
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

LEADERSHIP PROFILE REPORT 

Cheltenham School District, PA 



 

 

 

HISTORY/BACKGROUND 

 
Cheltenham Township is a diverse, suburban community in Montgomery County, PA, which 
sits on the northwest border of the city of Philadelphia in the heart of the Greater 
Philadelphia region. The township encompasses the communities of Glenside, Laverock, 
Wyncote, Cedarbrook, La Mott, Elkins Park, Melrose Park, and Cheltenham Village and 
celebrates a proud history as a stop on the Underground Railroad and as the home of Camp 
William Penn. Although comparatively small, Cheltenham Township is rich in diversity, 
acting as a microcosm of our country, full of people of different racial, religious, social, and 
economic backgrounds. 
 

Cheltenham School District serves a population of nearly 37,000 residents in its nine square 
miles. Like the township, the school district is highly diverse with an ethnic student body 
population consisting of 55% African American, 29% Caucasian, 7% multiracial, 6% Asian, 3% 
Hispanic, and less than 1% American Indian/Alaska Native or Native Hawaiian/Other Pacific 
Islander. 

The district operates four K-4 elementary schools, one 5-6 elementary school, one 7-8 
middle school, and one high school, serving approximately 4,525 students. The district is 
fully inclusive and offers a broad range of Special Education services.  

 

This report presents the findings of the Leadership Profile Assessment conducted by Hazard, 

Young, Attea & Associates (HYA) in May of 2021 in support of the search for the new 

superintendent of the Cheltenham School District.  The data contained herein were obtained 

from input received by HYA East Coast Vice President, William Adams, Ed.D., and HYA 

Associates, Aresta L. Johnson, Ed.D., Stacey Adams, M.B.A., and Matthew Friedman, Ph.D. 

after meeting with 88 individuals and Focus Groups in either an interview setting or larger 

group settings in the time period spanning May 20th - May 29th, and from the results of the 

online survey completed by 647 stakeholders.  The surveys, interviews, and focus group 

meetings were structured to gather input to assist the Board of Directors in determining the 

primary characteristics desired in the new superintendent. Additionally, the stakeholder 

interviews and focus groups provided information regarding the strengths of the district and 

some of the challenges that it will be facing in the coming years.  
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EXECUTIVE SUMMARY OF FINDINGS 

 

Strengths of the District:   

 

Among the most frequent strengths perceived and discussed by focus group participants and 

during interviews, as well as reflected in the survey, is the diversity of the school district, the 

power of student voice, the small, engaged Cheltenham community, the innovative project-

based learning (PBL), and the teachers.   

 

Cheltenham’s diversity is a microcosm of the country, and the district has implemented 

diversity and inclusion initiatives to support both students and staff.  The work towards 

Diversity, Equity, and Inclusion (DEI) was amplified in focus groups and interviews and noted 

as a hallmark of excellence underway in CSD.  The school district has devoted significant time 

towards professional development in the area of DEI.  Cheltenham’s small and engaged 

community, with its rich and robust history, enables a family-like atmosphere to exist within 

the town, while transforming into an inclusively culturally responsive environment. 

 

Student voice and their advocacy towards social justice is profound, and birthed the Equity 

Ambassador program, further expanding and supporting the perspective and insight of 

student voice.  Organizations, comprised of Cheltenham Students- Teachers-Alumni-Parents-

Community members, continue to be a voice for the ‘voice-less’ and focus on the disparities, 

restorative justice, and mental health support for students. 

 

Cheltenham’s focus upon Project Based Learning is a beacon within the school district.  

Stakeholders noted the success of PBL and the strong desire to have this learning permeate 

throughout the elementary grades as well.  Extensive professional development and training 

went into the PBL endeavor, and as a result the investment has been a significant ‘win’ for 

the school community.   

 

Despite the challenges presented in the following section, the Cheltenham School District has 

significant foundational pillars on which to continually improve. These include a history of 

academic excellence, project-based learning, robust arts/arts/music/theater programs, 

technology in classrooms, a communication platform, stakeholder engagement, stellar STEM 

programs, a plethora of Advanced Placement courses, and an overall desire to propel 

Cheltenham School District as a model school district of excellence in a diverse setting, 

preparing students to be academically and socially prepared for the global society.  
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Challenges and Issues Facing the District 

 

Considerable concern among students, staff, the Board of Directors, and community 

members for improving equity within CSD.  This concern centered around one of the 

identified strengths of the district, diversity, which was also perceived as a challenge.  The 

shift in the demographics of the Cheltenham community has resulted in a shift within the 

schools, and as a result, there are vast disparities for students of color within CSD.  

Specifically, access to advanced courses, the elevated disciplinary rate, policing in schools, 

arrest rate for students of color, and the overidentification of students of color in special 

education services, are salient elements which significantly impact the processes and 

procedures related to Culturally Responsiveness. Hiring and retaining teachers that reflect 

the diverse student population was illuminated as concern related to cultural responsiveness.  

Each focus group indicated the Equity and Inclusion work currently underway, is one area 

they would like to see continue within CSD. 

 

During interviews and focus groups, the desire to foster positive relationships and the re-

establishment of trust within all ranks of CSD was evident. The amount of staff turnover has 

resulted in a ‘loss of community intimacy’ internally and externally. Previously established 

relationships with school leaders, no longer exist due to drastic staff turnover.  The governing 

body and superintendent have clear, delineated roles, and the perception is that often times, 

these lines are blurred.  All bargaining units desire to have ‘a seat at the table’ with the new 

superintendent, similar to the teachers’ union, who have identified on-going dedicated 

meeting times.  Staff members expressed a desire to be acknowledged for their work, without 

micromanagement or harsh criticism, and expressed a need to ‘re-set’ post pandemic to 

assess. Currently, an organizational structure exists where building leadership reports directly 

to the superintendent, by-passing cabinet members. Also noted from the Government and 

Business focus group, the Town believes there is a great need to work in tandem with the 

superintendent in order to improve the school and community.  There is a lack of trust 

between stakeholder groups and the district’s stance on policing in schools.   

 

Developing a capital improvement plan to fiscally plan for the rebuilding/renovations of Elkins 

Park, Cheltenham High School, and other antiquated school facilities, was noted by 

stakeholders. Respondents to the survey found that on a Likert scale of 5.0, CSD rated 2.97 in 

the category of, “the district is fiscally responsible”. This was the lowest rated of the 18 

characteristics presented in a survey. This coupled along with the recent departure of the 

Business Manager, appeared to be the genesis of stakeholder input for the need to 

thoroughly explore the structural deficit and allocation of all resources. Also surfaced in the 

interviews was the need to consider facility planning.  
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Lastly, the successor superintendent will need a clear vision for equity and inclusion, 

educational excellence for all students, and post-pandemic plans as students and staff 

transition into the Fall. CSD boasts a rich and robust history, therefore, the successor 

superintendent will need to honor the work of the past, while creating an innovative, 

forward-thinking platform aimed at propelling CSD forward.  There is a collective desire for a 

financially astute, interpersonal, and innovative educational leader who can build 

relationships and galvanize stakeholders towards making sure all learners succeed.   

 

Conclusion 

 

HYA and the Board intend to meet the challenge of finding an individual who possesses most 

of the skills and character traits required to meet the needs of the district.  The search team 

will seek a successor superintendent who can work with the Cheltenham Board of Directors 

and stakeholders to provide the leadership needed to continue the equity and inclusion work, 

raise academic standards and student performance, while meeting the unique needs of each 

of its students.  

 

The search team thanks all the participants who were interviewed, attended focus groups 

meetings and/or completed the online survey and the Cheltenham staff members who 

assisted with our meetings, particularly Debra Harding who organized the Focus Group 

meetings and Kevin Kaufman who assisted with the technology.   

 

 



 

 

 

 

A summary of the Community Survey results is provided in the form of a PowerPoint 
presentation. This summary is meant to be a stand-alone complementary piece to the 
Leadership Profile Report. The basis for formulation of the draft Desired Leadership 
Characteristics is from the review and analysis of these two documents. 
 
It should be emphasized that the data are not a scientific sampling, nor should they 
necessarily be viewed as representing the majority opinion of the respective groups to which 
they are attributed.  Items are included if, in the consultants’ judgment, they warranted the 
Board’s attention. It is noted a few stakeholder participants attended multiple meetings and 
thus some perspectives may be overrepresented or stated. Further possibly due to the 
expansive number of input opportunities the focus groups often resulted in small groups in 
which singular perspectives were presented. This caution is in no way intended to diminish 
the importance of the input that was provided by each and every stakeholder, but rather to 
put all of the data points into perspective. To achieve this raw data is provided in an unfiltered 
manner. 

Participation:  The number of participants by stakeholder groups and the two methods of 

data gathering are listed below.  (Note:  Not all focus groups were disaggregated for the online 

survey.) 

Group 
Personal Interviews 

or Focus Groups 
Online Survey 

Board of Directors 8 8 

Cabinet and Current Superintendent 11  

Open Public Forums 22  

Teachers 6  

Principals/Asst. Principals  13  

NAACP/PFCSD 3  

BEC/CEA/CASSA 3  

Parents/Guardians Current Students 4 346 

Community Member/Business Member 12 30* 

Professional Staff  79 

Support Staff 1 18 

Administration  10 

Students 5 156* 

   

   

Total 88 647 

Grand Total = 735   

*Includes one respondent to the Spanish 

version of the survey. 
  

PARTICIPATION 
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Survey Summary 

 

A summary of the survey results is presented as follows. Of the 647 stakeholders who 

participated in the community survey it is interesting to note that over 54% or 346 of the 

respondents were parents or guardians of children who currently attend the one of the schools 

in the Cheltenham School District. The second largest group were students who comprised 

approximately 24% of all respondents or 156 of the total respondents.  A PowerPoint 

presentation of the survey results is attached. 

 

On a Likert Scale of five (5), with five being the most favorable, the three greatest strengths of 

the district were identified as: 

 

• Technology is integrated into the classroom. (4.0) 

• District engages with diverse racial, cultural and socio-economic groups. (3.88) 

• District schools are safe. (3.61) 

 

The three lowest weighted rated or least favorable are as follows: 

 

• The district is heading in the right direction. (3.17) 

• The social and emotional needs of students are being addressed. (3.15) 

• The district is fiscally responsible. (2.97) 

 

 

All ten of the professional standards are interrelated and are considered important.  The three 

listed below were the highest three chosen by the respondents to the survey. 

 

• Curriculum, Instruction and Assessment: Effective educational leaders develop and 

support intellectually rigorous and coherent systems of curriculum, Instruction, and 

assessment to promote each student's academic success and well-being. (6.95) 

• Mission, Vision, and Core Values:  Effective educational leaders develop, advocate and 

enact a shared mission, vision, and core values of high-quality education and academic 

success and well-being of each student. (6.74) 

• Equity and Cultural Responsiveness:  Effective educational leaders strive for equity of 

educational opportunity and culturally responsive practices to promote each student’s 

success and well-being. (6.50) 
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Summary of Comments from Focus Group Meetings, Individual Interviews and Public 

Forum 

The structure of the focus groups was open, allowing for participants to build upon each other’s 

comments.  Participants were asked to respond to the following questions.    

 

• What do you consider the greatest immediate challenges for the district and what do 

you consider the greatest challenges over the next three years? 

• What do you consider the greatest current strengths of the district and what strengths 

do you wish to see maintained and/or expanded? 

• What are the 3 - 5 most desired characteristics that you believe the next Cheltenham 

superintendent will need to possess in order to succeed and to take the district to the 

next level of success? 

• Is there anything else that you would like to add that would assist the HYA team in 

developing and preparing the leadership profile for Board consideration? 

• Would you like to recommend any candidates for this position? 

 

 

Individual interviews were conducted in the same manner for members of the Board of 

Directors and for members of the cabinet/central office staff.  To conclude each session, the 

HYA consultant asked if the participant(s) have any recommendations for specific candidates 

who should be notified of the process.   

 

The results of the interviews and group meetings are compiled into a single document based 

on the interviewer's interpretation of the responses. These results will be presented to the Board 

of Directors and then utilized for recruiting and candidate evaluation purposes. Given that 

permission was not overtly granted, the names of individuals recommended as a potential 

executive leader of interest will not be shared in this document. The HYA consultants will 

contact those suggested and notify each about the process.   

 

The summaries from community forums, focus group meetings, and individual interviews are 

reported at the end of this document and are provided to assist the Board in its deliberations 

regarding the desired characteristics of the successor superintendent.  
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