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SCOPE AND METHOD

About This Summary

This narrative summary synthesizes the online stakeholder survey conducted for the Cherry Creek School
District superintendent search. The instrument drew 1,624 submissions between August 24 and September
11, 2026, in English (1,600), Spanish (18), Dari (2), Chinese (2), and Amharic (2). Findings from stakeholder
focus groups are reported separately and are not reflected here.

Respondents identified their primary connection to the district as parents of current students (54 percent),
staff members (39 percent), other (4 percent), parents of former students (2 percent), community members
(1 percent), and students (under 1 percent). Disaggregated results are reported for the two groups exceeding
five percent of the sample: parents of current students (873 responses) and staff members (617 responses).

The survey combined multiple-choice selections, four-point rating scales, and constructed-response
guestions. This document reports, question by question, the themes that recurred, the figures that carry
them, where parents and staff diverge, and what each finding implies for the Board's decisions. Quoted
language is respondents' own, as recorded.

Interpretation note: this was an open, self-selected survey rather than a probability sample, so the results describe the people who
chose to respond and should not be read as a broader opinion. Students, community members, and parents of former students
responded in numbers too small to disaggregate Percentages on the critical-issues and characteristics questions reflect multi-select
items and therefore total more than 100 percent.
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SURVEY QUESTION ONE

How Stakeholders Feel About the District

Asked for the one word that best describes how they feel about the district, respondents produced a
vocabulary that is genuinely split rather than mixed. The largest terms in the combined response are proud,
concerned, hopeful, disappointed, and conflicted, with satisfied, frustrated, uncertain, worried, and good
close behind. Pride and dismay appear at nearly the same scale, and several of the most frequent words —
conflicted, uncertain, unsure — name an ambiguity rather than a demonstrative position.

The two disaggregated groups arrive at the result from different starting points. Parents' most frequent
words lead with good, hopeful, and disappointed, followed by great, satisfied, concerned, and positive — an
evaluative vocabulary about service received. Staff lead with proud, hopeful, and disappointed, followed by
concerned, conflicted, frustrated, uncertain, and skeptical, with embarrassed and betrayed appearing at
smaller scale. Staff language is more invested and appears more internalized.
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SURVEY QUESTION TWO

Strengths of the District

Asked to name three strengths that candidates should know about, respondents produced a consistent rank
order. The quality and dedication of teachers and staff was the single most frequent theme, with
respondents describing staff as dedicated and highly qualified and noting long tenures.

Diversity, equity, inclusion and belonging followed, framed overwhelmingly as an asset rather than a
demographic fact — strength in diversity, commitment to valuing diversity, and support for multilingual
learners.

Community and family engagement came next, described through invested parents, strong partnerships, and
a tradition of support. Academic excellence and achievement, breadth of programs and opportunities,
resources and facilities, and reputation and tradition completed the list.

The programs cited were specific: Advanced Placement and International Baccalaureate, concurrent
enrollment, career and technical pathways, the innovation campus, athletics, fine arts, clubs, and school-
choice options. Respondents also named the district's funding position, facilities, technology, and pay scale as
strengths in their own right.

The two segments weigh this question differently. Parents rank leadership, governance, transparency and
integrity markedly higher as a strength than the full pool does, and they add whole-child supports — mental
health services and campus safety — as a distinct theme. Staff do the opposite: they rank diversity, equity
and inclusion substantially higher than the full pool, and they rank leadership, governance and integrity the
lowest of any segment. Where staff do credit leadership, they credit it at the building level rather than the
district level. Staff also extend credit explicitly to classified and support staff, not only teachers, and cite the
teacher pay scale as the best in the area.
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SURVEY QUESTION THREE

Perceptions of District Performance

Respondents rated seven operational facets of the district on a four-point scale. The results are notable less
for their ranking, which is stable across every segment, than for their spread: the highest-rated facet sits near
2.8 while the two lowest sit below 1.75, a gap of more than a full scale point within the same instrument.

Operational facet All Parents Staff
Student achievement 2.77 2.74 2.82
Preparing students for college and career 2.75 2.58 2.95
Relationships with families 2.43 2.38 2.54
Communications 2.39 2.50 2.26
Relationships with staff members 2.15 2.14 2.20
Transparency 1.63 1.71 1.55
Financial management 1.43 1.41 1.42

Weighted averages on a four-point scale. All respondents (1,624), parents of current students (873), staff members (617).

Financial management is the lowest-rated facet in every segment, and the figures are nearly identical: 1.41
among parents and 1.42 among staff, against 1.43 overall. That convergence matters. The usual explanation
for a low internal score — that employees judge management more harshly than families do — does not
apply, because the two groups landed within one one-hundredth of each other. Transparency is the second-
lowest facet at 1.63 overall, with staff harsher (1.55) than parents (1.71).

Instruction fares considerably better. Student achievement is the highest-rated facet overall at 2.77, and staff
rate preparation for college and career highest of anything in the survey at 2.95, against 2.58 from parents.
The one reversal in the table is instructive: staff rate the district's relationships with families higher (2.54)
than parents rate that same relationship (2.38), and parents rate communications higher (2.50) than staff do
(2.26). Each group is more satisfied with the district's treatment of the other than with its treatment of itself.
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SURVEY QUESTION FOUR

Critical Issues to Prioritize

Respondents selected the three most critical issues from a list of thirteen. Financial management ranked first
overall at 49.19 percent and first among staff at 61.91 percent — the highest single figure anywhere in the
survey. Staff placed recruitment and retention second at 42.30 percent. Parents ordered the list differently,
leading with teacher quality at 39.28 percent and financial management at 39.16 percent, effectively tied,
then academic outcomes, college and career readiness, and school safety.

Critical issue All Parents Staff
Financial management 49.19% 39.16% 61.91%
Staff recruitment and retention 32.81% 26.81% 42.30%
Academic outcomes 32.63% 35.31% 27.71%
Teacher quality 30.19% 39.28% 18.64%
College and career readiness 22.94% 30.77% 12.97%
School safety and security 22.00% 28.55% 14.10%
Special education services 20.88% 16.08% 28.20%
Diversity and engagement 20.13% 17.83% 22.37%
Communication 17.50% 13.87% 21.88%
Family and community relations 17.13% 14.80% 18.48%
Mental health services 13.94% 13.75% 14.26%
Social emotional learning 12.31% 14.22% 10.53%
Facilities and grounds 6.19% 6.99% 5.02%

Respondents selected three of thirteen options, so columns total roughly 300 percent.

Four divergences in this table are large enough to garner specific attention. Teacher quality is a parent
priority at 39.28 percent and a staff priority at 18.64 percent. School safety is nearly twice as urgent to
parents (28.55 percent) as to staff (14.10 percent). Special education services reverse the pattern, at 28.20
percent among staff against 16.08 percent among parents. College and career readiness is a parent priority at
30.77 percent and a staff priority at 12.97 percent — although staff rated the district's current performance
on that facet highest of anything in the survey, which suggests they see it as already handled. Facilities
ranked last in all three columns.

The constructed-response follow-up named five recurring additional priorities: fiscal stewardship and
spending priorities, with repeated calls for financial transparency and reduced spending outside classrooms;
trust, transparency and communication, framed as rebuilding credibility and organizational integrity; family
and community engagement; academic rigor, curriculum and outcomes, with college and career readiness
among the most repeated exact phrases; and staff pay, morale and retention, with morale described as
declining and experienced staff lost following layoffs.

Parents added two priorities of their own. Special education and learner supports drew some of their most
frequent comments, spanning individualized education program services, neurodiverse students, and gifted
and talented programming. Student behavior, discipline and safety was notably elevated among parents,
with calls for continued security investment and for genuine transparency about safety and behavior
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incidents. Staff added equity and consistency across schools, citing disparities in educator quality, physical
safety, and building resources, and were specific about service delivery: removing paraprofessional support
from buildings was singled out as having a significant negative effect, and staff described special education
staffing as under-supported. Staff also framed community engagement as a partnership that has eroded,
citing a need to more frequently invite parents to be directly engaged.
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SURVEY QUESTION FIVE

Characteristics the Next Superintendent Should Have

Respondents selected five characteristics from a list of twenty-three. Integrity ranked first in every segment
and by a wide margin: demonstrates high integrity and ethics and leads by example drew 57.25 percent
overall, 57.58 percent among parents, and 55.92 percent among staff. No other characteristic reached 40
percent in the combined pool. Taking responsibility and being accountable (35.94 percent) and placing
student needs above anything else (35.88 percent) followed, then a background in public education (33.56
percent), commitment to equitable access (29.38 percent), valuing the whole child (27.00 percent), and using
data to make informed and transparent decisions (26.25 percent).

The widest segment gap in the entire survey appears here. A background in public education drew 47.81
percent among staff and 23.66 percent among parents — a twenty-four-point difference, and the second-
ranked characteristic for staff overall. Staff also weighted equitable access (35.33 percent against 24.59
percent) and time spent in classrooms (28.20 percent against 16.78 percent) considerably higher. Parents
weighted safety and security far higher (26.81 percent against 13.94 percent), along with placing students
first and using data transparently.

What respondents declined to prioritize is equally informative. Previous experience as a superintendent
finished last overall at 8.63 percent, below valuing school autonomy (9.88 percent), adapting to changing
circumstances (9.81 percent), resolving conflict with dignity (10.31 percent), and maintaining a future-
focused vision (10.81 percent). Respondents want an educator, not necessarily a sitting superintendent, and
they rank character above credential.

The constructed-response follow-up sharpened the picture. Listening, accessibility and visibility in schools
drew the most pointed language in the dataset, with staff asking for a leader frequently visible in buildings
who authentically listens to the people closest to the work with students. Community engagement and
relationship building followed, with respondents seeking a superintendent who is genuinely part of the
community. Empathy, humility and emotional intelligence recurred, framed as the ability to admit error and
rely on a team. Cultural competence and understanding of the district's growing communities of color
completed the shared list. Parents added two of their own: strong fiscal and operational management, and a
leader who is apolitical and free of personal agenda, with explicit concern about hiring someone easily drawn
into partisan or ideological disputes.
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SURVEY QUESTION SIX

Community Draws for Candidates

Asked to name three things that might encourage a candidate to relocate, respondents produced a stable
and unsurprising list, with one exception worth noting. Outdoor recreation and natural beauty ranked first.
The strength and reputation of the school district itself ranked second — ahead of weather and climate,
ahead of diversity of people and cultures, ahead of community character, and ahead of location and access to
metropolitan amenities.

The two segments differ only at the margin. Parents added compensation and district resources to the list;
staff added the regional economy, jobs, and professional opportunity. Both retained the same top three in
the same order.
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SURVEY QUESTION SEVEN

Guidance to the Board of Education

The final question invited any additional considerations for the Board, and 1,011 respondents answered it —
a participation rate on an open-ended question that itself indicates authentic engagement. Rebuilding trust,
culture and morale after the events of the past year was the dominant theme by a wide margin. Among staff
it accounted for nearly a quarter of all comments and produced the largest single-theme gap over parents in
the dataset. Staff asked for a leader who will be transparent about the district's actual condition, who values
the people in it, and who acknowledges the trust problem among employees rather than managing around it.

Search-process transparency and stakeholder involvement ranked second overall. Respondents called for an
open process, candidate forums, and the deliberate inclusion of critical voices rather than only safe and
supportive ones. Staff added a request for timely communication and input into candidate selection, along
with a willingness on the Board's part to hear perspectives that present challenging ideas — and raised a
specific concern that the search timeline would not produce a pool of qualified and experienced candidates.

Accountability and board governance ranked third, and its character is distinctive: a substantial share of
respondents directed their comments at the Board itself rather than at the search, asking the Board to hold
itself accountable, rebuild trust with the community, and regain public confidence. Selecting an internal
candidate versus an external candid ranked fourth and was frequently raised but rarely resolved. The
plurality urged fairness to every candidate, stressing that all qualified applicants should have an equal
opportunity while cautioning that a superintendent who does not respect the district's existing culture and
success will struggle. Where a preference was stated outright, those favoring an outside candidate for fresh
perspective and those favoring an internal candidate for continuity were roughly equal in number.

Parents ordered this question differently, and the difference is significant. Politics and ideology rose to first
place among parents, up sharply from the full pool, with the dominant framing being "leave politics out of it"
rather than advocacy for any position. Rebuilding trust remained near the top but lower than in the full pool,
and parents framed trust as needed inside the district as much as between the district and the community.
Fiscal accountability followed, with parents asking for a candidate who can repair a perception of
irresponsible spending, then the role of the Board itself, citing low confidence in current governance,
insufficient oversight, and limited engagement with marginalized neighborhoods. Parents closed with school
climate, behavior and safety, including a call for a district-wide cell phone policy, limits on artificial
intelligence in classrooms, and screening candidates for ethical track records. Staff, for their part, asked for
financial competence paired with shared sacrifice in budget reductions, and for money allocated to
classrooms rather than to central initiatives and administration.
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SEGMENT COMPARISON

Where Parents and Staff Diverge

Because parents and staff together account for 93 percent of the sample, the differences between them are
the most actionable comparison the survey supports. Five divergences are large enough to shape recruitment
and interviewing. Staff prioritize a public-education background at nearly twice the parent rate (47.81 against
23.66 percent). Parents prioritize school safety at nearly twice the staff rate (28.55 against 14.10 percent)
and teacher quality at more than twice (39.28 against 18.64 percent). Staff prioritize special education
services well above parents (28.20 against 16.08 percent) and financial management far above them (61.91
against 39.16 percent). And on guidance to the Board, parents lead with keeping politics out of the decision
while staff lead with rebuilding trust and morale.

The convergences matter just as much, because they are the findings no constituency can dismiss as
someone else's complaint. Integrity ranks first for both groups at roughly 56 to 58 percent. The current status
of financial management is the lowest-rated facet for both, within a hundredth of a point. Transparency is
the second-lowest for both. Facilities and grounds rank last as a priority for both. Both groups name the
quality of teachers and staff as the district's leading strength, and both name the district's own reputation as
the second-strongest reason a candidate would relocate.

Prepared by McPherson & Jacobson, L.L.C., Executive Recruitment and Development, as consultant to the Cherry Creek School District
Board of Education. Findings reflect 1,624 online survey submissions gathered August 24 through September 11, 2026. Stakeholder
focus group findings are reported separately.
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