Scenario

· West Haven School is a small (eleven teachers) K-8 institution in a lower middle class community. There is a band of expensive homes of affluent retirees around the lake but the rest of the citizens are either self-employed (agriculture, logging, etc.) or commute to jobs elsewhere. There is no industry in town.

· The teachers in the school are all female and under 40 years of age, with one exception. There is a high degree of turnover as the majority of the Board, in the past few years, has been dominated by the retirees who would like to close the school and tuition the students elsewhere to lower taxes.

· There are two long-term staff members (10 years or more), one of whom is a community member and has spent her entire career at West Haven. The other staff are primarily young, very eager, highly competent and from areas or states other than West Haven.

· The current Principal is the third Principal in 3 years. The long-time Principal, beloved by the community, retired three years ago as she saw the handwriting on the wall with the new Board coming in. She was gracious in leaving and has since left the area.

· One of the Board members with this highly developed sense of fiscal matters was fired from the West Haven School district 8 years ago.  She has never found work again and lives, as she always has, right next to the school. The Board position has become her full time, unpaid job. She is in the building almost every day. She does not have children in the school. A second Board member lives on the lake, is a retired corporate executive “from away” and does not have children in the school. The third Board member is a long-time community member and has two children in the school. He loves the school but is fiscally conservative.

· The support staff at the school (cook, custodian, bus drivers, etc.) are all residents of the community. They recently organized (shortly after the teachers did), and have been bargaining for their first contract for 6 months. They are not only highly regarded in the school but in the community as well.

· The teaching staff, although as individuals have divergent education philosophies at times, work very well together with one exception, a brand new teacher who appears truly lost and adrift.

· The newest Principal, again female but older than most of the staff, was hired after school began. It is her first Principal’s position, she is single, and has a very long commute over the mountains each day. She is headstrong and has a lot of new ideas gleaned from her extensive educational experiences as a consultant. Her management style tends to be autocratic. She has little experience with consensus. The current culture of the school reflects a very low key, informal, kid-centered environment to the point of being a fault. The culture has survived in spite of this new Board and receives the heartfelt support of the Superintendent and a great deal of support from most of the community. 

· All staff members give 110%, stay late, provide lots of TLC for the kids and have good communication with parents. This has been the culture and strength of the school for a long, long time. The longest-tenured staff member is the keeper of this flame, and is respected by her peers and the community.

· The new Principal has immediately formalized many procedures, creating forms, data sheets and many paperwork requirements. She wants to meet frequently. The teaching staff has attempted to mitigate these demands by explaining to her how “it works here”; why their test scores are the best in the district, why they have pretty good community support (except for the Lake Dwellers…), all to no avail.

· This group recently organized and has just finished bargaining their first contract, which took 18 months with their current school board. They are now bargaining their successor. They and the support staff are in their own small local. They have started to file grievances to try to get the Principal’s attention because they don’t know what else to do.  Their UniServ rep is 2 hours away but has been there at least once a week on the bargaining issues, and tries to fit in working with them on these issues pre and post bargaining sessions. 

· The staff seems to becoming factionalized into three groups:

1. The “She (the Principal) has to go NOW” group

2. The “She (the Principal) should go, but at the end of the year” group

3. The “give her a chance” group. 

· The other players? The Support Staff are mostly unaffected by this tussle. The Superintendent, already concerned about the impact on this sweet school’s program by the Board, needs to have this Principal work out although she knows that the Principal is really irritating the staff. The Superintendent has confided to the UniServ rep about her concern and has offered to work with him, in whatever capacity, to be able to stabilize the climate at the school. The Superintendent is smart, politically astute, and highly regarded among those that matter. She is a risk taker.
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