
6310: Recruiting and Managing the Human Capital  

The Rhode Island Department of Education has revised the BEP (Basic Education 

Program) with the goal of improving student learning in all public schools. New 

regulations require that each school district institute a system of strategic human capital 

management for recruiting, developing, rewarding, and retaining a talented staff.  The 

regulations further state that each school district “shall maintain control of its ability to 

recruit, hire, manage, evaluate and assign its personnel”.     

The Exeter-West Greenwich School Committee fully embraces the goal to improve 

student learning and has integrated human capital management into district policy.   

I. Proclamation  

The school committee herein directs the superintendent to establish an E-WG human 

capital management system that requires every personnel decision affecting the 

administrative, teaching and support staff be made in the best interest of improving 

student learning.  The superintendent’s authority to implement the human capital 

management system is manifested in this policy, the revised BEP, Rhode Island General 

Laws 16-2-11 and 16-2-18 and other state and federal education laws and regulations, as 

amended from time to time.   

II. Purpose  

The purpose of this policy is to bring the school district into compliance with the 

Basic Education Program Regulations (Section G-15-2.2 Human Capital). 

III. Scope  

This policy affirms the superintendent’s and school principals’ authority over the 

processes for filling vacancies in the teaching staff; assigning and reassigning teachers as 

needed to improve the education of students; selecting supporting personnel; downsizing 

the teaching staff when needed; and  returning  teachers to position from layoffs or 

authorized leaves. 

IV. Definitions 

Human capital—educators, i.e.: school principal, assistant principal, classroom teacher, 

teacher assistant, guidance counselor, educational specialists, special education director 

who has direct or indirect input in the education of students. 

Human capital management system— the process for recruiting the best qualified 

educators and utilizing them to provide maximum student benefit. 

New teaching position—an opening that occurs when a teacher leaves employment in the 

district, there is an expansion in student population, or when curriculum changes require 

expanding the teaching staff.  

New teacher—one who is currently not a FTE at EWG.  

V. Process for Hiring New Human Capital Personnel          

The hiring processes for replacing administrators and non-certified support personnel 

are written in district policies 6312: Filling Administration Vacancies and 6313: 

Hiring Non-Certified Employees.  Hiring and maintaining highly qualified replacement 

teachers, administrators and other educators is a paramount responsibility of the 

superintendent.   
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Posting and Advertising Teacher Positions 

When a new teaching position is identified, or a budgeted teaching position becomes 

vacant the superintendent, or designee, will post the position; provided however, the 

superintendent shall obtain authorization from the school committee prior to posting any 

non-budgeted teaching position. New teaching positions will be posted with School 

Spring or other similar platforms, in each school building, the district administration 

building and on the district website.  If the position cannot be filled in a timely manner 

using the posting process, the superintendent may advertise the position in newspapers 

and other publications. Such advertisements shall ensure strict confidentiality of 

applicants.  

Qualification Screening of Applicants  

The superintendent, or designee, will review each applicant’s professional 

credentials to ascertain their eligibility for the position and invite those selected for an 

interview. 

Principal’s—New Teacher Interview and Recommendation   

The principal of the school in which the vacancy exists will interview invited 

applicants.  The principal may be assisted in the interviews by other administrators, 

representatives of the teaching staff, and/or other appropriate persons.  All applicants will 

be evaluated equally on the basis of their merits for the position. Evaluation criteria will 

include teaching goals, experience, energy level, persona, motivation, attitude toward 

students and suitability for the position. Applicants may present third party 

recommendations, awards and any other material that may enhance their selection.  The 

principal may recommend up to three candidates for appointment to the superintendent 

from among the highest rated applicants.   

Superintendent’s Interview and Recommendation for Appointment 

The superintendent, or designee, will conduct a second round of interviews with the 

finalists submitted by the principal.  Other individuals from among the professional staff 

may be invited to participate in the interview process.  The second round of interviews is 

designed to address several key qualities, not limited to: content knowledge, instructional 

pedagogy, knowledge of best practices, and educational belief systems.  Such interviews 

shall include, at a minimum, at least one required demonstration (as appropriate) by the 

candidate: such as, deliver a sample lesson, analyze a set of student achievement data, 

provide feedback to a student work sample, or respond to a writing prompt in the context 

area or that addresses an important instructional practice. 

The superintendent will make the final recommendation to the school committee for 

appointment.  In the event that none of the candidates are satisfactory at this level, the 

superintendent will reopen the vacancy and send it back to the principal for screening and 

round one interview.  If the superintendent is equally satisfied with more than one finalist 

candidate, the principal’s preference shall be considered as a priority.         

Appointment of a New Teacher  

The superintendent will recommend appointment of the finalist candidate to the 

school committee. If so appointed, the superintendent will offer conditional employment, 

which shall depend on the candidate teacher submitting to and the affirmative outcome of 

national and state criminal background screening, if applicable, in accordance with 

district policy 6405: Screening Potential Employees and School Volunteers.  
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VI   Managing Existing Human Capital 

Assignment, promotion, transfer, layoff, recall, and placement of staff shall comply 

with the Basic Education Program Regulations promulgated June 4, 2009 by the Rhode 

Island Commissioner of Elementary and Secondary Education.  Teacher effectiveness, as 

determined by ratings on the district’s approved educator evaluation system consistent 

with district policy 6311: Educator Evaluation shall be the primary variable in 

determining eligibility for assignment, promotion, transfer or placement. 

Additionally, a comprehensive and cohesive system of professional development 

shall focus on individual school and district-wide goals designed to affect student 

achievement and overall success.  Investment in the professional growth of staff shall 

remain a priority of the district.     

VII. Applicable Rhode Island General Laws and RIDE Regulations, as Amended 
16-2-11 General powers and duties of superintendent, 

16-2-18 Selection of teachers and superintendent, and 

Basic Education Program Regulations (Section G-15-2.2 Human Capital), promulgated 

June 4, 2009 by the Rhode Island Commissioner of Elementary and Secondary 

Education. 

VIII. Dissemination 

This policy shall be disseminated to all policy book holders.   

IX. Effective Date  
This policy shall be become effective on the date that the revision is adopted.  

 

First Reading: January 3, 2012 

Second Reading: January 24, 2012 

Adopted:                    February 14, 2012 

Revised:  May 13, 201 

Amended:  September 9, 2014 

 
 

 


