy of the summary.
Alternatively, municipal employees may send an email acknowledging receipt of
the summary to the individual who provided them with a copy of it .

Do’s and Don’ts of Running a Hiring Committee
In this Chronicle of Higher Education article, Chicago executive-searcher Dennis Barden has ten suggestions for
search committees as they interview candidates:
• Understand the job. It’s vital to know the day-to-day responsibilities of the position in question before
conducting interviews.
• Prepare. Read candidates’ materials and decide on the structure and guiding principles. “Group interviews work
better when the panel agrees on a line of questioning that is intended to elicit substantive, useful responses and
that can be replicated for every candidate…” says Barden.
• Keep the purpose of preliminary interviews in mind. That is, to take an expansive view of possibilities and expand
options, not decide on the best candidate.
• Don’t represent just a narrow constituency. Every committee member should keep the good of the whole
organization in mind.
• Loosen up. “It is deadly when a panel is so focused on process that it feels that it must ask the same questions,
using the same words, in the same order, with every candidate,” says Barden. “Interview conversations go better,
and institutions get a far better sense of the personality of the candidate, when they flow naturally, like a
conversation.”
• Talk about the elephant in the room. People are sometimes too polite. “For goodness sake, just ask!” says
Barden. It’s important to address difficult or contentious issues while the candidate is there.
• Recruit as well as interview. “In an optimal search, the institution and the candidate find themselves at the same
stage of mutual consideration at the same time,” he says. “So, not only should the candidates be telling the
institution that they want the job, but the institution should be telling them how interested it is in them.”
• Don’t treat candidates like supplicants. “Talent is hard to find,” says Barden. “It needs to be invited in and to be
given a reason to stay.”
• Understand that leaders don’t make everyone happy. “A search for candidates who have a track record of
keeping everyone happy is a search for an appeaser,” he says.
• Don’t let the process become more important than the outcome. “Process is intended to serve result, not be a
result itself,” he concludes. “When institutions become so immersed in the process that they come to believe that
it’s more valuable than the outcome (the hire itself), things tend to go awry – and they do so very, very slowly.”
“Treating Candidates Like Supplicants, and 9 Other Recruiting Mistakes” by Dennis Barden in The Chronicle of
Higher Education, May 24, 2013 (Vol. LIX, #37, p. A36-37),
http://chronicle.com/article/Top-10-Mistakes-in-Recruiting/139351/

MEMORANDUM
To:

Brookline Superintendent Search Committee

From: Glenn Koocher, MASC
Kathleen Kelly, MASC
Date:

January 11, 2021

RE:

Key Take-Aways from On-Line Surveys

Over 600 people responded to the on-line survey with the vast majority of comments coming from
parents (442), community members (156) and teachers (105). The School Committee members of the
search committee have been provided with the full text of all responses, including almost 2,000
individual comments on open response categories. MASC reviewed the entire document. What follows
is a general summary of the key points raised by responders.
Brookline Superintendent Search – 2021
Please tell us something about yourself? Check all that apply, including your town of
residency.
Note: many responders chose multiple categories.

Answer Choices
Parent/Guardian/Caretaker

Responses
70.72%

442

6.24%

39

Community Member

24.96%

156

Faculty Member - Teacher

16.80%

105

Faculty Member - Paraprofessional

0.96%

6

School Support Staff

2.08%

13

Faculty Member - Administrator

3.20%

20

Business Person in the District

0.48%

3

Town Government Official

2.72%

17

Student

Other or Town of Residency

124
Answered

625

Also attached are the numerical data from the questions where responders were asked to rank
important issues and characteristics of a desired superintendent.
We were able to disaggregate the data from parents/guardians and from teachers and have provided a
side-by-side comparison of the average rankings with significant differences highlighted. This is not a
“statistical significance” report, but those responses where the difference between parents and teachers
(1-5) were at or greater than .3. As noted previously, a complete download of all data sorted by
questions posed, including open responses, is being provided to the School Committee members of the
search committee.
Based on the quantitative ranking data, where a score of 5 signifies most important, the top five issues
for survey respondents are 1) Educational Leadership (4.53), 2. Staff Relations/Morale (4.46), 3.
Transparency (4.39), 4. Quality of Instruction (4.35), and 5. Communication with the public (4.23). The
top five attributes sought in the next superintendent are 1. Communication skills (4.61), 2. Retention of
superior staff (4.57), 3. Respect for others ’values (4.49), 4. Recruitment of superior staff (4.46), and 5.
Inspiration of others (4.43).
GENERAL CONSENSUS
There was a general consensus that the next superintendent will need strong interpersonal,
communication and leadership skills in order to be successful in confronting the COVID-related issues
that have had an impact on education in Brookline. The past year has included turmoil generated by the
COVID pandemic, and the accompanying financial/budget challenges. The Public Schools of Brookline
(PSB) will need a superintendent who can both facilitate community healing and move student learning
forward.

There was broad recognition across survey respondent groups that classroom teachers, special
educators, coaches and support staff have helped to immunize children from many of the fears and
anxieties that COVID has produced. Stability will be crucial in Brookline; considerable turnover in the
central office in recent years has reduced consistency and lowered morale. Thus, while there seems to
be an understandable concern about direction in the present, there is confidence that the educators will
help lead a successful transition from the COVID era. While remote learning is not anyone’s preferred
strategy, the stakeholders have viewed the faculty as a positive factor in preparing for the next
superintendency and returning to normalcy.
STAFF RESPONSES
Educators placed a very high priority on diversity, equity and social justice. This priority was explained in
many dimensions but all related to integrating social and emotional learning and the equitable
distribution of resources and opportunities for students, including for those with special needs.
Although the METCO program has been a part of PSB for five decades, many respondents believe there
is great potential to improve outcomes for both METCO and resident students who benefit enormously
from learning alongside a diverse group of youngsters.
Teachers responded to concerns that are often attached to economically advantaged, high performing
districts: that high demanding parents may have a disproportionate level of influence over the central
office decisions or at the principal level. Generating a high level of parent engagement is often stated as

a goal of many other districts. In Brookline, educators warned that a balance is tilting away from the
people who work in classrooms.
There were many respondents who worry that Brookline’s great reputation is at risk as a function of
diminished teacher morale, inadequate budget allocations to achieve excellence and equity, loss of
individual school autonomy, and negativity from challenges that became local news items. On the other
hand, both faculty and parents have been unambiguous in their praise of teachers, specialists,
therapists, paraprofessionals, and administrative support personnel who have done their best to shield
students from the challenges of 2020.
Many respondents want the search process to identify a leader who will prioritize stability and who will
encourage and retain central office administrators and principals to commit to their work for the long
term. Educators call for a communications strategy that incorporates transparency with an affirmative
effort to promote the value of the work in schools. This is part of a strategy to establish the role of the
classroom teacher and specialist who work directly with students as committed, courageous, and
socially conscious advocates for children.
Teachers call for a superintendent who understands the many dimensions of leadership. Recent
turnover in the central office of PSB has left many teachers hoping for a superintendent who will be
more in touch with the faculty. They want candidates for the superintendency to be asked to provide
clear examples of what they have done to demonstrate both what good leaders do and how they make
an impact. This is a clear challenge to the search committee not to confuse buzzword literacy with
knowledge and experience with actual action steps to improve educator morale, curriculum quality,
diversity, and equity.

Educators remind us that the COVID pandemic will be both an opportunity and a challenge to think
differently about learning going forward. This may include identifying the possibilities of the overall role
of technology, alternative schooling, remote learning, extracurricular activities, evaluations, strategic
planning, and independence of educators to be innovative. The next superintendent will find a faculty
ready to identify specific strategies to balance a range of student experiences and outcomes.
Scattered throughout the responses were strong statements in support of music, drama, dance, and art
which are always candidates for cuts in uncertain fiscal times. Educators call for high-quality professional
development that relates to the specific needs of individual categories of teachers. As is the case in most
districts, educators lament the roadblocks to more emphasis on building critical thinking skills created by
a statewide policy of standardized testing, test-based assessments of teachers, schools and districts, and
labeling of students.

PARENT AND COMMUNITY RESIDENT RESPONSES
Parents prioritize stability and commitment to Brookline as important criteria for selection. A significant
number of parents are mindful of tensions between subsets of stakeholders and believe that a skillful
superintendent who excels as a communicator will be essential toward moving forward. Parents seek a
superintendent who can speak clearly in presenting the finances, academic outcomes, and key decisions
to the public.
Parents express a high level of respect for teachers. They praise the special skills that faculty members
have and deploy. They see the faculty as dedicated, creative, committed to children and very good at
what they do.
While this is a higher priority among teachers, parents did express concerns about equalizing
opportunities for students. There were several statements urging taking care of kids who cannot afford
private, supplemental tutoring and coaching that is available to economically advantaged families.
Concerns were similarly expressed around reviewing special education services to ensure access and
participation for special education students.
Parents are strong proponents of the arts, athletic opportunities, and extracurricular activities and
would like a superintendent who is well versed in the making of the well-rounded student.
Parents articulate strongly the value of a diverse student body and faculty, including the METCO
program. They see value in professional development for teachers to help remediate bias and to
identify strategies for achieving equity in its many formats. The concept of “opportunity hoarding,” for
example, is an element that disadvantages certain cohorts of students, especially during the quarantine
in a pandemic.
Community members are concerned about the reputation of the district and the assurance that tax
dollars are targeted to getting effective services to students.

Survey Responses – Analysis of Some Numerical Data
Responders were asked to rank issues and concerns on a scale of 1-5. The lowest possible score is 1.0
and the highest is 5.0. The median possible score is 3.0. A full ranking is posted, below. Areas parents
ranked higher than faculty by significant margin (.3) :
PARENTS/Criteria

Difference
Higher Priority than Teachers

IMPORTANT ISSUES (Listed in order of appearance on the survey.)
Curriculum Development
Quality of Instruction
Technology
Academic Planning
Academic Standards
Student Assessment
Staff Evaluation
College/Career Readiness
Extra-Curricular Activities
Enrichment Education
After School/Summer Support

.91
.85
.38
.67
.82
.62
.66
.81
.89
.94
.49

PERSONAL CHARACTERISTICS
Encouraging Parental Involvement
Responsive to Administrators
Experience with Curriculum Development
Improvement in Academic Performance
Experience with Technology
Appreciates STEM

TEACHERS/Criteria

.34
.58
.42
.70
.33
.59

Difference
Higher Priority than Parents

IMPORTANT ISSUES
Diversity
Equity and Inclusion
Collective bargaining/Employment Policy
Staff Relations/Morale
Special Education

.64
.67
.51
.35
.38

PERSONAL CHARACTERISTICS
Appreciating Diversity
Working with Diverse Constituencies
Understanding Special Education
Responsiveness to Educators
Visits Classrooms and Schools

.67
.71
.61
.38
.42

What are the most important issues for you as we begin the process to select a new superintendent?
Please rate each area with a score of 1 (lowest) to 5 (highest) Presented in Ranked Order
1
(Lowest)

2

3

5
(Highest)

4

Total

Weighted
Average

Rated 4
or 5

%

Educational Leadership

0.82%

5

1.97%

12

8.36%

51

20.98%

128

67.87%

414

610

4.53

542

86.6%

Staff Relations/Morale

0.80%

5

1.45%

9

10.13%

63

26.37%

164

61.25%

381

622

4.46

545

87.1%
82.4%

Transparency

0.49%

3

2.94%

18

12.40%

76

25.77%

158

58.40%

358

613

4.39

516

Quality of Instruction

1.62%

10

2.60%

16

12.50%

77

25.49%

157

57.79%

356

616

4.35

513

81.9%

Communication with the Public

1.64%

10

3.28%

20

12.81%

78

35.30%

215

46.96%

286

609

4.23

501

80.0%

Academic Planning

2.11%

13

5.04%

31

21.95%

135

31.87%

196

39.02%

240

615

4.01

436

69.6%

Academic Standards

3.27%

20

7.03%

43

19.44%

119

26.47%

162

43.79%

268

612

4

430

68.7%

Health/Safety

2.45%

15

4.08%

25

24.80%

152

29.36%

180

39.31%

241

613

3.99

421

67.3%

Financial Management

0.98%

6

3.76%

23

24.55%

150

37.48%

229

33.22%

203

611

3.98

432

69.0%

Strategic Planning

3.08%

19

5.52%

34

19.48%

120

36.53%

225

35.39%

218

616

3.96

443

70.8%
69.5%

Social and Emotional Wellness

2.12%

13

5.05%

31

21.99%

135

37.30%

229

33.55%

206

614

3.95

435

Equity and Inclusion

7.82%

48

5.54%

34

16.94%

104

27.04%

166

42.67%

262

614

3.91

428

68.4%

Curriculum Development

4.07%

25

7.80%

48

24.55%

151

31.22%

192

32.36%

199

615

3.8

391

62.5%

Collective Bargaining/Employment
Policy

5.06%

31

9.79%

60

26.10%

160

30.83%

189

28.22%

173

613

3.67

362

57.8%

College/Career/Civic Readiness

4.91%

30

8.67%

53

31.75%

194

26.51%

162

28.15%

172

611

3.64

334

53.4%

Special Education

6.53%

40

8.65%

53

26.75%

164

30.83%

189

27.24%

167

613

3.64

356

56.9%

Professional Development

3.76%

23

7.04%

43

31.10%

190

37.81%

231

20.29%

124

611

3.64

355

56.7%

Diversity

10.20%

62

7.89%

48

24.18%

147

27.47%

167

30.26%

184

608

3.6

351

56.1%

Technology

4.07%

25

10.26%

63

37.46%

230

31.76%

195

16.45%

101

614

3.46

296

47.3%

Staff Evaluation

6.22%

38

9.00%

55

35.68%

218

32.90%

201

16.20%

99

611

3.44

300

47.9%

Enrichment Education

9.62%

59

13.05%

80

31.81%

195

25.61%

157

19.90%

122

613

3.33

279

44.6%

Student Assessment

10.51%

64

12.81%

78

35.80%

218

24.30%

148

16.58%

101

609

3.24

249

39.8%

Facilities Management

6.03%

37

14.01%

86

43.32%

266

26.55%

163

10.10%

62

614

3.21

225

35.9%

Extra Curricular Activities

11.69%

72

14.29%

88

34.42%

212

24.19%

149

15.42%

95

616

3.17

244

39.0%

New Facilities Construction

10.10%

62

18.40%

113

42.67%

262

20.52%

126

8.31%

51

614

2.99

177

28.3%

After School/Summer Support

16.99%

104

16.99%

104

34.15%

209

18.79%

115

13.07%

80

612

2.94

195

31.2%

Q6. What are the personal characteristics that you feel are important for the next superintendent to
possess? Please rate these characteristics from 1-5 with 1 being the least important and 5 being the
most important. Presented in ranked order.
1
(Lowest)

2

3

5
(Highest)

4

Total

Weighted
Average

Rated
4 or 5

%

Communications Skills

0.33%

2

0.65%

4

6.69%

41

22.35%

137

69.98%

429

613

4.61

566

91%

Retains Superior Staff

1.30%

8

0.98%

6

6.68%

41

21.50%

132

69.54%

427

614

4.57

559

89.9%

Respects People's Values

0.83%

5

1.49%

9

8.11%

49

27.48%

166

62.09%

375

604

4.49

541

87.0%

Attracts Superior Staff

1.64%

10

1.64%

10

9.00%

55

24.55%

150

63.18%

386

611

4.46

536

86.1%

Inspires Others

1.31%

8

1.64%

10

10.82%

66

25.08%

153

61.15%

373

610

4.43

526

84.6%

Responsive to Educators

0.98%

6

2.62%

16

10.98%

67

28.03%

171

57.38%

350

610

4.38

521

83.8%

Supports/Mentors Staff

1.31%

8

2.29%

14

12.60%

77

32.73%

200

51.06%

312

611

4.3

512

82.3%

Understands Community Relations
Responsive to Students, Parents, and
Community

0.66%

4

1.99%

12

15.42%

93

34.00%

205

47.93%

289

603

4.27

494

79.4%

1.64%

10

2.79%

17

16.75%

102

28.57%

174

50.25%

306

609

4.23

480

77.1%

Appreciates Diversity

4.46%

27

5.28%

32

16.01%

97

24.26%

147

50.00%

303

606

4.1

450

72.3%

Strategic Planning Skills

1.16%

7

4.13%

25

19.17%

116

36.86%

223

38.68%

234

605

4.08

457

73.5%

Personnel Administration Skills

1.48%

9

4.76%

29

20.03%

122

33.99%

207

39.74%

242

609

4.06

449

71.2%

Visits Classrooms/Schools

2.28%

14

6.68%

41

18.89%

116

29.80%

183

42.35%

260

614

4.03

443

71.2%

Organizational Skills
Success Working with School
Committee

1.49%

9

4.13%

25

21.98%

133

36.03%

218

36.36%

220

605

4.02

438

70.4%

1.81%

11

3.95%

24

21.88%

133

36.35%

221

36.02%

219

608

4.01

440

70.1%

Responsive to Administrators

2.33%

14

4.66%

28

21.96%

132

33.11%

199

37.94%

228

601

4

427

68.7%

Collective Bargaining Skills

1.32%

8

4.30%

26

25.45%

154

35.37%

214

33.55%

203

605

3.96

417

67%

Working with Diverse Constituencies

4.79%

29

5.28%

32

20.96%

127

30.36%

184

38.61%

234

606

3.93

418

67.2%

Life Long Learner

3.78%

23

5.09%

31

24.47%

149

29.23%

178

37.44%

228

609

3.91

406

65.3%

Builds Innovative Partnerships
Appreciates STEM
(Science/Technology/Engineer/Math)

2.47%

15

6.26%

38

24.71%

150

34.27%

208

32.29%

196

607

3.88

404

65%

1.98%

12

6.93%

42

28.05%

170

32.34%

196

30.69%

186

606

3.83

382

61.4%

Understanding of Special Education

3.14%

19

8.43%

51

26.61%

161

31.74%

192

30.08%

182

605

3.77

374

61.1%

Mastery of Budget and Finance

1.82%

11

6.28%

38

30.25%

183

37.52%

227

24.13%

146

605

3.76

373

60%

Previous Superintendent Experience
Experience with Curriculum
Development
Improvement in Academic
Performance

6.35%

39

9.12%

56

22.80%

140

29.32%

180

32.41%

199

614

3.72

379

60%

3.43%

21

8.01%

49

30.39%

186

34.97%

214

23.20%

142

612

3.67

356

57.2%

6.20%

38

9.46%

58

28.87%

177

25.61%

157

29.85%

183

613

3.63

340

54.7%

Experience as a Principal

5.12%

31

9.59%

58

30.08%

182

32.07%

194

23.14%

140

605

3.59

334

53.7%

Encourages Parental Involvement
Previous Central
Administration/Leadership
Experience in a Peer District
Personal Interest in
Professional Development

5.29%

32

8.93%

54

33.72%

204

30.58%

185

21.49%

130

605

3.54

315

50.7%

6.80%

41

10.61%

64

31.18%

188

29.19%

176

22.22%

134

603

3.49

310

49.9%

4.29%

26

10.73%

65

35.97%

218

32.34%

196

16.67%

101

606

3.46

297

47.8%

Experience with Technology

4.10%

25

13.44%

82

35.25%

215

33.44%

204

13.77%

84

610

3.39

288

46.3%

Appreciates Arts

7.45%

45

10.76%

65

34.11%

206

31.62%

191

16.06%

97

604

3.38

288

46.3%

Secures Grants/Outside Funding

5.50%

33

12.67%

76

43.33%

260

27.33%

164

11.17%

67

600

3.26

231

37.1%

15.56%

94

16.56%

100

34.27%

207

21.36%

129

12.25%

74

604

2.98

203

32.6%

Appreciates Athletics
Other (please specify)
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PUBLIC SCHOOLS of

Brookline

Superintendent of Schools, Brookline Masschusetts
MISSION STATEMENT
The Public Schools of Brookline’s mission is to ensure that every student develops the skills and knowledge
to pursue a productive and fulfilling life, to participate thoughtfully in a democracy, and succeed in a diverse
and evolving global society.
Unique Leadership Opportunity
The Public Schools of Brookline offers its future Superintendent a unique opportunity to lead a high performing,
diverse and dynamic prek-12 district holding high expectations for all. The School Committee seeks an exceptional
educational leader who values community involvement and voice, who will champion and act on Brookline’s
commitment to educational equity and who has a track record of educational vision as well as outstanding
interpersonal and managerial skills.

Coolidge Corner, Brookline

SELECTION CRITERIA
The next Superintendent of the Public Schools of Brookline must have as a primary focus the joy of learning
along with student achievement and well-being. The ability to successfully collaborate with all stakeholders,
and cultivate a positive school climate and culture is essential. Qualified candidates must have successful school
administrative experience combined with a background in teaching. The ideal candidate will have 5 years central
administrative experience, preferably as a Superintendent, strong leadership skills, experience in strategic planning, implementation and oversight, ability to solve complex problems and a strong understanding of school
finance and budgets. A Master’s degree is required; an advanced graduate degree is preferred. A Massachusetts
Superintendent license or eligibility for license is necessary. The Public Schools of Brookline is prepared to provide a multi-year contract with a competitive salary and benefits package, commensurate with qualifications and
experience.
The Brookline Community
A unique urban/suburban town (pop. 59,000) bordering the City of Boston, Brookline is a socioeconomically,
racially and ethnically diverse community with a storied commitment to public education, citizen participation and
educational equity. Home to residents who work or study at many of the area’s top colleges, universities, and hospitals, the community earns its reputation as highly educated and civically engaged. With tree-lined streets, beautiful parks and open space, great public services and close proximity to Boston’s many cultural amenities, Brookline
appeals to both urban and suburban tastes and lifestyles.
Brookline Public Schools is an Equal Opportunity Employer.

Public Schools of Brookline
Recognized for excellent teachers, active parents, and high student achievement, the Public Schools of Brookline
pursues its vision of an extraordinary education for every child, inclusive classrooms, pedagogical innovation and
professional collaboration.

Architect rendering: Brookline High School
(renovation in progress)

District at a glance (FY20)
• Students: 7777
• School Budget (FY21): $120 Million
• Diverse student body
Asian (20.8%)
African American (6%)
Hispanic (10.2%)
White (53%)
Multi-racial non-Hispanic (10%)
Students with disabilities (16.3%)
Students whose first language is not English (31.5%)

• English Language Learners (730)
• METCO community: a voluntary integration program
founded in 1966 by Brookline and other area districts.
The METCO program in Brookline provides K-12
education for approximately 300 students.
• 4 Early Childhood Centers (252 students)
8 Elementary Schools: (preK-8)
1 High School (2083 students)
• Teachers (664)
• Title 1 schools (4)

ANTICIPATED TIMELINE 2020-2021
Week of December 7, 2020
Position posted
January 15, 2021
Applications due
January 22
Semifinalists selected
January 24 - February 5
Semifinalist interviews
February 5
Finalists selected
February 15-19
Finalist interviews/site visits
March 4
School Committee selects next Superintendent
July 1
Start date

APPLICATION PROCESS
Applications are available at www.masc.org
Applications should be submitted to amartin@masc.org with the subject line:
Brookline Superintendent Search.
Applications must be received by 3:00pm EST January 15, 2021.
For more information, contact Glenn Koocher at gkoocher@masc.org (617-733-0497) or Kathleen Kelly at
kkelly@masc.org (617-899-2064). Please do not contact members of the Brookline School Committee or
Brookline School Department.

