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The concern for quality public education has been & continual topic for the
news media. Ouring the last year several national reports on public educatton
seriously challenged the quality of educctional opportunities being provided

children. A Nairion At Risk, prepared for the U.S, Department of Education, The

Education Commission of the States' report, Action for.Excellence, as well as

Making the Grade, a report from the Twentieth Century Fund's Task Force on

Elementary and Secpndary Education Policy, all hawe expressed concern for the
r

quality of public education. Falling SAT scores and other measures of student

' achievement have added to the increasing concern of parent&. businesspersons;

Iegislatoré and educators. With the media's negative focus on public education and

_the public's increasing concern fof quality, it is_importadt that clear indications v

of prbgress, commitment and success be ‘made by those involved in public education. -
It is ggﬁe:a]]yvagqged‘that formal training alone does not produce a3
éompetent,.capqslé‘woerr. To_promote qua]ity and ensure at least miriimum
competence, most trades and professions require some form of licénsh;e based on a
test of competence. This is true of physicians; lawyers, plumbers, cosmeto?bgists‘.'
and.many other trades or professions; But in the past, tﬂis has not been true.for

teachers. The responsibil’"y for determining the competence of teachers nas been.

one that education associations and agencies have been reluctant to assume. The

responsibi]ity to ensure minimal competence ultimately falls to the licensing

agency. As in most other states, the licensing agency in Georgia is the State

Board of Education.

v oo ’ ;
Developmental Efforts )

S——

Recognizing the peed to provide assurance of minimal competency for licensure,
in the late sixties the Georgia Board o? Education through the Georgia_oepartﬁent
of Echation began developmental effcris in competency-based teacher education and
-2-
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performance-based teacher certification. Thf§ direction for the depariment first
emerged in the needsrassessments conducted im Georgia beginning in 1968. In 1372,
the state superintendent of schools announced that one of the 23 missions for the
departmentzdf gducatipn was to certify pefsonnel on tﬁe Pasis of.ggggnstrated
conipetency.

= In 1975 an advisory group to the state board, the Teacher Education Council.
recommended that the State Board:of Education adopt policies prbviding that |
issuance of the initial teaching certificate be bésed on two criteria:. a
satisfactory store on 4 knleedge test exierna1 to‘the preparation process. and .

-

completion of aqsapprOVed teacher education program. The council further

‘recommended that the rehewable certificate be pased'on demonstrated performance and

Fd

not merely on.exberience and/or‘a mas;er'sldegree.ﬁrjhe council proposed that the§e
policies beccme effective on September 1, 1978. The State Board of Educatio
accepted the recommendations éhd-adobted the appropriate policies. |

"Fhe Georgia Teacher Certification Test§ were developed and validated to be -
job-related and to reflect the minimum content knowledgé Ehat is necessary to teach
in each certif;cation area in Georgia classrooms. Tﬁe priorities as_to objectives
and coptent of the examinations, as well as the minimum cut-off scores, were

’

determined by committees ‘of Qutstaﬁding Georgia educators in the respecti e
. / .
certification fields. The items which measure the obji»ctives were reviewed by the

committees for item/objective content match, content accuracy, lack of bias and

minimal competency. A -job -analysis was'conductedrthroughout the state to determine -

the relative 1mportanc3¢%f each objective and the amount of time spent in teaching
it. o
. * - /
The certification examinations are Job-related to‘the public schools of
Geokgia. They are deéigﬁtdxxo be not a summative evaluation of an applicant's

college preparation, but rather a test of grade-level subject matter that a teacher

would be expected to know in order to be minimally competent to teach. The items

-3-
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on the examination are rg1e¥ant to tine subject matter tha} is to be taught.
Through a request for proposal, National Evaluation Systems, Inc., was selected to '

receive a state-funded contract.in November 1975, to develop the tests working with

%

a Georgia ad hoc committee of public school=%nd°cqilege teachers in each of the’
teaching field areas.
Through another request for proposal, the University of Georgia bégan a
Jaots funded éontract in April 1976, to deveiop the components for tﬁé '
state-designed system of assessing teaching competency on the job. More than 4,000
teachers, administfators and college profer&rs_were iqvolve& in {dentifying an -
initial set of 20 competencies as generic and essential for all subgroups, i.e.,
across grade‘levels. teaching fields and ﬁob settings. This set of 20 competencies

was the basis for the development of instruméntS'tq.gyide the assessment of

teaching behaviors.

The Assessment Instruments

The Teacher Performance Assessment Instruments (TPAI), composed of the

Teaching Plans and Materiais Instrument, the Clq(sroom Erocedures'lnstrument. the
~ Interpersonal Skills Inﬁtrument. the Professionqi Standards Instrument and the

6tudenthPerceptions_Insﬁrdﬁént, were field tested acrosstthe'state from the fall of .
1977 thrOugh‘the spring of 1980. Thése field-test efforts "involved training C
téachers and administrators to use the instrﬁments in their assessment of student *
and beginning teachers. TH; results of these_fie}gute;ts, plus feedback from
teachers assessed, from teachers and administrators using the instruﬁents and
various reliability and validity studies, reduced the numﬂ%r of é;mpetencies

addressed by the TPAI to 16, with-14 identified to te required for certification

The 14 compelencies currently assessed .are as follows,
_4-
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1. Plans 1nétruct%on;to'achieve selected objectives.

11!. Organizes instruction to take intou account indivitual differénces among

.’

learners.

E;rr; Obtains and uses information about the needs and progress of individual
‘learners. PR .
YV. Obtains and uses informstion about the ef fectiveness of instruction to

. .revise it when necessary.

VII. Communicates.with le$rners. _ , .

! .
.
[ 3

VIIIf\Demonstrates a repertoire of.teaching methods. .
Ix.'@einfdrces and encohrages learner involvement in instruction.
X. D@mpnstrates an understanding of the school subject being taught.

KI.Npéganizes time. space, materials and eqhipmgnt fqr instruction.

XII. Deﬁonstrate% anthusiasm for teaching and learning and.the subject'be1n§
' ’ o .

taught. * o ,
X111, Helps léarners develop positive self-concepts. -

XIV. Manages classroom interactions. .

*
A ]

~

Each-competency is defined by two to five performance inuicators. For

. N ! ' . f

example, for'ijjpetency VII*"Communicates with learnérs." the indicators are as
follows.
4. Gives directions and explanations related to lesson conient.

“ .., (larifies directions and explanations when learners misunderstand -lesson

- cdntent.
6. Uses responses and questions from Tearners in -teaching.
7. Provides feedback to learnrers throughbui %he lesson. «
€ach indicator is scofed on a five-point sca'‘e. Eqr example, for Indicator 7,

"provides feedback to learners throughout the lesson," the scale of descriptd?s is

as follows. ’

- i el “ . tes ~ . K
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1. A:ccepts learner comments or performance without feedback about their |

adequacﬁ. ‘

™~
-

Responds ‘to negative aspects of student work, but few comments arée made ~

about positive aspects. ,

-

Y

3. Informs students bf the adequacy of their performance. Few eérb§$ pass by

o
P4

Qithout being addresged. ot . -
4, Helps Yearners evaluate thé agequacy of thair owﬁ-performance. .
5, :}h addition tgod, the.teacher probes foF the source of misunderstandings
. which arise. _ .
. | ) ~
The Certification Tests | _ . .
. \ »

N -
¢ - s e ¢
. <

The Georgia Teachers.Certiﬁication Tests (TCT), impleﬁented in 1978, are dsedl
to déterminé whether prospective teachers posssssiessentia] kno@ﬂedge in {heir
respective teaching fields. Twenty-eight tests cove}ing 49 cfrtificatiqn fields
have been developed. 'They are administered three times eéch‘year at five si}es
over the state. A registration fee of %35, thch'accompanies the registration
form, is sent direci]y tn the testing contractor. Registration builetins, copies -
of test objectives and study guides for the various tests are widely available.

It is recommended that prosgéctive teachers take the TCT during the senior
year of the college or university teacher educatién program. At the request of an
employihg super1ntendent an initial one-year certificate can be 1ssued even though
an applicant has not posted a prassing score on the appropriate TCT. Th1s Qf
primarily ar escape valve for teachers coming into Georgia at the last minute who
have not had an opportunity ta take the TCT. Those who have not péssed the test
withip the one-year validity period are not issued anotiher certificate.

with the development of the Teacher Certification Tests and the on-the-job

assessment employing the Teacher Performance Assessment Instruments, the state was
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set to implement Performance-Based Certification. Test and assessment reguirements

applied to teachers comglet!ng preparation after'May 1, 1980. The two

performance-based coméonents addressed two primavy-objectivesi

-

1.

M .

To ensure that .teachers can demonstrate minimum competency relattve to

subject knowledge and minimum performapce in an on-the-job setting.

To extend preparation into the initial years of employment.

vne Georgia University System Board of Regents in 1983 strengthened the

1} . .
presyrvite phase of the state's teacher education program, adopting a policy of

placing on probation these public co]]egé tpacher phepargtion programs whose

¢ -

students fa\ Selow a 70 passing rate on the TCT. Resporse from the colleges has

been positive; many have restructured their curricula and are paying'more attention

to student results.

remediation plan. .

The probationary tnstitutions are required to- submit a

.

On-the-Job Assessment

The on-the-job assessment focyses on the teacher's capabilities to organize,

plan and implement instruction as well as on classroom management and 1nterper§ona]

relationships with students. The assessment is coordinated by a fully
b

state-funded, statewide network of 17 regional assessment centers. The centers a-e

’ -
staffed with professional educators, most of whom have come directly from classroom

teaching. Their requnsib111ties include the following.

1.

-

N -

Providing teachers with an orientation to the assessment process prior to

L}

the actial assessment.
Coordiﬁating the actual assessment process by schedulibg. selecting team

membefs, assessing teachers and compiling and processing assessment data.

Providing feedback to teachers through an interpre¢tation of assessment
-
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results and delivery of a performance profile.
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On the~job assessment is. a requirement for 411 teachers who enter the
profession. The teacher !s arevidod three years or six assessment opportunxties o
demonstrate proficiency on all 14 competencies necessary to convert to the
renewable Performance-based Teaching (PBT) certificate. Ind1v1dua1s who receive

the PBT*wjthin the first two years receive extra stqp(é) on the state salary

schedule. This advancement policy makes Georgia the first state in the U.5. 1o

award pBrformance-based compensation.

?h:.ztate has a provision that will allow a teacher to waive an assessment
°opportuﬁkty. 1f for a specific reason a teacher wishes to.forgo an assessmint
_opportunity, the teacher contacts the a?éa Regional Assessment Center and\files a
request. Nh11e there are six onggrtun1t1&a“9ffered to each teacher, the waxver of
. an assessment opportunity will result in the permanent loss§of that scheduled

assessment opportun1ty,as;we1] as loss of the privilege to comb\ne results_of any
‘assessment conducted prior to the signjng of the waiver. _The departmen’t does not

advise waiving an opdbrtunity for an assessment, but it is permi;ted and* the wise

choice under some circumstances. A fewgteachers who are sure that they will be _;;
1eaving the state or the profession e?ec{ to forgo the assessment, and they have' ;ﬁ
Eﬁ”:&‘ : that right. | ‘ | . %‘:
?r{; %4 . Each of the assessment instruments i$ score? {ndependently by a three-member %
ﬁﬂi;:fkam selected by the regional assessment center and composed of an administrator \‘tf
and }-peer, both from the local school system, and an external data collector from gg
.. **¢ reogicnal assessment center. At ueast pne member of this team must hold a '
current, valid certificate in the same field as the teacher being assgssed. tach .
| person-on the assessment tzam tarries out the following respsnsibilities.
K ' 1. Individua]ly reviews and studies the portfolio of the teacher being
;ssessed and prepares for interviewing the'tedchqy.
, 2. P;rticipates in an interview of the teacher being assessed.
3. Ingividually observes, at a predetermined and agreed upon date and time,
the teacher being assessed as he/she teaches from the pcrtfglio su%mitted.. .
-8—. b )
- g
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4. Submits assessment data to the Regional Assessment Center for processing.

5. Maintains the'cénfﬁyentiality of . the assessment data.

\J iy
L)

To participate as & mémter of an assessment team, esch administrator, peer or J

external data collbctor must be trained to.use the iﬁstnuments'gnd must meet
proficiuvncy EéQuirements in,usg of the instruments. _These traiﬁing requirenients
ineluds &0 hoyrs of 1nstructi9n aﬁd practice with the instruments in the fie?d; In
addition, the trainee may be required to pren?re a portfolio and be asse§sed. ﬁo
one serves on an assessmen;wte;m }or certifiﬁation purposes without meeting current‘,
state training requirements. 'In addition, annual update training 1§'prcv1ded and
interrater,égreement checks are conducted to helg maintain accufacy and skill in
using the fnstruments.

< The state assessment calendar is based on 3 school year of 190 contract days

il

arid 180 tea ‘hing q;ysu Orientation to thé assessment process normally is provided

.by ;hb regional assessment center within th? first 3b days .0f the contract ggioq.
- For most teaehers, this cccurs during preplanaing. The fall assessment period .
) begiﬁs aft:r‘the.first 20 tgachi?g days.%alfhéugh teachers haﬁidg the{{ first
assessment begin it only after their f%rst 30 teaching déyé. There must be a
minimum of 50 teaching days between a faﬁ] and sp;ing assessmert. Spring

assessments begin on the 110th teachin§ day. No assessiments are scheduled during

tre 135t ten teaching days.

- The assessment of an individual teacher is scheduyled in advance with the E%; |
teaéher's particpation in 1dentifyinq‘the class and times for the assessment. The;§ _
actual assessment period is ba;ed on the teacher's Qeve1opment of & seven- to é;.
10~da¥ set of lcsson plans or portfolio. Since a due date for the portfolio is ég
part of the scheduling process and iseagreed upon in advance, and since the :
‘ ‘ 2

portfolio is a major component ot:'the assessment requiring careful study by all '&"3“

team members, it is imperative that the complete portfoiio be submitted by the due

-9-
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date. A team interview and three individyal observations are scheduled to take

-place during the first five days of the portfolio period. The nne-hour interview

occurs filrst, with the three assessment team members guestioning the teacher atout
teaching plans énﬁﬁméterials:‘ Subsequently, edach member of the assessment team,
separately and on different days, observes the teé!her for a fulPclass period

°

during the portfolio rericd. Teachers in elemgntary grades are engouraged to plan

Cfomo2nd cchedule pericds Yonger than the 30-minutecminimum as 4 fs often difficult

- e

’

to demonstrate within this limited time frame a1l of the, teaching behaviors

L3

addressed in the two observation instrumentg. A1l assessment agtivities must be

conducted with the teacher teaching in a-field in which hesshe is certified.
Although the regional assessment center is responsible for scheduling ail

assessment -refated activities, the teacher may choose the time of day for Jlassroom.

“observations. In addition, the teacher also chooses the ¢ ass for whom the L;J
. ) )

portfolio will be pfegared and in which the'ohservatigps w.ll otcur. The ¢lass g%
chesen must be in a §hbjéct érea_githin the teacher's field of certification, g%
Allowing these elemefits of choice enables the teacher to develop s portfolic or ;
plan a unit which is an integral part of hisiher instructional program. Eg
The regional assedsment center processes ai! aﬁsessment data and develops & ;é

0

performance crofile for the individual ﬂeaéher. Thiy profile and certification
Lt . .

surmary reflect a compiiation of the daia\from 1) three merbers of the gssessmert
toam, Cgﬁter personnel deliver and interpret the grofile in a conference to help
tfe assessed teacher understand the results and.his/Zher status in relation to the
performance requirement., The performance profiie shews @11 ratings but Dres&nts3
them in a scrambled manner. The center maintaing confidentiality of pericrmance
profiles and will not reveal fndividual %atings. ‘

A copy of the performance prefiie will be released o the lotal school system
or other agency designated to provide staff development opportunities for the

teacher assessed. In agdition, performance data will be released to tre college or

-10-



12 v -
.

university ettehﬁegxby";he assessed tedther to be used for prograr ovalustion. If

tocal school syste

s s 4
Bim o eng/or

o

a teacher does net'wiah the data to be released 1o th

cellege or university attended, written notification so reguest ing must be provided
to the assessment center. -

' R Tt )
1t 45 only at this point -~ the provision of staff development based o
asvessed needs -- that colleges géfeme tnvstved in Georgia's assessaient process.

ﬁuriﬁg the development and implementation of the entire program, «Vforys were

porpustur oy made L0 separate the preaaraﬁsfn and assessment phases. TYhe i4ed was
3

to establiish, through the T(T and the TPALY an external check on the p.eparalion

®

program, - )
Colleges are énCOuragﬁd, however, to beceme involved in staff devElopment for
: ) 5
assessed teachers, In mgny instances college pebp?e are worring ¢losely with 1oca!
school districts and with Ceorgia's regional egencies, ﬂooaérative tducation
Service Agencies, 1o provide staff developmont bacéé oﬁ assessod needs. ldeslly,

master's degree programs would also be hased on assesssd needs.

1§ a teacher®does not demonstrate mastery on all 14 competencies, the next

%

v

AN

\&

assescment scheduled will be a partial assessment addressing those competencies of

which the teacher has not dempnstrated mastery. The exact procedures 0 be

treg of the teacher are doetermineg Uy

followed ang definition of what 1s 1o be reqgu
the nature of the competencies to be assessed. The regional assessment center will
provide the teacher with an individual ortentation’ano establish ¢lear girections

f.. the partial assessment, which nust be hased on a rew portfolio or & ditferent

Subwaission of o porttolio used tn°a previous assessment

/

ingtructional unit,
fnvalidates the partisl assessment,

The majority of teachery require more than one assesTment 1o meet:

- A

certification reguirements. for example, of ail teachers assessed for the first

time during the fall of 1942, 27 perient dgemonstrated rastery of ail 14

re~ ptenties on thevr first assessment. Similarily, of all tegchers assessed for

the first ti~e ¢uring the fall of 1983, 28 percent demunstrated mastery of all ¥
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cormpetencies, Additional assessments were reguived for the remaining teachers to
mept cortification regquirements. Although the majority 5f teachers assessed for
the firet time 4o not demonstrate mastery of alv 14 competencies, they have not
faileg. Generally, by the end of the second assessiment or the end of the initial
teaching wear, approximately 75 percent ef-fha teathers suyccessf Vly complete the
gasessment process. For those who have not, accitional cosesament opportunities
ang staff dovelopment are svallable. |

Staff Development

. Yhe Georgia Depariment of €ducaticon provides funos 1o Yucal school systems for
teacher staff development based upon the needs of tedachery ﬁéentﬁf%eé through

ar thejob assessment.  The performance profile, reflecting ¢ll the data gathered
tn the atiessyment process, prowides & ¢lear delineetion of area§ of szreﬁgth and
cTvas 1n oehigh g teacher may need some assistance to ymprove specific réach%ng
sh31¥e angsor techalgues. This needs-~assess.  capebility of the insteument and
the s2 the -iob  ssessment make assessment guring the initial year of employment
even rgre tmportant. Bt §% 4 vehicle that atlows & teacher to improve the tedching
nyitle agguired In hissher prepgration program, 1o develop new skills and

terveguet and genera)ly improve hissher capabYlities 1o provide effective

s4t?

A}
e tesetign The responsibility for providing teacher staff development rests with

the loral school system, not with the reglonal assessment center. The center can
et teachers tdentify agengies in thetr greas tratl may provide assistance, but

e ytion of a staff gevelopment programm is the responsibility of the individual

v ter o aed the Yacal school system

B P S L HIDEU UL VT

._.,
i
;- .;-".Z?:‘



Bore than 6,000 Georgia educators have been dnvolved in eva1ua{ing‘the
on-tre-job assessment ¢f the beginning.teachers phase of Performance-based
Certification. The group included beginning teachers, peer teachers aWhd |
administrators on assessment teams, school system liaison personnel and regional
assessment center data collectors.

.Beg%nﬁ%ng teachers considered therinformat%on qrovided at their orientation
adequa;e ang the Regicﬁal Assessment Center personnel prepared and knowfédgeeble.
During their interview, they felt that ihere was an effort to put them dt ease and ¢
to give them an opportunity to explain their teaching plans. After,their )
assessment was completed and a prof%#e'of their performance was generated, \.e
beginning teacher was provided an interpretation session. They indicated that it
‘was ¢lear and informative and that there was information on staff ﬂevélopmén;

¢

resources. These cehciusibns were supported with 90 pércent\b( better positive
responses, ‘ v | | S {

Peer teachers and administrators said that their participation in the
assessment grocess qave them a better awareness of the ba®ic skills of teaching. and
that their school system used the results for teacher:growth. This group indicat=d
that the overall process was worthwhile, w%tﬁ 95 percent positive responses.

Schoo!l system ligison personne) and the data collectors from the Regional

Assessmant Center evaluated the assessment process with more than 95 percent

positive responses.

ot

The Georgia Teacher Certification Test and the on-the-job assessment program
ha«e been extremely bencficial to Georgia. This has been a pioneer effort with
some problems but many successes. Hany who were concerned about the program in the
begirning are now among its strongest advocates. We believe that teachers ip
Georgia classrooms today are better prepared than ever before and that

13-
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tﬁey are the key to the significantly improved student performance we havé;égén in

Py
a .

. recent years. . ) L

[ 4

The Georqia plan may not be the answer for everyone; we designed it ﬁofmeet
the needs of our particular situation. We are constantly evaluating,_revﬁsisg and
improving the procedure?, and this process wil; continue. After using the. test for-
six years and the assessment for four years, we fee1 0ery comfortable with the
como1nat10n What we have learned will urdoubtedly be helpful to us as we work in
the next few years toward imp]ementlng the career ladder proposed recent1y by the
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vaern r's Education Review Commission.

Georgia's peformance-based certification process of assessment, feeqpack,

’

supportive supervision and sfaff development is a pionzer, creaiive anﬁg‘
comprehensivé approach to the controversial nationwide problem of teacﬁér
cGmpetency evaluation. It has received extensive press coverage and n;tional
recognition. Educaticn officials from many other states hdve shown dinterest in the
program and several, including Mississippi, Alabama, Arizona, SoutD'C?rolina and,
Ok lahoma, have adoptedépart of the‘;tate's testing and assessment procedures and/or

instruments. Florida, Tennessee and Maryland, among others, are drawing from
Georgia's plioneering efforts in developing their owngyégf:er evaluaxion/
certification programs. ,. -

The Georgia certification program has set a national standard for teacher’
ccmpetency measurement with its dual emphasis on knowledge and performance. A
recent NIL report {(Teacher Testing: 1984) closes with this statement: “One could
conclude that Georgia planted a seed that has grown and is spreading.” While the
program is based ogggbjective judgmnent, it also has a backbone of support for the
tearhers it serves. These elements, along with the.program‘s careful and
responsive development have ensured the success of performance-based certification
with government officials, the education community. the teachers who undergo the
certification process and, most important, the public.
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_Expind Performance-Based Ceptification N
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Initia]ly'the p]an.was to require Performance-Based Certificatic:n of leadership
and service as well as teaching personnel. Development in these -areas |

has been curtailed because of budget reductions combined with a concern of the
State School Superintendent and others that the role of school Teadership
was not-well defined and perhaps there were few generic combetencie‘ which
could be - specified for this role. _ .
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Scheol effectiveness research {hfluenced the Governor's Education Review
~ Commission in its 1984 report to recommend that the Georgia State Board of
‘Education add an assessment requirement for certification in ]eadqrship’and
the service areas of media, counseling and school psychology. Funds will be
requested from the 1985 Georgia Legislature to develop performance assessment
. instruments in these four areas. Development, field testing and the preparation
’ of personngl in leadership areas, service areas and regional assessment
. centers to qpp]y the assessment instrq@ents will take more than two years.
It is anticipated that assessments will begin in the fall of 1987 and that
_ anyone completing initial preparation in leadership or service areas
September 1, 1987 ‘or later will be required to pass a performance
assessment in order to earn a renewable certificate. Certification tests
in administration-supervision, media, counseling and school psychology are
now in effect. Assessment in these areas will complete performance-based
certification in each of these fields. The Governor's Education Review
Commission is recommending funds equal to 1/2 percent of total salaries
be provided for staff development. If this proposal is funded approximately
$90.00 for each public school .educator will be provided each year. During
the first three years in a leadership or service role these staff development
funds should be used to address need% identified by the assessment. After
renewal certification is earned annual evaluations by the local system,
as required by Georgia School Standards;‘shqu]d serve as the basis for staff

development.
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The entry level certificate for leadership and service is the master's degréé.
Baccalaureate preparation in a teaching field and three years of teachiﬁé
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experience isfbﬁefequisite to certification in these fields. A person
must pass the certification test during the first year on the job and will
have up to tliree years on a non-renewable leadership or service certificate
to demonstrate acceptable performance. Those persons meeting the performance
standard will be issued a renewable certificate. '
« , .
Persons holding a master's degree in a teaching field have two options for
meeting the college preparation requirements in school'aeadership. Completion
cf zcllege courses to meet an evaluation from the certification office
against minimum certitlcation standards or completten of a co}lege approved
program can result in certification. There is more accountability in the
approved program because screen1ng for admiss1on and completion of the
o program is requ1red while minimum certification reguirements through an
~ evaluation can be met through an accumulation of courses from several different
institutions. The Governor's Education Review:Commission is recommending
that the State Board of Education adopt the approved program as the only
way to certification in leadership because of its increased accountability.
Many.changes in Cr1teria for Approved Programs in Georgja are being
recommended which will require more structure in the programs and ‘assure more

preparation as an 1nstructiona1 leader. An internship, which is now optional,
will become a requirement.-
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- . Career Ladder
The Governor's Education Review Commission is recommerding a career ladder
for teachers which is competitive and market sensitive. A primary objective
is to make teaching attractive with the result that outstanding teachers can
afford”to remain in the classroom and bright young people can be recruited

into the profession. \

BEST COPY AVAILABLE

Criteria for moving up the ladder include: experience at each level,;
increased knowledge as measured by the Teacher Certification Tests;
increased performande as measured by the TPAI; increased responsibility such
as superv{sion of student and beginning ‘teachers, curriculum development and
~‘the provision of staff déyélopment_for other teachers; and increased student
learning above some ‘type of standard. The latter criterion is most
controversial and could result in a dramatic expansion of student sﬁitewide,
“testing and assessment. The consensus now appears to be that the career

A ladder w1l] be implemented without student ga1n as a criterion.
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- The TCT's and TPAl's were developed to test and assess beginning teachers.

They will haveato‘be validated at hidher levels for ase with experienced
teachers. Two of the TPAI's have never been used for cert1f1cat1on

purposes. Student Perceptions were not used because we were not w1111ng

to face the possibility of students having to appear as witnesses in court

if the State was sued. The Student Perceptions Instrument has been

field tested extens1ve1y, however, and show that they are very similar in

their perceptions to the professional data collector who serves full time in the
assessment role. Administrators and peer teachers are generally slightly =
Tess critical in their assessments. The Professional Standards Ins trument

has not been applied for certification purposes because it measures professional
respons1b111t1es and engagement in professional self-development more |
appropriate]y expegted of an experienced teacher. It would be reasonable

to apply these instruments for purpbses of certification decision making

at the higher performance levels expected of career teachers.

It is anticipated that observations of teacher performance for career

ladder advancement will be random and unannounced. Teachers desiring-to be
assessed could submit each month a list of protected days when testing and
other activities were going on and expect assessment at any other time. i
.Observations of beginning.teachers are scheduled well in advance so that the
beginning teacher has every opportunity to prepare and exhibit the best possible
teaching practice. Performance-Based Certification is-designed for the
beginning teacher to demonstrate that they are capable of effective teaching
practice. For career ladder purposes an experienced teacher should be

able to demonstrate that they consistently exhibit effective teaching
practice as shown in random, unannounced observations.

Qﬂe are confident that the identification of teacher needs through assessment

of performance, the provision of staff development toisbecifica]ly address

these needs and annual evaluation of the teacher in terms of teaching performance
and the extent to which local aims ard objectives are met will v2sult in

student learning. When this procedure is broadened to include leadership and
service personnel and recruitment and retention of outstanding teachers is
improved through the application of a career ladder, there should be observable
improvement in pullic education in Georgia.
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