
Agenda 
 

Lyon County School District Board of Trustees 
 
A Meeting of the Board of Trustees of Lyon County School District will be held on Tuesday, 
October 27, 2026, beginning at 6:30 pm Meeting at the following location: 

Professional Learning Center, PLC, located on the SSES Campus, 3800 W. Spruce St., 
Silver Springs, NV 89429 

 
The subjects to be discussed or considered upon which any formal action may be taken are listed 
below. Items do not have to be taken in the order shown on this meeting notice. 
 
In the event that you are unable to attend the LCSD Board of Trustees meeting, you may submit 
public comment by 12:00 pm the day of the board meeting by clicking here.  Public comment 
will be forwarded to all LCSD Trustees prior to the board meeting.  Please note that this link is 
monitored for public comment only.   
 

1. CALL TO ORDER 
2. PLEDGE OF ALLEGIANCE 
3. WELCOME OF GUESTS 
4. APPROVAL OF AGENDA 
5. APPROVAL OF MINUTES 
6. BOARD MEMBER REPORTS 
7. STUDENT REPRESENTATIVE REPORT 
8. ATTITUDE OF GRATITUDE 
9. SUPERINTENDENT REPORT 
10. PUBLIC PARTICIPATION: At this time, the public is invited to address the Board on 
items over which the Board has jurisdiction or control. If you wish to speak, step up to the 
table, be seated, and state your name. Your comments are limited to no more than three 
minutes per agenda item with a maximum of ten minutes total.  In consideration of others, 
avoid repetition or designate a spokesperson to speak on behalf of your group. Although this 
Board does not restrict comments based upon viewpoint, comments will be prohibited if they 
are willfully disruptive, slanderous, amount to personal attacks or interfere with the rights of 
other speakers. Comments made during this time will be monitored by the Board President. 
The Board will conduct public comments after each item on the agenda on which action may 
be taken, before the Board takes action.  
Comments submitted electronically will be included in the minutes of the meeting. 
11. CONSENT AGENDA (FOR POSSIBLE ACTION): Per LCSD Board Policy BDD: 
Board Meeting Procedures, all matters listed under the consent agenda are considered 
routine and may be acted upon by the Board of School Trustees with one action and without 
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discussion. During this meeting, any member of the Board may request that an item be 
removed from the consent agenda, discussed, and acted upon separately. 

A. Trustee Questions & Answers: This information will be posted after 12:00 pm the 
day of the board meeting if questions are asked. 
B. Request for Early Graduation/HSE (confidential) 
C. Personnel Reports 
D. NWRPDP Annual Report 
E. Enrollment Report 
F. Class Size Reduction Report 
G. Travel 
H. District Financial Report 
Vouchers 1051, 1052, 1059, 1060, 1062, 1063, 1076, 1077 
Total $3,965,691.01 

12. ACCEPTANCE OF DONATIONS 
13. (For Possible Action) Discussion and possible action regarding Special 
Services Contracts.  This item is being presented by Executive Director of 
Special Services Rachel Stewart and Executive Director of Human Resources 
BillieJo Hogan. 
14. (For Possible Action) Discussion and possible action regarding NEW 
LCSD Policy IO: Student Leadership/Governance as a first reading. This item is 
being presented by Board Member Darin Farr. 
15. (For Possible Action) Discussion and possible action regarding the 
extension of the superintendent's contract. This item is being presented by Board 
President Tom Hendrix and Superintendent Tim Logan. 
16. (For Possible Action) Discussion and possible action regarding revisions to 
LCSD Policy JECBB: Student Variances as a first reading. This item is being 
presented by Deputy Superintendent Stacey Cooper. 
17. (For Possible Action) Discussion and possible action regarding a report on 
the Nevada Educator Performance Framework. This item is being presented by 
Executive Director of Human Resources BillieJo Hogan. 
18. (For Possible Action) Discussion and possible action regarding updates 
from the Silver Stage school principals. This item is being presented by 
principals Erin Korf, Jed Marciniak, and Amber Cross. 
19. (For Possible Action) Discussion and possible action regarding revisions to 
LCSD Policy GBBD: Employment Disabilities as first reading. This item is 
being presented by Executive Director of Human Resources BillieJo Hogan. 
20. (For Possible Action) Discussion and possible action regarding revisions to 
LCSD Policy GBBE: Drug and Alcohol Free Workplace as a first reading. This 
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item is being presented by Executive Director of Human Resources BillieJo 
Hogan. 
21. (For Possible Action) Discussion and possible action regarding revisions to the 
following LCSD Policies as a second and final reading. No changes were made to these 
policies after the first reading. Any member of the Board may request that a policy be 
removed and discussed and acted upon separately. 

A. Policy JF: protection of Pupil Rights Student Surveys 
B. Policy GABB: Negative Information 
C. Policy GABC: Verification of Employment 
D. Policy GBBB: Employee Dating 

22. (For Possible Action) Discussion and possible action on agenda items for future board 
meetings and/or information item requests, including a summary by the superintendent. This 
item is being presented by Board President Hendrix and Superintendent Tim Logan. 
23. PUBLIC PARTICIPATION: At this time, the public is invited to address the Board on 
items over which the Board has jurisdiction or control. If you wish to speak, step up to the 
table, be seated, and state your name. Your comments are limited to no more than three 
minutes per agenda item with a maximum of ten minutes total.  In consideration of others, 
avoid repetition or designate a spokesperson to speak on behalf of your group. Although this 
Board does not restrict comments based upon viewpoint, comments will be prohibited if they 
are willfully disruptive, slanderous, amount to personal attacks or interfere with the rights of 
other speakers. Comments made during this time will be monitored by the Board President. 
The Board will conduct public comments after each item on the agenda on which action may 
be taken, before the Board takes action.  
Comments submitted electronically will be included in the minutes of the meeting. 
24. ADJOURN: 

 
 
If you have questions or public records requests, please contact the LCSD Communications and 
Public Relations Officer at (Communications@lyoncsd.org). 
 
 
The notice for this meeting was posted at the Lyon County School District Administrative Office and posted to the Lyon 
County School District website (http://lyoncsd.org) and the Nevada Public Notice Website (http://notice.nv.gov) in 
accordance with NRS 241.020 (3) (b).  
 
LYON COUNTY SCHOOL DISTRICT STATEMENT OF NONDISCRIMINATION AND ACCESSIBILITY  
The Lyon County School District does not discriminate on the basis of race, color, national origin, gender, disability or age in any of 
its policies, procedures, or practices, in compliance with Title VI of the Civil Rights Act of 1964 (pertaining to race, color, and national 
origin), Title IX of the Educational Amendments of 1972, section 504 of the Rehabilitation Act, the Americans with Disabilities Act, and 
Age Discrimination Act of 1975, and any other pertinent statute or requirement. This Non-Discrimination policy covers admission, 
access, treatment, and employment in the District’s programs and activities, including Occupational Education. For information 
regarding opportunities, policies, or the filing of grievances, contact your school principal.  
The Lyon County School District is pleased to provide accommodations for the handicapped or disabled. Members of the public who 
are disabled and require special accommodations or assistance at the meeting are requested to notify the Administrative Assistant to 
the Superintendent and Board of Trustees in writing at 25 E. Goldfield Ave., Yerington, NV 89447, email mheim@lyoncsd.org, or call 
(775) 463-6800 Ext. 10034 at least one week prior to the meeting. 
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MINUTES  
 
 
Lyon County School District 
Board of Trustees 
 
A meeting of the Board of Trustees of Lyon County School District was held September 22, 
2026, beginning at 6:30 PM at Silverland Middle School, 1200 Jasmine Ln., Fernley, NV 89408. 
 

1. CALL TO ORDER 
 
President Hendrix called the meeting to order at 6:33 pm. 
  

2. PLEDGE OF ALLEGIANCE 
 
The Pledge of Allegiance was led by Trustee Parsons. 
  

3. WELCOME OF GUESTS 
 
President Hendrix welcomed everyone.  
Board Members in attendance: 
President Tom Hendrix 
Trustee Elmer Bull 
Trustee Kallie Day 
Trustee Darin Farr 
Trustee Sherry Parsons 
Trustee James Whisler 
 
Clerk Dawn Carson absent 
 
Executive Cabinet in Attendance: 
Superintendent Tim Logan 
Deputy Superintendent Stacey Cooper 
Executive Director of Operations Harman Bains 
Executive Director of Human Resources BillieJo Hogan 
Executive Director of Educational Services Heather Moyle 
Executive Director of Educational Services James Gianotti 
Executive Director of Special Services Rachel Stewart 
 
Skyler Nicholas, Margaret Heim, Don Lattin, Marty Johnson, Lillianna Camacho-Polkow, 
Kirk McCallum, Virginia Richardson, Michelle Trousdale, Kent Jones, Shawn Romero, 
Jamie Henderson, Jennifer Bluhm, Reema Pulsifer, Farrah Alexander, Steve Henderson, 
Tammie Moniz, Shaun McMackin, Ryan Cross, Cory Sanford, Paul Sullivan, Chrissy Haas, 
Michael Moore, Lizbeth Rosas, Scott Fellows, Bert Paulsen, Nathan Rubino, Emily Miley, 
Amanda Stiles, Morgyn Phoenix, Rashael Golgart, Tammi Valentine, Tabitha Gentry, 
Andrew Merritt. 
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4. APPROVAL OF AGENDA 
 
Trustee Parsons made a motion that the Board of Trustees approve the agenda as presented. 
Trustee Day seconded. 
With no further discussion, the motion carried 6-0. 
 

5. APPROVAL OF MINUTES 
 
Trustee Parsons made a motion that the Board of Trustees approve the minutes as written. 
Trustee Farr seconded. 
With no further discussion, the motion carried 6-0. 
 

6. BOARD MEMBER REPORTS 
 
Trustee Whisler attended the Nevada Association of School Boards (NASB) training on 
Board Governance held in Lovelock.  
Trustee Day attended the Student Attendance Advisory Board (SAAB) meeting and was 
impressed with the committee's care for students. She has been active with Sutro Elementary 
(SES) Parent Staff Organization (PSO). 
Trustee Parsons attended the NASB training.  She gave a shout out to Fernley High School 
(FHS) Volleyball Coach Diane Chapin for her work with the team and was pleased that 
homecoming promoted patriotism. 
Trustee Bull attended a webinar for trustees to review the District Performance Framework 
and also attended the NASB training. He announced that our YHS Principal Kathy Bomba-
Edgerton received Principal of the Year for Junior Achievement. 
Trustee Farr participated in school walk-throughs and appreciated the completion of the 
single point entries.  
President Hendrix attended the NASB training and appreciated the information provided. 
 

7. STUDENT REPRESENTATIVE REPORT 
 
Student Representative, FHS Sophomore Class President Tillie Gillespie gave a report about 
homecoming events at FHS.  
Trustee Parsons added that their fundraiser will continue until the end of September.  
 

8. ATTITUDE OF GRATITUDE 
 
The board read notes of gratitude written by various students across the district. 
 

9. SUPERINTENDENT REPORT 
 
Superintendent Logan welcomed and thanked Miss Gillespie for attending the meeting. He 
mentioned that the student council representatives to the board are getting organized and will 
have one representative for future meetings. 
He congratulated FHS student Reese Johnson who was appointed to the Nevada Department 
of Education (NDE) student advisory group representing FHS and LCSD.  
He announced that a survey will be going out to the community to gather data over the 
month.  Results will be shared next month. He recently spoke at the Fernley City Council 
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regarding enrollment and facilities.  
Lastly, he had Fernley principals introduce their new staff members. 
  

10. PUBLIC PARTICIPATION: At this time, the public is invited to address the Board on 
items over which the Board has jurisdiction or control. If you wish to speak, step up to the 
table, be seated, and state your name. Your comments are limited to no more than three 
minutes per agenda item with a maximum of ten minutes total.  In consideration of others, 
avoid repetition or designate a spokesperson to speak on behalf of your group. Although this 
Board does not restrict comments based upon viewpoint, comments will be prohibited if they 
are willfully disruptive, slanderous, amount to personal attacks or interfere with the rights of 
other speakers. Comments made during this time will be monitored by the Board President. 
The Board will conduct public comments after each item on the agenda on which action may 
be taken, before the Board takes action.  
Comments submitted electronically will be included in the minutes of the meeting. 
There was no public comment. 

 
11. CONSENT AGENDA (FOR POSSIBLE ACTION): Per LCSD Board Policy BDD: 

Board Meeting Procedures, all matters listed under the consent agenda are considered 
routine and may be acted upon by the Board of School Trustees with one action and without 
discussion. During this meeting, any member of the Board may request that an item be 
removed from the consent agenda, discussed, and acted upon separately. 
 
Trustee Bull made a motion that the board approve the consent agenda as presented. 
Trustee Farr seconded. 
With no further discussion, the motion carried 6-0. 

A. Trustee Questions & Answers: This information will be posted after 12:00 pm the day 
of the board meeting if questions are asked. 

B. Request for Early Graduation/HSE (confidential) 
C. Personnel Reports 
D. Travel 
E. District Financial Report 

Vouchers 1480, 1484, 1021, 1022, 1024, 1025, 1030, 1031, 1038, 1039 
Total $2,424,238.65 

 
12. ACCEPTANCE OF DONATIONS 

 
President Hendrix made a motion that the board accept the generous donations made to our 
schools. 
Trustee Parsons seconded. 
With no further discussion, the motion carried 6-0. 
 

13. (For Possible Action) Discussion and possible action regarding an update on the 2026 
facility improvements and summer projects.  This item is being presented by Executive 
Director of Operations Harman Bains and Operations & Maintenance Supervisor Kirk 
McCallum. 

 
Director Bains gave an update on the summer projects and thanked the many contractors and 
facility partners, including the district maintenance team.  The district now has modified 
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single point of entries at all school sites. He reported that some community members 
expressed frustration at no longer having access to tracks and fields, but understood that 
millions of funds have been invested in the safety and security of students.  Other 
improvements included flooring, doors and glass, roofs, HVAC, and electrical upgrades, 
Audio Enhancement upgrades, and restroom renovations across the district.  
The board thanked them for the good work, commenting that the single point of entry 
completion is very good and offers comfort to parents. They appreciated that the district 
maintenance crew took on much of the work across the sites.  
Trustee Farr made a motion that the Board approve the update regarding the 2026 Facilities 
Projects throughout Lyon County School District. 
Trustee Parsons seconded.  
With no further discussion, the motion carried 6-0. 
 

14. (For Possible Action) Discussion and possible action regarding an update on the 2027 
facility summer projects.  This item is being presented by Executive Director of Operations 
Harman Bains and Operations & Maintenance Supervisor Kirk McCallum. 
 
Director Bains spoke about the projects slated for the summer of 2027. Included are five 
major HVAC and boiler projects to keep aligned to the 5-year Capital Improvement Plan. 
Other projects include roofing projects and continued flooring and epoxy projects.  Funding 
involves the bond item that is next on the agenda.  
The board discussed the equipment lead times ahead of the summer construction window, 
and GSA prices.  
Trustee Farr made a motion that the Board approve the proposed upgrades to Cottonwood 
Elementary School (HVAC) $641,120, Silver Stage Elementary/Middle School Dining Hall 
(Boilers) $914,110, Fernley High School (Boilers) Fernley Intermediate School 
(HVAC/Boilers/Electrical) $6,016,829, Smith Valley Schools (HVAC/Boilers) $4,514,620 
for a total of $13,462,189. 
Trustee Bull seconded.  
With no further discussion, the motion carried 6-0. 
 

15. (For Possible Action) Discussion and possible action regarding the School Improvement 
Bond Resolution.  This item is being presented by Executive Director of Operations Harman 
Bains. 
 
JNA Consulting Group's Marty Johnson and Bond Attorney Ryan Henry were present to talk 
about the resolution to continue with the remainder $15 million. LCSD has a strong capacity 
to bond, with approximately $8-12 million over the next few years. Last year the district 
issued bond funds for $15 million, clarifying that this is the second half of the bond that was 
approved for $30 million. This specific bond will be dedicated to operations and planned 
projects.   
Trustee Bull made a motion that the Board approve the resolution designated as the "2026 
School Improvement Bond Resolution"; declaring the necessity of incurring a bonded 
indebtedness on behalf of the Lyon County School District for the purpose of acquiring, 
constructing, improving and equipping school facilities; authorizing the issuance of the Lyon 
County School District, Nevada, general obligation school improvement bonds, series 2026, 
in the aggregate principal amount not to exceed $15,000,000; providing the terms, conditions 
and form of the bonds; providing other details in connection therewith; ratifying action 
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previously taken relating thereto; and providing the effective date hereof. 
Trustee Farr seconded.  
President Hendrix added for clarification that this is specifically, of the Lyon County School 
District, Nevada, general obligation (limited tax) school improvement bonds. 
With no further discussion, the motion carried 6-0. 
 

16. (For Possible Action) Discussion and possible action regarding a report on LCSD staffing 
for the 2026-27 school year.  This item is being presented by Executive Director of Human 
Resources BillieJo Hogan. 
 
Director Hogan spoke on the positive trends in district staffing with a highlight of 12 long-
term substitutes that moved into licensed teaching positions this year.  The Grow Your Own 
(GYO) program has proven to be a successful tool to help teachers with licensure. Not on the 
report, but very encouraging to hear, is the number of vacant positions that decreased over 
the years from 2024 with 139 openings, 2025 with 102 openings, and this year 2026 there 
were 92 openings.  
Though only 33% of employees participated, the exit survey showed higher satisfaction in 
site-level management and orientation. The primary reason listed for leaving was due to life 
changes, like relocation.  There are areas that still need improvement, like materials and 
resources, though what this means specifically is to be determined.  They will use this data to 
determine where improvements need to be made. The survey is optional and anonymous and 
ongoing efforts will be made to encourage participation. 
The board discussed challenges in recruiting special education staff due to competition from 
the commercial and private sectors. They talked about hard to fill contract positions and bus 
driver salaries, which were confirmed to range from $21 to $31 per hour. There is a loan 
forgiveness program being developed to recruit and retain teachers, and they talked about the 
$200 annual stipend that is offered to each teacher to use in their classroom. 
President Hendrix made a motion that the Board approved a report on current staffing for the 
2026-2027 school year. 
Trustee Parsons seconded.  
With no further discussion, the motion carried 6-0. 
 

17. (For Possible Action) Discussion and possible action regarding the LCSD 2026-27 
Restorative Discipline Plan.  This item is being presented by Deputy Superintendent Stacey 
Cooper. 
 
The 2026-27 LCSD Restorative Discipline Plan (RDP) was brought forward for the 
annual presentation.  Main updates included the addition of "instigation" as a subcategory 
under Violation of School Rules, the separation of general school technology guidelines 
from cell phone use guidelines, and standardization of classification of offenses, based on 
NDE definitions. Changes to dress code violation response were to give warnings for first 
offense, and involve parent contact for further offenses. Trespassing and Physical 
Aggression responses were updated to a scaffolded approach, consistent for middle school 
and high school.  Hyperlinks were fixed for administrators to connect them to resources 
during investigations.  
There was discussion about determining "instigation" as subjective.  Administrators saw the 
need to better define this term to identify and mitigate intentional actions that disrupt the 
learning environment.  The discipline policy embeds options for appeal and alternatives are a 
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part of restorative practices as applicable. The RDP uses the legal definition for "instigation". 
Trustee Day made a motion that the Board approve the proposed revisions to the LCSD 
Restorative Discipline Plans for the 2026-2027 school year. 
Trustee Farr seconded.  
With no further discussion, the motion carried 6-0. 
 

18. (For Possible Action) Discussion and possible action regarding updates from the Fernley 
area school principals.  This item is being presented by principals Virginia Richardson, Kent 
Jones, Jamie Henderson, Reema Pulsifer, Steve Henderson, Ryan Cross.  
 
Fernley area school principals each gave a report on the highlights from the last school year, 
and the goals for 2026-27, as listed in detail in the attachments. 
A request was made for more information from FHS regarding data on current performance 
metrics and graduation numbers. 
 

A break was called at 9:19 pm. 
Called back to order at 9:33 pm.  
  

19. (For Possible Action) Discussion and possible action regarding revisions to LCSD Policy 
JF: Protection of Pupil Rights - Student Surveys, as a first reading.  This item is being 
presented by Deputy Superintendent Stacey Cooper. 
 
Revisions to Policy JF: Protection of Pupil Rights and student surveys have been 
recommended with NDE additions.  The district is proposing an Opt-Out consideration for 
the Nevada School Climate/Social Emotional Learning Survey (NV-SCSEL). Currently, the 
NV-SCSEL is Opt-In and the Youth Risk Behavior Survey (YRBS) is Opt-Out. 
These two surveys help to inform and shape district growth across the state.  
The YRBS  is given biannually and the state mandates specifically in NRS 392.422 for 
parent Opt-Out, as shown in the policy.  It is done by random selection in 6-8th grades or 9-
12th. Results are later distributed nationally to help inform federal programs, such as TITLE 
programs and educational supports for families and schools.  The participation rate for 2024-
25 was 78%. This is currently in policy and not under review for revision during this item.   
There was discussion regarding parental/guardian notification electronically with access to 
view the survey, and request hard copies.  There is time for parents/guardians to Opt-Out of 
taking the survey.  They spoke about the questions posed to students, the pros and cons of 
exposing them to topics, and the ability to identify and target resources needed in 
communities.  
At this time the presentation turned to the NV-SCSEL. The purpose of this survey is 
established in state law NRS 385a.650 and 385a.950, and federal law 20usc 6311, 
D, requiring school districts to collect climate related survey data annually to grades 5-12 as 
part of the school improvement plan expectations, as well as the District Performance 
Framework.  
There was discussion about flyers sent home, being ignored, flyer-apathy, due to the 
frequency of them.  Returning permission slips for any school activity is a challenge all 
schools face. An Opt-Out method would create more participation while still 
allowing parents the final say.  There seems to be some disconnect in the community 
regarding surveys. It is not known whether grants or funds are decreased with low 
participation, but school performance and ratings are effected.  
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Parents/guardians are notified in advance and can review the questions and timeline of 
implementation. Currently, the policy requires parents to Opt-In and last year 28% of 
students participated. Results were then lacking accurate representation of our student 
population. 
For clarity, topics in this survey do not discuss violence, drugs, or intimacy. Topics pertain 
to students having a trusting adult, or feel safe at school.   
It was suggested that if the state wants full participation, they should not penalize schools 
when the survey is optional. Opt-Out would assist the schools with student participation.  
Public Comment was made by several administrators, Farrah Alexander, Michelle 
Trousdale, and Jamie Henderson, about the accountability of parents that schools have little 
control over.  Schools send home information along with incentives to increase family 
engagement.  They commented that the Opt-Out would address many of the issues the board 
was discussing.   
Trustee Farr made a motion that the Board approve the revisions to Policy JF: Protection of 
Pupil Rights: Student Surveys making the survey Opt-Out, as a first reading. 
Trustee Whisler seconded.  
With no further discussion, the motion carried 4-2.  Trustees Hendrix and Parsons opposed. 
 

20. (For Possible Action) Discussion and possible action regarding revisions to LCSD Policy 
GABB: Negative Information as a first reading.  This item is being presented by Executive 
Director of Human Resources BillieJo Hogan. 
 
POOLPACT recommended the edit to Policy GABB: Negative Information, that HR will 
notify an employee with a response when they are requesting certain material in their 
personnel file.  
Trustee Farr made a motion that the Board approve revisions to Policy GABB: Negative 
Information as a first reading.   
Trustee Parsons seconded. 
With no further discussion, the motion carried 6-0. 
  

21. (For Possible Action) Discussion and possible action regarding revisions to LCSD Policy 
GABC: Verification of Employment as a first reading.  This item is being presented by 
Executive Director of Human Resources BillieJo Hogan. 
 
Revisions to Policy GABC: Verification of Employment are due to POOLPACT 
recommendations to include mandatory disclosures when staff is investigated or left while 
under investigation, when receiving verification requests from other districts. 
Trustee Farr made a motion that the Board approve revisions to policy GABC: Verification 
of Employment as a first reading.  
Trustee Day seconded.  
With no further discussion, the motion carried 6-0. 
 

22. (For Possible Action) Discussion and possible action regarding revisions to LCSD Policy 
GBBB: Employee Dating as a first reading.  This item is being presented by Executive 
Director of Human Resources BillieJo Hogan.  
 
Revisions to Policy GBBB: Employee Dating define "indirect supervision" to 
include anyone who has influence over evaluation, to clarify the definition. There is also an 
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added reference to Policy GBBH: Employment of Relatives. 
Trustee Bull made a motion that the Board approve revisions to policy GBBB: Employee 
Dating as a first reading.  
Trustee Whisler seconded.  
With no further discussion, the motion carried 6-0. 
 

23. (For Possible Action) Discussion and possible action regarding revisions to LCSD Policy 
BK: Evaluation of Board Operational Procedures as a second and final reading.  This item is 
being presented by Board Member Kallie Day.  
 
The second reading of Policy BK: Evaluation of Board Operational Procedures changed 
verbiage to specify that the proposed survey would include community members residing in 
Lyon County.  Trustee Day likened the survey to the similar survey given to exiting teachers, 
wanting to see where board performance improvements could be made. 
Public comment was made by Andrew Merritt who was not in favor of the policy except for 
the survey part. He noted that others in the public were against it last month.  
Trustee Farr made a motion that the Board approve revisions to LCSD Policy BK: 
Evaluation of Board Operational Procedures as a second and final reading. 
Trustee Bull seconded.  
The discussion was divided. Trustee Parsons and President Hendrix highlighted the public 
that had spoken today and during past meetings and advised against the revisions.  Trustee 
Whisler recalled the recent training that several of the trustees attended on governance and 
being better. He stressed that this revision, with the survey, is intended to make the board 
better. Trustee Farr added that after spending the better part of an hour discussing the 
delivery of a survey for parents, that this one would be "opt-in" and could be ignored if the 
public wished.  
Trustee Day explained that the actual survey was not specified directly in the policy, and was 
open to further discussion regarding the survey. 
With no further discussion, the motion carried 4-2. President Hendrix and Trustee Parsons 
voted nay. 
 

24. (For Possible Action) Discussion and possible action regarding revisions to LCSD Policy 
BCD: Board-Superintendent Relationship as a second and final reading.  This item is being 
presented by Board Member Kallie Day.  
 
Trustee Day reminded the board that the revisions to LCSD Policy BCD: Board-
Superintendent Relationship removed the section that allowed direct discussion with the 
superintendent. The general policy now has similar language taken from the evaluation tool 
and put it in policy, and requires listing a reason for ratings when they do not meet 
expectations.   
Trustee Day made a motion that the Board of Trustees approve revisions to LCSD Policy 
BCD: Board-Superintendent Relationship as a second and final reading. 
Trustee Farr seconded. 
Trustee Parsons shared that they should not be obligated by policy to include reasons.  This 
could result in a "milk-toast" evaluation. 
Because the superintendent's employment is impacted by this, Trustee Day feels listing 
reasons is important for performance.  Trustee Whisler agreed, stating that offering reasons 
for the rating directs the superintendent to improve and let him know what he is doing well. 
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With no further discussion, the motion carried 4-2. President Hendrix and Trustee Parsons 
voted nay. 
 

25. (For Possible Action) Discussion and possible action regarding revisions to LCSD Policy 
IGDC: Extra Co-Curricular Activities Expectations as a second and final reading.  This item 
is being presented by Deputy Superintendent Stacey Cooper.  
 
Revisions to Policy IGDC: Extra Co-curricular Activities Expectations are due to edits to 
recognize the attendance expectations consistent at all high schools and aligns with NIAA 
obligations. 
Trustee Day made a motion that the LCSD Board of Trustees approve Policy IGDC: 
Extra/Co-Curricular Activities Expectations as a second and final reading. 
Trustee Whisler seconded.  
With no further discussion, the motion carried 6-0. 
 

26. (For Possible Action) Discussion and possible action on agenda items for future board 
meetings and/or information item requests, including a summary by the superintendent. This 
item is being presented by Board President Hendrix and Superintendent Tim Logan. 
 
The next meeting will be held on October 27th at the PLC in Silver Springs.  
NEPF Update Results 
Silver Stage Highlights 
Various G policies 
Second readings  
Proposal regarding growth to the substitutes pool 
Trustee Farr requested a new student governance policy for a first reading. 
  

27. PUBLIC PARTICIPATION: At this time, the public is invited to address the Board on 
items over which the Board has jurisdiction or control. If you wish to speak, step up to the 
table, be seated, and state your name. Your comments are limited to no more than three 
minutes per agenda item with a maximum of ten minutes total.  In consideration of others, 
avoid repetition or designate a spokesperson to speak on behalf of your group. Although this 
Board does not restrict comments based upon viewpoint, comments will be prohibited if they 
are willfully disruptive, slanderous, amount to personal attacks or interfere with the rights of 
other speakers. Comments made during this time will be monitored by the Board President. 
The Board will conduct public comments after each item on the agenda on which action may 
be taken, before the Board takes action. Comments submitted electronically will be included 
in the minutes of the meeting. 
 
Public comment – none. 
 

28. ADJOURN: 
 
Adjourn 11:01 pm 
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The notice for this meeting was posted on September 16, 2026, at Lyon County School District 
Administrative Office, Lyon County School District websites (http://lyoncsd.org) and the Nevada Public 
Notice Website (http://notice.nv.gov) in accordance with NRS 241.020 (3) (b).  
 

Lyon County School District Statement of Nondiscrimination and Accessibility 
The Lyon County School District does not discriminate on the basis of race, color, national origin, gender, 
disability or age in any of its policies, procedures, or practices, in compliance with Title VI of the Civil 
Rights Act of 1964 (pertaining to race, color, and national origin), Title IX of the Educational Amendments 
of 1972, section 504 of the Rehabilitation Act, the Americans with Disabilities Act, and Age Discrimination 
Act of 1975, and any other pertinent statute or requirement.  This non-discrimination policy covers 
admission, access, treatment, and employment in the district’s programs and activities, including 
occupational education.  For information regarding opportunity policies, or the filing of grievances, 
contact your school principal.  
 
The Lyon County School District is pleased to provide accommodations for the handicapped or disabled.  
Members of the public who are disabled and require special accommodations or assistance at the meeting 
are requested to notify the administrative assistant to the superintendent and board of trustees, in writing at 
25 E. Goldfield Avenue, Yerington, Nevada 89447; e-mail at mheim@lyoncsd.org; or by calling (775) 463-
6800 ext. 10034, at least one week prior to the meeting.  
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        LYON COUNTY SCHOOL DISTRICT 

CLASSIFIED 
PERSONNEL REPORT CL1001– October 27, 2026 

That the Board of Trustees approves the following recommendations: 

HIRINGS: 

SCHOOL/SITE POSITION NEW EST. 

FUNDED BY and 

BOARD 

APPROVAL 

DATE 

EFF. 

DATE 

Name of Recommended 

Employee 

Cottonwood Elementary Paraprofessional  X (H. Yutzie) 10/12/26 Katherine Royat 

Dayton High Paraprofessional  X (J. Kramer) 9/28/26 John Kramer 

Dayton Intermediate Paraprofessional X  SPED Funded 9/24/26 Connie Ruano 

District Wide Bus Driver  X (E. Allen) 9/21/26 Aaron Allander 

Fernley High Paraprofessional  X (A.McManness) 10/7/26 Taylor Hatcher 

Fernley Intermediate Custodian  X (S. Moreno) 9/28/26 
Quentin Gregory-

Banks 

Fernley Intermediate Paraprofessional  X (J. Crow) 10/12/26 
Ashleigh Jean 

de.St.Maurice 

Fernley Intermediate Paraprofessional  X (JK. Hobson) 10/21/26 James Garcia 

Fernley Intermediate Maintenance I  X (K. Brown) 10/8/26 Joshua Bibeau 

Fernley Intermediate Paraprofessional  X (H. Ruiz) 10/12/6 Hailee Specchio 

Riverview Elementary Paraprofessional  X (B. Lutzenhiser) 10/5/26 Silvia Rosas 

Riverview Elementary Paraprofessional  X (P. Crowell) 10/12/26 Sandra Wall-Iosefa 

Silver Stage Elementary  Paraprofessional  X (E. Hatch) 10/15/26 Veronica Henderson 

Smith Valley Schools Paraprofessional  X (M. Marshek) 10/8/26 Lydia Hatch 

Yerington Intermediate Paraprofessional X  
New allocation, 

SPED Funded 
10/6/26 Sierra Sanchez 

Yerington Intermediate Paraprofessional  X (I. Hancock) 10/6/26 
Martha Pedroza 

Barbaria 

Yerington 

Transportation 

Bus 

Paraprofessional 
 X (C. Rilling) 9/29/26 Angela Pierce 

 

SEPARATIONS: 

SCHOOL/SITE POSITION EFF. DATE EMPLOYEE 

District Wide Maintenance IV 10/16/26 Charles Fritz 

Fernley Intermediate Paraprofessional 10/15/26 Ashleigh Jean de St Maurice 

Riverview Elementary Paraprofessional 10/1/26 Patricia Crowell 

Silver Stage High Custodian 09/29/26 Charles Roe 

Sutro Elementary Maintenance I 10/8/26 Alden Damm 

Yerington Elementary 
College & Career Readiness 

Interventionist 
10/8/26 Paulina Covian 

Yerington Intermediate Paraprofessional 10/21/26 Aubrey Lenzi 
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Extra Duty Contracts Report October 27, 2026

DAC Description Name
1 DAYTON HIGH SCHOOL Xduty - MTSS Program Facilitator HODGES, MICHELLE
2 DAYTON HIGH SCHOOL Xduty - Wrestling HS Assistant LAPORTE, JUSTIN
3 DAYTON HIGH SCHOOL Xduty - Wrestling HS Head SCHNEIDER, ROBERT
4 DAYTON INTERMEDIATE SCHOOL Xduty - Basketball Boys 8 MANNING, PAUL E
5 DAYTON INTERMEDIATE SCHOOL Xduty - Basketball Boys 7 SANTOS, JASON
6 FERNLEY HIGH SCHOOL Xduty - MTSS Program Facilitator .5 FTE BOSCH-WHITNEY, AMY
7 FERNLEY HIGH SCHOOL Xduty - Department Head CHAPIN, DIANE
8 FERNLEY HIGH SCHOOL Xduty - Department Head ERICKSEN, JODY
9 FERNLEY HIGH SCHOOL Xduty - Play Director HS Fall FERGUSON, TARA

10 FERNLEY HIGH SCHOOL Xduty - Play Director HS Spring FERGUSON, TARA
11 FERNLEY HIGH SCHOOL Xduty - Academic Team Advisor HS GONZALEZ, NICOLE L
12 FERNLEY HIGH SCHOOL Xduty - Department Head GRACE, JOHN
13 FERNLEY HIGH SCHOOL Xduty - Shop Maintenance HS GRACE, JOHN
14 FERNLEY HIGH SCHOOL Xduty - Department Head SPED KEMP, CHRISTY
15 FERNLEY HIGH SCHOOL Xduty - Activity Director HS KINGSTON, JACKIE
16 FERNLEY HIGH SCHOOL Xduty - Class Advisor 9 KINGSTON, JACKIE
17 FERNLEY HIGH SCHOOL Xduty - Shop Maintenance HS KRZYSIAK, SHANE K
18 FERNLEY HIGH SCHOOL Xduty - Class Advisor 10,11,12 KUNTZ, HEATHER
19 FERNLEY HIGH SCHOOL Xduty - CTE Student Organization Advisor (CTSO) MAYER, REBECCA
20 FERNLEY HIGH SCHOOL Xduty - VITA/TCE MAYER, REBECCA
21 FERNLEY HIGH SCHOOL Xduty - Department Head MCCALLUM, TERESA
22 FERNLEY HIGH SCHOOL Xduty - Band Director HS MYLER, STEPHEN
23 FERNLEY HIGH SCHOOL Xduty - Band Director Marching Pep HS MYLER, STEPHEN
24 FERNLEY HIGH SCHOOL Xduty - Choir Director HS MYLER, STEPHEN
25 FERNLEY HIGH SCHOOL Xduty - Yearbook Advisor HS NAKASHIMA, NICOLE
26 FERNLEY HIGH SCHOOL Xduty - Department Head SLOAN, ANFERNEE
27 FERNLEY HIGH SCHOOL Xduty - Site Webmaster/School Tech Assistant SWAIN, DOWAIN  III
28 FERNLEY HIGH SCHOOL Xduty - Class Advisor 10,11,12 VARNER, KRISTINIA S
29 FERNLEY HIGH SCHOOL Xduty - National Honor Society WEISHAHN, AMY
30 FERNLEY HIGH SCHOOL Xduty - Class Advisor 10,11,12 WHITEHEAD, PATRICK
31 FERNLEY HIGH SCHOOL Xduty - Department Head WHITEHEAD, PATRICK
32 FERNLEY HIGH SCHOOL Xduty - MTSS Program Facilitator .5 FTE WHITEHEAD, PATRICK
33 FERNLEY INTERMEDIATE SCHOOL Xduty - Academic Olympics Advisor MS CROW, COLLENE M
34 FERNLEY INTERMEDIATE SCHOOL Xduty - Activity Director MS .5 FTE HISKEN, EMMA
35 FERNLEY INTERMEDIATE SCHOOL Xduty - Site Webmaster/School MARTINEZ, PAMELA
36 FERNLEY INTERMEDIATE SCHOOL Xduty - Activity Director MS .5 FTE NOMICOS, ANNA
37 FERNLEY INTERMEDIATE SCHOOL Xduty - Yearbook Advisor ES TORRES, TAMMY
38 FERNLEY INTERMEDIATE SCHOOL Xduty - Academic Fair, School MS WELLER, JESSIE
39 SILVER STAGE HIGH SCHOOL Xduty - Track HS Head DEVENCENZI, LEIA
40 SILVERLAND MIDDLE SCHOOL Xduty - Basketball Boys 7 AGUILAR, OSCAR A
41 SILVERLAND MIDDLE SCHOOL Xduty - Site Webmaster/School Tech Assist RASH, ROBIN L
42 SMITH VALLEY SCHOOLS Xduty - Activity Director HS HANSSEN, JOY
43 SMITH VALLEY SCHOOLS Xduty - Activity Director MS HANSSEN, JOY
44 SMITH VALLEY SCHOOLS Xduty - Academic Olympics Advisor MS ROGACZEWSKI, HEATHER
45 SMITH VALLEY SCHOOLS Xduty - Academic Team Advisor ROGACZEWSKI, HEATHER
46 SMITH VALLEY SCHOOLS Xduty - Basketball Girls 7 SLATER, SHANI L
47 SMITH VALLEY SCHOOLS Xduty - CTE Student Organization Advisor WARD, KAREN A
48 SUTRO ELEMENTARY SCHOOL Xduty - MTSS Program Facilitator .5 FTE DOLL, TERI
49 SUTRO ELEMENTARY SCHOOL Xduty - Yearbook Advisor ES .5 FOWLER, KAELEIGH
50 SUTRO ELEMENTARY SCHOOL Xduty - Academic Fair Advisor ES PARKER, MEGAN P
51 SUTRO ELEMENTARY SCHOOL Xduty - MTSS Program Facilitator .5 FTE SATTERFIELD, MORGAN
52 SUTRO ELEMENTARY SCHOOL Xduty - Site Webmaster/School TAYLOR, HEATHER
53 SUTRO ELEMENTARY SCHOOL Xduty - Yearbook Advisor ES .5 FTE TAYLOR, HEATHER
54 YERINGTON ELEMENTARY SCHOOL Xduty - Yearbook Advisor ES COVIAN, PAULINA
55 YERINGTON HIGH SCHOOL Xduty - Class Advisor 10,11,12 .5 FTE ALDRIDGE, AMANDA
56 YERINGTON HIGH SCHOOL Xduty - Class Advisor 10,11,12 .5 FTE GUTIERREZ, SARA H
57 YERINGTON HIGH SCHOOL Xduty - Department Head KILE, JENNIFER L
58 YERINGTON HIGH SCHOOL Xduty - Department Head WOOD, MELISSA R
59 YERINGTON INTERMEDIATE SCHOOL Xduty - Basketball Boys 7 PICOTTE, JEREMY
60 YERINGTON INTERMEDIATE SCHOOL Xduty - Basketball Boys 8 VEIL, MATTHEW J
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Lyon County School District October 27, 2026
Volunteer Report

School Site Volunteer Position Name

Yerington High Junior Achievement Jeremy Bryant
Yerington High Junior Achievement Micah Triplett
Yerington High Junior Achievement Sheena Leonard
Yerington High Junior Achievement Magali Cruz
Yerington High Yerington Paiute Tribe Lorna Conway
Yerington High Yerington Paiute Tribe Shundean Emm
Yerington Intermediate Robotics Elizabeth McNabb
Smith Valley Schools Woodshop Richard Slater
Yerington High Sideline Assistant Antonia Roots
Yerington Intermediate Junior Achievement Jeremy Bryant
Dayton High Basketball Cameron Price
Fernley High Wrestling Marilou Rotor
Yerington High Band / Choir Steven McCormick
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

 
 
 

Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   Jim Gianotti, Executive Director for Educational Services  
 
Re:  The Northwest Regional Professional Development Program (NWRPDP) 2025-2026 Annual 

Report 
 
 
 
Recommendation  
That the board approves a report by the Northwest Regional Professional Development Program (NWRPDP) 
regarding their work during the 2025-2026 School Year. 
 
Background Information  
Each year the NWRPDP provides districts with a report of the work that they completed throughout the region as 
well as within districts specifically.   
 
Budget Considerations  
N/A 
 
Discussed at Previous Meeting 
N/A 
 
Attachment(s) 
NWRPDP 25-26 Annual Report  
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The 70th Session (1999) of the Nevada State Legislature passed Senate Bill 555,
which, under Sections 16 and 17, authorized the establishment of four Regional
Professional Development Programs (RPDPs) in the state. Since that 1999 session, the
four programs have been reduced to three. Their collective charge is to support the
state’s teachers and administrators in implementing Nevada’s Academic Content
Standards (NVACS) through regionally determined professional development
activities. Although the essential mission has remained unchanged, legislative
mandates and the pedagogical needs of teachers continue to broaden the
program’s scope and responsibilities; the programs’ expertise is called upon to
assist with district and statewide educational committees and assist in statewide
efforts to improve instruction through the Nevada Educator Performance Framework
(NEPF).

 The planning and implementation of professional development services in each
region is overseen by a governing body consisting of superintendents in the
respective regions, master teachers appointed by the superintendents,
representatives of Nevada’s higher education system, and the State Department of
Education. A nine-member Statewide Coordinating Council, consisting of members
appointed by the Governor or legislators, the Superintendent of Public Instruction,
and one member from each of the RPDP governing boards oversees the three
regional programs.
 
 

INTRODUCTION: 
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As outlined in Standards for Professional Learning (Learning Forward, 2011), there is a
relationship between professional learning and student results:
1. When professional learning is standards-based, it has greater potential to change what
educators know, are able to do, and believe. 
 2. When educators’ knowledge, skills, and dispositions change, they have a broader
repertoire of effective strategies to use to adapt their practices to meet performance
expectations and student learning needs. 
 3. When educator practice improves, students have a greater likelihood of achieving
results. 
 4. When student results improve, the cycle repeats for continuous improvement (p. 16).

Figure 1. below is a visual representation of the relationship between professional learning
based on the Professional Learning Standards and improved student learning. (Desimone,
2009).

The updated Standards for Professional Learning from the national professional
development organization, Learning Forward, were adopted by the Regional Professional
Development Programs in 2011. In 2017, Nevada included two additional standards to
address equity and cultural competency to become the Nevada Professional
Development Standards. These nine standards are used synergistically in order to
increase educator effectiveness thereby improving students learning. The standards
provide a framework for planning and leading professional learning opportunities. 

Core features of
professional
development: 

Content Focus
Active Learning 
Coherence 
Duration 
Collective
participation

Increased
teacher

knoweledge
& skills;

change in
attitudes &

beliefs

Change in
instruction

Improved
student

learning 

Figure 1. Conceptual Framework for Studying Effects of Professional Development on Teachers
and Students
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PART 1: 
2025 - 2026
EVALUATION
OF REGIONAL
TRAINING
PROGRAM 
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Part One: NRS 391A.190 1c
Evaluation of Regional
Training Program

1.The priorities for training adopted by the governing body pursuant to NRS 391A.175 [391A.175
(a) Adopt a Training Model, taking into consideration other model programs, including,
without limitation, the program used by the Geographic Alliance in Nevada.]

After conversations with our service requestor to establish the outcome(s) of the professional
learning and alignment with the standards for professional development adopted by the State
Board, a training model that is best matched to the work is chosen. Training models may include,
without limitation, action research, critical friends/professional learning communities, personal
learning networks, coaching, mentoring, instructional rounds, lesson study, and educational
courses.

391A.175 (b) Assess the training needs of teachers and administrators who are employed by
the school districts within the primary jurisdiction of the regional training program and adopt
priorities of training for the program based upon the assessment of needs. The board of
trustees of each school district may submit recommendations to the appropriate governing
body for the types of training that should be offered by the regional training program. 

391A.175 (c) In making the assessment required by paragraph (b) and as deemed necessary
by the governing body, review the plans to improve the achievement of pupils prepared
pursuant to NRS 385A.650 for individual schools within the primary jurisdiction of the regional
training program.

The assessment of training needs of teachers and administrators is determined through a
request for service model. This model takes into consideration the needs of our districts and
includes a combination of planning tools and strategies, including but not limited to the following:

Request for services from district personnel or principals based on School Performance Plans
(SPP) and needs of teachers on staff;
Collaborative meetings with superintendents and/or key district personnel to identify priorities
and needs on an annual basis guided by District Performance Plans (DPP);
Collaborative planning meetings with principals and leadership teams to determine goals
and objectives for designing a professional development plan;
Formal and informal needs assessments as needed with districts, departments, and/or
schools;
Input from the RPDP Governing Boards; and/or
Collaborative work with the Nevada Department of Education on initiatives to design and
implement support or roll-out plans for the NVACS as well as other state initiatives.
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An evaluation of the effectiveness of the regional training program,
including, without limitation, the Nevada Early Literacy Intervention
Program, in accordance with the method established pursuant to
paragraph (a), and (10) An evaluation of the effectiveness of
training on improving the quality of instruction and the
achievement of pupils

NWRPDP EVALUATION QUESTIONS
(5-point scale)

Average 25/26

1. The training matched my needs. 4.66

2. The training provided opportunities for interactions and
reflections. 4.83

3. The presenter’s/facilitator’s experience and expertise
enhanced the quality of the training. 4.81

4. The presenter/facilitator efficiently managed time and
pacing of activities. 4.76

5. The presenter/facilitator modeled effective teaching
strategies. 4.73

6: This training added to my knowledge of standards
and/or my subject matter content. 4.65

7. This training will improve my teaching skills. 4.63

8. I will use the knowledge and skills from this training in my
classroom or professional duties. 4.70

9. This training will help me meet the needs of diverse
student populations. 4.67

Table 1: 391A.190 1c (8)
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CONSULTING INSTRUCTIONAL Coaching TOTAL
TRAININGS

Carson City 0 1 0 1

Charter Schools 0 1 0 1

Churchill County 1 3 0 4

Douglas County 0 10 0 10

Lyon County 0 3 0 3

Regional 
(Multiple Districts) 7 82 8 97

Storey County 3 19 2 24

Washoe County 3 21 2 27

Aggregate 14 142 14 170

Type of training offered through the regional training program in
the immediately preceding year.

Table 2: 391A.190 1c (2)

Note: “Regional” training includes schools not in a district, schools in counties outside the NWRPDP
region, and regional training made up of participants from multiple school districts.
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TEACHERS
TRAINED

UNIQUE
TEACHERS
TRAINED

ADMINISTRATORS
TRAINED

UNIQUE
ADMINSTRATORS

TRAINED 

TOTAL
TRAINED

Carson City 229 180 24 20 253

Charter Schools 103 53 2 2 105

Churchill
County 265 165 12 12 277

Douglas County 376 173 11 8 387

Lyon County 197 123 22 18 219

Other 8 6 2 1 10

Regional
(Multiple
Districts)

10 10 1 1 11

Storey County 380 32 2 2 382

Washoe County 1502 839 72 56 157

Aggregate 3070 1639 148 120 3218

The number of teachers and administrators who received training
through the regional training program in the immediately preceding
year

Table 3: 391A.190 1c (3)

Note: The “Other” category includes training sessions with schools not in a district, schools in counties
outside the NWRPDP region, and regional training made up of participants from multiple school
districts.
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ADMINISTRATORS TRAINED UNIQUE ADMINISTRATORS TRAINED

Carson City 17 13

Charter Schools 1 1

Churchill County 8 8

Douglas County 7 7

Lyon County 18 16

Other 2 1

Regional/NDE/Government 1 1

Storey County 2 2

Washoe County 43 41

Aggregate 99 89

The number of administrators who received training pursuant to [NEPF]
in the immediately preceding year.

Table 4: 391A.190 1c (4)

Note: The “Other” category includes training sessions with schools not in a district, schools in
counties outside the NWRPDP region, and regional training made up of participants from multiple
school districts.
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Carson
City Charter 

Churchil
l County Douglas Lyon Other Storey Washoe Aggregate

Teachers,
Admin,

OLEP
77 34 170 21 53 11 12 340 718

The number of teachers, administrators, and OLEP who received training [specific
to correct deficiencies in performance identified per NEPF evaluation] in the
immediately preceding year.

Table 5: 391A.190 1c (5)

Table 6: 391A.190 1c (6)
The number of teachers who received training in [family engagement] in the
immediately preceding year.

Carson
City Charter Churchill

County Douglas Lyon Other Storey Washoe Aggregate

Teachers, 6 9 2 4 12 3 0 82 118

Table 7: 391A.190 1c (7)
The number of paraprofessionals, if any, who received training in the immediately
preceding year.

Carson
City 

Churchill
County Douglas Lyon Regional/

NDE/Gov Storey Washoe Aggregate

Parapro-
fessional 3 15 1 25 1 2 89 136
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Trainings that included NVACS in the immediately preceding year; III Trainings that
included NEPF in the immediately preceding year; IV Trainings that included
culturally relevant pedagogy in the immediately preceding year.

Table 8: 391A.190 1c (9) I & II

NVACS NEPF CULTURALLY RELEVANT PEDAGOGY

Carson City 9 32 4

Churchill County 15 40 9

Douglas County 12 36 6

Lyon County 12 44 9

NDE/Statewide 14 47 8

Other 2 11 5

Regional 
(Multiple
Districts)

0 6 1

Storey County 3 0 17

Washoe County 33 71 17

Aggregate 100 287 76

Note: “Regional” training includes schools not in a district, schools in counties outside the NWRPDP
region, and regional training made up of participants from multiple school districts.
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FIVE YEAR PLAN 
The three Regional Professional Development Programs (RPDPs) were established during the
70th Session (1999) of the Nevada State Legislature upon passage of Senate Bill 555, which,
under Sections 16 and 17, authorized the establishment of four Regional Professional
Development Programs (RPDPs) in the state. Since that 1999 session, the four programs have
been reduced to three. Their collective charge is to support the state’s teachers and
administrators in implementing Nevada’s Academic Content Standards (NVACS) through
regionally determined professional learning activities. The planning and implementation of
professional learning services in each region is overseen by a governing body consisting of
superintendents in the respective regions, master teachers appointed by the
superintendents, and representatives of Nevada’s higher education system and the State
Department of Education (Section 16.1-16.8). A Statewide Council for the Coordination of the
Regional Training Programs provides oversight statewide and includes members from each
regional governing body, the Superintendent of Public Instruction or their designee, and
several legislatively appointed members. The RPDPs target three broad categories of
professional learning: 1) Meeting district requests for services (e.g., NVACS, differentiation,
student engagement), 2) Fulfilling legislated mandates (e.g., NVACS, NEPF, Parent
Engagement), and 3) Supporting individual teachers (e.g., coaching, credit classes,
modeling, instructional rounds).
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Service Areas of Each Region
 The Northeastern Nevada Regional Professional Development
Program (NNRPDP) serves approximately 1,200 teachers and
administrators in schools across six counties in northeastern
Nevada, an area of 51,385 square miles. Districts range in size from
300 students in Eureka County to over 9,000 students in Elko County;
schools range in size from fewer than 10 students to over 1,600
students. The NNRPDP serves Elko, Eureka, Humboldt, Pershing,
Lander, and White Pine School Districts, as well as schools governed
by the State Public Charter School Authority.  

 The Northwest Regional Professional Development Program
(NWRPDP) serves over 4,900 teachers and administrators in schools
across six counties in northwestern Nevada, an area of 14,489
square miles. Districts range in size from 445 in Storey County to
over 61,000 in Washoe County; schools range in size from 203
students to over 2,200 students. The NWRPDP serves Carson City,
Churchill, Douglas, Lyon, Storey, and Washoe County School Districts,
as well as schools governed by the State Public Charter School
Authority. 

 The Southern Nevada Regional Professional Development
Program (SNRPDP) serves approximately 18,250 teachers and
administrators in schools across five counties in southern Nevada,
an area of 44,299 square miles. Districts range in size from 85
students in Esmeralda County to over 310,000 in Clark County;
schools range in size from fewer than 10 students to over 3,500
students. The SNRPDP serves educators in Clark, Nye, Lincoln,
Esmeralda, and Mineral County School Districts, as well as schools
governed by the State Public Charter School Authority. 
  

Mission 
The RPDPs provide high-quality professional learning opportunities to enhance student learning
within the context of Nevada Professional Development Standards by recognizing and supporting
research-based instruction and by facilitating instructional leadership.

Professional Learning Standards
Professional learning opportunities with RPDP align to the Standards for Professional Learning as
outlined by the national association of professional learning, Learning Forward, as well as the
Nevada's Professional Learning Standards recognized by Nevada Department of Education.

Figure 2. Map of counties serviced by each
regional program.
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Statewide RPDP Goals
The mission and governance structure of the RPDPs guide the goals of the organization by
providing a framework around which services are provided. The goals meet the broad
organizations’ directives while continuing to honor and respect the individual regional districts’
initiatives, strategic plans, and identities. 

Provide professional learning opportunities for teachers to strengthen pedagogical content
knowledge. 

Develop and maintain positive relationships and trust with teachers
Create robust professional learning opportunities with specific outcomes 
Communicate opportunities for professional learning to teachers 

Partner with administrators to improve instructional leadership and support teacher
pedagogical content knowledge. 

Develop positive relationships and trust with administrators 
Create robust professional learning opportunities with specific outcomes 
Participate in district level planning as appropriate 
Communicate opportunities for professional learning to administrators 

Partner with stakeholders in Nevada
Collaborate with organizations and businesses wherein partnerships benefit educators in
Nevada
Exchange resources and services within and across RPDPs statewide 
Create and maintain programs with the Nevada System of Higher Education
Liaise with Nevada Department of Education

Sustain and Continue Growth as a Learning Organization
Provide professional learning opportunities for RPDP professional learning leaders in order
to maintain a high level of expertise
Undertake rigorous review of research to drive best practices and continuous
improvement

Provide leadership in national and statewide educational priorities
Develop and provide professional learning including, but not limited to, interactive and
integrative technology, equity and diversity, and science of reading 

Measurement
In order to demonstrate progress of the five-year plan, multiple measures will be applied. The
NRS-mandated statewide RPDP evaluation form will be collected and reported in Part I of each
RPDP’s annual report. Additional means to demonstrate effectiveness of  goals within this plan
can be found in Part II of each RPDP’s annual report. These measures may include educator
and/or student assessments aligned to professional learning outcomes, surveys, alignment to
the five-level evaluation of professional development framework (Guskey, 2002), impact reports
of professional learning provided, and/or in-depth case studies of specific projects. The
measurements in Part II are not mandatory, but provide stakeholders a more robust description
of the return on investment. 
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Assessment of Training Needs
The assessment of training needs of teachers and administrators is determined through a request
for service model. This model takes into consideration the needs of the districts and includes a
combination of planning tools and strategies, including but not limited to the following:

Request for services from district personnel based on School Performance Plans (SPP) and
needs of teachers on staff;
Collaborative meetings with superintendents and/or key district personnel to identify priorities
and needs on an annual basis guided by District Performance Plans (DPP);
Collaborative planning meetings with principals and leadership teams to determine goals and
objectives for designing a professional learning plan;
Formal and informal needs assessments as needed with districts, departments, and/or schools;
Input from the RPDP Governing Boards; and/or
Collaborative work with the Nevada Department of Education to design, implement, support, or
roll-out plans for state initiatives. 

Two-Year Focus and Budgets
 Each RPDP provides professional learning opportunities to districts and schools within their
respective regions and works collaboratively statewide to provide consistent and equitable
opportunities for educators in Nevada. Training programs offered each year vary depending upon
the needs and requests of the districts each RPDP serves; RPDPs do not solely determine those
training programs without significant input from respective stakeholders. The RPDPs collectively
provide learning opportunities across the state and current opportunities can be found online at
rpdp.net, nwrpdp.com, and nnrpdp.com.

Total Biennial Budget FY25 & FY26
Collective RPDP Budget - $15,134,786 
       SNRPDP $8,060,814.00 
       NWRPDP $4,542,684.00 
       NNRPDP $2,531,288.00

Figure 3. Pie chart showing percentages of the total RPDP budget allocated to each region
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PART 2: 
INDIVIDUAL
RPDP
INFORMATION 
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Dear Educators, 
The Northwest Nevada Regional Professional Development Program (NWRPDP) is incredibly
proud to share the impact we have had with educators across our region and the state of
Nevada over the 2025/2026 school year.

In today’s rapidly evolving world, your role as an educator is more critical than ever and
our organization exists entirely to support you in this vital endeavor.

Exceptional teaching is the foundation of a thriving community. At NWRPDP, our core
purpose is to ensure that all educators have the tools, resources, and support they need to
be their absolute best. We understand the unique challenges you face daily: navigating
evolving curricula, meeting the diverse needs of your students, and constantly innovating
under pressure.

With these realities in mind, our professional learning events this past year were
intentionally designed to offer practical strategies, cutting-edge research, and
collaborative spaces that ignite passion and enhance your craft.

We see ourselves as partners in your professional journey. We are committed to fostering a
community where knowledge is shared, best practices are celebrated, and every educator
feels supported, inspired, and valued. When you grow, your students flourish, and
ultimately, our communities thrive. This ripple effect is what fuels our passion and defines
our purpose.

Thank you for your unwavering commitment to education. We are deeply honored to be a
part of your professional growth, and we look forward to continuing to serve you with
integrity, innovation, and an steadfast belief in the power of every educator.

 NWRPDP Staff
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The Northwest Regional Professional Development Program (NWRPDP) is a service
organization providing professional learning opportunities to districts and schools within our
region. Training programs offered each year vary depending upon the needs and requests of
the districts we serve; the NWRPDP does not solely determine those training programs without
significant input from our stakeholders. 

In addition to serving the requests of our districts and schools, the NWRPDP has developed
and provided training for teachers and administrators during the 2024-26 biennium. These
professional learning opportunties have consisted of year long endorsement courses, year
long school wide professional develoment, legislative mandates and our first ever AI
conference. 

Below is a sample of those trainings provided to Nevada educators this year.

NWRPDP Sponsored
Training Programs
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Teacher
Academy
YEAR-ENDREVIEW& IMPACTREPORT

What is Teacher Academy?
Teacher Academy is a two-year professional learning group in Douglas County School District designed to support
educators through coaching, collaboration, and ongoing professional growth. Participants engage in a cohort
model, meeting throughout the year with fellow teachers supported by Professional Learning Facilitators to deepen
their instructional practice and strengthen their impact on student learning. Teacher Academy focuses on key areas
such as effective classroom instruction, classroom management, the Nevada Educator Performance Framework
(NEPF), and collaboration. The graph below represents the participants in Teacher Academy 1 for the 25-26 school
year.

Impact
Teacher Academy Focus Areas Growth of Knowledge
DCSD Instructional Model Beginning of Year: 55.6%

End of Year: 94.4%
Nevada Educator Performance Framework (NEPF) Beginning of Year: 55.5%

End of Year: 88.9%
Thinking Maps Beginning of Year: 28%

End of Year: 83%
Levels of Engagement Beginning of Year: 33%

End of Year: 89%
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Feedback 

Representative Comments:

“Thank you so much for all the information and fun! You are all amazing. 
“I absolutely loved this and the relationship that I was able to build and connect with. Thank you for all of the 
help and all of the insight and I am sure that I will still need and have questions for next year. Thank YOU!”
“Thank you for making teacher academy fun.”
“The mentorship has been great.”

Top Rated Components:

Receiving coaching and feedback from Professional Learning Facilitators
Peer observations and building relationships with peers
August training days prior to the start of the school year 
Access to resources and support 
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Summary of Project:  
 
The We Can Do EPIC Things podcast  was created as an innovative approach to 
professional learning, designed to reimagine traditional in-service classes. When the 
first episode launched in August of 2023, the goal was to provide educators with a 
flexible and engaging way to learn about Douglas County School District, hear from 
educational leaders and innovators, while earning salary credit advancement 
through podcast participation. Season three brought listeners 30+ episodes filled 
with students, teachers, best selling educational authors, and practical classroom 
strategies to use with students kindergarten through 12th grade.  
By offering professional learning in an on-demand format, the podcast allows 
educators to engage with content when it is most convenient, which is essential for 
teachers and their busy lives.  
 
Results:  
 
Over the past year, the podcast has experienced tremendous growth and educator 
engagement. The audience increased by 442% compared to the previous year and 
followers grew by 20%. This demonstrates a strong demand for accessible, 
on-demand professional learning. We have reached 8,616 downloads across 107 
episodes spanning three seasons (with season 4 on the way in August). The podcast 
has provided a wealth of professional learning content for 100 teachers in our district 
and has become the number one podcast for 32 of our listeners!  
We have had the opportunity to speak with many educational celebrities such as 
Catlin Tucker, Katie Martin, A.J. Juliani, but our biggest highlight of season 3 was 
Grace Dearborn. We spoke with Grace at the Learning and the Brain conference in 
New York City about her new book release, how to get students engaged, and 
practical strategies for classroom management. She shared a wealth of knowledge 
and the feedback we received from listeners about purchasing her new book was 
overwhelming! 
 
Conclusion:  
 
The success of We Can Do EPIC Things demonstrates that professional learning can 
be both meaningful and accessible when delivered through innovative formats.  
The substantial increase in audience engagement, continued growth in listeners, 
and positive feedback from educators indicate the podcast is successfully meeting 
its goal of providing flexible, relevant, and impactful learning experiences. We have 
just wrapped Season 3 and will continue with Season 4 at the start of the 26-27 
school year in August. Our goals for season 4 is to expand our audience, continue 
providing educators with diverse educational perspectives, and hopefully more 
educational celebrities!  
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Program Objective
The goal of this course is to
build collective efficacy and

expand the leadership
capacity of educators in

Northwest Nevada. The course
is designed for classroom
teachers, TOSAs, and new

deans.

Three-Phase Leadership Model
Module 1: You As a Leader

Focus on identity, core values, leadership styles.
Module 2: Leading Others

Focus on navigating team dynamics, pyschological
safety, and building trust.

Module 3: Policy & Advocacy
Focus on educational systems, problems of practice,

and building and presenting policy solutions. 

The Transformative Shift
From Logistical to Root Cause: Participants
noted a shift in problem analysis from identifying
surface-level issues to diagnosing deep “problems
of practice.”
From Reluctant to Empowered: Participants
moved from being intimidated by leadership to
feeling “excited and motivated” to drive change.
Value-Driven Leadership: Participants moved
from reactive decision-making to intentional
actions grounded in a clear “why”. 

INNOVATIVE
LEADERSHIP
INSTITUTE

2025-2026

95%95%95%95%
Felt more confident

in their leadership

strengths and

capabilities! 

Felt more confident

in their leadership

strengths and

capabilities! 
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Leading from Within: Expanding Educator Capacity with ILI 

Project Overview 

The Innovative Leadership Institute (ILI) is a rigorous, year-long professional learning program 

now in its third consecutive cohort year. ILI emphasizes collaborative discourse, peer learning, 

and the direct application of concepts to participants’ own school sites — bridging theory and 

practice in every session in order to expand educator leadership capacity and build collective 

efficacy.  

Project Design 

The 2025-2026 ILI cohort design was structured around three interconnected leadership 

modules, each culminating in a capstone project that required participants to apply learning 

directly to their school context: 

In the first module, You as a Leader, participants explored models of effective leadership, 

identified core values, learned how credibility is built (and lost), and engaged in reflective 

practice. The module was focused on leading with vulnerability and empathy, anchored by an 

Ignite-style presentation in which participants articulate their leadership identity and purpose. 

The second module, Leading Others, equipped participants to navigate complex interpersonal 

and organizational dynamics, including dealing with resistance, holding difficult conversations, 

coaching and mentoring colleagues, building psychologically safe collaborative environments, 

and recognizing and challenging systemic inequities. The capstone for this module was a School 

Improvement Plan (SIP) case study that required participants to identify and analyze a real 

problem of practice at their site. 

Participants developed the skills to communicate and implement a vision with authentic 

stakeholders in the third and final module, Policy and Advocacy. The culminating panel 

presentation required participants to present a compelling policy proposal to a live audience of 

educational leaders and community partners, including members of the Washoe County School 

District Board of Trustees. 

Results and Impact  

Twenty-two participants completed an end-of-program survey rating their growth across twelve 

outcome indicators on a 4-point scale. Results reflect strong and consistent impact across all 

areas of leadership development. Average scores across all twelve indicators ranged from 3.73 to 

3.91 out of 4.0. 

 

Table 1. Participant Outcome Ratings (% Strongly Agree, n=22) 

% 

Strongly 

Agree 

Outcome Indicator 

91% Gained clarity on core leadership values and guiding "Why" 

95% More confident identifying leadership strengths and growth areas 
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% 

Strongly 

Agree 

Outcome Indicator 

95% Better prepared to analyze problems of practice beneath school-wide goals 

82% Better equipped to observe and analyze team dynamics and psychological safety 

95% Developed strategic thinking skills to move SIP goals forward 

86% More comfortable going against the grain to initiate positive change 

95% Overall, ILI significantly expanded capacity to lead and support school change 

 

Participant reflections further illustrate the depth of impact: 

"I was not confident talking about struggles I have as an educator. I have been able 

to implement an attendance communication program at my school. This class gave 

me the confidence to speak to my principal and talk about real issues in my 

classroom." 

"Even though I have my doctorate in Education, I learned a lot more about myself as 

a leader and what good leadership looks like in practice." 

"At the start of this course I would describe my approach as prepared to be a coach. 

Now, after taking this course I have decided to get my credential in Educational 

Leadership through WGU — something I did not have the confidence to do before." 

"I have been a Department Leader for ten years. This class taught me valuable 

lessons that would have dramatically increased my efficacy had I known it a decade 

ago." 

 

Participants also described concrete leadership actions taken at their school sites as a direct result 

of the program, including: 

• Developing and presenting a data-informed proposal to address chronic absenteeism in an 

EL program 

• Leading teacher professional development at staff meetings using course frameworks 

• Guiding school administration through a master schedule review process by designing an 

all-staff survey 

• Coaching an assistant principal on credibility and communication strategies to secure 

school-wide buy-in 

• Implementing collaborative walk-through observation protocols that shifted evaluative 

conversations to instructional coaching dialogues 

Conclusion and Path Forward 

The 2025–2026 cohort marked the third consecutive year of the Innovative Leadership Institute, 

and survey results affirmed the program’s sustained impact on educator leadership capacity 

across Washoe County. Participants consistently reported not only increased confidence and 
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skill, but meaningful, site-level action. Providing evidence that ILI produces leaders who are 

ready to drive change now, not just in future formal roles. 

The program’s design, which is grounded in authentic application, peer collaboration, and 

progressive capstone projects, continues to distinguish ILI as a high-quality, relevant leadership 

pipeline for educators at all career stages. Participant testimonials from this cohort reflected 

transformational shifts in leadership identity, professional confidence, and commitment to equity 

and advocacy within their schools. 

Given the demonstrated outcomes and continued demand from educators across the region, 

NWRPDP intends to proceed with a fourth cohort in the 2026–2027 school year.  
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TEACHER
CLARITY
 MEETS 

REVEAL MATH

Seven Hour-Long Deep-Dive Sessions:
Focused on pairing the guiding principles
of Fisher and Frey’s Teacher Clarity
Playbook directly with the specific
components of the Reveal Math
curriculum.
Two 2-hour Planning Intensives: Provided
dedicated time for content exploration and
collaborative planning empowering
teachers to build their Teacher Clarity-
driven Reveal lessons. 
Two Learning Walk Rounds: Facilitators
visited classrooms to gather real time data
on the professional learning in action. 

Results

Bridge Theory & Practice: Pair the 9
modules of Teacher Clarity directly with
the Reveal Math concepts.
Establish Instructional Consistency:
Empower teachers to consistently
develop and share learning intentions
and success criteria so students clearly
understand their learning goals. 
Deepen Standards Alignment: Help
teachers gain a more profound
understanding of math standards by
identifying necessary concepts and
skills. 
Foster Data-Driven Growth: Use
collaborative planning and learning
walks to observe these practices and
refine conncetions between clairty and
math instruction. 

Teachers reported having a clearer
understanding of how Teacher Clarity
supports effective implementation of Reveal
Math. 
Teachers now consistently share learning
intentions and success criteria during math
lessons. 
Teachers identified positive impacts on
student learning as a result of their clear
communication.
100% of teachers agreed that the PL helped
them grow in their ability to connect TC
practices with their math instruction. 

Jesse Hall Elementary School
 WCSD

Project Objectives

The model

https://www.corwin.com/books/teacher-clarity-playbook-288328?utm_source=google&utm_medium=cpc&utm_campaign=
{campaignname}&utm_content=

{adgroupname}&utm_term=&gad_source=1&gad_campaignid=23081939021&gbraid=0AAAAAC7L0sMxa3my1qMbhzzg9he
zkvzyJ&gclid=EAIaIQobChMI6eOonrWWlAMVlxmtBh3eYQBtEAQYASABEgL-rfD_BwE

https://www.mheducation.com/prek-12/program/microsites/MKTSP-GIP20M0?
srsltid=AfmBOoosRay4BG0uMzlPa4AMRkfApS_QDJEUzLrpi4jZ8JnZbYscobaP
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Teacher Clarity Meets Reveal Math  

Project Overview 

The 2025-2026 school year initiative focused on the intentional integration of Teacher Clarity 

frameworks with the Reveal Math curriculum at a K-5 elementary school in Washoe County School 

District. Recognizing that high-quality materials are most effective when paired with clear instructional 

intentions, the project aimed to empower educators to dismantle complex standards into manageable, 

transparent learning pathways for students. By fostering a culture of "knowing where we are going," the 

school sought to improve student agency and mathematical proficiency across all grade levels. 

Why this Project  

Teacher Clarity is the practice of explicitly communicating learning intentions, success criteria, and 

expectations to students. The research behind this approach is compelling: John Hattie (2023) identified 

teacher clarity as having an effect size of 0.84, making it one of the highest-impact instructional strategies 

available. When students understand both the "what" and the "why" of their learning, they engage more 

deeply and retain information better. To leverage this impact alongside the new Reveal Math curriculum, 

the Site-Level Curriculum Team chose to implement Teacher Clarity. This year-long project also honored 

the schoolwide Math Path Agreements established during the previous school year. Through collaborative 

professional development, teachers co-designed learning intentions and success criteria, ensuring explicit 

math instruction was consistent schoolwide.  

Results & Impact 

The implementation of the Teacher Clarity Project at Jesse Hall Elementary resulted in a measurable shift 

in both instructional precision and student performance. Post-implementation survey data revealed a 

100% consensus among participating educators that the clear definition of learning intentions and success 

criteria directly improved student learning outcomes. Teachers reported this framework allowed them to 

be more "intentional with planning and teaching," moving away from broad activities toward targeted, 

goal-oriented instruction. This clarity extended to the students as well; qualitative feedback highlighted 

that learners now have a "better understanding of what they are learning and why," leading to increased 

engagement and mastery. Furthermore, the project’s integration with the Reveal Math curriculum has 

been described as a "game-changer," with 94% of staff expressing high confidence in their ability to lead 

and sustain these practices, ensuring long-term impact on the school's pedagogical culture. 

Conclusion 

This 2025-2026 project has demonstrated that when Teacher Clarity is treated as the "engine" and Reveal 

Math as the "vehicle," student outcomes accelerate. The project successfully shifted the classroom 

dynamic from passive receiving to active, goal-oriented learning. Moving forward, the school remains 

committed to refining these practices, ensuring that every student has a clear map to mathematical 

success. 

55



References 

Hattie, J. (2023). Visible learning: The sequel: A synthesis of over 2,100 meta-analyses 

relating to achievement (1st ed.). Routledge. 

 

56



 

 

 

57



Case Study: Middle School CTE Standards Pilot Committee 

Summary of Project 

Our committee was tasked with creating a statewide framework for middle school career exploration in 

partnership with the Carson, Elko, Lyon, and Clark school districts. Previously, existing middle school 

standards restricted alignment with high school Career and Technical Education (CTE) pathways to just 

six specific areas: Agriculture, Business and Marketing, Education/Family Consumer Sciences, Health 

Science and Public Safety, Media Technologies, and Skilled and Technical Sciences. This constraint 

excluded many other valuable CTE programs, significantly limiting students' opportunities to explore 

diverse careers and develop relevant early skills. To eliminate these barriers, we designed a dynamic 

framework that enhances flexibility and opens the door to a much wider variety of CTE pathways. 

Importantly, this new framework is applicable across all academic content areas, rather than being 

confined to specific subjects. 

The framework is intentionally designed to help middle school students build their occupational identity 

and confidently choose and complete high school programs. It provides actionable guidance on engaging 

with Career and Technical Student Organizations (CTSOs), exploring post-secondary education and 

training options, understanding industry-recognized certifications, and accessing work-based learning 

opportunities. Designed to introduce these high school pathways, the repeatable course teaches essential 

concepts and skills for career readiness across various fields through four foundational pillars: 

Understanding Careers and the Nature of Work, Safety and Best Practices, Employability Skills, and 

4PBL (Phenomenon, Place, Project, Problem). 

Impact/Next Steps 

Between August 2025 and May 2026, our committee successfully tested this framework in a 

comprehensive pilot program. The pilot yielded excellent engagement, directly impacting 3,212 students 

across 14 participating schools. The initiative was championed by 26 dedicated educators, each of whom 

completed 10 hours of targeted professional learning to effectively deliver the new curriculum. The 

curriculum emphasizes critical thinking, collaboration, and real-world applications, allowing students to 

deepen their knowledge and expand their skills annually with age-appropriate experiences and 

increasing responsibility. To accommodate varying district scheduling needs, the course duration is 

highly flexible, ranging from 9 weeks to 3 years. 

Following this highly successful testing phase, the committee formally recommends district-wide and 

statewide adoption, with full implementation slated for the 2026–2027 school year. To ensure a smooth 

and successful transition, statewide professional development will take place during the 2026–2027 

school year and be offered to educators across all counties to support rollout. Additionally, the 

Northwest Regional Professional Development Program (NWRPDP), which provided vital assistance to 

teachers during the pilot, will continue to provide comprehensive support and resources throughout the 

statewide launch. 
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Schools2 Hours10Teachers43

43 teachers and administrators from
kindergarten through fifth grade
participated in the six session training.
Teachers were guided through the
practices of the book as if they were
students then reflected as teachers on
the process.  

Two schools requested the
Building Thinking Classrooms
in Mathematics practices to be
brought to their staff as part of
their professional learning for
the year.

Schools used early release
days to complete the sessions.
Sessions were held once per
month at each school site to
allow for teahcers to integrate
practices into their instruction.

Result

Successes: High engagement with
random grouping and vertical spaces;
increased teacher confidence in
implementing thinking tasks.

Growth Area: Teachers need further
support in navigating student questioning
and managing "keep-thinking" prompts.

Building ThinkingBuilding Thinking
ClassroomsClassrooms
Building Thinking
Classrooms

Summary

Introduction

Objective: Disrupt passive learning norms through
monthly professional development.
Key Drivers for Change: Thinking tasks, Vertical
Non-Permanent Surfaces (VNPS), and random
grouping showed the strongest impact on student
thinking.

I can distinguising
between proximity and

thinking questions

The Problem: 80% of math students engage in
"non-thinking" (mimicking/stalling).
The Goal: Use 14 research-based practices to
foster deep cognitive engagement.
The Shift: Move from teacher-led lectures to
student-centered problem-solving.

I can develop or
identify thinking tasks

I feel confident using
random grouping

I feel confident using
vertical spaces

I can facilitate
consolidation

Strongly Agree Agree Disagree Strongly Disagree
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Building Thinking Classrooms in Mathematics 

 

Project Overview  

The Building Thinking Classrooms (BTC) project was a targeted professional development 

initiative designed to disrupt passive learning norms in mathematics. Implementation focused on 

transitioning from traditional teacher-led lectures, where an estimated 80% of students engage in 

"non-thinking" behaviors like mimicking or stalling, to student-centered problem-solving. By 

utilizing 14 research-based practices from Peter Liljedahl’s framework, the project sought to 

foster deep cognitive engagement and among students across kindergarten to fifth grades. 

 

Project Design and Analysis 

The project was structured as a comprehensive six-session training program involving 43 

teachers and administrators from K-5 grade levels across two elementary schools. To ensure a 

practical understanding of the pedagogy, participants were guided through the BTC practices 

first as students before reflecting on the implementation from a teaching perspective. The 

sessions were held once per month on early release days, providing a deliberate cadence that 

allowed educators to integrate specific practices into their instruction between meetings. Post 

training data were collected anonymously to determine strengths and areas for growth across the 

14 practices. which were identified as the primary drivers for shifting classroom culture and 

increasing student cognitive stamina. 

 

Results 

Data indicate significant increases in teacher confidence and student participation. The most 

substantial successes were seen in the use of visibly random grouping, where 83.3% of teachers 

reported high confidence, and vertical spaces, which saw 62.5% strong confidence. While 46.2% 

of teachers felt capable of identifying or developing effective thinking tasks, the results also 

highlighted specific areas for continued professional growth. Specifically, while teachers showed 

progress in distinguishing between proximity and thinking questions, there remains a 

documented need for further support in navigating complex student questioning and effectively 

managing "keep-thinking" prompts to maintain student momentum without giving away 

answers. 

 

Conclusion 

The Building Thinking Classrooms initiative successfully established a foundation for active 

mathematical thinking across the participating schools. By delivering 10 hours of professional 

learning across the identified schools, the project moved the needle from passive observation to 

active problem-solving. While the initial "Toolkit" practices have been largely mastered, the 

conclusion of this study suggests that future efforts should focus on the refinement of 

consolidation techniques and the nuances of student interaction to ensure the "thinking" culture 

remains a permanent fixture of the mathematics classroom. 
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H O W  R O A D  E C O L O GY  I S  S H A P I N G  T H E  F U T U R E  O F  O U R  P L A N E T

CROSSINGS
SummarySummary ObjectiveObjective

ParticipantsParticipants ResultsResults

In the ClassroomIn the Classroom

This book club investigated the
immediate, high-impact visible

disruptions that roads introduce to
ecosystems, by exploring the hidden,

systemic, and long-term consequences
that roads have on natural

environments.

Identify and analyze Nevada-centric
landscapes, priorities, and tradeoffs
of engineering roadways
Determine pathways from awareness
to action in engineering design
features

Identification of GIS aligned to road
ecology in Nevada. Used to identify

animal crossings, herds, and migration
corridors across the state.

Communication
and awareness
through various

strategies -
bumper sticker

Use of Nevada specific phenomena
and scenarios to tie into instructional

sequences

Participants reported
developing a broader,
fuller view of ecology in
relation to roads

Participants appreciated the
Nevada focus, finding how these
ideas are currently being addressed
in their own back yards

11 teachers participated in
the book club 

Sessions were held virtually
with whole and small group

discussions

Washoe Lyon

Carson Clark
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Crossings Science Book Club 

 

Course Overview 

The professional development course, Crossings: How Road Ecology is Shaping the Future of 

Our Planet, was a virtual book club tailored for K-12 educators through the Northwest Regional 

Professional Development Program (NWRPDP). Moving past the traditional view of roadways 

as static infrastructure, the course guided participants to analyze roads as dominant, high-impact 

forces causing severe structural and ecological disruptions. The program empowered teachers to 

identify Nevada-centric ecological priorities, evaluate modern roadway engineering tradeoffs, 

and establish actionable instructional pathways to elevate student environmental awareness. 

 

Project Design and Analysis 

The initiative featured synchronous virtual seminars paired with interactive, small-group 

breakout sessions and collaborative whole-group discussions. To anchor the analysis in 

localized, place-based ecology, the course specifically investigated the distinct territorial and 

infrastructure challenges within Nevada. A central analytical component involved utilizing 

Geographic Information Systems (GIS) mapping data aligned with regional road networks. 

Educators applied these tools to identify critical animal crossings, resident herds, and seasonal 

migration corridors intersecting major state transit routes. By evaluating these specialized 

mapping frameworks alongside regional engineering demands, participating educators 

successfully deconstructed the complex tradeoffs required to balance human transportation needs 

with crucial habitat preservation. 

 

Results 

A cohort of 11 professional educators successfully completed the virtual book club. Post-

coursework feedback indicated that participants developed a significantly broader understanding 

of how human infrastructure interfaces with ecology. Teachers highly valued the deliberate focus 

on Nevada’s geography, noting it allowed them to see complex ecological concepts playing out 

directly in their own communities.In terms of classroom application, the educators successfully 

formulated targeted strategies to integrate Nevada-centric environmental phenomena into their 

upcoming instructional units.  

 

Conclusion 

The Crossings book club successfully demonstrated the profound impact that place-based 

professional development can have on environmental literacy and curriculum design. By re-

evaluating the footprint of human transit systems through the lens of road ecology, the program 

provided teachers with the conceptual tools necessary to foster systemic thinking in their 

students. The transition from basic environmental awareness to actionable engineering solutions 

ensures that the next generation of Nevada students will be equipped to analyze infrastructure 

critically. 
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TISSUE PAPER

SU
M
M
A
R
Y

BALLOON LAUNCH

D
A
TA

R
E
SU
LT
S

Teachers Trained

Students Engaged

Schools Impacted

The E.L. Cord Tissue Paper Balloon Launch is a fully funded STEM adventure
for fifth-grade explorers! This unique program bridges the classroom and the
sky through a three-step journey:

GRBR AND NWRPDP

Teacher Training: Educators deep dive into the principles of aeronautics
and engineering.

Classroom Construction: Students apply their knowledge to build custom
tissue paper balloons.

The Big Event: Classes head to the Great Reno Balloon Races to watch their
handiwork take flight!

Empowered Educators: Teachers felt fully equipped to lead complex STEM
projects independently.
Peak Engagement: Students and staff called the field trip a curriculum highlight
that brought science to life.
Proven Value: 100% of teachers found the program highly beneficial and intend
to return.
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Tissue Paper Balloon Launch 

Project Overview 

The E.L. Cord Tissue Paper Balloon Launch, organized through a partnership between the Great 

Reno Balloon Race (GRBR) and the Northwest Regional Professional Development Program 

(NWRPDP), is a premier, fully funded STEM initiative designed specifically for fifth-grade 

students in Washoe County. The program serves as a critical bridge between theoretical 

classroom instruction and real-world application, immersing young learners in the foundational 

principles of aviation. By engaging approximately 540 students across seven schools, 

representing roughly 10% of the county’s fifth-grade population, the project fosters a deep-

seated interest in STEM and scientific inquiry. Through a structured three-step journey that 

culminates in a high-profile public event, the program transforms abstract curriculum into a 

tangible, life-changing educational experience. 

 

Project Design and Analysis 

The project is designed around a rigorous engineering loop that begins with comprehensive 

teacher professional development. During the initial training phase, educators deep-dive into the 

scientific and engineering principles while building their own tissue paper balloon to ensure they 

feel empowered to lead complex STEM projects independently. This expertise then translates to 

the classroom, where students work in collaborative teams to construct functional tissue paper 

balloons, applying geometry and physics to ensure structural integrity and lift. Analysis of 

current district data reveals that while the program is highly successful, it currently reaches only 

a fraction of the available elementary schools in the district, indicating a significant opportunity 

for future scaling and resource allocation. 

 

Results 

Feedback from the 2025-2026 cohort demonstrates exceptional program impact and participant 

satisfaction. Educators reported a significant increase in their own instructional efficacy, feeling 

fully equipped to implement the engineering curriculum in their classrooms. Student engagement 

reached a peak during the "Big Event" at the Great Reno Balloon Race, where teachers described 

the field trip as a definitive curriculum highlight that brought science to life. Most notably, the 

program achieved a 100% satisfaction rate, with all participating teachers finding the project 

highly beneficial and expressing a strong intent to return with future classes. 

 

Conclusion 

The E.L. Cord Tissue Paper Balloon Launch has proven to be a vital asset to the Washoe County 

educational landscape, successfully turning 540 students into young engineers. By providing 

teachers with the tools to succeed and students with a platform to witness their handiwork take 

flight, the program achieves its goal of inspiring the next generation of scientists and engineers. 

As the initiative looks toward 2027, the focus remains on expanding this reach to the remaining 

90% of the district, ensuring that every fifth-grade student in the county has the opportunity to 

explore the limitless possibilities of STEM. 
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Rachel Croft, NBCT
Literacy Facilitator
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Case Study: Advancing Thinking Through Writing

Summary
This project was designed to strengthen instructional practices in writing across K–12 classrooms.
Grounded in research from The Writing Revolution, (Hochman & Wexler, 2017) the project
emphasized the idea that writing is not simply a product or isolated literacy skill, but a powerful
method for teaching content, deepening comprehension, and advancing student thinking. The
project focused on providing teachers with practical, immediately usable writing strategies that
could be implemented across content areas and grade levels. Research presented during the
session highlighted the cognitive benefits of writing, including findings that handwriting activates
widespread brain activity and supports learning and retention.

Impact
The impact of the project was evident in both teacher practice and student engagement. Teachers
reported increased awareness of writing as a cognitive tool and demonstrated greater confidence
in teaching writing across disciplines. As a result, writing became more consistently embedded in
instruction, with educators integrating strategies such as Sentence Elaboration (80%), Piece It
Together (80%), Because, But, So (40%), and A Picture Is Worth 1,000 Words (20%). Students
showed greater willingness to participate in writing tasks and increased engagement during writing
activities. Overall, educators shifted their perspective of writing from a final product to a tool for
comprehension and critical thinking, while also strengthening regional professional learning
support for educators across Nevada. 

Conclusion
“Advancing Thinking Through Writing” demonstrated how practical, research-based literacy
instruction can strengthen both teaching practice and student learning. By positioning writing as a
tool for thinking and comprehension, the project supported teachers in moving beyond compliance-
driven writing tasks toward more meaningful cognitive engagement. Teachers experienced the
strategies as learners themselves, which increased understanding, engagement, and confidence in
implementation.

Next Steps
Future work for the project includes:

Additional follow-up professional development sessions
Expanded coaching and co-teaching opportunities
Continued classroom implementation support
Collection of additional student writing data
Increased cross-content literacy integration
Ongoing teacher collaboration and reflection cycles
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SEL*F
Integrating Social-Emotional Learning
and Wellness into Professional Learning

Improved Focus

Integrated SELCASEL 69



Case Study: Integrating Social-Emotional Learning and Wellness into Educator
Professional Learning

Summary
During the 2025–2026 school year, I completed two certifications:

200-hour Certified Yoga Teacher (CYT 200)
Social-Emotional Learning Facilitator Certification (SEL*F)

This year-long professional learning experience focused on trauma-informed teaching,
inclusive movement practices, mindfulness, educator wellness, and the foundational
competencies of social-emotional learning (SEL), aligned with the CASEL framework. The
purpose of this project was to align with emerging policy conversations, including
proposed state-level initiatives related to mental health education and SEL integration,
reinforcing the importance of proactive capacity building in this area. This project
strengthens instructional support capacity within NWRPDP and is grounded in research
indicating that SEL competencies such as self-awareness, self-management, social
awareness, relationship skills, and responsible decision-making contribute to improved
engagement, classroom climate, and academic learning. (CASEL. (2020–2023). What Does
the Research Say?) Educator wellness is closely linked to teacher effectiveness,
retention, and the ability to create supportive learning environments. (Jennings, P., &
Greenberg, M. (2009) The prosocial classroom)

Conclusion
This project strengthened both organizational capacity and expertise in SEL.The work
reinforces the connection between educator well-being, classroom climate, and
instructional effectiveness. Within literacy facilitation, these practices support the
conditions necessary for student engagement, collaboration, and comprehension,
particularly in structures that require sustained attention and interpersonal interaction.

Participant survey responses and written feedback indicated that:
Educators found the breathing and mindfulness strategies helpful as reminders to
connect with their own bodies and well-being
Participants reported increased alertness and focus following participation in
sessions
Educators noted the value of integrating short regulation strategies into professional
learning and classroom practice

Next Steps
Future work will focus on:

Developing structured educator wellness workshops for schools and districts
Integrating SEL more intentionally into literacy and engagement training
Building a cohort-based model for sustained professional learning in SEL 
Expanding coaching and facilitation support that connects educator regulation
practices to student engagement and academic outcomes
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Comprehension instead 
of compliance.
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Reciprocal Teaching: SOR Comprehension Pillar 

 

Project Overview  

The goal of this project was to improve student comprehension by helping teachers shift instructional practices 

from passive reading activities toward active engagement with text through the implementation of Reciprocal 

Teaching, a research-based instructional strategy aligned with the Science of Reading. The professional 

development initiative served 141 educators from 21 schools across six Nevada school districts: Carson City 

School District, Churchill County School District, Douglas County School District, Lyon County School District, 

Storey County School District, and Clark County School District.  

 

Project Design and Analysis 

The design of the project reflected the understanding that modeling in classrooms is more effective than 

lecture-only professional development. Teachers observed authentic student responses and witnessed the 

level of engagement possible when students actively interact with text. This practical application increased 

teacher confidence and strengthened the likelihood of implementation. 

On Day One, whole-staff professional development sessions introduced teachers to the principles of 

Reciprocal Teaching and its alignment with the Science of Reading. Teachers explored the four core 

components of the strategy and discussed how these practices support deeper comprehension and student 

discourse. 

On Day Two, the strategy was modeled in authentic classroom settings across multiple grade levels and 

content areas. Teachers observed how the strategy could be adapted across disciplines and developmental 

levels while maintaining high levels of student engagement. 

On Day Three, teachers participated in collaborative planning sessions focused on classroom implementation. 

Educators worked together to identify opportunities to embed Reciprocal Teaching within existing curriculum 

materials and instructional routines. 

Results 

Teachers gained practical experience with a structured, research-based strategy that could be implemented 

immediately within their existing curriculum. The classroom modeling component was especially impactful 

because teachers were able to observe the strategy in action with real students rather than only hearing about 

it theoretically. In addition, administrators and teachers provided positive feedback regarding the training model 

and instructional relevance of the strategy. Schools requested additional professional development 

opportunities, indicating both satisfaction with the training and interest in continued implementation. 

 

Conclusion 

This project reinforced the importance of comprehension-centered literacy instruction and demonstrated the 

effectiveness of research-based professional development grounded in authentic classroom practice. One of 

the most significant lessons from this work was the value of classroom modeling. Observing students actively 

engaged in collaborative text discussions helped teachers recognize the immediate instructional impact of the 

strategy. Many educators expressed surprise at the level of student engagement generated through structured 

comprehension conversations. 

Future next steps include expanding ongoing coaching and follow-up support to sustain implementation over 

time. Additional opportunities for collaborative planning, classroom modeling, and teacher reflection could 

strengthen consistency across schools and deepen instructional impact.  
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Case Study: Washoe County School District ARL Classroom Management   

Project Overview 

Many educators enter classrooms through Alternative Route to Licensure (ARL) programs without 

traditional classroom management preparation. The ARL Classroom Management Course directly 

addresses this gap by equipping early-career educators with practical, evidence-based tools they can 

implement immediately. The 2025–26 cohort expanded its scope beyond relationship-building 

basics to encompass the full instructional ecosystem of a well-managed classroom: explicit 

instruction, formative assessment, proactive differentiation, and the NEPF Standards as 

management, not just instructional, tools. 

Project Design and Analysis 

The course was designed around a core belief: classroom management is not a reactive set of 

discipline strategies bolted onto instruction. It is instruction, done well, with intention. Sessions 

addressed the 5:1 Positive Specific Feedback ratio, the 2x10 relationship-building strategy, surface 

vs. deep questioning, dual coding and instructional clarity, de-escalation, and proactive planning 

through Level Up/Level Down differentiation. Each session connected content to participants' lived 

classroom experiences, and the collaborative peer learning structure was intentional, participants 

learned from each other as much as from the material. Pre- and post-course surveys using a 5-point 

knowledge scale were administered across 14 competency areas to measure growth. 

 

Results / Evidence of Impact 

Post-course data demonstrated significant growth across every measured domain. The largest gains 

were recorded where participants started with the lowest baselines, the areas they needed most. The 

2x10 Strategy produced the course's highest single-topic gain (+2.67 points), followed by the 5:1 

Feedback Ratio (+2.00), Direct Instruction Clarity (+1.90), and NEPF as a Management Tool 

(+1.60). The average post-course knowledge rating across all 14 domains was 4.11 out of 5.0, with 

an average growth of +1.43 points per domain. Participants reflected this growth in their own 

words: "I am doing more things that are recommended than I expected - this gives me some 

additional confidence I am on the right track." Another noted: "De-escalation before a teachable 

moment. People can't learn when they are overloaded. Creating routine and safety will help 

behaviors." 

 

Conclusions / Looking Ahead 

The 2025–26 ARL Classroom Management course equipped 15 early-career educators with 

essential skills, impacting approximately 1,500 students annually. Over these educators' careers, this 

intervention will positively influence tens of thousands of students in well-managed learning 

environments. The course will continue twice annually in Washoe County, providing sustained 

support for educators entering through non-traditional pathways. As Nevada's hiring landscape 

continues to evolve, this targeted professional development ensures that all students receive 

instruction from educators who are not just present — but prepared. 
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Curious by Design: Building Teachers Who Build Learners 

 

Course Design 

The 2025-26 cohort includes 23 educators, 18 secondary and 5 elementary, who represent the 

full spectrum of how people enter teaching in Churchill County. Twelve are on Alternative 

Route to Licensure pathways. Two hold Business and Industry licenses, bringing professional 

expertise from outside education into Churchill County classrooms. Five are substitutes working 

toward full licensure. Over the course of the year, each participant attended seven three-hour 

sessions, met monthly with a mentor, all while managing their own classrooms and their own 

continuing development as educators. 

 

Evidence of Impact 

The single largest shift this cohort showed was in structured discourse, confidence in facilitating 

academic conversation where students build meaning together, moving 1.733 points on a 5-point 

scale. Metacognitive instruction followed closely at 1.667 points of growth, reflecting educators' 

confidence that any student in their classroom could accurately explain what they are learning 

and why. These gains are connected: structured discourse and metacognitive transparency ask 

the same thing of students, and when a teacher improves at one, the other follows. 

Participants described changes that go beyond skill acquisition. "I have really tried to focus on 

more collaboration and less of me steering each lesson every day," one wrote. Another reflected 

something that doesn’t show up in any rubric: "Connecting the experiences of the other 

professionals in the room. We shared a common struggle." Across twenty-one hours of 

professional learning, these educators left each session knowing they were not navigating this 

work alone. 

 

Project Overview 

Now in its third year, the New Teacher Academy provides structured professional learning for 

incoming and transitioning educators in Churchill County School District through an in-person 

format pairing targeted content with mentoring and classroom observation. The 23 participants in 

this cohort collectively serve approximately 2,255 students district-wide, 150 at the elementary 

level and 2,125 at the secondary level. 

 

Conclusion 

Churchill County School District will carry the New Teacher Academy into 2026-27 with the 

same commitments: in-person learning, relevant content, and a structure that treats new 

educators as professionals building expertise. The program works because it meets educators 

where they are, and in its third year, the evidence shows they are getting there. 
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Course design & analysis

Sessions were sequenced to build leadership
identity before introducing team dynamics
frameworks. Content was drawn from
Lencioni's Five Dysfunctions, Edmondson's
Psychological Safety, Collective Efficacy,
SCARF, and First & Second Order Change —
each anchored in participants' real team
contexts.

Evidence of Impact

2.00Frame Challenging Conversations

Understanding Restorative Leadership

Anchor conversations in shared purpose

Impact on collective efficacy

Asking questions versus offering solutions for efficacy

Understanding the key components of credibility

Positional Influence on Team Capacity

2.88

2.43

2.67

2.80

3.00

2.38

3.71

4.00

3.86

3.67

4.20

4.36

3.63

Pre versus Post Scores 

participants

Project Overview
LEAD Churchill is a grow-your-own leadership
development cohort designed to build teacher
leadership capacity across Churchill County School
District. Co-facilitated through NWRPDP, the cohort
enrolled nine CCSD teacher leaders in a year-long, 14-
session professional learning experience grounded in
collaborative inquiry, research-based frameworks, and
reflective practice. The culminating project challenged
each participant to conduct a formal case study—
applying leadership frameworks to a real professional
team—and present findings to the board of trustees and
superintendent.

11

sessions credit hours year

17 45 1

Does Your Impact Match Your Intention?
LEAD Churchill - Grow Your Own Leadership Cohort

Good conversations that

help to see different

perspectives from different

walks of this job.

My biggest aha moment so
far has been figuring out

what impostor syndrome is
and overcoming it.

Conclusion & Next Steps
LEAD Churchill's inaugural cohort demonstrated measurable growth across
every tracked leadership competency. Participants entered with limited
confidence in the most complex skills — navigating difficult conversations,
analyzing team dysfunction, and understanding the difference between first
and second order change — and left with applied confidence across all
measures. As a next step, facilitators have compiled all course resources and
built a Canvas shell, making this program ready to pass along to other systems
through NWRPDP. LEAD Churchill is replicable — and it is ready.
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Does Your Impact Match Your Intention? 

LEAD Churchill - Grow Your Own Leadership Cohort  

Project Overview 

School districts across Nevada face a persistent challenge: developing teacher leaders from 

within. Without intentional investment, high-potential educators are left to navigate leadership 

without frameworks, language, or a community of practice. LEAD Churchill was designed to 

change that. 

Churchill County School District partnered with the Northwest Regional Professional 

Development Program (NWRPDP) to launch LEAD (Leadership Excellence and Development) 

Churchill—a grow-your-own cohort model grounded in the belief that the expertise to lead 

already exists inside every school building. The question was never whether teacher leaders were 

capable. It was whether they had the conditions, tools, and support to lead with confidence and 

intention. LEAD Churchill bridged the gap between educational theory and practical leadership 

application. 

Course Design and Frameworks 

LEAD Churchill enrolled eleven CCSD teacher leaders in a year-long, 17-session professional 

learning experience grounded in collaborative inquiry, research-based frameworks, and reflective 

practice.  

The culminating project challenged each participant to conduct a formal case study—applying 

the leadership frameworks explored throughout the year to a real professional team they were 

part of—and present their findings to the Churchill County Board of Trustees and 

Superintendent. This design held participants accountable to authentic, applied learning rather 

than theoretical exercises. 

Facilitators designed the program with a clear north star: create the conditions for teacher leaders 

to develop the skills, language, and confidence to lead—and then get out of the way. In practice, 

that required a year of designing, reading the room, and redesigning. The program’s most 

important learning often happened in those unplanned moments. 

Sessions were sequenced deliberately—beginning with leadership identity before introducing 

team dynamics frameworks—so participants could locate themselves in the work before 

analyzing the systems around them. Each framework was anchored in participants’ real contexts, 

not abstract scenarios. 

Core Frameworks included Lencioni’s Five Dysfunctions of a Team, Edmondson’s 

Psychological Safety, Collective Efficacy & Enabling Conditions, SCARF Model, First & 

Second Order Change, and Restorative Leadership Practices. 

Mid-cohort, facilitators discovered that many participants did not have functioning PLCs—the 

structural scaffold the culminating project had been built around. Rather than push through a 

design that no longer matched reality, facilitators paused, named the pattern without blame, and 
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reframed the case study as observational and analytical research around an identified problem of 

practice. 

The result: participants who once felt stuck produced some of the most honest and substantive 

case studies in the cohort. The limitation became the lens. 

Conclusion 

LEAD Churchill’s inaugural cohort demonstrated measurable growth across every tracked 

leadership competency. Participants entered with limited confidence in the most complex 

skills—navigating difficult conversations, analyzing team dysfunction, and understanding the 

difference between first and second order change—and left with applied confidence across all 

measures. 

Perhaps more importantly, the program demonstrated that high-quality leadership development 

does not require participants to have perfect conditions—it requires skilled facilitators who can 

hold the learning even when the plan needs to change. The willingness to name what wasn’t 

working—and redesign in real time—was itself the highest-fidelity modeling of the adaptive 

leadership the cohort was designed to build. 

LEAD (Leadership Excellence and Development) is built and ready to implement. Facilitators 

have compiled all course resources and built a Canvas shell, making this program ready to 

replicate across other NWRPDP districts. The curriculum is complete. The framework is tested. 

The evidence of impact is documented. 

Does your impact match your intention? Only if you’re willing to ask the question honestly—and 

adjust when the answer is no. LEAD Churchill asked. LEAD Churchill adjusted. And the results 

speak for themselves. 
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When Knowing the Law Isn't Enough - Parent Involvement and Family Engagement  

"The evidence is consistent, positive, and convincing: families have a major influence on their 
children's achievement in school and through life." 

-​ Anne T. Henderson & Karen L. Mapp, A New Wave of Evidence (2002) 

Project Overview 

Nevada law is clear: every initial licensee must complete 3 semester credits in parent involvement 
and family engagement within three years of receiving their license. But a legal requirement and 
genuine competence are not the same thing. The Parent Involvement and Family Engagement 
(PIFE) course was designed to bridge that gap - not by checking a compliance box, but by building 
the skills, frameworks, and confidence educators need to actually reach the families they serve. 

Course Design 

NWRPDP delivers PIFE as a research-grounded professional learning experience that meets NRS 
391.019 and NAC 391.030 requirements while going far beyond them. Sessions moved deliberately 
from legal foundation to relational practice - building knowledge of policy and frameworks first, 
then anchoring that knowledge in the real contexts participants navigate every day. The final project 
was not incidental to the learning; it was the point. Participants left with a tangible, context-specific 
product designed to be implemented, not shelved. 

Evidence of Impact 

Participants grew across every competency area tracked - with the most striking gains in the areas 
where educators arrived with the least prior knowledge. The data tells part of the story. Participants 
told the rest. 

One came in needing something simple and essential: "gathering the confidence to talk with 
families." Another left with a reframe that gets at the heart of the course: "family engagement is not 
just about hosting events or sharing information, but about creating systems that empower families 
to feel valued, heard, and connected to their child's learning." 

Conclusion 

The reach of this course extends far beyond the educators who completed it. When teachers, 
counselors, administrators, and support staff know how to build genuine partnerships with families - 
not just satisfy a requirement - students benefit. That is the work PIFE does. And this year's data 
shows it is working. 
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Research Summary: Impact of Teacher Book Clubs on Instructional Practice and Student Outcomes YEAR 2 

Teacher book clubs provide a powerful, research-based model of professional learning that strengthens instructional 

practice, educator well-being, and student success. Grounded in collaboration, reflective dialogue, and shared 

learning, these book studies promote active engagement, sustained professional growth, and collective participation 

among educators (DuFour, 2004). Research shows that collaborative professional learning communities improve 

instructional effectiveness and student outcomes when educators engage in ongoing inquiry and evidence-based 

practices (Amendum et al., 2019). 

Educators described the book clubs as supportive professional communities that reduced isolation, encouraged 

shared problem-solving, and strengthened cross-district collaboration among teachers, counselors, librarians, social 

workers, and other educational professionals. Several participants reported that the discussions and collaborative 

exchanges were often as impactful as the readings themselves, helping them translate research and theory into 

practical classroom strategies.Others emphasized increased attention to student voice, emotional connection, and 

creating classrooms where students feel seen, valued, and supported. 

This Year 2 case study included 25 educators from five school districts who participated in three or more book 

studies during the 2024–2025 school year and continued participation throughout 2025–2026. An additional 25 

educators joined the book club cohorts during the 2025–2026 school year, expanding the collaborative professional 

learning community across districts and educator roles. Participant reflections demonstrated strong alignment with 

the Nevada Department of Education’s strategic priorities, particularly in the areas of Equipped Educators and 

Leaders, Strong Foundations, and Empowering Pathways. Educators reported increased capacity to implement 

evidence-based instructional and social-emotional practices, foster inclusive and relationship-centered learning 

environments, and support the whole child through meaningful engagement, compassion, and culturally responsive 

approaches. 

Key Findings from Survey Results 

Participants reported substantial growth across all professional and personal wellness indicators following 

participation in the book club/professional learning experience. 

 Knowledge 

Before 

Knowledge 

After 

Change + 

Building Positive Relationships with Students 3.25 4.65 +1.4 

Building Positive Relationships with Colleagues 3.15 4.7 +1.6 

Utilizing Social Emotional Learning Strategies 

(Welcoming/Inclusion, Engaging, Optimistic Closures), 

3.15  4.65  +1.5 

Utilizing Trauma-Sensitive Strategies (Check-ins, Strengths-

Based Language, Regulation and Safety, Empathy) 

3.05  4.65  +1.6 

Creating a Calm Classroom Environment (Calming Corners, 

Classroom Lighting, etc.) 

3.5  4.6  +1.1 

Self Regulation (Regulate, Relate, Reason)/Brain Research 
3.05  4.5  +1.5 
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De-escalation Techniques for Difficult Behaviors 2.9  4.35  +1.5 

Developing and Implementing Professional and Personal 

Goals 

3.05 4.8 +1.8 

Maximizing Your Time and Energy 2.85 4.7 +1.9 

Ideas for Self Care/Addressing Stress 3.1 4.8 +1.7 

 *All survey results showed statistically significant gains (p < 0.001), indicating that improvements were highly 

unlikely to have occurred by chance and strongly suggest meaningful participant growth as a result of the 

professional learning experience.  

Participant Perception and Application of Learning 

Survey responses demonstrated exceptionally strong participant satisfaction, motivation, and confidence in applying 

the learning from the book clubs to their professional practice. 

Survey Area        Average Rating (5-Point Scale) 

Motivation to Continue Learning Collaboratively Through Book Studies   4.85 

Likelihood of Using Book Club Ideas and Strategies      4.85 

Sense of Stronger Professional Community       4.75 

Courses Offered Useful Information That Improved Student Performance   4.70 

Participants reported high levels of motivation to continue collaborative professional learning through future book 

studies, expressed strong confidence in applying the strategies and practices learned to their professional settings, 

described the book clubs as fostering meaningful professional connection and collaboration, and overwhelmingly 

agreed that the courses provided valuable, relevant, and actionable information that positively impacted student 

learning and performance. 
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THE AI FRONTIER
EMPOWERING EDUCATORS IN NEVADA 2026

CONFERENCE
MARCH 7  & 8THT H

NWRPDP

Conference Experience
& Innovation

Professional Impact
& Feedback

Human-Centered Creativity in the
Age of AI: Keynote Jesse Lubinsky
explored how AI empowers
student expression rather than
replacing it. 
Practical Workflows Rather than
Flashy Tech: Session focused on
reducing teacher busywork
through tools like MagicSchool,
Gemini, and Canva.
Student Voice on the AI Frontier: A
Panel of 11  and 12  grade students
shared perspectives on AI for
tutoring and efficiency. 

th th

From Theory to “Monday-Ready”
Resources: Sessions focused on
instant implementation of AI for
differentiation and lesson design. 

72% Boost in Supporting
Diverse Learners

Participants reported the conference
greatly helped them meet the needs of
ELL, Special Education, and Gifted
students.

71% Direct Classroom
Implementation

Educators confirmed they felt more
prepared to translate these skills into
their teaching and professional duties
immediately. 

76% Would recommend the
Conference to a Colleague

MORE THAN150

EDUCATORS 

ATTENDED

>50%OF ATTENDEES
WERE NEW TONWRPDP

87



The AI Frontier: Empowering Educators in Nevada 2026 Conference 

Project Summary 

The AI Frontier: Empowering Educators in Nevada was a comprehensive two-day conference 

held March 7–8, 2026, in Reno, Nevada. This event served as a critical intervention for K-12 

educators, repositioning AI as a pedagogical catalyst for critical thinking, original expression, 

and student-led inquiry. 

Research Base 

 Current research points to a significant "readiness gap" in schools. Educators remain wary of AI 

due to concerns about academic integrity and the potential displacement of the human element in 

teaching. The strongest predictor of resistance is lack of time; most educators require 12–18 

months to feel confident with new technologies. Compounding this, only 19% of teachers report 

that their schools have clear AI policies, creating widespread professional uncertainty. This 

conference was designed to directly address these barriers through structured, hands-on 

professional development. 

Project Description & Scope 

The conference featured a keynote by Jesse Lubinsky (Adobe) on "Creativity in the Age of AI," 

followed by over 30 immersive breakout sessions covering platforms such as MagicSchool AI, 

Adobe Express, Canva, Drift, and Google Gemini. A standout highlight was a Student Panel in 

which Washoe-area high schoolers shared how they use AI to personalize their learning. The 

conference reached K-12 educators, administrative staff, and administrators across the NWRPDP 

service area; notably, 51% of attendees were first-time NWRPDP participants. 

Goals 

 The primary goal was to move educators beyond AI hype and fear toward meaningful 

pedagogical growth, through three objectives: 

● Instructional Efficiency — reducing administrative fatigue and classroom "busywork" 

● Inclusive Excellence — providing tools for instant differentiation to support diverse 

learners 

● Future Readiness — bridging the gap between current technology and classroom 

practice 

Results 

 Evaluation data confirmed strong impact: 
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● 92% of participants felt the activities matched their professional needs 

● 71% intended to apply the skills gained "to a great extent" in their classrooms 

● 72% reported the conference helped them better meet the needs of diverse student 

populations 

● 63% believed the training would significantly improve their overall teaching skills 

Impact  

The AI Frontier conference shifted educator perception of AI from an academic integrity concern 

to a practical instructional resource, helping bridge the 12–18 month readiness gap common 

among teachers. NWRPDP's "teaching assistant" framing allowed educators to recover 

approximately six weeks of instructional time annually and refocus on student-centered 

approaches. With 51% first-time participants, the initiative meaningfully expanded regional 

reach while improving inclusive readiness; 72% of educators left better equipped to support 

diverse learners, including multilingual and at-risk populations. 
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ENRICHING CONTENT KNOWLEDGE &
INSTRUCTIONAL PRACTICE THROUGH
SOCIAL STUDIES BOOK CLUBS

The Content Anchors
The Ghost Map by Steven Johnson: Focused on the 1854 London cholera outbreak
and the battle between miasma and germ theory.
The Divorce Colony by April White: Explored the Gilded Age legal doctrine of
"coverture" and the rise of "divorce mills" in cities like Sioux Falls and Reno.
The Peking Express by James Zimmerman: Examined 1920s Chinese-American
relations through an international train hijacking.
The Escape Artist by Jonathan Freedland: Detailed the systemic dehumanization of
the Holocaust and the "burden of witness" following an Auschwitz escape.

EDUCATOR GROWTH
METRICS

Increased Content Confidence: 
Educators reported feeling "much

more knowledgeable" and
"confident" discussing complex topics

like the Holocaust, public health
crises, and 19th-century law with their

students.
Complex Text Comfort: 

A significant majority noted a higher
comfort level in using challenging
nonfiction in their own classrooms.

SCIENCE OF READING
CONNECTIONS

Vocabulary Scaffolding: 
Moving from "everyday" words to

discipline-specific terms.
Discourse Conventions: 

Teaching students how historians
organize evidence and construct

arguments.
Active Inquiry:

 Shifting students from memorizing
facts to "reasoning and producing

knowledge" like experts.

Public Health Misinformation:
 Connect historical "deadly

misconceptions" ) to modern challenges in
public health communication.

Chinese-U.S.-Relations: 
Using the Peking Express scandal as a

foundation for modern U.S.-China
economic and political relations.

Social Laws:
Cultural views of divorce from the 19

century to modern-day.
th

THEN VS. NOW
CONNECTIONS

DIRECT CLASSOOM IMPACT

Student Engagement: 
Teachers noted that students found the new

strategies "fun".
Quality of Work: 

"Discussions were more robust and
comprehensive," and graphic organizers led
to deeper understanding of novels read in

class.
Concept Connection:

 "I love that my students can connect to the
content easier with this strategy".
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The DAP in Action project is a comprehensive initiative to implement Developmentally
Appropriate Practices within early childhood education, specifically focusing on the
transition between Pre-K and kindergar ten with the eventual goal of  aligning transitions
through 2nd grade. A state leadership team of  21 educators and administrators came
together to observe national examples of  high quality developmentally appropriate
practices and chose a model to emulate and “Nevadacize.” Central to this project is a shift
toward playful learning, emphasizing engagement as well as student choice and autonomy.
During a 30-60 minute period of  the day, students are given the freedom to choose their
own learning path and demonstrate their understanding in unique and individualized ways.
They utilize academic language from the unit, collaborate with one another and then
par ticipate in a “thinking and feedback” protocol to reflect on their learning and plan work
for the next day. 
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NWRPDP Science of Reading: A Professional Learning Continuum 

Overview 

Nevada’s Senate Bill 460 (2025) codifies the Science of Reading into state law, requiring all K–3 

teachers to complete training in research-backed literacy instruction. The urgency is clear: fewer 

than four in ten Nevada third graders currently read at grade level. Meeting SB460’s mandate 

requires more than policy — it requires high-quality, sustained professional learning that actually 

changes what happens in classrooms. 

NWRPDP is meeting that challenge through an intentional continuum of Science of Reading 

professional learning. During the 2025–26 school year, NWRPDP facilitators delivered three 

connected experiences: Seven Mighty Moves, a six-week book study equipping K–3 teachers with 

evidence-based Tier 1 practices directly aligned to SB460; Literacy Interventions for K–5 Students, 

a nine-week course equipping teachers to deliver targeted intervention to students not yet meeting 

benchmarks; and a Train the Trainer experience preparing literacy specialists in one Northwest 

region district to bring Science of Reading training directly to their school sites. Together, these 

experiences reached educators across five districts and schools, producing statistically significant 

gains at every level of the system. 

Seven Mighty Moves Book Study: Aligning Instruction to the Science of Reading Research 

Summary 

Designed and facilitated by NWRPDP facilitators, Seven Mighty Moves was a six-week book study 

for K–3 educators directly aligned to Nevada SB460. Participants met via Zoom on Monday 

evenings from 4:00–6:00 PM. A total of 17 teachers from Washoe County School District, Lyon 

County School District, Churchill County School District, and Mariposa Academy built 

knowledge and implementation skills in phonemic awareness, phonics, high frequency words, 

decodable texts, fluency, and comprehension — the foundational practices SB460 requires. 

Results 

Teachers self-reported knowledge and implementation across 12 domains before and after the 

book study using a 5-point scale, analyzed with the Wilcoxon signed-rank test. Gains across all 12 

domains were statistically significant (p < 0.001). On average, teachers moved from a score of 2.8 

to 4.3 — nearly a full category shift. The largest gains were in decodable texts (+1.79), phonemic 

awareness (+1.57), and comprehension (+1.57). 

In the end of course comments, participants described what they learned in the course: 

“All the reading training I have had over the years resulted in expert guessing. I now 

have a toolbox filled with strategies that will help all of my students become successful 

life-long readers.” 

— Lyon County teacher 

“I am already implementing strategies and seeing success!” 

— Lyon County teacher 
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Next Steps 

As SB460 drives demand for Science of Reading professional learning statewide, NWRPDP is 

positioned to meet that need. Seven Mighty Moves offers districts a rigorous, evidence-based option 

for fulfilling the law’s K–3 training requirements. As documented below, NWRPDP is already 

equipping literacy specialists to deliver this training within their own districts — extending reach 

and building lasting local capacity. 

Next Steps in Literacy Instruction Book Study: Aligning Assessment and Intervention to 

the Science of Reading 

Summary 

Literacy Interventions for K–5 Students was the second step in NWRPDP’s continuum — moving 

from Tier 1 classroom instruction into the specialized work of intervention. Designed and 

facilitated by NWRPDP facilitators, this nine-week course met via Zoom on Monday evenings 

from 4:00–6:30 PM. Ten teachers from Washoe County School District, Churchill County School 

District, and Mariposa Academy built knowledge and implementation skills across all eight strands 

of Scarborough’s Reading Rope, from phonological awareness and phonics through syntax, verbal 

reasoning, and comprehension. The goal was to equip teachers with diagnostic tools and evidence-

based strategies to deliver intensive, targeted support to students not yet meeting literacy 

benchmarks — ensuring that the students SB460 aims to reach are supported at every tier of 

instruction. 

Results 

Teachers self-reported knowledge and implementation across 18 domains before and after the 

course using a 5-point scale, analyzed with the Wilcoxon signed-rank test. Gains across all 18 

domains were statistically significant — 4 at p < 0.001 and 14 at p < 0.01. On average, teachers 

moved from a score of 2.49 to 3.53, a gain of more than a full point. The largest implementation 

gains were in phonological awareness (+1.50), evidence-based intervention strategies (+1.30), and 

automatic word recognition (+1.30). 

In the end of course comments, participants described what they learned in the course: 

“It has made a huge change on my students’ comprehension and writing.” 

— Washoe County teacher 

“I have implemented vocabulary and fluency strategies with a focus on students’ specific 

needs.” 

— Washoe County teacher 

Next Steps 

NWRPDP will continue to offer Literacy Interventions for K–5 Students as an ongoing 

professional learning opportunity that meets the requirements of SB460. This course ensures Tier 

2 and Tier 3 instruction keeps pace — giving every K–5 student access to the evidence-based 

literacy support they deserve. 
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Train the Trainer: A District in the Northwest Region 

Summary 

The Train the Trainer experience represents the most systemically ambitious step in NWRPDP’s 

continuum — moving from equipping individual teachers to building district-level capacity to lead 

Science of Reading implementation from within. This model directly addresses one of the core 

challenges of SB460 compliance: ensuring districts have the internal expertise to sustain Science 

of Reading professional learning over time. 

In May 2026, NWRPDP facilitators delivered 15 hours of intensive professional learning over two 

sessions — May 21 and May 28 — for 11 literacy specialists in one Northwest region school 

district. Participants focused on the Science of Reading research base, Scarborough’s Reading 

Rope, the Simple View of Reading, connecting research to instructional practice, managing teacher 

resistance, and planning school-wide rollout of Seven Mighty Moves for K–2 teachers and Next 

Steps in Literacy Instruction for grades 3–5 teachers. The district’s literacy specialists are 

scheduled to deliver that training to their teaching staff beginning in the 2026–27 school year. 

Results 

Participants self-reported confidence and preparedness across 8 domains before and after the 

training using a 5-point scale, analyzed with the Wilcoxon signed-rank test, with 10 of 11 

participants completing the survey. Gains across all 8 domains were statistically significant — 1 

at p < 0.001 and 7 at p < 0.01. Overall, participants moved from an average score of 3.14 to 4.25, 

a gain of +1.11 points. Notably, specialists began with higher baseline scores than classroom 

teacher cohorts, reflecting existing expertise — yet gains were consistent and meaningful across 

every domain. The largest gains were in having a clear plan to roll out SOR training (+1.20) and 

feeling supported by their district to lead implementation (+1.10). 

In the end of course comments, participants described what they learned in the course: 

“I like that everyone was presented with the same information, so it is consistent across 

all of our sites. Having the background knowledge and being able to ask specific 

questions of NWRPDP facilitators really helped and made me feel more confident.” 

— Northwest region literacy specialist 

“I feel much more confident in the plan for delivering the Science of Reading training. 

NWRPDP has put together a well-informed and comprehensive presentation.” 

— Northwest region literacy specialist 

Next Steps 

Beginning in 2026–27, the 11 literacy specialists will deliver Seven Mighty Moves and Next Steps 

in Literacy Instruction professional learning across their school sites — directly multiplying 

NWRPDP’s reach without requiring every teacher to participate in an external course. This is 

precisely the district-embedded capacity SB460 demands for sustainable, long-term 

implementation. NWRPDP will explore bringing the Train the Trainer model to additional districts 

across the region. 
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Conclusion 

Nevada SB460 sets a clear mandate. NWRPDP’s 2025–26 continuum demonstrates it is already 

being met. 

Across three cohorts, NWRPDP reached 38 educators — 17 classroom teachers in Seven Mighty 

Moves, 10 teachers and interventionists in Literacy Interventions for K–5 Students, and 11 literacy 

specialists in one Northwest region school district. Every cohort produced statistically significant 

gains. Every cohort reported meaningful changes in instructional practice. And beginning in 2026–

27, those literacy specialists will extend that reach further, bringing Science of Reading training 

to teachers across their school sites. 

The students who benefit are the K–5 readers in Washoe, Lyon, Churchill, and Mariposa Academy 

classrooms whose teachers now understand how reading develops — and have the tools, the 

confidence, and the research backing to act on it. That is what SB460 calls for. That is what 

NWRPDP delivers. 
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Project Overview 
The Northern Nevada National Board Cohort supports educators as they pursue National Board Certification, the 
profession’s highest recognition of accomplished teaching. During the 2025–26 cohort year, 97 candidates in 
Preschool through 12th grade represented a wide range of certificate areas, grade levels, and districts across Northern 
Nevada. Eight Candidate Support Providers facilitated classes at Sparks High School, provided feedback, and 
supported candidates throughout the process. The cohort provided structured support through monthly cohort 
sessions, weekly work sessions at WCSD schools, Zoom sessions for rural candidates, individualized feedback, 
Component 1 study sessions, written commentary guides, component tip sheets, revision cycles, and a pacing 
calendar with suggested due dates. Candidates also unpacked rubrics, studied the Architecture of Accomplished 
Teaching Helix, and examined how National Board expectations aligned to each component. 

Why the Project 
National Board Certification is a rigorous process that requires teachers to examine their practice, collect evidence of 
student learning, analyze instructional decisions, and communicate the impact of their teaching. Many candidates 
begin with strong instructional skills, but need support understanding component expectations, organizing evidence, 
writing analytically, and maintaining momentum. The cohort was created so candidates would not complete this work 
in isolation but would instead collaborate with and learn alongside other accomplished teachers across the region. 
Through consistent guidance, individualized feedback, practical resources, collaboration, and accountability, the 
cohort made the process more manageable and meaningful. Although the process is designed to take 2–3 years, a 
larger group of candidates completed all four components in one year because December 2026 will be the last year 
WCSD offers the 8% National Board incentive before it decreases to 5% in December 2027. 

Results and Impact 
The 2025–26 Northern Nevada National Board Cohort demonstrated measurable impact across candidate progress, 
certification outcomes, teacher leadership, and student reach. In December 2025, 40 candidates earned National Board 
Certification for the 2024–2025 school year, resulting in a 91% pass rate for our cohort. For the 2025–2026 school 
year, 61 candidates submitted all four components, and 39 candidates will continue working on Components 2 and 3 
next year. The cohort was supported by 8 Candidate Support Providers and impacted an estimated 5,560 students. 
Candidates reported becoming more data-driven, intentional, and student-centered in their instructional decisions, 
strengthening classroom practice beyond the certification process. The cohort also reflects Nevada’s broader 
commitment to growing accomplished teachers and expanding National Board Certification across the state. Nevada 
ranks 11th nationally, with 3.80% of educators holding active National Board Certification. According to the National 
Board-Certified Teacher Directory, Nevada has 1,547 active NBCTs, including 932 in Clark County, 462 in Washoe 
County, 23 in Carson City, 23 in Douglas, 23 in Lyon, and 9 in Churchill. Candidate feedback provided strong 
evidence of impact. Candidates described the cohort as supportive, structured, and essential to their success. They 
highlighted the value of unpacking components, receiving feedback, using writing guides and tip sheets, attending 
support sessions, and working with knowledgeable Candidate Support Providers. One candidate shared, “The 
feedback was spot on, constructive, and useful.” Another wrote, “I couldn’t have done it without you all.” These 
comments show that the cohort provided clarity, encouragement, accountability, and professional growth. 

Conclusion 
The Northern Nevada National Board Cohort helped educators make progress toward certification, complete 
components, certify, and grow as reflective practitioners and teacher leaders. The cohort model was effective because 
it addressed both the technical and emotional demands of National Board Certification. Next steps include supporting 
candidates completing Components 2 and 3, recruiting school groups for the 2026–27 cohort, preparing NBCTs for 
Maintenance of Certification, and expanding opportunities for certified teachers to serve as mentors and teacher leaders. 
This work continues to strengthen accomplished teaching across Nevada and extend that impact to thousands of 
students. 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

 

Lyon County School District 
Board Memo 

 
 
 
 
 
 
Date: October 27, 2026 

To: Board of School Trustees 

From: Tim Logan, Superintendent 

Re: Enrollment Report 
 

 
Statement 
Attached is the enrollment report for the first quarter ending September 30, 2026.  Currently, our weighted 
student enrollment used for the Pupil Centered Funding Plan has decreased by 179 students from the fourth 
quarter ending June 30, 2026.  
 
EDUCATIONAL CONSIDERATIONS:   
Not applicable.  

 
BUDGET CONSIDERATIONS:   
Not applicable.  

 
 
Respectfully submitted,   
Tim Logan, Superintendent 

 
Prepared by,    
Cheryl Veil - Administrative Secretary   
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LYON COUNTY SCHOOL DISTRICT
Enrollment for Quarter Ending September 30, 2026
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1st 2nd 3rd 4th 1st 2nd 3rd 4th 1st 2nd 3rd 4th 1st 2nd 3rd 4th
School 9/30 12/31 3/31 6/30 9/30 12/31 3/31 6/30 9/30 12/31 3/31 6/30 9/30 12/31 3/31 6/30 Change % Change %

DES 452        461        462        459        431      433        435           433         418             413             410             408             389             (29)             -6.2% (19)             -4.5%
SES 411        404        410        415        405      420        435           434         438             441             451             455             451             13               3.4% (4)                -1.0%
RES 431        438        452        450        434      441        444           455         393             399             400             399             362             (31)             -7.2% (37)             -9.3%
DIS 364        368        366        362        349      353        352           343         330             330             325             319             362             32               7.9% 43               10.0%

DHS 753        753        736        730        747      744        728           718         695             695             691             680             663             (32)             -4.7% (17)             -2.4%
Dayton 2,412    2,424    2,426    2,417    2,366   2,391     2,394       2,383     2,274         2,278         2,277         2,260         2,227         -                  -                  -                  (47)             -2.0% (33)             -1.4%

FES 415        420        433        443        426      432        429           431         420             429             435             430             406             (14)             -3.2% (24)             -5.6%
CES 570        580        575        567        557      562        569           572         548             548             541             546             523             (25)             -4.0% (23)             -4.0%

EVES 498        499        514        522        502      503        518           521         508             516             528             528             510             2                 0.3% (18)             -3.7%
FIS 665        661        653        654        656      654        648           643         622             623             622             626             585             (37)             -5.7% (41)             -6.7%

SMS 635        642        639        637        672      674        670           665         670             665             663             659             667             (3)                -0.4% 8                 1.2%
FHS 1,309    1,317    1,303    1,283    1,313   1,318     1,287        1,261     1,276         1,270         1,243         1,229         1,213         (63)             -5.4% (16)             -1.3%

Fernley 4,093    4,119    4,118    4,107    4,126   4,144     4,122       4,094     4,044         4,050         4,032         4,018         3,903         -                  -                  -                  (141)           -3.4% (115)           -2.8%
  -                  

SSES 353        358        355        360        362      364        362           363         353             350             361             366             356             3                 0.9% (10)             -3.0%
SSMS 321        323        323        321        326      319        308           301         303             301             295             292             312             9                 2.9% 20               6.5%
SSHS 341        336        328        325        346      346        337           333         351             344             334             320             316             (35)             -11.8% (4)                -1.4%

Silver Spg 1,016    1,017    1,006    1,005    1,034   1,029     1,008       998         1,006         995            989            979            984            -                  -                  -                  (22)             -2.2% 5                 0.6%

SVES 91          91          91          90          88         86          87             89           89               88               84               85               81               (8)                -8.2% (4)                -4.0%
SVHS 98          99          100        101        90         90          91             92           90               88               89               90               79               (11)             -9.8% (11)             -8.2%

Smith Val 189        190        191        191        178      176        177           182         179            177            173            175            161            -                  -                  -                  (18)             -9.1% (14)             -6.6%

YES 463        462        462        464        449      443        448           452         423             424             426             429             384             (39)             -7.3% (45)             -10.0%
YIS 400        397        394        393        401      398        393           393         399             397             393             400             428             29               7.9% 28               6.9%

YHS 408        407        404        394        411      411        403           395         414             408             401             398             391             (23)             -6.0% (7)                -1.8%
Yerington 1,272    1,266    1,259    1,251    1,261   1,252     1,243       1,240     1,237         1,229         1,219         1,227         1,203         -                  -                  -                  (34)             -2.5% (24)             -1.9%

ERHS 9            9            11          9            8           7             8                9             7                 13               11               8                 10               3                 27.3% 2                 18.3%

TOTAL 8,990    9,025    9,011    8,980    8,973   8,999     8,954       8,905     8,747         8,742         8,701         8,667         8,488         -                  -                  -                  (259)           -2.9% (179)           -2.0%
Change fro   (107)      35          (14)         (31)         (7)          26          (45)            (48)          (158)           (5)                (40)             (35)             (179)           (8,488)        -                  -                  

2026-2027

Average Daily Enrollment for Quarter Ending September 30, 2026

2025-2026
25-26 to 26-27

LYON COUNTY SCHOOL DISTRICT

1st to Current
2023-2024

Current Year
Comparison2024-2025

Validation Day
Comparison
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Area Other
School DES SES RES DIS DHS FES CES EVES FIS SMS FHS SSES SSMS SSHS SVES SVHS YES YIS YHS ERHS TOTAL

Pre-K 5          14        9           7          10        15        14        -      14        88               
K 35        53        48        73        84        98        80        -      10         64        545             
1 52        70        45        80        107      104      63        -      11         75        607             
2 39        57        48        81        118      92        61        -      14         67        577             
3 68        66        37        80        85        104      64        -      -       72        576             
4 59        59        53        85        118      97        75        -      14         93        651             
5 65        60        55        282      77        15         106      660             
6 65        73        67        -      303      77        17         106      707             
7 186      316      78        10        123      0          714             
8 177      351      80        17        93        -      719             
9 154         306         75            17        94           4          651             

10 177         313         83            16        97           2          688             
11 167         291         81            12        107         1          659             
12 161         295         75            6          91           2          630             

Ungraded 5             8             1              2             -      16               
Enrolled

School 389      451      362      362      663         406      523      510      585      667      1,213      356      312      316          81         79        384      428      391         10        8,487          
Area 2,227      3,903      984          161      1,203      10        8,487          

LYON COUNTY SCHOOL DISTRICT
Enrollment for September 30, 2026

Dayton Fernley Silver Springs Smith Valley Yerington
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LCSD Travel Request Form Rev. 2

**FAILURE TO COMPLETE ANY PART OF THIS FORM WILL RESULT IN THE FORM BEING 
RETURNED AND/OR TRAVEL DENIED. 

ESTIMATED EXPENSES 

BUDGET# Total District 
Office Grant School 

Site 
Other 

Registration 
Fees: Attendees X Reg. fee 

$ 

BUDGET#  

Travel By: $ 

(Air, district car, private car for personal convenience, etc.) 

BUDGET#  

Lodging: Room rate 
$ 

X nights 
$ 

(Use GSA ratings for lodging and meals www.gsa.gov  ATTENDEE WILL OWE 
DIFFERENCE if applicable) lodging receipts must be obtained and sent to District 
Office upon return. 

Meals: Breakfast $ 
X 

days $ 

Lunch $ 
X 

days $ 

Dinner $ 
X 

days $ 

Incidental  $ 
X 

days  $ 

Substitutes: # of Days X $ /day $ 

er transportation fees:  (i.e. car rental, taxi,  
, mileage to/from airport, etc.)  

$ 

er Miscellaneous expenses:  (attach explanation) 
$ 

TOTAL EXPENSES  

Please ensure that you read and comply with Lyon County School District Policy G :
Travel hen completing this form and submitting for reimbursable items.  

Properly mark the funding source of the travel.

280.633.0000.000.2400.330.10604.27

1 699 699. ✔

280.633.0000.000.2400.580.10604.27

American Air 823. ✔

280.633.0000.000.2400.580.10604.27

350 4 1400. ✔

20 4 80 ✔

22 3 66 ✔

33 4 132 ✔

5 5 25 ✔

3225.00

Title 1
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Conference Information
Conference Dates & Times: 2123127 _ 2l2Sl2T
@gheld
(.e. H-otel, School, College, Convention Center): Kentucky lnternational Convention Center

Note: Cott resistratio afld trauel artafisernatts zoill onlu be made et school board a oal. Otlu
airfare, I sifis. afld conferatce resistratio are elisib le for oaument oior to traoelifls, All o exoe ses

will be reimbursed after traztel oer LCSD P olicu GBCF: W ork-Related Truael,

Attach your preferred and most economical flight schedule (i.e. soutlnuest, Delta, united, etc.)

2122127 ( Cheapest Available AM flight )
you& to

2t26t27( Cheapest Available AM Flight )
toate & rme you

notesISt any specr

Lodsrng Information

Note:LodgingmustbemadebyAttendeeorSiteforpurchaseorderpaymentsonly,Nodisrrictoffice
credit card charges.

Lodsins
GSlf(PEr Yes No. 185Diem Rate)

All travelers agree to share lodging as

riate?a

Register under what name(s)?

AVID lmerdPa
Name, Address, Phone number of

lodging establishment:

DEADLINE DATE: Code Information:

NOTE: Please furnish n copy of any infornation you hat:e on the conference, workshop, trainin,, etc. Please anail

traael request-zuit , SIGN,{TRES to Supetfutenilent's office for apptoaal'

3LCSD Travel Request Form Rev. 1/6/25

Are you renting a carfl veM uo How many days?

Note: Car insurance dishict lnsurance provides

Airline Information

Omni Hotel, 400 S 2nd St Louisville, KY 40202
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ESEA Network Lgsin

NATIONAL ESEA
CONFERENCE

EXHIBIT SCHEDULE

PRESENT HOTELS & TRAVEL

ATTEND REGISTER NOW

Februorg 23-25,2027
Louisville, KY&Online

Registration and Hotel Reservations Available Now!

AT,TENDEE?O LIC IES

2027 National ESEA Conference

Join Us in Louisville, Kentucky or Online

The annual National ESEA Conference is coming to Louisville this February 23-25, 2027! This

event serues as a vital platform for professional groMh, leaming, and the exchange of ideas in

education. whether you attend in person or virtually, this confelence promises to empower you

with the knowledge and resources you need to excel in your field. Together, we work towards

achieving the shared vision of improving education for all youth.

2027 National ESEA Conference

. Location: Kentucky lnternational convention center in Louisville, Kentucky and online

. Dates: February 23-25,2027

. Please Note: Each day of the conference has a full schedule of sessions! Please plan your

travel dates accordingly so as not to miss valuable content.

NEW! lntroducing ESEA Conference Tracks

Explore sessions by track to lind the learning experiences that matter most to your role-from

policy and compliance to classroom practice and family engagement- Register now and select

your track closer to the conference date.

viu@ I tJ'l' lJ i"

NT
t\l
'rr)

Y&ii
-

4 D
f--

t1
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Fed€ral
Education Policy
& Practices

For E<lerdl ptqtum leo<te6 worklng ot the slol€, dlstrict, on.t school levels.

Thls track supports leaders ln turning pollcy lnto practlce through compltant, strategtc
progam managefient Sesslons focus on lmplelnentation, monltorlng, fundlng,
and coodlnatlon ofESEA programs to drlve lmproved student outcomes.

For educoto/s ond lnsttudldrol l€gders qcross o/ coafent drEos.

This tlack focuses on delivering high{uallty, studentrer ered instructon
through data-informed practlces. Sesslons htghlight strategles that stre gthen
teaching, elevate learnlng, and ddve academlc achlevement foa all students.

Fo. prolesslonols suqorung studenas s€^red udet ESEA aN IDEA ptqroms
This track emphaslzes coordinated. compllant, aod compasslonate appaoaches to
meetlng t}le academlc, social, and emollonal needs of speclal populations. Sesslons
explore strategles that ensure equllable access to hlgh-quallty educatjon.

Fof engogernent leodeas, llotsons, qnd €ducdto,s working wlth fofi les.
Thls track centeB on bullding strong, culturatly responsive partnershaps thal empower
familles and support student success. Sesslons highltght effective engagement
strategles, cornpllance considelations, and communlty collaboraion,

REGISTER NOW

Check out this shott video from the 2026 Notionol ESEA Conference in Denvet!

lmprovement
in Teaching
and Learning

Targeted
Supports
for Special
Populations

Family &
Community
Engagement for
Student Success
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INDIVIDUAL REGISTRATION
ln-Person & Virtual

$699 - EARLY BIRD PRICE

Available June 1- October 31. 2026

$789 - STANDARD PRICE

November 1, 2026 - January 31,2027

$A+g - LATE PRICE

Starting February 1, 2027
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L9s.r.o

Marriott
Downtown

$349 per night

ESEA Network

NATIONAL ESEA
CONFERENCE

EXHIBIT SCHEDULE

PRESENT HOTELS & TRAVEL

ATTEND REGISTER NOW

Februorg 23-25,2027
Louisville, KY & Online

HOTELS & TRAVEL
HOrllf_olte]Es

t
I

3 I s6
7

.8 :

Conference Location: Kentucky lnternational Convention Center

221 S 4th St, Louisville, KY 40202

Eight hotels are offered at special conference pricing for attendees and exhibitors

Galt House
Hotel

$285 per night

Courtyard
Downtown

$329 per night

Hyatt RegencY

$349 per night

+ Si.Fbt

VIEW DETAILS VIEW DETAILS

VIEW DETAILS

VIEW DETAILS

1. THE GALT HOUSE TIOTEL
I4O N FOURTH ST

2. COURTYARD DOWNTOWN
,roo s 2ND ST

3. HYATTREGENCY
320 W JEFFERSON ST

4. MARR]OTT DOWNTOWN
280 W JEFFERSON ST

5. FAIRFIELD INN
1OO E JEFFERSON ST

6. SPRINGTIILL SUITES
132 E JEFFERSON ST

7. OMNI TIOTEL
400 s 2ND ST

E. EMBASSYSUITES
501 S 4TH ST
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U.S. General Services Administration

FY 2027 per diem rates for Louisville, Kentucky

Meals and incidental expenses (M&IE) rates and breakdown

Primary destination  County  M&IE total Breakfast Lunch Dinner Incidental expenses First and lastday of travel

Louisville Jefferson $80 $20 $22 $33 $5 $60.00

10/7/26, 10:41 AM FY 2027 per diem rates for Louisville, Kentucky

https://www.gsa.gov/travel/plan-book/per-diem-rates/per-diem-rates-results?action=perdiems_report&fiscal_year=2027&state=KY&city=Louisville&zip= 1/1
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U.S. General Services Administration

FY 2027 per diem rates for Louisville, Kentucky

Daily lodging rates (excluding taxes) | October 2026 - September 2027

Primary destination  County  2026 Oct Nov Dec 2027 Jan Feb Mar Apr May Jun Jul Aug Sep

Louisville Jefferson $180 $132 $132 $132 $185 $185 $185 $185 $158 $158 $158 $180

10/7/26, 10:40 AM FY 2027 per diem rates for Louisville, Kentucky

https://www.gsa.gov/travel/plan-book/per-diem-rates/per-diem-rates-results?action=perdiems_report&fiscal_year=2027&state=KY&city=Louisville&zip= 1/1
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LYON COUNTY SCHOOL DISTRICT 

TRAVEL REQUEST 

NOTE: SN LCSD Board Policy GBCF: Work-Related Travel for all requirements. 

Name(s) of 
Attendees 
SCHOOL 

Corinne Bums 

Su tro Elementary 
NAME OF CONFERENCE: 
(Do Not Use Acronyms) 

(A 1T ACH conference program information and provide website address) 

CITY /STATE OF CONFERENCE: Louisville, Kentucky 
_______ .;._ _______________ _

DATE OF DEPARTURE: 2/22/27 DATE OF RETURN: 

Training/rraveVConference is (check all that apply): Mandated by the state 
Needed for certification/licensing Related to the District Performance Plan 
Performance Plan ✓ Related to a specific program/ course Other 

2/26/27 

Mandated by the district 
Related to our School 

Provide a detailed desaiption below of the focus of the conference, and how attending will have a positive 

impact on climate, culture, and student learning. 

The ESEA Conference shared goal is to maximize the benefits of federal programs a nd funding for 
student success. It is a tool to empower educators from ac ross the country to use their voices to 
influence their dassrooms, and communities. 

TRAVEL APPROVED: Date '7 -/ g, � ;/ Y, 

TRAVEL APPROVED: Date Cj -/ S,, � {p 

District Office Use Only 

Received by District Office 
Board Approved: Yes ( ) No ( ) 

LCSD Travel Request Form Rev. 1/6/'25 

Date:, ____ _ 

1 

ELEMENTARY AND SECONDARY EDUCATION ACT NATIONAL CONF.
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

 

Lyon County School District 
Board Memo 

 
 

 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   Tim Logan, Superintendent  
 
Re:   Donations 
___________________________________________________________________________________________ 
Recommendation: 
That the Board of School Trustees accepts the generous donations from the following:  
  

• A donation of valued over $1000 from Wild Island and Fly High Adventure Park for the Fernley 
Intermediate Attendance Incentive Program. 

• A donation of $2500 from Mr. and Mrs. Gillespie to support equipment and supplies for the Fernley 
High School Football Program. 

• A donation of $10,000 from the IBEW-NECA Northern Nevada Labor Management Fund to support 
equipment and supplies for the Fernley High School Wrestling Program. 

• A donation of $2500 from Carson City Toyota to Lyon County Schools for school supplies. 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

 

Lyon County School District 
Board Memo 

 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   Rachel Stewart, Executive Director of Special Services 
 
Re:   Special Services Contracts  
___________________________________________________________________________________________ 
Recommendation:  
At the discretion of the Board.  
 
Background Information:  
Trustee Whistler requested a presentation regarding the contracted specialized services with Lyon County 
School District via email on September 28, 2026. 
 
Description of Operations and Procedures: 
The Lyon County School District (LCSD) is dedicated to ensuring that every student, including those with 
disabilities, receives a high-quality education tailored to their unique strengths and needs. The goal of District 
administration is to hire a qualified professional educator whenever there is justification for a full-time FTE. 
However, to fulfill our legal, educational, and ethical responsibilities, LCSD periodically contracts with external 
specialized companies to deliver key special education and related services. The district maintains a 
fundamental fiduciary responsibility to our taxpayers to deliver these required student services in a cost-
efficient manner, and contracting specialized services meets that standard. 
 
Here is how that process typically unfolds: 

1. Programmatic Student Need Review: Before a new special services position is created, the Special 
Services Department conducts an in-depth review of actual student IEP requirements, enrollment counts, 
and instructional needs across the District. This process includes evaluating the direct and indirect 
service hours required.  When an existing specialized certified staff vacancy occurs, this process may 
occur simultaneously with the initial vacancy posting in order to save time. 

2. Initial Vacancy Posting: When a specialized certified staff position vacancy occurs (or a new one is 
required based on IEPs/student counts), the Human Resources Department routinely posts the full-time 
vacancy on the District website per policy and CBA requirements to attract qualified candidates. 

3. Professional Certified Positions: Under District certified work agreements (LCEA CBA), a standard 
full-time teaching position requires 7.5 hours per day (37.5 hours per week) which equates to full-time 
or 1.0 FTE. The goal of District administration is to hire a qualified professional educator whenever 
there is justification for a full-time FTE.  However, the programmatic student need review may 
determine that services are required on a less than full-time basis.  Rarely, if ever, are the required needs 
exactly half-time or equate to a .5 FTE.  

4. Transition to Specialized Contracted Services: To ensure students receive their required instructional 
services, it is sometimes necessary to secure contracted services through reputable special service 
providers.  This must occur to meet the needs of IEPs whenever the District is unable to secure a 
qualified full-time employee, or when the required student services do not equate to a full-time FTE.   
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

NRS, CBA, Board Policy Review and Compliance 
Before proceeding with the posting of a position or securing specialized contracted services, District 
administration reviews and ensures compliance with established federal/state laws, board policies, and 
applicable CBAs. In the case of a specialized certified position or contracted services, the following apply: 

1. Board Policy GABE (Posting of Position Openings) 
Policy GABE establishes how positions are advertised and filled across the District. It distinguishes 
between regular employee appointments and temporary or casual staffing: 
• Regular Employees: Full-time regular employee appointments are submitted to the Board of 

Trustees for official approval upon the Superintendent's recommendation. 
• Casual, Temporary, & Part-Time Staffing: Policy GABE explicitly authorizes the Superintendent or 

designee to employ substitutes, casual, temporary, and part-time personnel as needed to maintain 
operational continuity. 

1. Board Policy GCA (Casual/Temporary/Seasonal Employment) 
Policy GCA establishes how casual, temporary, and seasonal positions are secured by the 
Superintendent or designee, and that these positions are hired at-will with no right or expectation of 
continued employment.  Contracted specialized services are an example of casual employment.   

2. Board Policy IICE (Services Provided to Students by Outside Entities) 
Policy IICE provides clear guidelines when contracted specialized service providers deliver educational 
or related services to District students. The policy specifically recognizes that specialized student needs 
may require external partnerships: 

 
"From time to time, certain instructional/educational... support, and/or related services needs may be 
identified for a particular student that requires the LCSD to hire or contract with additional staff or 
entities to meet that need. In such situations, the LCSD may... contract with an outside entity for the 
provision of those educational services." 

 
Contracted specialized service providers are properly vetted, licensed, insured, and background-
checked under Nevada law and LCSD board policy. 
 

3. Lyon County Education Association Collective Bargaining Agreement 
The LCEA CBA, specifically Article X, contains provisions outlining the certified positions and the 
manner in which District determined vacancies are to be filled. 
 

4. Managerial Efficiency Rights & Authority per NRS 
Under Nevada Revised Statutes (NRS 288.150(3)) the local government employer (e.g. Lyon County 
School District) retains the exclusive right to determine appropriate staffing levels and the means and 
methods by which educational services are delivered. This includes, but is not limited to, determining 
when and if a position is warranted or when a vacancy exists and how the position or vacancy is to be 
classified (e.g. full-time, part-time, casual, temporary, seasonal, etc.). 

 
Example Financial Analysis and Cost Comparison: Contract vs. LCSD Employee 

 
Recent Professional Service Contracting Example: 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

Current LCSD Specialized Service Contracted Staffing 
LCSD has entered into a multitude of specialized service contracts with various service providers.  Some of 
those service providers include but are not limited to: Advanced Child Behavior Solutions, Braille Abilities, 
Connections, Maxim HealthCare, Presence, ProCare Therapy, Silver State Sign Language, Soliant, Speaking 
with Smiles, and Wild Roots Occupational Therapy.  The amount paid in each contract is negotiated and differs 
from provider to provider and can change based on the demand for services.  Some are based on an hourly rate 
while others are based on a set amount for a period of time.  All contracts are in compliance with LCSD Board 
Policy IICE.   
 
As of 10/8/26, LCSD has secured 28 specialized contractors: 

• 16 Speech-Language Pathologists (SLP) 
• 4 Occupational Therapists (OT) 
• 3 Board Certified Behavior Analysts (BCBA) 
• 1 School Psychologist 
• 1 Visually Impaired Teacher 
• 1 Orientation / Mobility Specialist 
• 1 Deaf and Hard of Hearing Teacher 
• 1 Skilled Nurse 
• 1 Sign Language Interpreter 

 
Budget Considerations:  
None 
 
Discussed at Previous Meeting:  
N/A 
 
Attachment(s): 
Current LCSD Certified Vacancies  
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Lyon County School District - Current Openings

Classified Positions
School Position Open Date Close Date

Dayton Intermediate Paraprofessional ( 4 positions) 9/11/26 10/26/26

Dayton Transportation Bus Driver (2026/27) 5/4/26 until filled

District Wide Maintenance IV 10/6/26 10/23/26

East Valley Elementary Paraprofessional (3 positions) 9/15/26 10/11/26

Fernley Transportation Bus Driver (2026/27) 5/4/26 until filled

Silver Stage High Paraprofessional 9/23/26 10/13/26

Silver Springs Transportation Bus Driver (2026/27) 5/4/26 until filled

Silverland Middle Aide-APEP 8/19/26 10/20/26

Yerington Elementary Paraprofessional 10/6/26 10/13/26

New Yerington Intermediate Paraprofessional (EL) 10/9/26 10/16/26

Yerington/Smith Valley Transportation Bus Driver (2026/27) 5/4/26 until filled

Administrative Positions 2026/27
School Position Open Date Close Date

Certified Positions 2026/27

School Position
Internal 

Open Date

Internal 

Close Date
Cottonwood Elementary SPED CLS Teacher 6/12/2026 6/19/2026

Cottonwood Elementary Speech Language Pathologist  (2 positions) 3/10/2026 3/17/2026

Dayton Elementary 4th Grade Teacher 9/15/2026 9/22/2026

Dayton High CTE- Industrial Arts Teacher 3/10/2026 3/17/2026

Dayton High/Intermediate Music Teacher 3/10/2026 3/17/2026

Dayton Intermediate 7/8th Art Teacher 3/10/2026 3/17/2026

District Wide Occupational Therapist (2 positions) 3/10/2026 3/17/2026

District Wide Psychologist 6/9/2026 6/16/2026

East Valley Elementary SPED ECE Teacher 3/10/2026 3/17/2026

East Valley Elementary Sped Resource Teacher 3/10/2026 3/17/2026

East Valley Elementary SPED Strategies Teacher 3/10/2026 3/17/2026

East Valley Elementary Speech Language Pathologist (2 Positions) 3/10/2026 3/17/2026

Fernley Area LIFE Skills Afterschool Pilot Program 6/2/2026 UF

Fernley Elementary/Fernley Intermediate Speech Language Pathologist 3/12/2026 3/19/2026

Fernley High Speech Language Pathologist 3/10/2026 3/17/2026

Fernley High English Teacher 3/10/2026 3/17/2026

Fernley High Math Teacher (2 positions) 3/10/2026 3/17/2026

Fernley High Health Teacher 3/10/2026 3/17/2026

Fernley High Culinary Teacher 8/31/2026 9/8/2026

Fernley High Sports Med/ Athletic Trainer  Half Time 3/10/2026 3/17/2026

Fernley High Sped Resource Teacher 9/23/2026 9/30/2026

Fernley Intermediate 5/6th Grade Teacher 3/10/2026 3/17/2026

Fernley Intermediate Speech Language Pathologist 3/10/2026 3/17/2026

Silver Stage Elementary SPED CLS Teacher 3/10/2026 3/17/2026

Silver Stage Elementary Speech Language Pathologist 3/10/2026 3/17/2026

Silver Stage High Computers Teacher 3/10/2026 3/17/2026

Silver Stage Middle/ Silver Stage High Speech Language Pathologist 3/11/2026 3/18/2026

Silver Stage Middle 5th Grade Teacher 7/28/2026 8/4/2026

Click here to apply!

Click here for full Job Descriptions

Refer a friend & earn $1000! Click here to learn more!
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Lyon County School District - Current Openings

Silver Stage Middle 8th Grade Social Studies Teacher 9/3/2026 9/10/2026

Silver Stage Middle 7th Math Teacher 9/24/2026 10/1/2026

New Silver Stage Middle SPED Resource Teacher 10/9/2026 10/16/2026

Silverland Middle Speech Language Pathologist 3/10/2026 3/17/2026

Silverland Middle 8th Grade Social Studies 8/12/2026 8/19/2026

Silverland Middle Computers Teacher 8/12/2026 8/19/2026

Smith Valley Schools Science Teacher 6/30/2026 7/7/2026

Sutro Elementary/Dayton Elementary Speech Language Pathologist 3/10/2026 3/17/2026

Yerington Elementary K-4th Grade Teacher 3/10/2026 3/17/2026

Yerington Elementary ELL Teacher 3/10/2026 3/17/2026

Yerington High SPED CLS Teacher 4/2/2026 4/9/2026

Yerington High ELL Teacher 7/21/2026 7/28/2026

Yerington Intermediate Computers Teacher 3/11/2026 3/18/2026

Substitutes needed

Substitute Teachers $145.00-215.00/day, must have sub license+STEDI/LCSD certification

Substitute Bus Drivers $12.75/hour training, $20.18/hour as sub driver

Substitute Paraprofessionals $18.31/hour

Substitute Custodians $17.45/hour

Lunchroom/Playground supervision aides $12.75/hour

Substitute Nurses-LPN $21.18/hour

Substitute Nurses-2 YR RN $28.04/hour

Temporary Maintenance Helper $20.86/hour
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:  Board of School Trustees  

From:  Stacey Griffin-Cooper, Deputy Superintendent 
 
Re:   Policy IO: Student Leadership/Government  
 
 
Recommendation:  
That the LCSD Board of Trustees approve Policy IO: Student Leadership/Government as a first reading. 
 
Background Information:  
As requested by Trustee Darin Farr, this proposed policy establishes a standardized framework for student 
leadership across the Lyon County School District (LCSD) to foster civic responsibility, democratic values, and 
a positive school culture. It formally structures a districtwide set of guardrails that protects the equity & 
integrity of our elected student representative process. Additionally, the policy outlines clear expectations for 
transparency to students and parents on the application process, selection process, and maintaining clear 
communication between the student body, faculty, and administration.  
 
This proposed policy preserves school autonomy while establishing foundational guidelines for application 
transparency, and maintaining equitable access to student government participation. 
 
Essentially, the three largest fundamentals to be considered of the LCSD Board are: 

1. Does not eliminate professional judgment but rather make professional judgment more defensible. 
2. Transparency of the process needs to be clearly defined. Information available on request is not the 

same thing as a transparent process. 
3. The process does not require prerequisites of historical membership in the leadership class prior to 

student participation. 
 
Budget Considerations:  
N/A 
 
Discussed at Previous Meeting: 
N/A 
 
Attachment(s):  
Policy IO – Student Leadership/Government 
School Feedback  
High School Summary Chart 
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LYON COUNTY SCHOOL DISTRICT 
BOARD POLICY____________________________________________________________ IO 

 

PURPOSE & INTENT 

The purpose of student leadership programs within the Lyon County School District (LCSD) is 
to provide students with meaningful opportunities to develop civic responsibility, 
communication skills, democratic values, and a positive school culture. Student leaders serve as 
a vital liaison and official voice, representing student perspectives to school staff, building 
administration, the Superintendent, and the Board of Education.  

LEADERSHIP STRUCTURE & ROLES 

LCSD supports organized student leadership across multiple levels to ensure robust student 
involvement in decision-making: 

Elected Officers: While positions typically include President, Vice President, Secretary, and 
Treasurer, autonomy will remain with the school for all elected officer positions. 

General Student-Body Representation: Representatives gather peer feedback, share updates, 
and represent the student body within whole-school matters.  

Student Representative to the LCSD Board (Reference Policy BCBA: Student Representation 
to the Board). 

GENERAL ELIGIBILITY STANDARDS  

To ensure democratic, fair, and accessible student elections across the LCSD, eligibility 
standards shall be transparently shared with the students, staff and families. Eligibility for 
participation must align to Policy IGDC: Extra Co-Curricular Activities & Expectations and 
Policy ID: Student Activities. The school prerequisites shall be clearly articulated in the 
candidate packet.  

Prohibition of Elective Prerequisites: If a school utilizes a leadership class to facilitate student 
council operations, enrollment may only be required after election. Alternative independent 
study or scheduling accommodation must be provided for students with unavoidable academic 
conflicts (e.g., AP courses, Dual Credit or CTE tracks).  

Nomination & Campaigning: Candidates must submit a candidate packet. Candidate packets 
should be reviewed to ensure its alignment with district policies, eligibility and regulations. 

Staff Neutrality & Election Integrity: District employees must maintain strict impartiality, 
refraining from endorsing, opposing, or influencing candidate selection. To guarantee full 
transparency, auditability, and defensibility, all school processes must be clearly detailed in their 
respective school bylaws. 

Policy IO 
Approved 11/17/2026 
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Fernley High School 

I appreciate the opportunity to share my thoughts regarding a possible district policy for selecting 

students for Leadership. I understand the importance of making sure students feel that 

opportunities are available to them and that selection processes are fair and transparent. At the 

same time, I believe it is important to recognize what goes into building and maintaining a 

successful Leadership program at each individual school. 

At Fernley High School, Leadership is not a traditional elective. My students are responsible for 

helping create the culture of our school. Throughout the year, they plan activities, organize 

Homecoming, run lunchtime events, recognize students and staff, participate in community 

service, work with other schools, support schoolwide initiatives, promote events, and help create 

opportunities for students to feel connected to FHS. Much of this work happens behind the 

scenes. Students have deadlines. They have committees and individual responsibilities. They 

have to communicate with teachers, administrators, community members, businesses, and other 

students. They set up events, clean up afterward, solve problems when plans change, and 

sometimes give up their lunch, evenings, or time outside of class to make an activity successful. 

Because of that, I have to look at more than whether a student wants to be in Leadership. 

I need students who will come to school consistently, follow through when they are given a 

responsibility, work with people outside of their friend groups, behave appropriately, 

communicate, accept feedback, and be willing to do the work that isn't always fun or visible. I 

also want students who are willing to grow. A student does not have to walk into Leadership 

already knowing how to be a great leader, but they do need to be willing to learn, participate, and 

take responsibility. 

Our constitution gives our program structure and helps guide how our Student Council operates. 

I believe that constitution, along with input from the advisor and school administration, should 

continue to guide how students are selected for our program. 

Our program also operates within expectations that extend beyond Fernley High School. We 

participate in the Nevada Association of Student Councils (NASC), which provides another layer 

of standards, expectations, and accountability for student leadership programs. Our students 

attend regional and state conferences, participate in leadership development, and are expected to 

meet guidelines associated with those opportunities. 

Student Leadership also functions in many ways similarly to other competitive and 

extracurricular programs recognized within Nevada's school activity structure. Just as students 

participating in athletics and other school activities have expectations for eligibility, conduct, 

attendance, participation, and representation of their school, our Leadership students are also 

representing Fernley High School when they attend regional and state events. They are expected 

to meet not only our school's standards but also the guidelines established for participation at 

those events. 

This is important because Leadership does not operate without structure or accountability. We 

already have multiple layers guiding our program-our school expectations, our constitution, our 
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administration, NASC expectations, and the requirements associated with regional and state 

participation. Before adding another district-wide layer that determines how students must be 

selected, I believe we should recognize and respect the systems that are already in place. 

One of my concerns with creating one district policy is that Leadership looks different at every 

school. Fernley High School has its own enrollment, traditions, activities, student needs, campus 

culture, and expectations. What works for our program may not be what works at Dayton, 

Yerington, Silver Stage, Smith Valley, or another school in our district. I believe that difference 

is okay. In fact, I think it is one of the strengths of student leadership. 

I also think we need to separate student voice from enrollment in a Leadership class. Every 

student should have opportunities to be heard, participate, volunteer, suggest ideas, attend 

activities, serve their school, and contribute to school culture. I strongly support creating more of 

those opportunities. However, being able to participate in your school community is different 

from being selected for a class that has limited space and significant responsibilities. 

There are many programs throughout our schools where there are expectations for participation 

or where space is limited. Different programs use different criteria because they serve different 

purposes. I would be concerned about taking away the ability of advisors, teachers, counselors, 

and administrators to determine what their particular program needs in order to be successful. 

I also want to protect something that is extremely important in Leadership: student ownership. 

Our students should have a voice in the direction of their program. They should learn how 

constitutions work, how decisions are made, how officers are selected, how expectations are 

established, and how an organization holds its members accountable. Those experiences are part 

of teaching leadership. If too many decisions about how a student council must operate are made 

outside of the individual school, we risk taking some of that ownership away from the students 

we are trying to teach to lead. 

My goal is not to create a Leadership program made up of "perfect" students. Leadership should 

include different personalities, strengths, backgrounds, and leadership styles. I want students 

who have the potential and desire to grow. At the same time, students need to understand that 

being part of Leadership comes with expectations and responsibilities. 

I would support district guidance that encourages schools to have a clearly written selection 

process, communicate expectations to students, regularly review their constitutions, and provide 

meaningful opportunities for student involvement. I would prefer, however, that the specific 

selection process remain a school-level decision so each Leadership program can respond to the 

needs of its students and campus. 

Leadership is ultimately about teaching students to take ownership of their school and 

understand that their actions can make a difference. I want to continue building a program at 

Fernley High School where students aren't just members of Leadership-they are actively learning 

how to lead. 
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Thank you for allowing advisors to be part of this conversation and for considering the needs of 

each individual school's Leadership program. 

Sincerely, Jackie Kingston Leadership Advisor Fernley High School 

1. The number of Leadership/Student Government sections currently offered. 1 

2. Current enrollment in each section and the maximum enrollment/capacity of each 

section. 45-50 are enrolled and that is our Maximum enrollment. We also add spots for our 

special needs students who are recommended. 

3. The number of students who applied for or requested enrollment for the current school 

year and, if available, the number who were not admitted. 15 students applied 4 were not 

admitted. 

4. A description of the process used to select students for admission when the number of 

interested students exceeds available seats. Discussion between administrators, our counselor, 

and both advisors and teachers from FIS and SMS. We may also take other teacher perspectives 

into consideration if necessary. 

5. The specific criteria used to evaluate applicants, including any scoring rubric, 

application, interview questions, teacher recommendations, prior participation 

requirements, or other factors considered. Students can pick up an application in the office 

and return to the office by the due date. We have a constitution that has by-laws that we may 

refer to. 

6. Who participates in evaluating applicants and who makes the final admission decision. It 

is a team effort amongst administrators, counselor, and advisors. Our by laws also state that 

executive council members may also provide their perspectives as well if necessary. 

7. Whether the selection criteria and process are provided to students and families in 

advance of application or registration. If a student or their families ask, it will be answered. 

We can be more transparent about the selection process in the future though. 

8. Copies of any written application materials, selection rubrics, procedures, guidelines, or 

other documents currently used in the selection process. We have an application that students 

can pick up in the office when available. We have a constitution that may be used in the selection 

process. 

9. Whether students who are not selected are provided a reason, feedback, or any 

opportunity for review or reconsideration. Students are told why they did not earn a spot in 

our course if they choose to ask. They do have an opportunity to fix behaviors, fix attendance, 

etc and try again in the future. 

10. Whether enrollment in Leadership/Student Government is required before a student 

may become a candidate for any elected student-government office. If so, please identify 
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which offices and when that requirement must be satisfied. Leadership is a mandatory 

requirement for ALL executive board member positions, however, there are positions within 

class council that do not require previous leadership experience. 

11. Whether students elected to office are required to enroll in or participate in 

Leadership/Student Government during their term of office. It is a requirement. 

12. What other formal student leadership opportunities are available to students who are 

not enrolled in the Leadership/Student Government class. Students may consider National 

Honor Society, join the yearbook club, they may volunteer their time with their classmates at any 

school sponsored event to earn leadership experience, We encourage students who wish to 

volunteer or participate with us to join in on any opportunities that we offer. 

Dayton High School 

1. The number of Leadership/Student Government sections currently offered. DHS 

currently has 1 section of leadership. Some years we have had two sections, depending upon 

enrollment. When this has occurred, Leadership 1 is one class and Leadership 2-4 are a second 

class. 

2. Current enrollment in each section and the maximum enrollment/capacity of each 

section. We currently have 46 students enrolled in one section. We base the capacity off of what 

the teacher feels is manageable. Our teacher has a larger room with space for students to spread 

out and this load is currently manageable for her. If this was a traditional classroom space, we 

would look at adding a second section. 

3. The number of students who applied for or requested enrollment for the current school 

year and, if available, the number who were not admitted. I believe that all students who 

signed up were admitted as long as it worked within their schedule. 

4. A description of the process used to select students for admission when the number of 

interested students exceeds available seats. In some years we have looked at previous 

performance in leadership classes (attendance at required events, participation in classes and 

activities, previous leadership grades). My first reaction is not to cut kids. I would rather add a 

second section first. If we exceeded two sections then we would utilize an application process 

that includes teacher references and academic progress measures like GPA. 

5. The specific criteria used to evaluate applicants, including any scoring rubric, 

application, interview questions, teacher recommendations, prior participation 

requirements, or other factors considered. We currently have an open enrollment in the class. 

6. Who participates in evaluating applicants and who makes the final admission decision. 

The only experience I have had with that is the removal of students once they are in the class. 

That is done in collaboration with the leadership teacher, the student, parents, and principal. 
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7. Whether the selection criteria and process are provided to students and families in 

advance of application or registration. For students running for a class office position or 

students council position, yes, those are available. We do not currently utilize anything for 

leadership class because we have open enrollment. 

8. Copies of any written application materials, selection rubrics, procedures, guidelines, or 

other documents currently used in the selection process. We don’t currently use anything for 

the leadership class, however, we do have our student council/class officer intent to run for office 

form that I can share if needed. 

9. Whether students who are not selected are provided a reason, feedback, or any 

opportunity for review or reconsideration. If we are in the position where we need to remove 

someone, yes there is a meeting held with parents, teacher, and principal to discuss the need for 

removal and why. 

10. Whether enrollment in Leadership/Student Government is required before a student 

may become a candidate for any elected student-government office. If so, please identify 

which offices and when that requirement must be satisfied. No, this is not a requirement at 

DHS. 

11. Whether students elected to office are required to enroll in or participate in 

Leadership/Student Government during their term of office. We encourage it, however, it is 

not required to be in leadership to hold a position. Many students have class conflicts with other 

electives, CTE pathways, jump start, etc. that we can’t mandate it. 

12. What other formal student leadership opportunities are available to students who are 

not enrolled in the Leadership/Student Government class. We currently have FBLA, NHS, 

JAG, Hope Squad and Key Club that have a formal leadership structure. Students also have 

opportunities to demonstrate leadership through athletics, theater, music, and our Big 

Brothers/Sisters program with DES. If a student wants to start a new club and be a leader, we 

work with them to develop that as well. If a student wants to be involved in developing their 

leadership capacity, we work with them to find opportunities for this. 

Smith Valley High School 

1. The number of Leadership/Student Government sections currently offered. Zero 

2. Current enrollment in each section and the maximum enrollment/capacity of each 

section. Zero 

3. The number of students who applied for or requested enrollment for the current school 

year and, if available, the number who were not admitted. Zero 

4. A description of the process used to select students for admission when the number of 

interested students exceeds available seats. Class not offered, therefore no rubric has been 

created. 
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5. The specific criteria used to evaluate applicants, including any scoring rubric, 

application, interview questions, teacher recommendations, prior participation 

requirements, or other factors considered. As above. 

6. Who participates in evaluating applicants and who makes the final admission decision. 

N/A 

7. Whether the selection criteria and process are provided to students and families in 

advance of application or registration. N/A 

8. Copies of any written application materials, selection rubrics, procedures, guidelines, or 

other documents currently used in the selection process. N/A 

9. Whether students who are not selected are provided a reason, feedback, or any 

opportunity for review or reconsideration. N/A 

10. Whether enrollment in Leadership/Student Government is required before a student 

may become a candidate for any elected student-government office. If so, please identify 

which offices and when that requirement must be satisfied. Student council is made up of all 

of the presidents of all other school clubs/organizations and classes. President, VP, treasurer, 

secretary, spirit coordinator, and historian are elected offices in that group. Elections happen at 

the end of the year for the following year. 2.5 GPA, petition signed by 10 student body members, 

approval of counselor and advisor (verify GPA and behavior logs) 

11. Whether students elected to office are required to enroll in or participate in 

Leadership/Student Government during their term of office. No 

12. What other formal student leadership opportunities are available to students who are 

not enrolled in the Leadership/Student Government class. Student Council, NHS, FFA, CTE 

student led businesses 

Silver Stage High School 

Dear Trustee Farr,  

Thank you for your email providing context and for asking for advisor feedback before moving a 

policy forward. We do also appreciate the intent behind wanting clear and equitable processes 

for students. However, we do have concerns about creating a district-wide policy that dictates 

how schools must select students for limited-enrollment courses and programs such as 

leadership.  

At SSHS we have already adopted a constitution and we do have a selection process for our 

leadership classes. That selection process is implemented in collaboration with our 

administration, counselors, and both leadership advisors. This joint process allows us to consider 

the students who are best suited for the responsibilities and expectations of the program. We also 

wholeheartedly believe that decisions about who is appropriate for a particular course are best 
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made at the school level by the educators and administrators who actually know the students and 

have established relationships with these students.  

A larger concern is the precedent this policy could establish within Lyon County School District. 

Leadership is not the only course with more interested students than available seats. For 

example, all weightlifting classes are full every semester. Yearbook class is full. Guitar class is 

full. Our CTE classes are bursting at their seams. If the district establishes requirements for how 

leadership must select students, it raises the question of whether those same requirements will 

apply to every limited-enrollment class.  

There are already processes in place at SSHS to determine appropriate candidates for each of our 

programs. These processes may look different because the expectations and responsibilities of 

each program are different. Our processes may be different than Yerington’s, Smith Valley’s, 

Dayton’s or Fernley’s but we all do what we need to do at our own school sites to run a 

successful program. A one-size-fits-all district policy would intentionally remove the 

professional judgment and decision-making of our already highly effective staff that work 

tirelessly for these programs to function effectively.  

We also think there is an important distinction between ensuring that students have opportunities 

to participate in school leadership and determining who is admitted to a particular class. While 

all students can be involved with our school community, student council members are direct 

representatives of each school for the student body, the staff, and the community. They 

understand that they must not only present themselves as individuals in ways that best represent 

the school, but they must also be active leaders, planners, and organizers.  

At SSHS, every discussion we hold about events, initiatives, and ideas are held and voted on 

during the leadership class period. Because of this, it is absolutely imperative that our student 

council members are enrolled and present in leadership. This process was designed through trial 

and error, as students who are enrolled in other classes during the leadership class period cannot 

be involved in the discussion and voting process.  

Furthermore, Silver Stage High School (and many if not all other LCSD schools) report to 

NASC, the statewide organization that facilitates goal making, developing leadership, and 

connecting student councils in Nevada. This organization requires us to submit charitable 

financial contributions, community service initiatives, activities with middle School 

and/elementary school students, connections with a sister school, tracks school involvement such 

as spirit activities, staff recognition/appreciation, student recognition/appreciation, school 

service/beautification, leadership lessons/trainings, campus wide educational programs, and 

requires a constitution and written evidence that our Council's constitution has been reviewed 

within that academic school year. In addition to this, we also are required to participate in state 

and regional conferences. This is a lot of work. We need the students who are willing to put in 

that work, who do not let their behaviors get in the way of our goals, who do not let their 

attendance get in the way of their own journey as leaders, and students who have the courage to 

step up and run for office to ensure that we can show NASC and all schools in Nevada that we 

are a great school with great leaders.  
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Lastly, in the letter to principals it mentions that some sort of governance is requested because 

“access to a limited educational opportunity is at stake.” Before we focus on who gains access to 

a limited opportunity, we should be asking a more fundamental question of why are so many 

educational opportunities unavailable to our students in the first place? When we talk about equal 

access to educational opportunities, we must first look at whether all Lyon County students are 

actually being given access to a broad range of educational opportunities. Educational 

opportunities are limited on a daily basis at SSHS by the courses that simply are not available to 

us due to having a smaller enrollment, limited degrees of teachers, and fewer resources. We do 

not have Culinary Arts. We do not have Welding. We do not have EMT courses. We do not have 

Business & Marketing, Accounting & Finance, or Agriculture & Animal Science. We do not 

even have Art. Outside of the classroom, we do not have the opportunity to host night football 

games because we have no lights on our field. We are receiving donations of hand-me-down 

weights equipment and a second-hand machine that we got for free off Facebook Marketplace 

while other schools are getting all new equipment.  

Before we spend our energy governing who gets access to limited opportunities, we should first 

make sure we are not limiting the opportunities available to students simply because of the 

school they attend. Equity should not be about deciding who gets access to the few opportunities 

we offer; it should be about making sure we offer meaningful opportunities to every student, at 

every school.  

Thank you for your time,  

Ashlee Cross, Advisor  Georgia Ward, Advisor  Amber Cross, Principal  

To address the questions posed at the end of the email:  

1. The number of Leadership/Student Government sections currently offered. 1  

2. Current enrollment in each section and the maximum enrollment/capacity of each section. 30 

are enrolled and that is our Maximum enrollment.  

3. The number of students who applied for or requested enrollment for the current school year 

and, if available, the number who were not admitted. As new advisors we can only speak on this 

year and last year. We do not have previous data. However, this has been a non-issue at SSHS.  

4. A description of the process used to select students for admission when the number of 

interested students exceeds available seats. Discussion between administrators, our counselor, 

and both advisors. We may also take other teacher perspectives into consideration if necessary.  

5. The specific criteria used to evaluate applicants, including any scoring rubric, application, 

interview questions, teacher recommendations, prior participation requirements, or other factors 

considered. We have a constitution that has by-laws that we may refer to.  
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6. Who participates in evaluating applicants and who makes the final admission decision. It is a 

team effort amongst administrators, our counselor, and both advisors. Our bylaws also state that 

executive council members may also provide their perspectives as well if necessary.  

7. Whether the selection criteria and process are provided to students and families in advance of 

application or registration. If a student or their families ask, it will be answered. We can be more 

transparent about the selection process in the future though.  

8. Copies of any written application materials, selection rubrics, procedures, guidelines, or other 

documents currently used in the selection process. We have a constitution that may be used in 

the selection process.  

9. Whether students who are not selected are provided a reason, feedback, or any opportunity for 

review or reconsideration. Students are told why they did not earn a spot in our course. They do 

have an opportunity to fix behaviors, fix attendance, etc and try again in the future.  

10. Whether enrollment in Leadership/Student Government is required before a student may 

become a candidate for any elected student-government office. If so, please identify which 

offices and when that requirement must be satisfied. Leadership is a mandatory requirement for 

ALL executive board member positions, however, there are positions within class council that do 

not require previous leadership experience.  

11. Whether students elected to office are required to enroll in or participate in 

Leadership/Student Government during their term of office. It is a requirement.  

12. What other formal student leadership opportunities are available to students who are not 

enrolled in the Leadership/Student Government class. Students may consider National Honor 

Society, join the yearbook club, they may volunteer their time with their classmates at any school 

sponsored event to earn leadership experience, they may volunteer their time peer-tutoring at our 

daily tutoring sessions, and more. We would love to have more kids help set up dances, decorate 

our hallways, prepare homecoming floats, participate in after school activities and events, they 

may volunteer ANYWHERE around town and log it as experience in SchooLinks such as the 

animal shelter, senior center, their church, local businesses, etc. Leadership does not just happen 

during class time. It is every single day and most times outside of school hours.  

Yerington High School 

We don't have a leadership class, so some of these questions I can't answer. Any of our students 

can be in Student Senate and run for an office. We require passing grades. The students are 

elected by our student body. We do have information to share with the students and parents so 

everyone is aware of the required grades and additional time students will devote to Student 

Senate. We have other student leadership opportunities like President of National Honor Society 

and Officers in FFA. I hope this helps. 
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LCSD High School Summary Chart 
Criteria / 
Question 

Fernley High 
School 

Dayton High 
School 

Smith Valley 
High School 

Silver Stage 
High School 

Yerington 
High School 

1. Sections 
Offered 1 1 (sometimes 2) 0 1 0 

2. Enrollment & 
Capacity 

45-50 (Max 
capacity) 

46 (Room/teacher 
capacity) 0 30 (Max 

capacity) N/A 

3. Applicants 
vs. Denied 

15 applied, 4 
denied 

All admitted if 
schedule allowed 0 

Non-issue (all 
admitted 
recently) 

N/A 

4. Capacity 
Selection 
Process 

Admin, 
counselor, 
advisor, and 
teacher 
discussion 

Prefer adding 
section; else 
application process 

N/A 

Admin, 
counselor, 
advisor, and 
teacher 
discussion 

N/A 

5. Evaluation 
Criteria 

Written 
application & 
constitution by-
laws 

Open enrollment 
currently 
(GPA/references if 
full) 

N/A Constitution by-
laws N/A 

6. Evaluators 

Admin, 
counselor, 
advisors, 
executive 
council 

N/A (Principal, 
teacher, and 
parents for 
removals) 

N/A 

Admin, 
counselor, 
advisors, 
executive council 

N/A 

7. Criteria 
Provided in 
Advance? 

If asked; aim to 
increase future 
transparency 

No for class; yes for 
officers N/A 

If asked; aim to 
increase future 
transparency 

Yes (grades 
and time 
commitment 
shared) 

8. Written 
Materials Used 

Application, 
constitution 

Intent to run form 
(for officers only) N/A Constitution N/A 

9. Feedback for 
Denied 
Students 

Told why if 
asked; 
opportunity to try 
again later 

Meeting held for 
student removals N/A 

Explicitly told 
why; opportunity 
to try again 

N/A 

10. Prerequisite 
for Elected 
Office? 

Yes for 
executive board; 
no for class 
council 

No 

Council made 
of club 
presidents; 2.5 
GPA, 
signatures 

Yes for executive 
board; no for 
class council 

No (Passing 
grades 
required) 

11. Must Enroll 
During Term? Yes Encouraged, but not 

required No Yes N/A 

12. Other 
Leadership 
Opportunities 

NHS, yearbook, 
volunteering at 
events 

FBLA, NHS, JAG, 
Hope Squad, Key 
Club, sports, etc. 

Student 
Council, NHS, 
FFA, CTE 
student 
businesses 

NHS, yearbook, 
peer-tutoring, 
SchooLinks, 
volunteering 

Student 
Senate, NHS 
President, FFA 
Officers 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

 

Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   Tim Logan, Superintendent 
 
Re:   Lyon CSD Extended Superintendent Employment Contract 
___________________________________________________________________________________________ 
Recommendation: 
That the Board of Trustees approve the proposed employment contract extension for the superintendent (Tim 
Logan) effective from July 1, 2027 through June 30, 2029. 
 
Background Information:  

The Superintendent’s current three-year contract ends on June 30, 2027. The proposed extension is for two 
years, beginning July 1, 2027, and ending June 30, 2029, with all terms remaining unchanged except for the 
contract dates and duration. No salary increase is requested, despite the cost-of-living adjustments granted to all 
district employees during the biennium, the Superintendent’s positive evaluations, and the three years of 
experience gained during the initial term. The Superintendent’s current annual salary of $235,000 would remain 
in place throughout the two-year renewal. This extension is proposed following career and forward-looking 
conversations with district leadership and the Executive Cabinet. 

The value of this continuity is best understood against the statewide picture. Since October 2023, twelve of 
Nevada’s seventeen county school districts have appointed a new superintendent, fourteen permanent 
appointments in all, with Washoe and Storey each turning over twice in that period. As of this fall, nine of the 
seventeen districts are led by a superintendent with less than eighteen months in the role, and only five have had 
the same leader for the full three years. By the end of the current contract, Superintendent Logan will have 
completed a full three-year term, preceded by six years as Deputy Superintendent and three as Human 
Resources Director, placing Lyon County among the most stable districts in the state at a time when national 
research ties repeated leadership changes to measurable losses in student achievement. Retaining an 
experienced superintendent at the current salary avoids the cost, disruption, and uncertainty of a search and 
preserves institutional knowledge the district has built over decades. 

The attached AASA 2025–2026 Superintendent Salary & Benefit Study reports a national median salary of 
$227,000 and a 75th-percentile salary of $260,000 for districts serving 5,000 to 9,999 students. With Lyon 
County School District’s enrollment near the upper end of that category, the current salary falls well within the 
national range reported for similarly sized districts. This renewal proposal is presented with the understanding 
that the Board and Superintendent will proceed without contract negotiations. Should negotiations occur, salary 
and other contract terms would be open for discussion and potential revision. 

Budget Considerations:  
No changes in the current budget compared to the 2026-2027 school year. 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

Discussed at Previous Meeting: 
N/A 
 
Attachment(s): 
T. Logan LCSD Superintendent Employment Contract 2027-2029 
AASA 2025-2026 Superintendent Salary & Benefits Study 
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Superintendent’s Contract, Lyon County School District 1 

EMPLOYMENT CONTRACT BETWEEN  
THE BOARD OF TRUSTEES OF LYON COUNTY SCHOOL DISTRICT 

AND SUPERINTENDENT TIMOTHY S. LOGAN 

This employment contract is made and entered into on the 1st day of July, 2024 2027 by and between 
the Board of Trustees of the Lyon County School District (hereinafter referred to as "District") and 
Timothy S. Logan (hereinafter referred to as "Superintendent") subject to the terms set forth herein: 

WHEREAS District desires to provide the Superintendent with a written employment contract in 
order to enhance administrative stability and continuity within the schools, which District believes 
improves the quality of its overall educational program; and, 

WHEREAS District and Superintendent believe that a written employment contract is necessary 
to describe specifically their relationship and to serve as the basis of effective communication between 
them as they fulfill their governance and administrative functions in the operation of the educational 
programs of the schools; 

NOW, THEREFORE, District and Superintendent for the consideration herein specified, agree 
as follows: 

1. TERM 
 
The District, in consideration of the promises herein contained of Superintendent, hereby employs and 
Superintendent hereby accepts employment as Superintendent of Schools for a term beginning on July 1, 
2024 2027 and ending on June 30, 2027 2029, unless terminated earlier pursuant to Section 10 of this 
Agreement. 
 
The Board may, by action in an open, properly agendized meeting and with the agreement of the 
Superintendent, extend the termination date of the existing contract as permitted by state law. 
 
The District shall provide the Superintendent with at least ninety (90) days written notice prior to the 
expiration of the Term and any extensions thereof if the District intends not to renew this Agreement. 
 

2. PROFESSIONAL CERTIFICATION AND RESPONSIBILITIES 
 

A. Certification.  Superintendent shall hold a valid Nevada Administrator's License, issued by the 
State of Nevada. 

 
B. Duties. Superintendent shall have charge of the administration of the schools under the direction of 

the Board of Trustees. Superintendent shall be the Chief Executive Officer of the Board of Trustees; 
shall hire, demote, terminate, direct and assign principals, teachers and other employees of the 
schools under his supervision; shall organize, reorganize, and arrange the administrative and 
supervisory staff, including instruction, human resources, community relations, operations, facilities 
and business affairs, as best serves the District; shall arrange for the health, safety, and security of 
students and employees; shall carry out other duties as set forth in the Nevada Revised Statutes; 
shall select all personnel subject to the approval of the Board as required by regulation or statute; 
shall from time to time suggest regulations, rules and procedures deemed necessary for the well 
ordering of the school district; and in general perform all duties incident to the office of the 
Superintendent, and such other duties as may be prescribed by the Board of Trustees from time to 322
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time. Superintendent shall be responsible, and shall account for his actions and decisions, to the 
entire Board and not to any individual member(s) of the board. 

The Board shall have exclusive jurisdiction in determining and developing policies for the direction 
and operation of the school system. 

The Board, individually and collectively, shall promptly refer all criticisms, complaints, and 
suggestions called to its attention to the Superintendent for study and recommendation. The 
Superintendent shall keep the Board of Trustees fully informed of all pertinent activities in the District.  

The Superintendent shall attend Board meetings and Board and committee meetings, serve as an ex 
officio member of all Board committees, and provide administrative recommendations on each item 
of business considered by each of these groups. 

The Superintendent shall devote his time, attention, knowledge and skills to the business and interests 
of the Board of Trustees and the Lyon County School District. The Superintendent, may, however, 
undertake consulting work, speaking engagements, writing, lecturing or other activities, which do not 
interfere with the discharge of Superintendent's duties and responsibilities set forth herein.  
Superintendent shall inform the Board of Trustees and shall not use District resources when engaging 
in these activities. 

3. PROFESSIONAL DEVELOPMENT OF SUPERINTENDENT 

The District encourages the continuing professional development of the Superintendent as the 
Superintendent might deem appropriate in light of the Superintendent's responsibilities set forth herein. 
Such professional development could include: 

A. The operations, programs, and other activities, conducted by local, state, and national school 
administrator and school board associations;  

B. Seminars and courses offered by public or private educational institutions; 
C. Informational meetings with other persons whose particular skills or background will serve to 

improve the capacity of the Superintendent to perform his professional responsibilities for the District; 
and 

D. Visits to other institutions. In order to accomplish the terms of the Section, the district shall permit a 
reasonable amount of release time for the Superintendent, as it deems appropriate, to attend such 
matters, and the District shall pay for the necessary fees for travel and subsistence expenses as 
approved by the District in its annual budget. The Superintendent shall provide the Board of Trustees 
with a report of his professional development and conferences attended annually by June 30th of each 
school year.  

4. COMPENSATION 

Beginning July 1, 2024 2027, the District shall pay Superintendent the annual rate of two hundred and 
twenty-five thousand dollars ($225,000.00) the first year, two hundred and thirty thousand dollars 
($230,000.00) the second year, and two hundred and thirty-five thousand dollars ($235,000.00) each year 
for the extent of this contract the third year. This annual salary rate shall be paid to Superintendent in 
accordance with the schedule of salary payments in effect for other administrative employees. 
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5. BENEFITS 

In addition to the monetary salary, Superintendent shall be entitled to the following benefits: 

A. Health Insurance. District shall pay the full health premiums of the Superintendent. 
B. Death and Dismemberment. LCSD shall maintain an insurance policy in the amount of $250,000 for 

Superintendent to provide for the death or dismemberment of Superintendent while acting in the 
performance of Superintendent's duties under this Contract. 

C. Annual Physical. LCSD shall pay the cost of providing Superintendent with comprehensive annual 
physical examination with LCSD's contracted provider. Any report of the medical examination shall 
be given directly and exclusively by the examining physician to the Superintendent. 

D. LCSD will pay the standard employer contribution for Superintendent to the Public Employment 
Retirement Systems (PERS) under an 'employer-pay' contribution plan pursuant to NRS 286.421. 

E. Flexible Benefit Plan. Superintendent may participate in an Internal Revenue Code Section 125 
Flexible Benefits Plan offered by LCSD. 

F. Annual Leave. Superintendent will receive twenty-two (22) days of annual leave annually. A 
maximum of thirty (30) unused annual leave days shall be allowed to accrue from one year to the 
next. Accrued annual leave in excess of thirty (30) days shall be paid by LCSD to Superintendent at 
the daily rate at the end of the fiscal year based on the Superintendent's salary that year. At termination 
of service, Superintendent shall be compensated for all accrued annual leave (30 days maximum) at 
his current daily rate of pay. Board of Trustees may grant Superintendent additional days of leave 
with or without pay in extraordinary circumstances. 

G. Personal Days. Superintendent shall be credited with three (3) personal days at the beginning of each 
contract year. Superintendent shall not carry over unused personal days from one contract year to 
another. 

H. Paid Holidays. Superintendent shall be paid for those holidays designated as paid holidays for twelve 
(12) month employees as set forth in the District's regular annual work calendar. 

I. Sick Leave. Superintendent shall be credited with fifteen (15) days of sick leave at the beginning of 
the contracted year. Unused sick leave shall accrue from year to year without limitation.  At the end 
of employment with the District, Superintendent shall be paid fifty dollars ($50.00) for each day of 
unused sick leave. Full payment shall be made within one month of ending employment. 

J. Retirement Contribution. Superintendent shall receive a yearly fifteen thousand dollar ($15,000.00) 
compensable contribution to a §403B retirement plan in compliance with NRS 286.025. The 
contribution shall be made in a lump sum during the last month of the fiscal year, upon satisfactory 
completion of the annual contract terms. 

K. District shall pay Superintendent's membership charges to the Nevada Association of School 
Superintendents, The American Association of School Administrators, Association for Supervision 
of Curriculum Development, and/or other professional groups in which the Superintendent feels are 
necessary to maintain and improve his professional skills, as permitted by state law and as approved 
by the District in its annual budget. 

L. Cell Phone. Superintendent shall receive one hundred dollars ($100.00) per month as reimbursement 
for his monthly cell phone service charge, to be paid in one lump sum annually in June. 
 

6.  EXPENSES 
 

District shall pay or reimburse Superintendent for reasonable expenses approved by District and incurred 
by Superintendent in the performance of his duties under the employment agreement. 
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7. TRANSPORTATION 
 

The District shall provide a District owned vehicle for the Superintendent's use while doing district 
business. The District shall be responsible for all fuel, maintenance and insurance costs. 
 

8. PROFESSIONAL LIABILITY 

A. District agrees that it shall defend, hold harmless, and indemnify Superintendent from any and all 
demands, claims suits, actions and legal proceedings brought against Superintendent in his individual 
capacity, or in his official capacity as an agent and employee of the District, provided the incident 
arose while the Superintendent was acting within the scope and course of his employment, and 
excluding criminal litigation except as permitted by NRS 391.271; and, as such liability coverage is 
in the authority of the District to provide under state law. Except that, in no case, will individual Board 
members be considered personally liable for indemnifying Superintendent against such demand, 
claims, suits, actions and legal proceedings. 

B. If, in the opinion of the District Counsel, a conflict exists as to the defense of such claim between a 
legal position of the Superintendent and a legal position of the District, the Superintendent may engage 
counsel, in which event District shall pay Superintendent for the costs of legal defense as permitted 
by state law. 

C. District shall not, however, be required to pay any costs of any legal proceedings in the event District 
and Superintendent have adverse interests in such litigation, except as stated above. 

9. EVALUATION 
 
The Board of Trustees shall evaluate the performance of the Superintendent at least once a year for the 
duration of this contract. Such evaluation and assessment shall be reasonably related to the position 
description of the Superintendent as described herein. 
 
The format of the evaluation shall be designed in consultation with Superintendent and adopted by the 
Board.  
 
If at the time of the evaluation, the Board determines that the performance of the Superintendent is 
unsatisfactory in any respect, the Board shall describe in writing, in reasonable detail, specific instances 
of unsatisfactory performance and examples of the behavior expected. The evaluation shall include 
recommendations as to areas of improvement and all instances where the Board deemed performance to 
be unsatisfactory. A copy of the evaluation shall be delivered to the Superintendent. The Superintendent 
shall have the right to make a written response to the evaluation. The Superintendent's response shall 
become a permanent attachment to the Superintendent's personnel file. 
 

10. TERMINATION OF EMPLOYMENT CONTRACT 

The employment contract may be terminated by: 

A. Mutual agreement of the parties; 
B. Retirement of the Superintendent; 
C. Disability of the Superintendent. In the event of disability or incapacity, after Superintendent's sick 

leave has been exhausted, compensation shall be reinstated upon the Superintendent's return to 
employment and full assumption and discharge of his duties. The District may terminate his contract 
by written notice to the Superintendent at any time after the Superintendent has exhausted any 
cumulative sick leave and such other leave as may be available, and has been absent from his 325



Superintendent’s Contract, Lyon County School District 5 

employment for whatever cause for an additional period of six (6) months and is unable to perform 
his duties as outlined in this contract. All obligations of the district shall cease upon such termination; 

 
D. Discharge for Cause. Discharge for cause shall constitute conduct which is seriously prejudicial to the 

District; including but not limited to, neglect of duty or breach of contract. Reasons for a proposed 
discharge for cause shall be given in writing and the Superintendent shall be entitled to appear before 
the Board to discuss such causes. If the Superintendent chooses to be accompanied by legal counsel 
at such meeting, he shall bear any cost therein involved; 

E. In the event that the Board offers to terminate the contract by paying the amount specified in paragraph 
"F," below, the requirement of the hearing before the Board shall be waived by the Superintendent; 

F. Discharge without Cause. The Board may, at its option, by a minimum of ninety (90) days written 
notice to the Superintendent, terminate the contract by majority vote. In the event of such termination, 
the District shall pay to the Superintendent, as severance pay, all of the aggregate salary, allowances 
and compensation he would have earned under the employment contract for the remainder of the 
contract. 

G. Death of the Superintendent. 
 

11. KEY EMPLOYEE CLAUSE 

The Superintendent must provide the District with at least ninety (90) days working transitional 
notice of intention to terminate from the District. Failure to provide such notice may result in a 3% 
annual salary penalty. 

12. GOVERNING LAW 
 
If any disputes arise around the interpretation of implementation of this employment agreement, 
said dispute shall be resolved in accordance with the laws of the State of Nevada, and jurisdiction 
of any dispute shall be in the courts in Lyon County. 

IN WITNESS HERETO, the District and the Superintendent agree to the terms set forth herein on 
the date specified in paragraph 1 above. 
 

LYON COUNTY SCHOOL DISTRICT 
    “DISTRICT” 
 
    By __________________________________________________ 
    Phil Cowee Tom Hendrix, Board of School Trustees President 
 

Timothy S. Logan 
    “SUPERINTENDENT”   
 
    By __________________________________________________ 
    Timothy S. Logan 

 
This Employment Contract was approved by vote of the Board of Trustees at a public meeting 

duly held on December 19, 2023 October 27, 2026 and has been made a part of the minutes of that 
meeting.
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2025–2026 AASA 
SUPERINTENDENT 

SALARY & BENEFITS STUDY 
EXECUTIVE SUMMARY 

The 2025–2026 AASA Superintendent Salary & Benefits Study marks the fourteenth 
consecutive edition of this report. The national survey tracked the demographics, salary, 
benefits, and other elements of the employment agreements of school superintendents 
throughout the country.  

This year’s study results are based on 1,951 complete responses. The survey was 
distributed online and relied on superintendents responding to 66 items with the understanding 
that the report of findings would contain no personally identifiable information. Therefore, readers 
must consider the data descriptive and not necessarily representative of all 
superintendents. The study is intended to provide superintendents with actionable information 
needed to negotiate and manage their compensation and benefits.  

Prior to the AASA efforts to study this topic, most school superintendents relied on the 
annual salary study sponsored by the Education Research Service (ERS) to 
benchmark their compensation and benefits. The closure of ERS in 2011 created a 
void in data about superintendent salary and benefits.  

AASA responded to the need for data by developing a comprehensive study of the salary 
and benefits of school superintendents that far exceeded previous studies undertaken on this 
topic. AASA is particularly well suited for this task because it represents the vast majority of 
school superintendents in the country and has been the most active in collecting and 
disseminating to its members critical data needed to inform superintendent decision making 
about a host of topics.  

AASA is committed to refining this work over time, thus maximizing the benefit to 
superintendents. The earlier editions of this study are available on the AASA website and 
provide valuable retrospective data (http://www.aasa.org/research.aspx).  

METHODOLOGY 

The research team was comprised of Tara Thomas, AASA Government Affairs Manager; 
Dr. Christopher H. Tienken, AASA Research Professor in Residence, Professor of 
Education Leadership, Management, and Policy, Seton Hall University, NJ, and External 
Member of the Faculty in the Department of Education Sciences at the University of Catania, 
Italy; Dr. Jennifer Timmer, Assistant Professor of Education Leadership, Management, and 
Policy, Seton Hall University, NJ; Dr. Li Kang, University of Alabama, AL; Dr. Sean Cronin, 
Matawan School District, NJ; and Seton Hall University Education Leadership doctoral 
students Jennifer Pasuit, Brianna Rizzi, and Timothy Yang. The research was conducted under 
the supervision of Noelle Ellerson Ng, AASA Associate Executive Director, Advocacy and 
Governance.  
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An extensive survey instrument was originally developed in 2012 with the assistance of 
Professors Theodore J. Kowalski (University of Dayton), I. Phillip Young (University of South 
Carolina), Terry Orr (Bank Street College), and Christopher C. Stream (University of Nevada, Las 
Vegas). The survey instrument was revised over the years to reflect changes in the compensation 
landscape. The latest revision occurred between July 2024 – August 2025 under the direction of 
Dr. Christopher Tienken for the current edition of the study. Peer review feedback of the survey 
was received by nine superintendents: 

● Dr. Daniel Hile, Noblesville School District, Noblesville, IN.
● Dr. Bryan Luizzi, New Canaan Public Schools, New Canaan, CT.
● Dr. Jennifer Kelsall, Ridgewood Community High School, Norridge, IL.
● Dr. Lance Evans, Superintendent, New Albany City School District, New Albany, MS.
● Heidi Sipe, Superintendent, Umatilla School District 6R, Umatilla, OR.
● Randall W. Squier, Coxsackie-Athens Central School District, NY.
● Dr. Rupak Gandhi, Fargo School District 1, Fargo, ND.
● Dr. Dan J. Schnoes, Educational Services Unit #3, LaVista, NE.
● Dr. Eric Conti, Burlington Public Schools, Burlington, MA.

Using a commercially prepared mailing list of public school superintendents in the United States, 
email invitations to participate in the survey were distributed during the months of September and 
October 2025. State association executive directors were contacted to encourage their members 
to respond to the online survey.  

No official exact count of the number of public school superintendents exists. The National Center 
for Education Statistics reported that there were 19,071 school districts as of the last count in 
2021, but that number includes non-operating districts, counties that have multiple districts but 
only one superintendent, and districts that share a superintendent. The population for the study 
was approximately 13,000 active superintendents. The population excluded state 
superintendents and superintendents of state or regional education service centers.  

REPORT OF FINDINGS 

This 81-page report of findings is divided into 11 sections with 95 tables and relies on measures 
of central tendency for the analysis of the data collected. In some cases, the data are 
disaggregated by gender, district enrollment, and racial/cultural group.  

As noted in previous reports, there are limitations on the proper use of the data: 
When the responses for certain items are disaggregated by racial/cultural group and enrollment, 
the number of responses may be insufficient to support decision making.  
Care should be exercised in generalizing results to all superintendents in the country.  
In addition, some survey fatigue is commonly reported by superintendents and could have 
impacted the return rate.  

After each data display in the report, authors offer general statements of findings. It is the intent 
of the authors to allow the readers the opportunity to disaggregate the data in a manner they find 
useful in working with their boards of education.  

There were 1,951 total valid responses to the survey. Readers will note that respondents omitted 
responses to some questions. Therefore, the n-value fluctuates among the questions and can be 
less than 1,951 in some cases. In addition, some percentages in the tables presented may total 
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between 99% and 101% due to rounding. Note that some percentage totals have been rounded 
to the nearest full percentage point to aid in readability.  
 
*** Care should be exercised in drawing conclusions or inferences from the very small numbers 
of respondents in some of the racial/cultural groups, other than the fact that superintendents who 
identified as White (not Hispanic) constitute the largest racial group represented in the study. 
Other racial/cultural groups appear to be underrepresented in the superintendent ranks, 
especially when compared to the racial/cultural profile of American public school student 
enrollment. 
 
Having clearly identified the limitations inherent in a study of this magnitude, the report that follows 
is replete with important information that can prove very useful to superintendents for the purpose 
of contract negotiations.  
 
END NOTES:  
 
Many additional data elements were collected beyond those reported in this document. AASA 
members interested in investigating an element of this study in greater depth beyond those 
reported herein or are interested in offering suggestions for improvement of this research 
undertaking are invited to contact Tara Thomas directly at AASA, The School Superintendents 
Association.  
 
Those citing the data presented herein and/or findings are asked to include acclamation of AASA 
and use appropriate APA citation style. Requests to use the data from this study or those that 
preceded it should contact Tara Thomas at AASA for details and requirements. Finally, AASA 
reserves all rights to the ownership and use of these data.  
 
Special thanks are extended to Noelle Ellerson Ng, AASA Associate Executive Director, 
Advocacy and Governance, for her support and guidance and to AASA Government Affairs 
Manager Tara Thomas for her expertise and efforts to manage the nearly 133,000-cell 
spreadsheet containing the data collected for this study. The authors acknowledge Maree Sneed 
of Hogan and Lovells for her ongoing advice and input.  
 
Citation: Tienken, C. H., Timmer, J., Kang, L., Cronin, S., Thomas, T., Pasuit, J., Rizzi, B., & Yang, 
T. (2026, February). 2025–2026 AASA superintendent salary and benefit study. American 
Association of School Administrators. 
 
Christopher H. Tienken, Ed.D. 
March 2026 
 
 

The 2025-2026 AASA Superintendent Salary & Benefits Study is powered by:  

 
We turn your insights into actions. That’s the Sogolytics difference.  
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KEY FINDINGS
 

 
• The survey received 1,951 valid responses from 49 states and the sample was generally 

representative of the larger population of superintendents.  
 
• Respondents reported having an average of 7.3 years of experience as a superintendent. 

Contrary to the often-cited statistic of average tenure of a superintendent being less than 3 
years, respondents reported an average time in the current position as 5.4 years.  

 
• A significantly higher percentage of superintendents reported declining economic conditions 

this year (38%) compared to last year (30%).  
 
• Higher percentages of superintendents in districts with enrollments of 1,000 or more students 

reported stable or growing economic conditions, whereas higher percentages of 
superintendents leading districts with fewer than 1,000 students reported declining economic 
conditions. 

 
• A noticeably higher percentage of females held a doctorate (50.63%) compared to males 

(40.52%).  
 
• Higher percentages of superintendents who identified as Black or African American (80.41%) 

held a doctorate compared to those who identified as White (41%) and Hispanic or Latino 
(57.7%).  

 
• Similar to findings over the last three years, almost 9/10 (88.88%) of respondents intend to 

remain as superintendent in their current district for the upcoming 2026–2027 school year. 
 
• Female superintendents earned approximately 98% of what males earned in 2025–2026. 
 
• Base salary correlated strongly with enrollment. Salaries increased as district enrollment 

increased.  
 
• Pay ratios are more equitable in public education than in the corporate world. The average 

ratio of superintendent salary to starting teacher salary was 3.53:1 compared to 
approximately 285:1 in the S&P 500 group of for-profit corporations.  

 
• The majority of superintendents (59.59%) received 11–15 days of sick leave per year and 

56% of superintendents received between 16–25 vacation days.  
 
• Only 14% of superintendents have an incentive/performance clause or a defined provision 

providing a reward for accomplishing a predetermined task or objective. 
 
• Almost 61% of school districts used legal counsel in contract negotiations compared to only 

37% of superintendents who utilized legal counsel to negotiate their contracts. A higher 
percentage of female respondents (43%) used legal counsel compared to male 
superintendents (35%). 
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SECTION #1: 
DEMOGRAPHICS OF RESPONDENTS 

 
Table 1.1. Respondent count by state (Q7) 

State Frequency Percent  State Frequency Percent 
Alabama 24 1.23%  Nevada 8 0.41% 
Alaska 23 1.18%  New Hampshire 10 0.51% 
Arizona 53 2.72%  New Jersey 75 3.84% 
Arkansas 45 2.31%  New Mexico 7 0.36% 
California 92 4.72%  New York 175 8.97% 
Colorado 31 1.59%  North Carolina 17 0.87% 
Connecticut 21 1.08%  North Dakota 52 2.67% 
Delaware 1 0.05%  Ohio 57 2.92% 
Florida 4 0.20%  Oklahoma 37 1.89% 
Georgia 23 1.18%  Oregon 23 1.18% 
Idaho 16 0.82%  Pennsylvania 107 5.48% 
Illinois 174 8.92%  Rhode Island 13 0.66% 
Indiana 53 2.72%  South Carolina 15 0.76% 
Iowa 33 1.69%  South Dakota 40 2.05% 
Kansas 44 2.25%  Tennessee 22 1.12% 
Kentucky 19 0.97%  Texas 41 2.10% 
Louisiana 7 0.36%  Utah 1 0.05% 
Maine 19 0.97%  Vermont 8 0.41% 
Maryland 9 0.46%  Virginia 23 1.18% 
Massachusetts 52 2.67%  Washington 42 2.15% 
Michigan 82 4.20%  West Virginia 4 0.20% 
Minnesota 102 5.23%  Wisconsin 45 2.20% 
Mississippi 7 0.36%  Wyoming 3 0.15% 
Missouri 95 4.87%  Missing 37 1.89% 
Montana 37 1.90%  Total 1951 100% 
Nebraska 31 1.59%     

Findings: A total of 1,951 valid responses were received. The total return is one of the largest 
since the inception of the project in 1999 and compares favorably with recent editions of the study:  
2024–2025 N=2,077  2023–2024 N=2,706  2022–2023 N=2,444 
2021–2020 N=1,785  2020–2021 N=1,509  2019–2020 N=1,259  
2018–2019 N=1,433  2017–2018 N=1,172 
 
A total of 49 states were represented. No responses were received from the District of Columbia or 
Hawaii.  
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Table 1.2A. Age (Q4) 

Age Frequency 2025 2023 
<30 4 0.20% 0% 

31-40 67 3.42% 3.23% 
41-50 656 33.57% 31.48% 
51-60 1,012 51.89% 53.09% 
61-70 176 9.03% 10.03% 
70+ 14 0.71% 0.74% 

Missing 22 1.17% 1.43% 
Total 1,951 100% 100% 

Findings: The mean age of the superintendent was 52.33, about the same as 2022–2023. The 
median age was 54.5. The modal response was 51-60 years of age (52%) and 34% of 
respondents were 50 years old or younger in 2025–2026 compared to 38% in 2024–2025.  
Approximately 89% of respondents were ages 41-60 years old. The percentage of 
superintendents ages 60+ decreased from 19.48% in 2012 to just 9.74% in 2025–2026.  
 
 
Table 1.2B. Race/cultural group (Q6) 

Race / Ethnicity Frequency Percent 
White (Not Hispanic or Latino) 1,709 87.69% 

Black or African American 87 4.46% 
Hispanic or Latino 75 3.85% 

Asian 8 0.41% 
Native Hawaiian or Other Pacific Islander 0 0% 

American Indian or Alaska Native 16 0.82% 
Two or more races 25 1.28% 

Prefer not to answer 24 1.23% 
Other 5 0.26% 
Total 1,949 100% 

Findings: Approximately 87% of respondents identified as White followed by almost 4.5% Black 
or African American and 4% Hispanic or Latino.  
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Table 1.2C. Gender (Q5) 

Gender Frequency Percent 
Male 1,369 70.21% 

Female 581 29.79% 
Prefer Not to Answer 0 0% 

Other  0 0% 
Total 1,950 100% 

Findings: There was a three-percentage point increase in female superintendents. This finding 
is congruent with findings from the 2025 American Superintendent Study: Mid-Decade Update. 
 
 
Table 1.2D. Gender (Q5) and age (Q4) 

Age Male Female Missing Total 

<30 
4 0 0 4 

0.29% 0% 0% 0.20% 

31-40 
47 20 0 67 

3.43% 3.44% 0% 3.42% 

41-50 
476 176 1 653 

35.06% 30.46% 10% 33.57% 

51-60 
701 313 0 1,014 

51.35% 54.04% 0% 51.89% 

61-70 
119 57 0 176 

8.77% 9.81% 0% 9.03% 

70+ 
9 5 0 14 

0.66% 0.86% 0% 0.71% 

Missing  
6 8 9 23 

0.44% 1.38% 90% 1.17% 

Total 
1,364 579 10 1,951 
100% 100% 100% 100% 

Findings: Similar to the previous year, slightly higher percentage of females fell within the 51-60 
age range compared to males (54% versus 51%).  
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Table 1.3A. Enrollment (Q8) 

 Frequency Percent 
Fewer than 300 235 12.04% 

300 to 999 559 28.62% 
1,000 to 2,999 609 31.17% 
3,000 to 4,999 219 11.22% 
5,000 to 9,999 176 9.03% 

10,000 to 24,999 108 5.56% 
25,000 to 49,999 29 1.48% 
50,000 to 99,999 5 0.26% 
100,000 or more 4 0.20% 

Missing 7 0.41% 
Total 1,951 100% 

Findings: Consistent with national trends, approximately 70% of district enrollment for the 
sample ranges from 300 to 2,999 students. 
 
 
Table 1.3B. Gender (Q5) and district enrollment (Q8) 

 Men Women Total 
Fewer than 300 141 95 236 

 10.30% 16.35% 12.10% 
300 to 999 403 158 561 

 29.44% 27.19% 28.77% 
1,000 to 2,999 445 165 610 

 32.51% 28.40% 31.28% 
3,000 to 4,999 149 71 220 

 10.88% 12.22% 11.28% 
5,000 to 9,999 120 57 177 

 8.77% 9.81% 9.08% 
10,000 to 24,999 85 24 109 

 6.21% 4.13% 5.59% 
25,000 to 49,999 21 7 28 

 1.53% 1.20% 1.44% 
50,000 to 99,999 4 1 5 

 0.29% 0.17% 0.26% 
100,000 or more 1 3 4 

 0.07% 0.52% 0.21% 
Total 1,369 581 1,950 

Findings: There was little difference where numbers were sufficient. Overall, approximately 70% 
of females and males in the sample worked in a district with fewer than 3,000 students.  
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Table 1.3C. Enrollment (Q8) and race/cultural group (Q6) 

 

White 
(Not 

Hispanic 
or Latino) 

Black or 
African 

American 

Hispanic 
or Latino Asian 

Native 
Hawaiian 
or other 
Pacific 

Islander 

American 
Indian or 
Alaska 
Native 

Two or 
more 
races 

Prefer 
not to 

answer 
Other Total 

Fewer than 300 210 4 6 0 0 2 7 7 0 236 

% 88.98% 1.69% 2.54% 0.00% 0.00% 0.85% 2.97% 2.97% 0.00% 100% 

300 to 999 511 11 15 0 0 9 6 5 2 559 

% 91.41% 1.97% 2.68% 0.00% 0.00% 1.61% 1.07% 0.89% 0.36% 100% 

1,000 to 2,999 548 19 19 3 0 3 9 7 3 611 

% 89.69% 3.11% 3.11% 0.49% 0.00% 0.49% 1.47% 1.15% 0.49% 100% 

3,000 to 4,999 194 12 11 2 0 0 0 1 0 220 

% 88.18% 5.45% 5.00% 0.91% 0.00% 0.00% 0.00% 0.45% 0.00% 100% 

5,000 to 9,999 153 14 6 0 0 0 1 3 0 177 

% 86.44% 7.91% 3.39% 0.00% 0.00% 0.00% 0.56% 1.69% 0.00% 100% 

10,000 to 
24,999 

72 18 11 3 0 2 2 1 0 109 

% 66.06% 16.51% 10.09% 2.75% 0.00% 1.83% 1.83% 0.92% 0.00% 100% 

25,000 to 
49,999 

15 6 7 0 0 0 0 0 0 28 

% 53.57% 21.43% 25.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

50,000 to 
99,999 

3 2 0 0 0 0 0 0 0 5 

% 60.00% 40.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

100,000 or 
more 

3 1 0 0 0 0 0 0 0 4 

% 75.00% 25.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Total 1,709 87 75 8 0 16 25 24 5 1,949 

% Race/Cultural 
Group 

87.69% 4.46% 3.85% 0.41% 0.00% 0.82% 1.28% 1.23% 0.26% 100% 

Findings: Where sufficient numbers existed, there were differences by race/cultural group and 
enrollment. Approximately 74% of superintendents who identified as White worked in districts with 
enrollments of fewer than 3,000 students compared to 53% of superintendents who identified as 
Black or African American and as Hispanic or Latino.  
 
 
Table 1.4A. District description (Q9) 

 Frequency Percent 
Rural 1,248 63.93% 
Suburban 542 27.93% 
Urban 152 7.81% 
No Response 9 0.46% 
Total 1,951 100% 

Findings: As is the case nationally, over 60% of the superintendents in this sample worked in 
rural districts.  
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Table 1.4B. District description (Q9) and enrollment (Q8)  

 Rural Suburban Urban Missing Total 
Fewer than 300 220 9 4 1 234 

 94.07% 3.81% 1.69% 0.42% 100% 
300 to 999 493 51 13 0 557 

 88.41% 9.27% 2.32% 0.00% 100% 
1,000 to 2,999 396 179 33 0 608 

 64.98% 29.62% 5.40% 0.00% 100% 
3,000 to 4,999 73 125 22 0 220 

 33.18% 56.82% 10.00% 0.00% 100% 
5,000 to 9,999 40 98 39 0 177 

 22.60% 55.37% 22.03% 0.00% 100% 
10,000 to 24,999 24 53 32 0 109 

 22.02% 48.62% 29.36% 0.00% 100% 
25,000 to 49,999 0 22 7 0 29 

 0.00% 75.86% 24.14% 0.00% 100% 
50,000 to 99,999 0 4 1 0 5 

 0.00% 80.00% 20.00% 0.00% 100% 
100,000 or more 1 1 2 0 4 

 25.00% 25.00% 50.00% 0.00% 100% 
Missing 0 0 0 8 8 

 0.00% 0.00% 0.00% 100% 100% 
Total 1,247 542 153 9 1,951 

 63.93% 27.81% 7.81% 0.46% 100% 

Findings: Not surprisingly, there was a relationship between enrollment and urbanicity. As 
enrollment increased, the percentage of districts categorized as urban and suburban increased 
and those categorized as rural decreased.  
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Table 1.4C. District description (Q9) and race/cultural group (Q6)  

 Rural Suburban Urban No 
Response Total 

White (Not Hispanic or Latino) 1,143 467 90 1 1,707 
67.12% 27.50% 5.32% 0.06% 100% 

Black or African American 
23 31 33 0 87 

26.44% 35.63% 37.93% 0.00% 100% 

Hispanic or Latino 
31 24 20 0 75 

41.33% 32.00% 26.67% 0.00% 100% 

Asian 
0 5 3 0 8 

0.00% 62.50% 37.50% 0.00% 100% 

Native Hawaiian or other Pacific 
Islander 

0 0 0 0 0 
0.00% 0.00% 0.00% 0.00% 0.00% 

American Indian or Alaska Native 
14 1 1 0 16 

87.50% 6.25% 6.25% 0.00% 100% 

Two or more races 
17 7 1 0 25 

68.00% 28.00% 4.00% 0.00% 100% 

Other 
2 3 0 0 5 

40.00% 60.00% 0.00% 0.00% 100% 
Prefer not to say 17 4 3 0 24 

70.83% 16.67% 12.50% 0.00% 100% 
Total 1,249 542 151 9 1,947 

63.93% 27.81% 7.81% 0.46% 100% 

Findings: Where sufficient numbers existed, higher percentages of superintendents who 
identified as White (67%) worked in rural districts compared to superintendents who identified as 
Black or African American (26%) and Hispanic or Latino (41%).  
Conversely, higher percentages of superintendents who identified as Black or African American 
(38%) and Hispanic or Latino (27%) worked in urban districts compared to superintendents who 
identified as White (5%). 
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Table 1.4D. District description (Q9) and gender (Q5)  

Type Male Female Other 
Prefer 
not to 
say 

Missing 
Total 

Rural 887 360 0 0 1 1,248 
65.01% 62.31% 0.00% 0.00% 10.00% 63.93% 

Suburban 379 162 0 0 0 541 
27.83% 28.23% 0.00% 0.00% 0.00% 27.81% 

Urban 97 55 0 0 1 153 
7.09% 9.47% 0.00% 0.00% 10.00% 7.81% 

Missing 1 0 0 0 8 9 
0.07% 0.00% 0.00% 0.00% 80.00% 1.46% 

Total 1,364 577 0 0 10 1,951 
100% 100% 0.00% 0.00% 100% 100% 

Findings: There were slight differences by gender and district description. A slightly higher 
percentage of males (65%) worked in rural districts compared to females (62%). Conversely, a 
slightly higher percentage of females (9.5%) worked in urban districts compared to males (7%).  
 
 
Table 1.5A. Years as superintendent (Q11) 

Years Frequency  Percent 
Less than 1 year 41 2.09% 
1-5 years 909 46.53% 
6-10 years 508 26.02% 
11-15 years 301 15.46% 
16-20 years 116 6.02% 
21-25 years 50 2.55% 
26-30 years 13 0.66% 
31-35 years 2 0.10% 
36-40 years 1 0.05% 
40+ years 0 0.00% 
No Response 10 0.51% 
Total 1,951 100% 

Findings: Respondents reported an average of 7.3 years of experience as a superintendent. 
Similar to the results from 2022 and 2023, almost half — 47.95% — of respondents had five years 
or less experience as a superintendent.  
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Table 1.5B. Years as superintendent (Q11) and enrollment (Q8) 
 

Fewer 
than 
300 

300 to 
999 

1,000 
to 

2,999 

3,000 
to 

4,999 

5,000 
to 

9,999 

10,000 
to 

24,999 

25,000 
to 

49,999 

50,000 
to 

99,999 

100,000 
or more 

Total 

Less than 
1 year 

7 15 11 2 5 1 0 0 0 41 
17.07% 36.59% 26.83% 4.88% 12.20% 2.44% 0.00% 0.00% 0.00% 100% 

1-5 
years 

128 250 285 108 85 39 13 1 2 911 
14.04% 27.41% 31.36% 11.84% 9.32% 4.28% 1.43% 0.11% 0.22% 100% 

6-10 
years 

60 162 154 56 39 28 7 2 2 510 
11.76% 31.76% 30.20% 10.98% 7.65% 5.49% 1.37% 0.39% 0.39% 100% 

11-15 
years 

27 85 93 35 27 29 5 2 0 303 
8.91% 28.05% 30.69% 11.55% 8.91% 9.57% 1.65% 0.66% 0.00% 100% 

16-20 
years 

5 28 41 14 20 8 2 0 0 118 
4.24% 23.73% 34.75% 11.86% 16.95% 6.78% 1.69% 0.00% 0.00% 100% 

21-25 
years 

7 15 20 3 1 4 0 0 0 50 
14.00% 30.00% 40.00% 6.00% 2.00% 8.00% 0.00% 0.00% 0.00% 100% 

26-30 
years 

1 5 3 2 0 0 2 0 0 13 
7.69% 38.46% 23.08% 15.38% 0.00% 0.00% 15.38% 0.00% 0.00% 100% 

31-35 
years 

1 0 1 0 0 0 0 0 0 2 
50.00% 0.00% 50.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

36-40 
years 

0 0 1 0 0 0 0 0 0 1 
0.00% 0.00% 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

40+ 
years 

0 0 0 0 0 0 0 0 0 0 
0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0% 

No 
Response 

0 1 1 0 0 0 0 0 0 2 
0.00% 10.00% 10.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Total 236 561 610 220 177 109 29 5 4 1,951 
12.04% 28.62% 31.17% 11.22% 9.03% 5.56% 1.48% 0.26% 0.20% 100% 

Findings: There did not appear to be a strong relationship between years of experience as a 
superintendent and enrollment.  
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Table 1.5C. Years as superintendent (Q11) and gender (Q5) 

Years Male Female Total 
Less than 1 

year 
23 18 41 

1.68% 3.10% 2.095 
1-5 years 576 336 912 

42.07% 57.83% 46.53% 
6-10 years 372 136 508 

27.17% 23.41% 26.02% 
11-15 years 236 67 303 

17.24% 11.53% 15.46% 
16-20 years 105 13 118 

7.67% 2.24% 6.02% 
21-25 years 43 7 50 

3.14% 1.20% 2.55% 
26-30 years 10 3 13 

0.73% 0.52% 0.66% 
31-35 years 2 0 2 

0.15% 0 0.10% 
36-40 years 1 0 1 

0.07% 0 0.05% 
40+ years 0 0 0 

0.00% 0.00% 0.00% 
Missing 1 1 8 

0.07% 0.17% 0.51% 
Total 1,369 581 1,950 

100% 100% 100% 

Findings: Approximately 60% of female superintendents had five years or less of experience as 
a superintendent compared to a little more than 43% of male superintendents.  
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Tables 1.5D. Years as superintendent (Q11) and race/cultural group (Q6) 

  
Less 

than 1 
year 

1-5  
years 

6-10 
years 

11-15 
years 

16-20 
years 

21-25 
years 

26-30 
years 

31-35 
years 

36-40 
years 

40+ 
years Total 

White 
(Not 

Hispanic 
or Latino) 

36 778 454 267 108 48 13 2 1 0 1,707 

2.11% 45.52% 26.57% 15.62% 6.32% 2.81% 0.76% 0.12% 0.06% 0.00% 100% 
Black or 
African 

American 

2 54 18 11 2 0 0 0 0 0 87 

2.30% 62.07% 20.69% 12.64% 2.30% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Hispanic 
or Latino 

0 41 19 14 1 0 0 0 0 0 75 

0.00% 54.67% 25.33% 18.67% 1.33% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Asian 1 5 1 1 0 0 0 0 0 0 8 

12.50% 62.50% 12.50% 12.50% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 
Native 

Hawaiian 
or other 

0 0 0 0 0 0 0 0 0 0 0 

0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 
American 
Indian or 
Alaska 
Native 

0 5 3 3 5 0 0 0 0 0 16 

0.00% 31.25% 18.75% 18.75% 31.25% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 
Two or 
more 
races 

1 12 7 4 1 0 0 0 0 0 25 

4.00% 48.00% 28.00% 16.00% 4.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Prefer not 
to answer 

1 11 6 3 1 2 0 0 0 0 24 

4.17% 45.83% 25.00% 12.50% 4.17% 8.33% 0.00% 0.00% 0.00% 0.00% 100% 

Other 0 4 1 0 0 0 0 0 0 0 5 

0.00% 80.00% 20.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Missing 0 2 1 0 0 0 0 0 0 0 3 

0.00% 18.18% 9.09% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Total 41 912 510 303 118 50 13 2 1 0 1,950 

2.09% 46.53% 26.02% 15.46% 6.02% 2.55% 0.66% 0.10% 0.05% 0.00% 100% 

Findings: Where numbers were sufficient, there were differences by race/cultural group and 
years of experience as a superintendent. Approximately 54% of superintendents who identified 
as White had more than five years of experience compared to superintendents who identified as 
Black or African American (36%) and Hispanic or Latino (45%). 
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Table 1.6A. Years in present position (Q10) 

Years Frequency  Percent 
Less than 1 year 37 1.89% 
1-5 years 1,221 62.30% 
6-10 years 430 21.94% 
11-15 years 201 10.26% 
16-20 years 43 2.19% 
21-25 years 13 0.66% 
26-30 years 3 0.15% 
31-35 years 2 0.10% 
36-40 years 0 0.00% 
40+ years 0 0.00% 
Total 1,950 100% 

Findings: Contrary to the often-cited statistic of average tenure of a superintendent being less 
than three years, the respondents reported the average years in the current position was 5.4. As 
a group, almost 62% of superintendents had been in their current position fewer than six years. 
There was not a relationship between time in current position and enrollment. 
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Table 1.6B. Years in present position (Q10) and gender (Q5) 

Years Male Female Total 
Less than 1 year 21 16 37 

1.53% 2.75% 1.90% 
1-5 years 832 388 1,220 

60.77% 66.78% 62.56% 
6-10 years 309 120 429 

22.57% 20.65% 22.00% 
11-15 years 150 51 201 

10.96% 8.78% 10.30% 
16-20 years 38 5 43 

2.78% 0.86% 2.20% 
21-25 years 13 0 13 

0.95% 0.00% 0.66% 
26-30 years 3 0 3 

0.22% 0.00% 0.15% 
31-35 years 1 1 2 

0.07% 0.17% 0.10% 
36-40 years 0 0 0 

0.00% 0.00% 0.00% 
40+ years 0 0 0 

0.00% 0.00% 0.00% 
Missing 2 0 2 

0.15% 0.00% 0.03% 
Total 1,369 581 1,950 

100% 100% 100% 

Findings: Overall, males had slightly more time in their current present positions than females. 
A larger percentage of females (69%) had fewer than six years of experience in their current 
positions compared to males (62%).  
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Table 1.6C. Years in present position (Q10) and race/cultural group (Q6) 

  
Less 

than 1 
year 

1-5 
years 

6-10 
years 

11-15 
years 

16-20 
years 

21-25 
years 

26-30 
years 

31-35 
years 

36-40 
years 

40+ 
years Total 

White 
(Not 

Hispanic 
or Latino) 

32 1,046 394 179 39 12 3 2 0 0 1,707 

1.87% 61.21% 23.05% 10.47% 2.28% 0.70% 0.18% 0.12% 0.00% 0.00% 100% 

Black or 
African 

American 

3 67 12 3 1 1 0 0 0 0 87 

3.45% 77.01% 13.79% 3.45% 1.15% 1.15% 0.00% 0.00% 0.00% 0.00% 100% 

Hispanic 
or Latino 

2 48 14 11 0 0 0 0 0 0 75 

2.67% 64.00% 18.67% 14.67% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Asian 
0 6 1 1 0 0 0 0 0 0 8 

0.00% 75.00% 12.50% 12.50% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Native 
Hawaiian 
or other 

0 0 0 0 0 0 0 0 0 0 0 

0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00
% 

American 
Indian or 
Alaska 
Native 

0 8 4 2 2 0 0 0 0 0 16 

0.00% 50.00% 25.00% 12.50% 12.50
% 

0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Two or 
more 
races 

0 21 1 3 0 0 0 0 0 0 25 

0.00% 84.00% 4.00% 12.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Prefer 
not to 

answer 

0 18 3 2 1 0 0 0 0 0 24 

0.00% 75.00% 12.50% 8.33% 4.17% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Other 
0 4 1 0 0 0 0 0 0 0 5 

0.00% 80.00% 20.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Missing 
0 3 0 0 0 0 0 0 0 0 3 

0.00% 27.27% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100% 

Total 
37 1,221 430 201 43 13 3 2 0 0 1,950 

1.89 62.30% 21.94% 10.26% 2.19% 0.66% 0.15% 0.10% 0.00% 0.00% 100% 

Findings: Where numbers were sufficient, there were some differences based on race/cultural 
group and years in present position. A higher percentage of superintendents who identified as 
Black or African American (80%) indicated they were in their present positions fewer than six 
years compared to superintendents who identified as White (63%) or Hispanic or Latino (67%).  
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Table 1.7A. Economic condition of district (Q21)  

Economic condition 
of the district 

Frequency Percent 

Declining economic 
condition 

747 38.11% 

Growing economic 
condition 

208 10.61% 

Stable economic 
condition 

991 50.56% 

Missing 
 

5 0.7% 

Total 
 

1951 100% 

Findings: A significantly higher percentage of superintendents reported declining economic 
conditions this year (38%) compared to last year (30%).  
 
 
Table 1.7B. Economic condition of district (Q21) and enrollment (Q8) 

District 
Enrollment 

Declining 
economic 
condition 

Stable 
economic 
condition 

Growing 
economic 
condition 

Total 

 N % N % N % N % 
Fewer than    

300 115 
15.39

% 107 
10.80

% 13 6.25% 235 
12.04

% 
300 to          
999 263 

35.21
% 262 

26.44
% 35 

16.83
% 560 

28.62
% 

1,000 to     
2,999 226 

30.25
% 319 

32.19
% 62 

29.81
% 610 

31.17
% 

3,000 to     
4,999 67 8.97% 131 

13.22
% 22 

10.58
% 220 

11.22
% 

5,000 to    
9,999 40 5.35% 98 9.89% 39 

18.75
% 177 9.03% 

10,000 to 
24,999 24 3.21% 58 5.85% 27 

12.98
% 109 5.56% 

25,000 to 
49,999 10 1.34% 12 1.21% 7 3.37% 29 1.48% 

50,000 to 
99,999 0 0.00% 4 0.40% 1 0.48% 5 0.26% 

100,000 or 
more 2 0.27% 0 0.00% 2 0.96% 4 0.20% 

Missing       2 0.41% 

Total 747 100% 991 100% 208 100% 
195
1 100% 

Findings: Higher percentages of superintendents leading districts with enrollments of 1,000 or 
more students reported experiencing stable or growing economic conditions, whereas higher 
percentages of superintendents leading districts with fewer than 1,000 students reported 
experiencing declining economic conditions. 
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Table 1.8A. Terminal degree (Q12) 

Terminal Degree Frequency Percent 
Masters 739 37.81% 

MBA 12 0.61% 
CPA 3 0.15% 
JD 10 0.51% 

EdS 282 14.44% 
EdD 723 37.04% 
PhD 122 6.33% 

Other 59 3.11% 
No Response 0 0.00% 

Total 1,951 100% 

Findings: More than four of ten (44%) of respondents held some form of a doctorate (EdD, PhD, 
or JD), a slight increase from last year.  
 
 
Table 1.8B. Terminal degree (Q12) and gender (Q5) 

 Male Female Prefer Not to Answer Other Total 

Frequency % Frequency % Frequency % Frequency % Frequency % 

CPA 2 0.13% 0 0.00% 0 0.00% 0 0.00% 2 0.10% 

EdD 517 34.06% 219 39.89% 2 33.33% 1 100% 739 35.58% 

EdS 246 16.21% 53 9.65% 0 0.00% 0 0.00% 300 14.44% 

JD 5 0.33% 2 0.36% 0 0.00% 0 0.00% 7 0.34% 

Masters 603 39.72% 194 35.34% 3 50.00% 0 0.00% 801 38.57% 

MBA 9 0.59% 4 0.73% 0 0.00% 0 0.00% 13 0.63% 

PhD 93 6.13% 57 10.38% 0 0.00% 0 0.00% 151 7.27% 

Other 43 2.83% 20 3.64% 1 16.67% 0 0.00% 64 3.08% 

Missing 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Total 1,518 100% 549 100% 6 100% 1 100% 2,077 100% 

Findings: Where numbers were sufficient, a noticeably higher percentage of females held a 
doctorate (50.63%) compared to males (40.52%).  
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Table 1.8C. Terminal degree (Q12) and race/cultural group (Q6) 

  CPA EdD EdS JD Masters MBA PhD Other Total 

White (Not Hispanic or Latino) 
2 602 270 10 663 9 103 50 1,709 

0.12% 35.23% 15.80% 0.59% 38.79% 0.53% 6.03% 2.93% 100% 

Black or African American 
0 55 2 0 16 1 12 1 87 

0.00% 63.22% 2.30% 0.00% 18.39% 1.15% 13.79% 1.15% 100% 

Hispanic or Latino 
1 40 2 0 26 1 3 2 75 

1.33% 53.33% 2.67% 0.00% 34.67% 1.33% 4.00% 2.67% 100% 

Asian 
0 4 0 0 4 0 0 0 8 

0.00% 50.00% 0.00% 0.00% 50.00% 0.00% 0.00% 0.00% 100% 

Native Hawaiian or other 
Pacific Islander 

0 0 0 0 0 0 0 0 0 

0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

American Indian or Alaska Native 
0 5 2 0 9 0 0 0 16 

0.00% 31.25% 12.50% 0.00% 56.25% 0.00% 0.00% 0.00% 100% 

Two or more races 
0 8 5 0 7 1 4 0 25 

0.00% 32.00% 20.00% 0.00% 28.00% 4.00% 16.00% 0.00% 100% 

Prefer not to answer 
0 7 2 0 15 0 0 0 24 

0.00% 29.17% 8.33% 0.00% 62.50% 0.00% 0.00% 0.00% 100% 

Other 
0 4 0 0 0 0 1 0 5 

0.00% 80.00% 0.00% 0.00% 0.00% 0.00% 20.00% 0.00% 100% 

Total  
3 725 283 10 740 12 123 53 1,951 

0.15% 37.04% 14.44% 0.51% 37.81% 0.61% 6.33% 3.11% 100% 

Findings: Where numbers were sufficient, differences existed by race/cultural group. Higher 
percentages of superintendents who identified as Black or African American (80.41%) held a 
doctorate compared to those who identified as White (41%) and those who identified as Hispanic 
or Latino (57.7%).  
Note: As indicated in the introduction, care should be exercised in drawing conclusions or 
inferences from the small numbers of respondents in some of the racial/cultural groups, other 
than the fact that White (not Hispanic) superintendents were the largest group represented in the 
study. Other racial/cultural groups appeared to be underrepresented in the superintendent ranks, 
especially when compared to the racial/cultural profile of American public school enrollment. 
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Table 1.9A. Professional plans at the conclusion of this school year (Q19) 

Professional Plans Count % 
Continue serving as superintendent at my current district 1,741 88.88% 

Continue working in education, but pursue a different (non-
superintendent) position 

12 0.61% 

Leave education for other reason (Specify Reason): 41 2.09% 
Leave education to retire 7 0.36% 
Leave education to work in a non-education field 17 0.87% 
Retire and work as an interim superintendent 9 0.46% 

Retire, and then be re-hired to continue working in a 
different district within the same state 

7 0.36% 

Retire, and then be re-hired to continue working in education 
in another state 

14 0.71% 

Retire, and then be re-hired to continue working in my 
current district 

33 1.68% 

Retire, and then pursue an education-related position 
outside of K-12 public schools 

51 2.60% 

Serve as superintendent at a different district within the 
same state 

3 0.15% 

Serve as superintendent in another state 9 0.46% 
Omitted 7 0.77% 
Total  1,951 100.% 

Findings: Similar to findings over the last three years, almost 9/10 (88.88%) of respondents 
intend to remain as superintendent in their current district for the upcoming 2026–2027 school 
year. Overall, approximately 90% reported they would continue to serve in the position of 
superintendent. There were no significant differences by gender.  
 
Care should be taken when interpreting these numbers as sampling bias may influence the 
results.  
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Table 1.10A. Per pupil spending (Q20) 

Projected 2025-
26 per pupil 
expenditure 

 
Frequency 

 
Percent 

Less than $5,000 48 2.46% 
$5,000-7,499 218 11.16% 
$7,500-9,999 327 16.74% 

$10,000-12,499 461 23.59% 
$12,500-14,999 346 17.69% 

$15,000+ 514 26.30% 
Missing 37 2.05% 

Total 1951 100% 

Findings: Approximately 40% of districts spend $7,500-$12,499 per pupil, down from 44% in 
2024–2025.  
 
 
Table 1.10B. Per pupil spending (Q20) and enrollment (Q8) 

Enrollment Fewer 
than 300 

300 to 
999 

1,000 to 
2,999 

3,000 to 
4,999 

5,000 to 
9,999 

10,000 to 
24,999 

25,000 to 
49,999 

50,000 to 
99,999 

100,000
+ 

Per Pupil 
Spending N % N % N % N % N % N % N % N % N % 

Less than 
$5,000 17 7.3

3% 8 1.4
5% 15 2.53

% 2 0.91
% 3 1.70

% 3 2.8
0% 0 0.00

% 0 0.00
% 0 0.0

0% 

$5,000- 
$7,499 28 

12.
07
% 

69 
12.
52
% 

63 10.6
4% 21 9.59

% 27 15.3
4% 7 6.5

4% 3 10.7
1% 0 0.00

% 0 0.0
0% 

$7,500 -    
$9,999 29 

12.
50
% 

10
1 

18.
33
% 

11
9 

20.1
0% 33 15.0

7% 21 11.9
3% 17 

15.
89
% 

5 17.8
6% 0 0.00

% 2 
50.
00
% 

$10,000 - 
$12,499 45 

19.
40
% 

15
1 

27.
40
% 

12
1 

20.4
4% 51 23.2

9% 44 25.0
0% 39 

36.
45
% 

8 28.5
7% 1 20.0

0% 1 
25.
00
% 

$12,500 - 
$14,999 40 

17.
24
% 

10
6 

19.
24
% 

10
5 

17.7
4% 34 15.5

3% 33 18.7
5% 21 

19.
63
% 

7 25.0
0% 0 0.00

% 0 0.0
0% 

$15,000+ 73 
31.
74
% 

11
6 

21.
05
% 

16
9 

28.5
5% 78 35.6

2% 48 27.2
7% 20 

18.
69
% 

5 17.8
6% 4 80.0

0% 1 
25.
00
% 

Total* 23
2 

10
0% 

55
1 

10
0% 

59
2 

100
% 

21
9 

100 
% 

17
6 

100
% 

10
7 

10
0% 

2
8 

100
% 5 100

% 4 10
0% 

Findings: Approximately 60% of districts with enrollments 10,000–24,999 students spend more 
than $10,000 per student compared to 68% of districts with enrollments below 10,000.  
*N count was 1770.  
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SECTION #2: SALARY 
 

Table 2.1. Superintendent base salary 2025–2026 (Q13) and enrollment (Q8) 
 Min 25% Median 75% Max N 

Fewer than 300 50,000 100,000 117,850 140,000 220,000 236 

300 to 999 60,000 125,535 144,342 166,229 268,000 561 

1,000 to 2,999 80,000 150,000 173,163 200,000 435,000 610 

3,000 to 4,999 108,000 184,625 214,100 239,250 388,052 220 

5,000 to 9,999 113,000 203,000 227,000 260,000 374,000 177 

10,000 to 24,999 150,000 215,941 248,000 290,350 412,002 109 

25,000 to 49,999 200,000 245,000 295,000 324,000 452,000 29 

50,000 to 99,999 320,000 326,568 363,982 375,950 426,000 5 

100,000 or more 125,000 173,750 254,000 319,750 325,000 4 

Total      1,951 

Mean Salary 
   

178,111 
   

Findings: Consistent with results since the inception of the study, median salaries generally 
demonstrate an increase as district enrollments increase. However, caution should be taken with 
interpretations for enrollments above 24,999 due to smaller sample sizes.  
 
 
Table 2.2. Superintendent base salary (Q13) and gender (Q5) 

 Min 25% Median 75% Max N 
Female 60,000 134,475 165,000 214,000 382,000 581 
Male 50,000 136,980 168,677 212,090 452,000 1,369 
Total      1,950 

Findings: Keeping mind that males are overrepresented in the superintendency (73%) compared 
to females (26%), the median salary of male superintendents was slightly higher than that of 
females for only the 7th time in the last 14 years.  
Female superintendents earned approximately 98% of what males earned in 2025–2026.  
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Table 2.3. Superintendent base salary (Q13) and racial/cultural group (Q6) 

Race/Cultural Group Min 25% Median 75% Max N 
American Indian or Alaska 
Native 83,000 115,750 139,276 165,002 266,610 16 

Asian 221,162 239,028 262,000 272,500 412,002 7 
Black or African American 83,480 178,725 225,000 266,443 375,950 87 
Hispanic or Latino 80,000 170,750 224,350 266,250 452,000 74 
Two or more races 86,957 122,000 150,993 190,962 309,000 25 
White (not Hispanic or 
Latino) 50,000 135,000 165,000 205,000 435,000 1,706 

Other 130,000 165,000 192,000 195,000 239,000 5 
Prefer not to answer 80,000 128,750 157,756 206,250 374,000 24 
Total      1,944 

Findings: As in previous editions of the study, where sufficient numbers of respondents existed, 
some variation was noted in median salaries. Superintendents who identified as Black or African 
American and Hispanic or Latino had higher median salaries than superintendents who identified 
as White.  
Care should be taken in interpreting the data because of the small number of respondents in 
some groups and the overrepresentation of superintendents who identified as White, making 
definitive analysis difficult, if not inappropriate. Some of the variation in median salaries may be 
due to the fact that higher percentages of superintendents who identified as Black or African 
American and Hispanic or Latino worked in larger and more urbanized districts and those contexts 
associate with higher median salaries.  
 
 
Table 2.4. Superintendent base salary (Q13) and terminal degree (Q12) 

Degree Type Min 25% Median 75% Max Count 
CPA 175,000 183,146 191,292 208,146 225,000 3 
Ed.D 80,000 160,000 196,000 236,750 452,000 723 
Ed.S 60,000 120,000 140,000 166,567 291,700 283 
J.D 124,000 208,496 223,125 263,500 298,500 10 
M.A./M.S./M.Ed 
(Master’s degree) 50,000 130,000 153,235 185,000 394,000 740 

MBA 96,000 164,625 189,500 231,708 290,700 12 
Ph.D 79,000 153,625 196,875 229,250 360,000 124 
Other 83,835 157,500 182,000 211,626 340,000 47 
Total      1,942 

Findings: Where sufficient numbers of responses existed, superintendents with either 
an EdD or PhD had higher median salaries.  
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Table 2.5. Superintendent base salary (Q13) and district description (Q9)  

Type Min 25% Median 75% Max N 
Rural 50,000 125,206 147,000 174,000 311,488 1,253 

Suburban 92,700 188,643 220,000 257,282 435,000 545 
Urban 79,000 185,761 217,500 264,250 452,000 153 
Total      1,951 

Findings: The median salary in rural districts was lower than that of suburban and 
urban. Some of the difference is likely related to rural districts having smaller 
enrollments on average than suburban and urban districts.  
 

 
Table 2.6. Associate superintendent base salary (Q14) and district enrollment (Q8) 

Enrollment Min 25% Median 75% Max Omitted N 
Fewer than 300 81,000 86,580 112,000 132,000 154,000 217 236 
300 to 999 56,000 105,000 125,000 141,250 241,322 445 561 
1,000 to 2,999 76,150 120,000 138,911 160,000 275,000 189 610 
3,000 to 4,999 89,000 135,000 165,000 190,000 285,000 13 220 
5,000 to 9,999 85,000 142,046 174,500 195,000 310,000 3 177 
10,000 to 24,999 92,000 151,146 175,000 200,000 301,200 1 109 
25,000 to 49,999 120,000 180,000 200,000 220,000 270,000 1 29 
50,000 to 99,999 179,000 205,544 221,352 239,985 275,000 1 5 
100,000 or more 165,000 191,666 218,331 239,166 260,000 1 4 

Total       873  1,951 

Findings: Consistent with findings in previous editions of the study, base salary for 
assistant/associate superintendents increased as enrollment increased. It is noted that in districts 
with lower enrollments, these positions often do not exist.  
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Table 2.7. High school principal base salary (Q15) and district enrollment (Q8) 

Enrollment Min 25% Median 75% Max Omitted N 
Fewer than 300 50,000 74,000 85,000 95,000 143,000 91 236 
300 to 999 52,424 90,000 100,000 115,000 228,913 74 561 
1,000 to 2,999 65,000 103,000 120,000 133,500 275,000 55 610 
3,000 to 4,999 70,000 115,000 135,000 161,798 265,000 21 220 
5,000 to 9,999 82,000 124,675 144,000 170,469 240,000 9 177 
10,000 to 24,999 89,000 120,000 140,000 165,000 215,000 8 109 
25,000 to 49,999 100,000 130,000 157,000 170,000 209,000 0 29 
50,000 to 99,999 135,000 146,250 152,012 154,334 155,267 1 5 
100,000 or more 85,000 118,750 152,500 178,250 188,000 0 4 

Total      261 1,951 

Findings: Consistent with findings in previous editions of the study, in almost all cases, the larger 
the student enrollment of the district, the higher the mean base salary for the high school principal 
when sample sizes exceeded 28 responses. Omitted responses are due mostly to some districts 
not having high schools or the position of high school principal.  
 
 
Table 2.8. Middle school principal base salary (Q16) and district enrollment (Q8) 

Enrollment  Min 25% Median 75% Max Omitted Count 
Fewer than 300 50,000 74,750 84,500 95,000 155,000 160 236 

300 to 999 52,424 85,000 98,385 115,000 185,000 251 561 

1,000 to 2,999 60,000 98,000 114,090 130,000 255,000 63 610 

3,000 to 4,999 69,000 108,990 129,359 152,949 225,000 16 220 

5,000 to 9,999 80,000 112,614 130,000 154,552 230,000 13 177 

10,000 to 24,999 86,000 105,000 125,000 155,000 207,000 5 109 

25,000 to 49,999 80,000 125,000 148,000 157,500 195,000 2 29 

50,000 to 99,999 120,000 135,000 142,140 145,679 149,876 1 5 

100,000 or more 120,000 127,500 135,000 156,500 178,000 1 4 

Total      514 1,951 

Findings: Similar to their high school counterparts, middle school principal base median 
salaries were related to district enrollment and generally increased as district enrollment 
increased.  
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Table 2.9. Elementary school principal base salary (Q17) and district enrollment (Q8) 

Enrollment Min 25% Median 75% Max Omitted N 
Fewer than 300 50,000 75,000 82,000 93,000 166,500 106 236 

300 to 999 58,000 85,000 95,000 110,000 256,000 43 561 

1,000 to 2,999 50,000 94,375 107,535 125,000 250,000 25 610 

3,000 to 4,999 60,000 100,000 120,000 145,000 205,000 12 220 

5,000 to 9,999 75,000 104,486 124,780 150,000 220,000 11 177 

10,000 to 24,999 82,864 100,000 120,000 142,500 196,000 6 109 

25,000 to 49,999 70,000 112,500 129,818 145,000 195,000 2 29 

50,000 to 99,999 105,000 123,750 132,785 138,947 149,079 1 5 

100,000 or more 85,000 111,250 121,500 134,250 168,000 0 4 

Total      208 1,951 

Findings: Elementary school principals generally followed the same trend as their high school 
and middle school counterparts: median salary increased as enrollment increased. Since the 
study’s inception, median base salaries in districts with enrollments of fewer than 1,000 students 
have yet to exceed $100,000. 
 
 
Table 2.10. Beginning teacher base salary (Q18) and district enrollment (Q8) 

Enrollment  Min 25% Median 75% Max Omitted N 
Fewer than 300 34,000 41,408 43,000 48,005 74,500 9 236 

300 to 999 33,000 42,661 46,056 50,252 132,000 6 561 

1,000 to 2,999 35,000 45,000 50,000 54,400 140,000 10 610 

3,000 to 4,999 36,000 48,000 53,441 60,000 130,000 6 220 

5,000 to 9,999 40,000 48,195 52,143 60,000 115,000 7 177 

10,000 to 24,999 35,000 48,760 52,750 60,000 80,000 1 109 

25,000 to 49,999 40,000 50,150 55,000 60,000 80,000 0 29 

50,000 to 99,999 53,610 55,403 58,000 60,426 61,703 1 5 

100,000 or more 48,943 51,039 53,369 56,250 60,000 0 4 

Total      42 1,951 

Findings: As in previous years, where numbers were sufficient, there appeared to be a 
relationship between district enrollment and beginning teacher salary in this year’s results.  
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Table 2.11. Ratio of median superintendent salary (Q13), beginning teacher salary (Q18), and 
district enrollment (Q8) 2025–2026 

Enrollment Superintendent Median 
Salary  

Beginning Teacher 
Median Base Salary 

4–year 
Comparison 

Fewer than 300 117,850 43,000 

    2.74:1 (25–26)     
    2.73:1 (24–25)     
    2.74:1 (23–24) 

2.65:1 (22–23) 
2.60:1 (21–22) 

 
300 to 999 144,342 46,056 

3.13:1 (25–26)     
3.02:1 (24–25) 
3.10:1 (23–24) 
3.00:1 (22–23) 
3.10:1 (21–22) 

 
1,000 to 2,999 173,163 50,000 

3.46:1 (25–26) 
3.38:1 (24–25) 
3.50:1 (23–24) 
3.45:1 (22–23) 
3.45:1 (21–22) 

 
3,000 to 4,999 214,100 53,441 

4.00:1 (25–26) 
3.84:1 (24–25) 
4.00:1 (23–24) 
3.92:1 (22–23) 
3.80:1 (21–22) 

5,000 to 9,999 227,000 52,143 

    4.35:1 (25-26)          
     4.07:1 (24-25)      
     4.21:1 (23-24) 

4.25:1 (22–23) 
4.20:1 (21–22) 

10,000 to 24,999 248,000 52,750 

   4.70:1 (25–26) 
    4.54:1 (24–25) 
    4.53:1 (23–24) 

4.70:1 (22–23) 
5.00:1 (21–22) 

Note: Samples sizes were not sufficiently robust for meaning analysis for enrollments above 24,999 
students.  

Findings: A metric of importance in the private sector is the ratio of the entry level worker 
compensation to the base salary (without incentives) of the CEO. The four-year calculations for 
median entry-level base salary of teachers were presented compared with the median base salary 
of superintendents arrayed by district size. The average ratio of superintendent salary to 
starting teacher salary was 3.53:1. This year’s data suggest that the ratios between median 
superintendent salary and median salary for a starting teacher are consistent with those reported 
over last five years across enrollment groups and much lower than those found in the for-profit 
business environment.  
For comparison, the AFL-CIO (2025) reported in their Executive Pay Watch study that the 2024 
ratio of CEO base salary to entry level employee base salary for the 500 largest publicly traded 
corporations in the United States was 285:1.  Source: https://aflcio.org/paywatch  
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SECTION #3: EVALUATION 

 
Table 3.1. Frequency of performance evaluations (Q49) 

Frequency of Evaluation Frequency Percent 
Annually 1,730 88.40% 
Biennially (every 2 
years) 

27 1.38% 

More than once a year 130 6.73% 
Never 29 1.49% 
Other 25 1.28% 
Missing 14 0.72% 
Total 1,951 100% 

Findings: Approximately 88% of superintendents were evaluated annually, whereas only 2% 
were evaluated every two years. There were no differences in frequency of evaluation based on 
gender.  
 
 
Table 3.2. Does your employment agreement specify the process, measures, and indicators to 

be used for your formal performance evaluation? (Q45) 

 Count Percent 
Yes 877 44.95% 
No 1,055 54.05% 
Missing 19 1.00% 
Total 1,951 100% 

Findings: Similar to the previous three years, approximately 45% of superintendents have the 
process, measures, and indicators used for their formal evaluation specified in their employment 
agreement. There was no significant difference by gender.  
 
 
Table 3.3. Is your formal performance evaluation linked to goals, objectives or directions specified 

in the previous year’s performance? (Q46) 

 Frequency Percent 
Yes 1,283 65.77% 
No 646 33.06% 
Missing 22 1.17% 
Total 1,951 100% 

Findings: There was a significant increase in the percentage of superintendents who have their 
performance linked to objectives/directions from previous evaluations. Approximately 66% of 
respondents reported having the provision, compared to 50% last year.  
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Table 3.4. Formal performance evaluation linked to student outcomes/performance? (Q47) 

 Frequency Percent 
Yes 739 37.83% 
No 1,190 60.94% 
Missing 22 1.23% 
Total 1,951 100% 

Findings: Similar to last year, approximately 38% of superintendents had their formal 
performance evaluations linked to student outcomes/performance. Since 2015–2016, 
percentages have fluctuated between 34.1% in 2015–2016 to almost 43% in 2020–2021. There 
were no differences noted by gender.  
 
Table 3.5A. Formal performance evaluation linked to student outcomes/performance (Q47) and 

race/cultural group (Q6) 
Race / Cultural Group Yes No Missing Total 

White (Not Hispanic or Latino) 625 1,065 14 1,705 
36.69% 62.49% 0.82% 100% 

Black or African American 49 38 0 87 
56.32% 43.68% 0.00% 100% 

Hispanic or Latino 42 31 2 75 
56.00% 41.33% 2.67% 100% 

Asian 3 5 0 8 
37.50% 62.50% 0.00% 100% 

American Indian or  
Native Alaska 

3 13 0 16 
18.75% 81.25% 0.00% 100% 

Native Hawaiian or Other Pacific 
Islander 

0 0 0 0 
0.00% 0.00% 0.00% 0.00% 

Two or more races 9 16 0 25 
36.00% 64.00% 0.00% 100% 

Other 1 4 0 5 
20.00% 80.00% 0.00% 100% 

Prefer not to answer 7 17 7 35 
22.86% 54.29% 22.86% 100% 

Total 742 1,194 24 1,951 
37.86% 60.92% 1.22% 100% 

Findings: Similar to previous years, where numbers were sufficient, there appeared to be a 
relationship between race/ethnicity and the performance evaluation being linked to student 
outcomes. However, this should be interpreted carefully, as evidence suggests that the 
relationship may be related to enrollment rather than race and the fact that more superintendents 
of color worked in larger districts compared to superintendents who identified as White (See Table 
1.3 and 3.5B).  
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Table 3.5B. Formal performance evaluation linked to student outcomes (Q47) and enrollment 
(Q8) 

Enrollment Yes No Missing Total 

Fewer than 300 
66 169 1 236 

27.97% 71.61% 0.42% 100% 

300 to 999 
178 377 4 559 

31.91% 67.38% 0.71% 100% 

1,000 to 2,999 
223 379 7 609 

36.66% 62.19% 1.15% 100% 

3,000 to 4,999 
101 118 1 220 

45.91% 53.64% 0.45% 100% 

5,000 to 9,999 
90 87 0 177 

50.85% 49.15 0.00% 100% 

10,000 to 24,999 
58 49 2 109 

53.21% 44.95% 1.83% 100% 

25,000 to 49,999 
17 11 1 29 

58.62% 37.93% 3.45% 100% 

50,000 to 99,999 
5 0 0 5 

100% 0.00% 0.00% 100% 

100,000 or more 
2 2 0 4 

50.00% 50.00% 0.00% 100% 

Missing 
0 0 3 3 

0.00% 0.00% 100% 100% 

Total 
742 1,194 19 1,951 

37.86% 60.92% 1.22% 100% 

Findings: There was a positive relationship between enrollment and this provision. As enrollment 
increased, the frequency of having the formal performance evaluation linked to student outcomes 
increased.  
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Table 3.6A. Is the outcome of your formal performance evaluation released to the public? (Q48) 

 Frequency Percent 
Yes, by State Law 563 28.83% 
Yes, by Employment Agreement 223 11.43% 
No 1,132 57.96% 
Missing 33 1.79% 
Total 1,951 100% 

Findings: Almost 40% of superintendents had the outcomes of their formal evaluation released 
to the public — an increase from 34% the previous year. Most of those superintendents who had 
their outcomes released were compelled to do so by state law. When considered by gender, there 
were no notable differences.  
 
 
Table 3.6B. Enrollment (Q8) and is the outcome of your formal performance evaluation 

released to the public? (Q48) 
Enrollment Yes, by State 

Law 
Yes, by 

Employment 
Agreement 

No Missing Total 

Fewer than 
300 

63 23 146 4 236 
       26.69% 9.75% 61.86% 1.69% 100% 

300 to 999 141 55 355 7 558 
25.31% 9.80% 63.64% 1.25% 100% 

1,000 to 2,999 191 68 338 12 609 
31.42% 11.13% 55.48% 1.96% 100% 

3,000 to 4,999 72 25 122 1 220 
32.73% 11.36% 55.45% 0.45% 100% 

5,000 to 9,999 59 26 91 1 177 
33.33% 14.69% 51.41% 0.56% 100% 

10,000 to 
24,999 

29 18 61 1 109 
26.61% 16.51% 55.96% 0.92% 100% 

25,000 to 
49,999 

6 6 16 1 29 
20.69% 20.69% 55.17% 3.45% 100% 

50,000 to 
99,999 

1 1 3 0 5 
20.00% 20.00% 60.00% 0.00% 100% 

100,000 or 
more 

1 2 1 0 4 
25.00% 50.00% 25.00% 0.00% 100% 

Missing 0 0 0 3 3 
0.00% 0.00% 0.00% 100% 100% 

Total 565 224 1,136 35 1,951 
28.83% 11.43% 57.96% 1.79% 100% 

Findings: Where responses were sufficient, where was a relationship between enrollment and 
this provision. As enrollment increased the prevalence of this provision increased.  

364



38 
 

Table 3.7. Does your employment agreement include a specific and detailed listing of your 
duties and responsibilities? (Q43) 

 Frequency Percent 
Yes 971 49.74% 
No 960 49.13% 
Missing 20 1.12% 
Total 1,951 100% 

Findings: Approximately 50% of all superintendents had a detailed agreement regarding duties and 
responsibilities in their employment contract. 
 
 
Table 3.8. Does your employment agreement include a specific and detailed process for 

handling complaints/criticisms? (Q44) 

 Frequency Percent 
Yes 530 27.17% 
No 1,410 72.27% 
Missing 11 0.56% 
Total 1,951 100% 

Findings: Only about one in four superintendents had a process in their contract for handling 
complaints /criticisms.  
 
 
Table 3.9. Does your employment agreement include a provision detailing how communications 

between the board and superintendent are to occur? (Q42) 

 Frequency Percent 
Yes 337 17.27% 
No 1,583 81.13% 
Missing 31 1.60% 
Total 1,951 100% 

Finding: Less than 18% of superintendents did not have this provision in their employment 
agreement.  
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SECTION #4: RETIREMENT BENEFITS 
 

Table 4.1. Is your retirement plan/system contribution based on your salary? (Q52)  

 Frequency Percent 

Yes 1606 82.27% 

No 146 7.48% 

District does not contribute on my behalf 
to a retirement plan/system 

86 4.41% 

Unsure how the contribution is 
calculated 

101 5.17% 

Missing 12 0.67% 

Total 1,951 100% 

Findings: Approximately 82% of superintendents indicated that their retirement contribution 
was based on annual salary, down from a high of 93% in 2022–2023.  
 
Table 4.2.Does the school district contribute to a tax-deferred annuity or private retirement 

account on your behalf? (Q54) 

 Frequency Percent 

Yes (Less than $1,000) 29 1.49% 

Yes ($1,000–$3,000) 134 6.86% 

Yes ($3,001–5,000) 132 6.76% 

Yes ($5,001–7,000) 88 4.51% 

Yes ($7,001–10,000) 106 5.43% 

Yes (More than $10,000) 277 14.19% 

Amount varies because it is recalculated 
annually 

61 3.13% 

No 1,110 56.92% 

Missing 14 0.72% 

Total 1,951 100% 

Findings: Approximately 42% of superintendents had a provision in their contract that included 
a contribution to an annuity by the district, an increase of a little more than 4% from 2022–2023. 
The most common contribution amounts were more than $10,000 (14.19%) and $1,000–$5,000 
(13.44%). There was no significant difference by gender. 
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Table 4.3. Enrollment (Q8) and does the school district contribute to a tax-deferred annuity or 
private retirement account on your behalf? (Q54) 

 Yes (Less 
than 

$1,000) 

Yes 
($1,000-
$3,000) 

Yes 
($3,001-
5,000) 

Yes 
($5,001-
7,000) 

Yes 
($7,001-
10,000) 

Yes (More 
than 

$10,000) 

Amount 
varies: 

Recalculated 
annually 

No Missing Total 

Fewer 
than 300 

7 9 5 4 1 9 7 193 1 259 

2.97% 3.81% 2.12% 1.69% 0.42% 3.81% 2.97% 81.78% 0.42% 100% 

300 to 
999 

9 54 61 26 19 30 7 349 6 602 

1.60% 9.63% 10.87% 4.63% 3.39% 5.35% 1.25% 62.21% 1.07% 100% 

1,000 to 
2,999 

9 50 41 29 46 80 17 335 3 633 

1.47% 8.18% 6.71% 4.75% 7.53% 13.26% 2.78% 54.83% 0.49% 100% 

3,000 to 
4,999 

2 10 19 14 19 42 10 103 1 239 

0.91% 4.55% 8.64% 6.36% 8.64% 19.09% 4.55% 46.82% 0.45% 100% 

5,000 to 
9,999 

1 7 4 9 13 49 16 78  195 

0.56% 3.95% 2.26% 5.08% 7.34% 27.68% 9.04% 44.07% 0.00% 100% 

10,000 to 
24,999 

0 4 2 3 4 49 4 41 2 98 

0.00% 3.67% 1.83% 2.75% 3.67% 44.95% 3.67% 37.61% 1.83% 100% 

25,000 to 
49,999 

0 0 0 2 3 14 0 9 1 34 

0.00% 0.00% 0.00% 6.90% 10.34% 48.28% 0.00% 31.03% 3.45% 100% 

50,000 to 
99,999 

1 0 0 0 1 2 0 1 0 9 

20.00% 0.00% 0.00% 0.00% 20.00% 40.00% 0.00% 20.00% 0.00% 100% 

100,000 
or more 

0 0 0 1 0 1 0 2 0 3 

0.00% 0.00% 0.00% 25.00% 0.00% 25.00% 0.00% 50.00% 0.00% 100% 

Total 29 134 132 88 106 277 61 1111 14 1,951 

1.49% 6.86% 6.76% 4.51% 5.43% 14.19% 3.13% 56.92% 0.72% 100% 

Findings: Where the numbers were sufficient, there was a positive relationship with receiving an 
annuity above $10,000 and enrollment.  
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SECTION #5: INSURANCE BENEFITS

 
Table 5.1 What health insurance coverage, paid by the district, do you receive in your employment 

agreement? (Q56) 

 Frequency Percent 
All EXCEPT Disability and/or Vision 291 14.91% 

Medical/Hospital/Dental & Vision & Disability 1,090  55.89% 

Something less than Medical/Hospital/Dental & Vision & Disability 290 14.86%  

I waive/ do not accept/ do not need insurance coverage 261  13.37% 

Medical/Hospital  19 0.97%  

Total 1951 100% 

Findings: Almost 56% of superintendents had Medical/Hospital/Dental & Vision & Disability 
insurance coverage as part of their compensation package, an increase over the previous year 
(41%).  
 
 
Table 5.2. Does the school district contribute to the premiums on a life insurance policy apart 

from the insurance benefits provided for all employees? (Q55)  

 Frequency Percent 
Yes 871 44.62% 
No 1,057 54.20% 

Missing 23 1.18% 
Total 1,951 100% 

Findings: There was a decrease in the percentage of superintendents who received contributions 
toward premiums on a life insurance policy apart from the insurance benefits provided for all 
employees compared to last year: 45% versus 49%.  
 
 
Table 5.3A. District contributes to post-retirement health insurance coverage (Q58) 

 Frequency Percent 
Yes 433 22.18% 

No 1498 76.74% 

Missing 20 1.08% 

Total 1,951 100% 

Findings: Approximately 22% of superintendents had a provision in which the district contributed 
to post-retirement health insurance, compared to 2020–2021 when 35% of superintendents 
indicated they had such a provision.  
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Table 5.3B. District contributes to post-retirement health insurance coverage (Q58) and 
enrollment (Q8) 

 Yes No Missing Total 

Fewer than 
300 

21 214 1 236 

8.90% 90.68% 0.42% 100% 

300 to 999 
108 446 6 561 

19.25% 79.50% 1.25% 100% 

1,000 to 
2,999 

149 455 7 611 

24.39% 74.47% 1.15% 100% 

3,000 to 
4,999 

68 150 2 220 

30.91% 68.18% 0.91% 100% 

5,000 to 
9,999 

54 123 0 177 

30.51% 69.49% 0.00% 100% 

10,000 to 
24,999 

26 81 2 109 

23.85% 74.31% 1.83% 100% 

25,000 to 
49,999 

6 22 1 29 

20.69% 75.86% 3.45% 100% 

50,000 to 
99,999 

0 4 1 5 

0.00% 80% 20% 100% 

100,000 or 
more 

1 3 0 4 

25% 75% 0.00% 100% 

Total 
433 1,498 20 1,951 

22.18% 76.74% 1.08% 100% 
 
Findings: Where a sufficient number of respondents existed, there was a partial relationship 
between enrollment and having a provision for post-retirement contributions to health insurance 
from the district. The percentage of superintendents with the provision increased as enrollment 
increased up through 9,999 students.  
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Table 5.3C. District contributes to post-retirement health insurance coverage (Q58) and gender 
(Q5) 

 Male Female Missing Total 

Yes 

317 116 0 433 

23.16% 19.97% 0.00% 22.18% 

No 

1039 457 2 1,497 

75.89% 78.66% 100% 76.74% 

Missing 

13 8 0 21 

0.95% 1.38% 0.00% 1.08% 

Total 

1,369 581 2 1,951 

100% 100% 100% 100% 

Findings: Approximately 22% of superintendents had this provision, an increase of 5% compared 
to last year. There was a difference, by gender, in the percentage of superintendents who had 
their districts contribute to post-retirement health insurance (Male = 23.16%; Female = 19.97%) 
 
 
Table 5.4 Percentage of retirement contribution paid by your district (Q53) 

 Frequency 25–26 Percent 
24–25 

Percent 

0–24% 815 41.75% 47.28% 

25–49% 148 7.58% 8.62% 

50–74% 298 15.27% 12.08% 

75–100% 538 27.56% 25.90% 

No state funded pension 72 4.15% 2.99% 

Missing 80 3.69% 3.13% 

Total 1,951 100% 100% 

Findings: Some changes occurred in the percentage of retirement contribution paid by the 
district. Overall, about 57% of superintendents receive some type of paid contribution.  
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SECTION #6: 

RETIREMENT SYSTEM PARTICIPATION
 

Table 6.1. Is there a maximum salary cap on the calculation of your state retirement benefits? 
(Q51)  

 Frequency Percent 

Yes 309 15.83% 

No 1214 62.24% 

Not sure 407 20.85% 

Missing 21 1.08% 

Total 1,951 100% 

Findings: Approximately 62% of superintendents did not have a cap on the calculation of their 
state retirement benefits, representing an increase of approximately 9 percentage points from 
2022–2023 and similar to last year. Almost 21% were not sure whether a salary cap existed.  
 
 
Table 6.2. Is your retirement calculation based on your salary? (Q52) 

 Frequency Percent 

Yes 1,605 82.27% 

No 146 7.48% 

District does not contribute on my behalf 
to a retirement plan/system 

86 4.41% 

Unsure how the contribution is 
calculated 

101 5.17% 

Missing 13 0.67% 

Total 1,951 100% 

Findings: Most superintendents (82.27%) had their retirement calculations based on salary.  
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Table 6.3. Enrollment (Q8) and what portion of your state funded pension contribution is paid by 
the school district? (Q53) 

Enrollment 0–24% 25–49% 50–74% 75–100% 

No state 
funded 
pension Missing Total 

Fewer than 
300 

102 4 37 68 17 8 
236 

43.22% 1.69% 15.68% 28.81% 7.20% 3.39% 100% 

300 to 999 

234 43 84 154 24 22 561 

41.71% 7.66% 14.97% 27.45% 4.28% 3.92% 100% 

1,000 to 
2,999 

248 50 98 172 16 27 610 

40.59% 8.18% 16.04% 28.15% 2.62% 4.42% 100% 

3,000 to 
4,999 

94 19 35 59 5 8 220 

42.73% 8.64% 15.91% 26.82% 2.27% 3.64% 100% 

5,000 to 
9,999 

79 18 20 46 5 9 177 

44.63% 10.17% 11.30% 25.99% 2.82% 5.08% 100% 

10,000 to 
24,999 

48 12 13 28 3 5 109 

44.04% 11.01% 11.93% 25.69% 2.75% 4.59% 100% 

25,000 to 
49,999 

5 1 8 11 2 2 29 

17.24% 3.45% 27.59% 37.93% 6.90% 6.90% 100% 

50,000 to 
99,999 

3 0 2 0 0 0 5 

60.00% 0.00% 40.00% 0.00% 0.00% 0.00% 100% 

100,000 or 
more 

2 1 1 0 0 0 4 

50.00% 25.00% 25.00% 0.00% 0.00% 0.00% 100% 

Total 

815 148 298 538 72 81 1,951 

41.75% 7.58% 15.27% 27.56% 3.69% 4.15% 100% 

Findings: Enrollment did not have a strong relationship to the percentage of retirement 
contribution paid by the district.  
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SECTION #7: MISCELLANEOUS BENEFITS 

 
Table 7.1. Master list of miscellaneous benefits (Q50) 

Benefits Number Frequency Percent 
Deferred compensation (e.g., tax sheltered annuity) b1 823 42.16% 

Option at end of year or at the end of contract to convert unused sick, 
personal, and/or vacation days to payment into a deferred 
compensation plan 

b2 373      
19.11% 

Life insurance (accumulates value for you) b3 1,004 51.43% 

Conference attendance with fees paid b4 1,645 84.27% 

Support for a coach or mentor for the superintendent b5 341 17.47% 

District pays all or a portion of the state retirement contribution b6 1,121 57.43% 

Professional liability coverage in excess of any amount specified in 
state or local law 

b7 411 21.06% 

Tuition reimbursement (e.g., doctorate, additional degree, etc.) b8 497 25.46% 

College savings plan b9 12 0.61% 

Provision allowing you to engage in outside consulting b10 591 30.28% 
Provision allowing you to engage in outside teaching b11 468 23.98% 

Smart phone or similar communications device b12 1,069 54.76% 

Computer (e.g., laptop, iPad, etc.) b13 1,213 62.14% 

District credit card b14 726 37.19% 

Auto/vehicle stipend b15 391 20.03% 

Mileage stipend b16 728 37.30% 

District vehicle b17 180 9.22% 

Home internet stipend b18 71 3.64% 

Membership dues paid for professional organization(s) b19 1,723 88.27% 

Other  83 4.25% 

Findings: Top eight most common miscellaneous benefits included in contracts:  
b19 – Membership dues paid for professional organizations (88.27%) 
b4   – Conference attendance with fees paid (84.27%) 
b13 – Computer/laptop/tablet (62.14%) 
b12 – Smart phone or similar device (57.46%) 
b2   – District pays for all or a portion of state retirement contribution (57.43%) 
b3   – Life insurance that accumulates value for you (51.43%) 
b1   – Deferred compensation/annuity (42.16%) 
b16 – Mileage stipend (37.30%) 
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Table 7.2A. Annual days of sick leave (Q28) 

Number of Sick Days Count Percent 
0–3 Days 43 2.23% 
4–6 Days 34 1.73% 

7–10 Days 321 16.40% 
11–15 Days 1165 59.59% 
16–20 Days 265 13.60% 
21–25 Days 71 3.69% 

26+ 44 2.29% 
Missing 8 0.47% 

Total 1951 100% 

Findings: The majority of superintendents (59.59%) received 11–15 days of sick leave per year. 
As was the case in previous surveys, the findings for days of sick leave demonstrated little 
difference by gender. In addition, sick leave across various district types (i.e., rural, urban, 
suburban), was generally distributed evenly except for 15+days of leave. Superintendents in 
urban districts were somewhat more likely to receive more than 15 days of sick leave annually 
than superintendents in rural and suburban districts.  
 
 
Table 7.2B. Cap on sick leave carryover (Q37) 

  Count % 
Yes 548 28.26% 
No 1380 70.76% 
Missing 21 1.07% 
Total 1,951 100% 

Findings: Approximately 70% of superintendents did not have a cap on sick leave carryover — 
a decrease of 2% from last year and the same as 2022–2023. There was not a significant 
difference when gender was considered.  
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Table 7.3A. Annual vacation days (Q30)  

Annual vacation days Count Percent 
0–3 Days 66 3.37% 
4–6 Days 23 1.17% 

7–10 Days 134 6.89% 
11–15 Days 266 13.62% 
16–20 Days 557 28.62% 
21–25 Days 566 29.03% 

26+ 317 16.17% 
Missing 22 1.12% 

Total 1951 100% 

Findings: Approximately 29% of superintendents received 21–25 days of vacation leave, 
followed by 27% of superintendents who received 16–20 days. No significant differences were 
found by gender or race/cultural group.  
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Table 7.3B. Enrollment (Q8) and cap on vacation leave carryover (Q38) 

District Student 
Enrollment 

Yes No Missing Total 

N % N % N % N % 

Fewer than 300 174 74.15% 59 25.00% 2 0.85% 235 100% 

300 to 999 451 80.75% 102 18.18% 6 1.07% 560 100% 

1,000 to 2,999 492 81.01% 104 17.18% 11 1.80% 610 100% 

3,000 to 4,999 181 82.73% 37 16.82% 1 0.45% 219 100% 

5,000 to 9,999 146 82.49% 30 16.95% 1 0.56% 177 100% 

10,000 to 24,999 86 78.90% 22 20.18% 1 0.92% 109 100% 

25,000 to 49,999 18 62.07% 10 34.48% 1 3.45% 29 100% 

50,000 to 99,999 2 40.00% 3 60.00% 0 0.00% 5 100% 

100,000 or more 4 100.00% 0 0.00% 0 0.00% 4 100% 

No Response 0 00.00% 0 00.00% 3 
100.00

% 3 100% 

Total 1,557 79.64% 367 18.78% 26 1.58% 1,951 100% 

Findings: Similar to years past, almost 80% of superintendents had a cap on vacation leave 
carryover. Where numbers were above n=30, some differences existed by enrollment. 
Superintendents in districts with fewer than 300 students were the most likely not to have a cap 
(25%), whereas those in districts with enrollments of 3,000 to 4,999 were the most likely to have 
a cap (83%), followed by those in districts with enrollments of 5,000 to 9,999 (82%).  
 
 
Table 7.4A. Cap on personal leave carryover (Q39) 

 Count Percent 
Yes 1,362 69.81% 
No 549 28.13% 
Missing 40 2.06% 
Total 1,951 100% 

Findings: Approximately 70% of superintendents had a cap on personal leave carryover, 
compared to 68% last year. There were no discernable differences when gender or race/cultural 
background were considered.  
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Table 7.4B. Enrollment (Q8) and cap on personal leave carryover (Q39) 

District 
Student 

Enrollment 

Yes No Missing Total 

N % N % N % N % 

Fewer than 
300 163 69.49% 67 28.39% 5 2.12% 235 100% 

300 to 999 403 71.66% 152 27.09% 7 1.25% 562 100% 

1,000 to 
2,999 428 70.05% 171 27.99% 12 1.96% 611 100% 

3,000 to 
4,999 149 68.18% 66 30.00% 4 1.82% 219 100% 

5,000 to 
9,999 124 70.06% 49 27.68% 4 2.26% 177 100% 

10,000 to 
24,999 73 66.97% 34 31.19% 2 1.83% 109 100% 

25,000 to 
49,999 17 58.62% 10 34.48% 2 6.90% 29 100% 

50,000 to 
99,999 5 

100.00
% 0 0.00% 0 0.00% 5 100% 

100,000 or 
more 3 75.00% 1 25.00% 0 0.00% 4 100% 

Total 1,360 69.69% 548 28.06% 36 2.24% 1,951 100% 

Findings: Where numbers were sufficient, superintendents in districts with 300–999 students 
were the most likely to have a cap (72%).  
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Table 7.5. Upon departure from the district, how is sick leave accrual handled? (Q34) 

Method Count Percent 
Credited to retirement 505 25.92% 

No payment for accrued sick leave upon departure 492 25.26% 
Payment made to superintendent calculated at a 
daily rate 520 26.58% 

Payment made to superintendent calculated at a 
negotiated rate below daily rate 413 21.12% 
Missing 21 1.12% 
Total  1,951 100% 

Findings: Similar to last year, approximately 27% of superintendents received payment at a daily 
rate for accrued sick leave upon departure, whereas  21% received a payment calculated below 
a daily rate. There were no meaningful differences in this provision based on gender.  
 
 
Table 7.6. Upon departure from the district, how is vacation leave accrual handled? (Q35)  

Method Count Percent 
Credited to retirement 83 4.90% 
No payment for accrued vacation leave upon 
departure 552 28.27% 
Payment made to superintendent calculated at a 
daily rate 1,157 59.23% 

Payment made to superintendent calculated at a 
negotiated rate below daily rate 135 6.94% 
Missing 24 1.28% 
Total 1,951 100% 

Findings: The majority of superintendents (59%) received a payment calculated at a daily rate. 
This percentage was similar to last year (58%). However, the percentage was lower than in 2021–
2022 (62.33%). Gender did not impact how vacation leave accrual upon departure was handled.  
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Table 7.7. Upon departure from the district, how is personal leave accrual handled? (Q36)  

Method Count Percent 
Credited to retirement 261 13.42% 
No payment for accrued personal leave upon 
departure 1008 51.63% 
Payment made to superintendent calculated at a 
daily rate 426 21.84% 
Payment made to superintendent calculated at a 
negotiated rate below daily rate 219 11.22% 
Missing 36 1.89% 
Total 1,951 100% 

Findings: More than half (approximately 52 %) of superintendents were in a “use it or lose it” 
situation and did not receive payment for accrued personal leave upon departure. There were not 
meaningful differences when gender was considered. 
 
 
Table 7.8. If there is a cap on vacation/personal leave days that can be carried over and that cap 

is exceeded, how are days exceeding the cap handled? (Q40) 

Method N Percent 
Credited toward retirement 66 3.37% 
Forfeited with no additional 
compensation 864 44.18% 
Paid out as additional 
compensation 613 31.33% 
There is no cap 245 12.55% 
Other 116 6.07% 

Missing 47 2.50% 

Total 1,951 100% 

Findings: The most common provision was that days exceeding the cap were forfeited (44%). 
Approximately 31% of superintendents had unused days paid out as additional compensation. 
Superintendents in districts with 3,000+ students were somewhat more likely to have their days 
paid as additional compensation.  
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Table 7.9A. Term of current employment contract (Q22) 

Term of current employment contract Frequency Percent 
Less than 1 year 49 2.50% 

1 year 166 8.47% 

2 years 297 15.20% 

3 years 837 42.86% 

4 years 244 12.45% 

5+ years 354 18.11% 

Missing 4 0.41% 

Total 1951 100% 

Findings: Similar to the last three years, approximately 43% of superintendents had a three-year 
contract, followed by 18% with contracts of five years or more. There were no significant 
differences noted when race/cultural group were considered. 
 
 
Table7.9B. Term of current employment contract (Q22) and gender (Q5) 

Term of 
employment 

contract 

Female Male Total 

 N % N % N % 
Less than 1 

year 10 1.72% 39 2.85% 49 2.50% 

1 year 62 10.67% 104 7.60% 166 8.47% 

2 years 
92 15.83% 206 

15.05
% 298 15.20% 

3 years 
231 39.76% 609 

44.49
% 840 42.86% 

4 years 
80 13.77% 163 

11.91
% 244 12.45% 

5+ years 
106 18.24% 248 

18.12
% 355 18.11% 

Missing     8 0.41% 

Total 581 100% 1369 100% 1950 100% 

Findings: Slight differences were noted by gender. A higher percentage of females (11%) 
reported having a 1-year contract compared to males (8%) and a lower percentage of females 
reported having a 3-year contract (40%) compared to males (44%).  
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Table 7.10. Does your present employment agreement have an incentive/performance clause 
(i.e., a defined provision providing a reward for accomplishing a predetermined task or 
objective)? (Q23) 

Incentive/ performance clause Count Percent 
Yes 263 13.52% 

No 1666 85.31% 

Missing 22 1.17% 

Total 1951 100% 

Findings: Similar to last year, almost 14% of superintendents had a performance clause in their 
contracts compared to 10% in 2019–2020.  
 
 
Table 7.11. Does your contract have a severance (buyout) clause? (Q25) 

 Count Percent 
Yes 695 35.56% 

No 1231 63.11% 

Missing 25 1.33% 

Total 1951 100.00% 

Findings: Similar to the last several years, a little more than one-third (almost 36%) of 
superintendents had a severance/buyout provision.  
 
 
Table 7.12. Does your contract have a longevity clause (i.e., a lump sum payment you will receive 

for the number of years you remain in the position)? (Q27)  

Longevity 
Clause Count Percent 

Yes 274 14.04% 

No 1657 84.93% 

Missing 20 1.13% 

Total 1951 100% 

Findings: Approximately 14% of superintendents had this provision, up from 12% last year. There 
were no differences found by gender or racial/cultural group.  
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Table 7.13. Is your employment agreement base salary subject to a cap? (Q41)  

 Frequency Percent 
Yes, based on district 
policy regulation or 
practice 

99 5.10% 

Yes, based on state law 97 4.95% 
No 1,709 87.45% 
Other 19 1.02% 
Missing 27 1.48% 
Total 1951 100% 

Findings: Similar to last year, approximately 87% of all superintendents did not have a salary 
cap on their base salary. There was not a meaningful difference based on gender. 
 
 
Table 7.14. Evergreen (rollover) provision (Q24) 

Evergreen (rollover) 
provision Count Percent 

Yes 580 29.74% 

No 1354 69.39% 

Missing 17 0.87% 

Total 1951 100% 

Findings: Approximately 30% of superintendents had a rollover provision. The data are similar 
to the findings from 2021-2022. There was no significant difference based on gender.  
 
 
Table 7.15. Indemnification/hold harmless (Q26) 

Indemnification/hold harmless Clause Count Percent 
Yes 984 50.24% 

No 559 28.75% 

Not necessary as it is already provided by 
law 373 19.22% 

Missing 35 1.79% 

Total 1951 100.00% 

Findings: Approximately 50% of superintendents had an indemnification/hold harmless provision 
in their contracts; a slight increase since 2021–2022 (46%). There was little difference based on 
gender.  
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SECTION #8: USE OF LEGAL COUNSEL 

Table 8.1A. Did you employ legal counsel or other outside agents to assist in the development 
and/or negotiations of your employment agreement? (Q60) 

 Frequency Percent 

Yes 725 37.14% 

No 1216 62.35% 

Missing  10 0.51% 

Total 1,951 100% 

Findings: As was the case in 2024–2025, approximately 37% of superintendents used legal 
counsel or other outside agents to assist in the development/negotiations of the employment 
contract. There has been an increase of almost 13 percentage points since 2015 when 24.6% of 
respondents indicated they used legal counsel or other outside agents. However, the percentage 
of superintendents using legal counsel or other outside agents to assist with their contracts 
continues to lag behind the percentage of boards of education that use such services.  
 
 
Table 8.1B. Gender (Q5) and did you employ legal counsel or other outside agents to assist in 

the development and/or negotiations of your employment agreement? (Q60) 

Gender Yes No Missing Total 

Male 474 887 7 1,368 

34.62% 64.86% 0.51% 100% 

Women 250 328 3 581 

43.03% 56.45% 0.52% 100% 
Other 1 1 0 2 

50% 50% 0% 100% 
Total 725 1,217 10 1,951 

37.14% 62.35% 0.51% 100% 

Findings: A significantly higher percentage of female respondents (43%) used legal counsel or 
other outside agents to assist in the development and/or negotiations of their employment 
agreement compared to male superintendents (35%). 
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Table 8.1C. Enrollment (Q8) and did you employ legal counsel or other outside agents to assist 
in the development and/or negotiations of your employment agreement? (Q60) 

 Yes No Missing Total 

Fewer than 300 58 178 0 236 

24.58% 75.42% 0.00% 100% 

300 to 999 174 383 3 560 

31.02% 68.45% 0.53% 100% 

1,000 to 2,999 244 363 4 611 

39.93% 59.41% 0.65% 100% 

3,000 to 4,999 110 109 1 220 

50.00% 49.55% 0.45% 100% 

5,000 to 9,999 66 111 0 177 

37.29% 62.71% 1.03% 100% 

10,000 to 24,999 46 62 1 109 

42.20% 56.88% 0.92% 100% 

25,000 to 49,999 20 8 1 29 

68.97% 27.59% 3.45% 100% 

50,000 to 99,999 4 1 0 5 

80.00% 20.00% 0.00% 100% 

100,000 or more 3 1 0 4 

75.00% 25.00% 0.00% 100% 

Total 725 1,217 10 1,951 

37.14% 62.35% 0.51% 100% 

Findings: Where a sufficient number of respondents existed, there was somewhat of a 
relationship between enrollment and superintendent use of legal counsel or other outside agents. 
In general, as enrollment increased, so, too, did the use of legal counsel or outside agents.  
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Table 8.1D. Race/cultural group (Q6) and did you employ legal counsel or other outside agents 
to assist in the development and/or negotiations of your employment agreement? 
(Q60) 

 Yes No Missing Total 

White (Not Hispanic or Latino) 
600 1100 8 1,708 

35.11% 64.42% 0.47% 100% 

Black or African American 
53 34 0 87 

60.92% 39.08% 0.00% 100% 

Hispanic or Latino 
36 37 2 75 

48% 49.33% 2.67% 100% 

Asian 
7 1 0 8 

87.50% 12.50% 0.00% 100% 

American Indian or Alaska Native 
3 13 0 16 

18.75% 81.25% 0.00% 100% 

Two or more races 
11 14 0 25 

44% 56% 0.00% 100% 

Other 
3 2 0 5 

60% 40% 0.00% 100% 

 
Prefer not to say 

11 13 0 24 

45.83% 54.17% 0.00% 100% 

 
Missing 

1 2 0 3 

33.33% 66.67% 0% 100% 

Total 725 1,217 10 1,951 
37.14% 62.35% .51% 100% 

Findings: Where responses were sufficient, there was evidence of variance in the percentages 
of superintendents who employed legal counsel or other outside agents. Approximately 61% of 
superintendents who identified as Black or African American and 48% of superintendents who 
identified as Hispanic or Latino employed legal counsel or other outside agents compared to 35% 
of superintendents who identified as White. As noted earlier in the report, care should be taken in 
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interpreting these findings. The data suggest that enrollment might be a contributing factor to the 
differences between race/cultural group results.  
Table 8.2A. Did the school district use legal counsel to assist in the development and/or 

negotiations of your employment agreement? (Q61) 

 Frequency Percent 
Yes 1182 60.60% 

No 757 38.78% 

Missing  12 0.61% 

Total 1,951 100% 

Findings: Almost 61% of school districts used legal counsel to assist in the development and/or 
negotiations of the superintendents’ employment contract, slightly lower than 2020–2021 (65%). 
There were no differences based on gender of the superintendent. 
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Table 8.2B. Enrollment (Q8) and did the school district use legal counsel in negotiating the 
employment agreement? (Q61) 

 Yes No Missing Total 

Fewer than 300 89 145 2 236 

37.71% 61.44% 0.85% 100% 

300 to 999 261 297 3 561 

46.52% 52.94% 0.53% 100% 

1,000 to 2,999 396 209 5 610 

64.98% 34.21% 0.82% 100% 

3,000 to 4,999 174 46 0 220 

79.09% 20.91% 0.00% 100% 

5,000 to 9,999 139 38 0 177 

78.53% 21.47% 0.00% 100% 

10,000 to 24,999 91 17 1 109 

83.49% 15.60% 0.92% 100% 

25,000 to 49,999 24 4 1 29 

82.76% 13.79% 3.45% 100% 

50,000 to 99,999 5 0 0 5 

100% 0.00% 0.00% 100% 

100,000 or more 3 1 0 4 

75% 25% 0.00% 100% 

Total 1,183 757 12 1,951 
60.60% 38.78% 0.61% 100% 

Findings: Where a sufficient number of respondents existed, there was a relationship between 
enrollment and district use of legal counsel or other outside agents in superintendent contract 
negotiations. The district use of counsel increased as enrollment increased. 
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Table 8.2C. Race/cultural group (Q6) and did the school district use legal counsel in negotiating 
the employment agreement? (Q61) 

Race / Cultural Group Yes No Missing Total 

White (Not Hispanic or Latino) 
1004 694 10 1,708 

58.81% 40.61% 0.59% 100% 

Black or African American 
71 16 0 87 

81.61% 18.39% 0.00% 100% 

Hispanic or Latino 
60 13 2 75 

80% 17.33% 2.67% 100% 

Asian 
7 1 0 8 

87.50% 12.50% 0.00% 100% 

American Indian or  
Native Alaska 

5 11 0 16 

31.25% 68.75% 0.00% 100% 

Two or more races 
19 6 0 25 

76% 24% 0.00% 100% 

Other 
5 0 0 5 

100% 0.00% 0.00% 100% 

Prefer not to answer 
10 14 0 24 

41.67% 58.33% 0.00% 100% 

Missing 
1 2 0 3 

33.33% 66.67% 0.00% 100% 

Total 
1,1839 757 12 1,951 

60.60% 38.78% 0.61% 100% 

Findings: Superintendents of color were significantly more likely to have their employing districts 
use legal counsel or other outside agency in negotiating the employment agreement compared 
to superintendents who identified as White.  
Note, as with other results related to race/ethnicity, this finding can be influenced by enrollment, 
as superintendents of color tend to work in larger districts, and larger districts tend to employ legal 
counsel at a higher percentage than districts with lower levels of enrollment.  
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Table 8.3. Are you drawing retirement from one state and working as a superintendent in another 
state? (Q62) 

 Frequency Percent 

Yes 80 4.10% 

No 1859 95.29% 

Missing 12 0.61% 

Total 1951 100% 

Finding: Less than 5% of superintendents are drawing a pension or retirement from one state 
and working in another.  
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SECTION #9: MEMBERSHIPS 

 
Table 9.1. AASA membership (Q63) 

 Frequency Percent 
Yes 1,541 79% 
No 395 20.24% 

Missing  15 0.77% 
Total 1,951 100% 

Findings: Exactly 79% of respondents were AASA members, a slight increase from last year and 
similar to the results from 2020 (80%).  
 
 
Table 9.2. AASA membership (Q63) and gender (Q5) 

 Yes No Missing Total 
Men 1071 285 12 1,368 

78.31% 20.82% 0.88% 100% 

Women 468 110 3 581 

80.55% 18.93% 0.52% 100% 

Missing 2 0 0 2 
100.00% 0.00% 0.00% 100% 

Total 1,556 517 4 1,951 

74.92% 24.89% 0.19% 100% 

Findings: No significant differences by gender existed. 
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Table 9.3. AASA membership (Q63) and race/cultural group (Q6) 

 Yes No Missing Total 

White (Not Hispanic or Latino) 
1,346 351 11 1,708 

78.82% 20.54% 0.64% 100% 

Black or African American 
84 2 1 87 

96.55% 2.30% 1.15% 100% 

Hispanic or Latino 
48 24 3 75 

64% 32% 4% 100% 

Asian 
5 3 0  8 

62.50% 37.50% 0.00% 100% 

American Indian or Alaska Native 
12 4  0 16 

75% 25% 0.00% 100% 

Two or more races 
19 6  0 25 

76% 24% 0.00% 100% 

Other 
5 0  0 5 

100% 0.00% 0.00% 100% 

Prefer not to say 20 4  0 24 

83.33% 16.67% 0.00% 100% 

Missing 2 1  0 3 

66.67% 33.33% 0.00% 100% 

Total 1,542 395 15 1,951 

79.00% 20.24% 0.77% 100% 

Findings: Where numbers were sufficient, there were some differences in membership by 
race/cultural background. A slightly higher percentage of superintendents who identified as Black 
or African American were AASA members compared to superintendents who identified as White 
or Hispanic and Latino. 
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Table 9.4. AASA membership (Q63) and district type (Q9) 

Type Yes No Missing Total 

Rural 
928 315 9 1,252 

74.14% 25.14% 0.72% 100% 

Suburban 
479 60 6 545 

87.89% 11.01% 1.10% 100% 

Urban 
134 19 0 153 

87.58% 12.42% 0.00% 100% 

Missing 
0 1 0 1 

0.00% 100.00% 0.00% 100% 

Total 
1,542 395 15 1,951 

79.00% 20.24% 0.77% 100% 

Findings: Superintendents in rural districts were 13 percentage points less likely to be AASA 
members compared to those in urban and suburban districts.  
 
 
 
Table 9.5. Professional association membership dues paid by the school district (Q59) 

 Frequency Percent 

Community Organizations (e.g., Rotary, Chamber of 
Commerce) 

895 45.85% 

Regional Professional Organizations (e.g., state association) 1,808 92.62% 

National Professional Organizations (e.g., AASA) 1,560 79.92% 

None of these  50 2.56% 

Findings: Almost 93% of superintendents had regional organizations paid for in their contract. 
There was a relationship between enrollment and membership dues paid by the district. As 
enrollment increased, the percentage of superintendents who have various members’ dues paid 
by the district increased.  
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Table 9.6. Do you presently belong to a state superintendent association? (Q64) 

 Frequency Percent 

Yes 1851 94.88% 

No 90 4.61% 

Missing 10 0.51% 

Total 1,951 100% 

Finding: Approximately 95% of superintendents belong to a state superintendent association. 
There was no difference by gender. However, superintendents who identified as White (96%) or 
Black or African American (93%) were more likely to be members than superintendents who 
identified as Hispanic or Latino (80%).  
 
 
Table 9.7. Other national education organizations to which you belong (Q65) 

A. American Federation of School Administrators 
B. Association of Educational Service Agencies 
C. Association of Latino Superintendents and Administrators 
D. Association of School Business Officials, International 
E. ASCD 
F. Chiefs for Change 
G. Council of Administrators of Special Education 
H. Council of the Great City Schools 
I. International Society for Technology in Education  
J. National Alliance of Black School Educators  
K. National Association of Elementary School Principals 
L. National Association of Secondary School Principals 
M. National Indian Education Association 
N. National Rural Education Association 
O. National Superintendents Roundtable 
P. The Consortium for School Networking (CoSN) 
Q. Urban Superintendents Association of America 
R. District Administrators Leadership Institute 
S. National Association of School Superintendents 
T. California Catholic Conference 
U. Association of Career Technical Educators, National Career and Technical 

Leadership Association 
V. Forum for Western Pennsylvania Superintendents 
W. National Association of Federally Impacted Schools  
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SECTION #10: CREATIVE CONTRACT PROVISIONS

 
*Note: This section is reserved for members. 

The following are 50 contract inclusions, separated by theme, provided by members who 
participated in the 2025-2026 AASA Salary and Benefits Study 
Compensation, Salary & Bonuses 

1. The “Compounding” Performance Bonus Structure an annual performance bonus 
(e.g., 5% of salary) where 50% is paid as a lump sum and the other 50% is added to the 
ensuing year’s base salary. This allows the bonus to compound over time, significantly 
raising the base salary for retirement calculations. 

2. Automatic Salary Formula (The “Peace of Mind” Clause) Tie the superintendent’s 
salary to the teacher salary schedule plus a responsibility factor (e.g., “Step 20 MA+90 
multiplied by a 1.15 responsibility factor”). This ensures the administrator automatically 
receives the same percentage increase as staff without needing to negotiate annually. 

3. “Me-Too” Salary Indexing Ensure salary adjustments are, at a minimum, equal to the 
percentage increase given to other certificated employees through state salary funding 
allocations. This guarantees the superintendent’s raises track with the broader staff. 

4. “Me-Too” Plus Multiplier Negotiate a clause where the superintendent receives the 
same raise percentage as teachers, multiplied by a factor (e.g., 1.4x) to account for the 
difference in work days (260 days vs. 185 days), applied either to the base or as a stipend. 

5. Performance-Based Escalators Tie salary increases to objective district ratings: for 
example, a 2% increase for an “A” rating from the State Department of Education, and a 
1% increase for a “B” rating. 

6. Inflation & Construction Floor Ensure the annual salary increase is never less than the 
Consumer Price Index (CPI) plus the percentage of new construction revenue applicable 
to the district tax base. 

7. Enrollment Growth Incentive Receive a specific percentage (e.g., 2%) of the state’s per-
pupil allocation funding for every enrollment increase within the district, directly rewarding 
the superintendent for district growth. 

8. Longevity Base Salary Increase Include a provision for a 3% addition to the base salary 
for every five years of service as the superintendent, rewarding retention and long-term 
commitment. 

9. Annual Retention Bonus Structure a fixed retention payment (e.g., $10,000) to be paid 
annually upon contract renewal. 

10. Legislative “Pick-Up” Indemnification Include a clause stating that if state laws change 
to prohibit the district from “picking up” retirement contributions, the superintendent will 
automatically receive a corresponding increase in base salary to offset the loss. 

11. Negotiator Stipend Include a separate stipend for serving as the district’s chief negotiator 
during collective bargaining, recognizing this as a distinct and demanding duty. 

Retirement & Financial Planning 
12. 10% 457(b) Contribution Require the district to contribute an amount equal to 10% of the 

base monthly salary into a 457(b) deferred compensation plan on behalf of the 
superintendent. 

13. 17% Employer Contribution to 403(b) Negotiate a high-percentage employer 
contribution (e.g., 17% of base salary) to a 403(b) plan, paid monthly, independent of the 
employee’s contribution. 
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14. Total Retirement “Pick-Up” The district pays 100% of the superintendent’s required 
contribution to the State Retirement System (e.g., TRS), either by direct payment or 
reimbursement. 

15. Retirement Contribution Reimbursement If the state requires a percentage of the salary 
to be deducted for the State Retirement System, negotiate a clause where the district 
reimburses that amount. This effectively covers the employee’s required contribution, 
acting as additional salary while growing the retirement account. 

16. Pension Maximization (Salary-Loading) Negotiate to have benefits such as car 
allowances, technology stipends, and health insurance costs added directly to the base 
salary (and then deducted via Section 125 or paid out). This increases the “creditable 
earnings” used to calculate the superintendent’s permanent pension. 

17. Retirement Health Savings Conversion Negotiate a sum equivalent to the family 
insurance rate to be deposited into a 403(b) or similar account for a set period (e.g., three 
years) in exchange for waiving post-retirement health insurance. 

18. Student Loan “Swap” Upon the completion of a doctoral program, convert existing tuition 
reimbursement funds into a student loan repayment benefit (e.g., not to exceed 10% of base 
salary). 

19. Health Insurance Cash-Out If the superintendent can opt out of district health insurance 
(e.g., coverage via a spouse), negotiate a cash payout equal to 50% of the average yearly 
cost the district saves on premiums. 

20. Post-Employment Consulting Per Diem Establish a defined per diem rate for the 
outgoing superintendent to be available for consulting, transition assistance, or calls after 
the contract term ends. 

Leave, Schedule & Work-Life Balance 
21. Flexible “Professional Schedule” Leave Replace traditional pre-determined leave 

accrual with a structure allowing the superintendent to take leave at their professional 
discretion, determined by the “ebb and flow” of the workload. This acknowledges the 24/7 
nature of the role and focuses on deliverables rather than hours logged. 

22. The 220-Day “Professional” Contract Define the contract as 220 days of service (vs. 
the standard 260), with an additional bank of vacation days. This effectively raises the per 
diem rate and allows the superintendent to take non-work days at their professional 
discretion without depleting leave banks. 

23. Seasonal Remote Work (The “July Clause”) Stipulate that during specific low-traffic 
months (e.g., July) or school breaks, the superintendent may work remotely or be on an 
“on-call” status while maintaining full salary. 

24. Paid Sabbatical (Short-Term) Negotiate the ability to take a one-month paid sabbatical 
after a specific tenure (e.g., three years) to encourage longevity and prevent burnout. 

25. Sabbatical Provision (Long-Term) After a set tenure (e.g., 10 years), the superintendent 
earns a fully paid sabbatical year or semester. 

26. Upfront Sick Day “Banking” Upon hiring, negotiate a grant of additional sick days (e.g., 
30 days) to be immediately “banked.” This compensates for leave used earlier in a career 
(such as for family or medical leave) and contributes toward years of service for retirement 
systems. 

27. Leave Buy-Back Include the ability to cash out unused vacation and/or sick days annually 
(e.g., up to 20 days) at the daily per diem rate, rather than losing them. 

28. Unrestricted Leave Buy-Back Include the ability to cash out unused vacation or sick 
days at the daily per diem rate at any time during the fiscal year, rather than only upon 
retirement. 

29. Religious Observance Leave Negotiate specific paid leave days for religious holidays 
that do not count against personal or vacation leave. 
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Job Security, Governance & Protection 
30. Evaluation Metric Protection (Anti-Flip Provision) Include a provision stating that the 

Board cannot alter the Policy Governance Model, Board-Superintendent Policies, or 
evaluation metrics without mutual consent. This protects the administrator from a “Board 
majority flip” where new members immediately change success markers without a 
transition period. 

31. Governance & Chain of Command Protection A clause stating individual Board 
members cannot give direction to the superintendent or staff; the Board must act only as 
a collective body. It should also require Board members to refer all complaints promptly to 
the superintendent. 

32. Board Interference Clause Add specific language defining what constitutes Board 
interference in day-to-day operations, the process for addressing it, and the consequences 
(including the right to resign “for cause” with payout) if the Board fails to rectify the 
behavior. 

33. Supermajority Vote for Termination Negotiate a clause requiring a supermajority vote 
(rather than a simple majority) for the Board to terminate the contract without cause. This 
provides stability against minor political shifts on the Board. 

34. “Just Cause” vs. “Cause” Negotiate for termination only for “Just Cause” rather than 
“Cause.” In many legal jurisdictions, “Just Cause” requires a significantly higher burden of 
proof and due process from the Board. 

35. Moral Turpitude Shield A provision that the Board may not place the superintendent on 
unpaid leave except in proven cases of moral turpitude, protecting income during 
investigations or disputes. 

36. Comprehensive Indemnification A robust clause requiring the Board to defend, hold 
harmless, and indemnify the superintendent from all civil claims and legal judgments 
arising within the scope of employment (excluding criminal litigation). 

37. Evaluation-Triggered Extension Include a clause where a “Satisfactory” or “Favorable” 
annual evaluation automatically extends the contract by an additional year (or three) and 
triggers a pre-set raise (e.g., 5%). 

38. Evergreen “Silence” Clause If the Board takes no action to notify the superintendent of 
non-renewal by a specific date (e.g., December 31), the contract automatically renews for 
the following year. 

39. Reciprocal One-Year Notice Establish a requirement for a one-year written notice for 
non-renewal. This applies to both the Board and the superintendent, providing ample time 
for the administrator to secure new employment and for the district to plan a transition. 

40. The “Fall-Back” Right (for Interims) If serving as an Interim Superintendent, include a 
clause ensuring the right to return to the previous administrative role (e.g., Assistant 
Superintendent) if not selected for the permanent position. 

Benefits, Health & Wellness 
41. Vesting Health Insurance in Retirement Create an “elevator” clause for retirement 

health coverage: 55% coverage after Year 1, rising to 95–100% district-paid family 
premiums if retiring with 9+ years of service in the district. 

42. Cash-in-Lieu for Whole Life Policy If opting out of district health insurance, use the 
“cash-in-lieu” payment to fund a portable Whole Life Insurance policy rather than taking it 
as taxable income. 

43. Annual Executive Physical The district covers the full cost of a comprehensive annual 
executive physical exam. 
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44. Wellness Honorarium A discretionary “Health and Wellness” annual stipend (e.g., 
$2,000) for the superintendent to use on gym memberships, physicals, or mental health 
support, separate from standard insurance. 

Allowances, Lifestyle & Professional Support 
45. Percentage-Based Stipends Set stipends for travel, technology, or mobile devices as a 

percentage of salary (e.g., 0.4% per month) rather than a flat dollar amount. This ensures 
the stipend grows automatically alongside salary increases. 

46. Technology Ownership A technology allowance (e.g., $2,200) where devices purchased 
(laptops, tablets) become the personal property of the superintendent upon purchase or 
after a set vesting period. 

47. Housing Allowance Negotiate a separate monthly stipend designated for housing costs, 
independent of the base salary. 

48. District Housing Rights If district housing is provided, explicitly negotiate tenant rights 
within the contract, including the right to keep pets, have overnight guests, and possess 
alcohol in the home, to ensure a normal private life on district property. 

49. Philanthropic Fund Allowance Secure a specific annual budget (e.g., $3,000) for the 
superintendent to use for philanthropic giving to community organizations or boards that 
benefit the school division's relationships. 

50. Executive Coaching and Networking Support Explicitly include funding for an executive 
coach and membership in specific leadership networks (including diversity or affinity-
based leadership groups) to support professional growth. 
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SECTION #11: SURVEY INSTRUMENT 
REVISED: 7-2025 

 
General Demographics 

 
In an effort to better understand trends and patterns in superintendent turnover, attrition, and 
retention, as well as to explore trends in your AASA Salary & Benefits Survey responses across 
district types, we are offering respondents the opportunity to identify themselves and share their 
district name.  
Your participation in this section of the AASA Annual Superintendent Salary & Benefits Survey is 
completely voluntary. If you choose to provide your own and/or your district’s name, these 
responses will remain confidential, and no personally identifiable information will ever be 
publicized or shared. Responses to these questions will only be used for statistical purposes to 
connect district data to superintendent survey response data. 
To maintain the integrity of the data, please only complete this survey if you are a full-time 
superintendent with a contract.  

1. Name (optional) 
2. District Name (optional) 
3. Zip code of District (optional) 

 
Demographic Information: Superintendent and District 

 
4. Your age:  

________ [Note: Actual age asked for; not dropdown] 

5. Your gender: 
A. Male  
B. Female  
C. Other 
D. Prefer not to answer 

6. Your race/cultural group:  
A. American Indian or Alaska native  
B. Asian  
C. Black or African American  
D. Hispanic or Latino  
E. Native Hawaiian or other Pacific Islander  
F. White (not Hispanic or Latino) 
G. Two or more races  
H. Other  
I. Prefer not to answer  

7. State where your school district is located  
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[Note: Dropdown of all states] 
8. 2023–24 District student enrollment  

A. Fewer than 300  
B. 300 to 999 
C. 1,000 to 2,999 
D. 3,000 to 4,999  
E. 5,000 to 9,999 
F. 10,000 to 24,999 
G. 25,000 to 49,999 
H. 50,000 to 99,999  
I. 100,000 or more 

9. My school district is best described as: (Select one option)  
A. Rural  
B. Suburban 
C. Urban  

 
Professional Profile – Superintendent 

 
10. How many years have you been employed in your present position?  

A. Less than 1  
B. 1–5 years  
C. 6–10 years  
D. 11–15 years  
E. 16–20 years  
F. 21–25 years  
G. 26–30 years  
H. 31–35 years  
I. 36–40 years  
J. 40+ years  

11. How many years of experience do you have as a superintendent?  
A. Less than 1 year  
B. 1–5 years  
C. 6–10 years  
D. 11–15 years  
E. 16–20 years  
F. 21–25 years  
G. 26–30 years  
H. 31–35 years  
I. 36–40 years  
J. 40+ years 

12. Terminal degree (Please select the last degree completed, not certification) 
A. MA/MS/MED (Masters) 
B. EdD 
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C. PhD 
D. JD 
E. MBA 
F. EdS 
G. CPA 
H. Other (Textbox) 

13. What is your present (2025–26) annual base salary? (Please use whole numbers 
without commas.)  

$_______________ 
 

Workforce Profile 
 

14. What is the estimated average annual base salary for an associate/assistant/deputy 
superintendent position in your district? 

15. What is the estimated average annual base salary for a high school principal position 
in your district? 

16. What is the estimated average annual base salary for a middle school principal 
position in your district? 

17. What is the estimated average annual base salary for an elementary school principal 
position in your district? 

18. What is the estimated average beginning base salary, Step 1, for a 10-month teacher 
with a bachelor’s degree, no advanced degree, and no experience?  

19. Which of the following best describes your professional plans at the conclusion of this 
current school year? Mark one. 

• Continue serving as superintendent at my current district 
• Serve as superintendent at a different district within the same state 
• Serve as superintendent in another state 
• Serve as superintendent at a non-public school 
• Continue working in education, but pursue a different (non-superintendent) position 
• Retire, and then be re-hired to continue working in my current district 
• Retire, and then be re-hired to continue working in a different district within the same 

state 
• Retire, and then be re-hired to continue working in education in another state 
• Retire, and then pursue an education-related position outside of K–12 public schools 
• Retire and work as an interim superintendent 
• Leave education to retire 
• Leave education to work in a non-education field 
• Leave education for other reasons (insert reason) 

 
Fiscal Profile 

 
20. What is your projected 2025–2026 per pupil expenditure from the general fund? 

A. Less than $5,000 
B. $5,000–7,499 
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C. $7,500–9,999 
D. $10,000–12,499 
E. $12,500–14,999 
F. $15,000 + 

21. What is your perception of the general economic condition in the area in which the 
district is located?  
A. Growing economic condition 
B. Stable economic condition 
C. Declining economic condition 

 
Contract Terms 

 
22. What is the complete duration of your latest employment agreement? 

A. Less than 1 year  
B. 1 year  
C. 2 years  
D. 3 years  
E. 4 years  
F. 5+ years 

23. Does your present employment agreement have an incentive/performance clause 
(i.e., a defined provision providing for a reward for accomplishing a predetermined task 
or objective)? 
A. Yes  
B.   No 

24. Does your present employment contact have a rollover (evergreen) provision 
(meaning the contract automatically renews on a periodic basis)?  

A. Yes  
B. No 

25. Does your employment agreement have a severance (buyout) clause?  
A. Yes  
B. No  

26. Does your employment agreement contain an indemnification/hold harmless 
provision?  

A. Yes  
B. No  
C. Not necessary as it is already provided by state law 

27. Does your employment agreement have a longevity clause (i.e., a lump sum payment 
you will receive for the number of years you remain in the position)?  
A. Yes  
B. No 

28. How many days of sick leave are you provided annually?  
A. 0–3 Days 
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B. 4–6 Days 
C. 7–10 Days 
D. 11–15 Days 
E. 16–20 Days 
F. 21–25 Days 
G. 26+ Days 

29. What is the maximum accrual of sick leave for all years of employment? 
  A. 0–25 Days 
  B. 26–50 Days 
  C. 51–75 Days 
  D. 76–100 Days 
  E. 101–150 Days 
  F. 151–200 Days 
  G. 200+ Days 

30. How many days of vacation leave are you provided annually?  
A. 0–3 Days 
B. 4–6 Days 
C. 7–10 Days 
D. 11–15 Days 
E. 16–20 Days 
F. 21–25 Days 
G. 26+ Days 

31. What is the maximum accrual of vacation leave for all years of employment? 
A. 0–25 Days 
B. 26–50 Days 
C. 51–75 Days 
D. 76–100 Days 
E. 101–150 Days 
F. 151–200 Days 
G. 200+ Days 

32. How many days of personal leave are you provided annually?  
A. 0–3 Days 
B. 4–6 Days 
C. 7–10 Days 
D. 11–15 Days 
E. 16–20 Days 
F. 21–25 Days 
G. 26+ Days 

33. What is the maximum accrual of personal leave for all years of employment? 
A. 0–25 Days 
B. 26–50 Days 
C. 51–75 Days 
D. 76–100 Days 
E. 101–150 Days 
F. 151–200 Days 
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G. 200+ Days 

34. Upon your departure from the school district, how is sick leave accrual handled?  
A. Credited to retirement  
B. Payment made to superintendent calculated at daily rate 
C. Payment made to superintendent calculated at a negotiated rate below daily rate 
D. No payment for accrued sick leave upon departure 

35. Upon your departure from the school district, how is vacation leave accrual handled?  
A. Credited to retirement  
B. Payment made to superintendent calculated at daily rate 
C. Payment made to superintendent calculated at a negotiated rate below daily rate 
D. No payment for accrued vacation leave upon departure 

36. Upon your departure from the school district, how is personal leave accrual handled?  
A. Credited to retirement  
B. Payment made to superintendent calculated at daily rate 
C. Payment made to superintendent calculated at a negotiated rate below daily rate 
D. No payment for accrued personal leave upon departure 

37. Is there a cap on the number of sick leave days that can be carried over from one 
year to the next year? 
A. Yes 
B. No 

38. Is there a cap on the number of vacation leave days that can be carried over from 
one year to the next year? 
A. Yes 
B. No 

39. Is there a cap on the number of personal leave days that can be carried over from 
one year to the next year? 
A. Yes 
B. No 

40. If there is a cap on vacation/personal leave days that can be carried over and that cap 
is exceeded, the days exceeding the cap are: (e.g., cap is 10 days but superintendent 
does not use 15 days)  
A. Paid out as additional compensation 
B. Forfeited with no additional compensation 
C. Credited toward retirement 
D. Other, please explain (Need a text box here) 
E. There is no cap 

41. Is your employment agreement base salary subject to a “cap” imposed by any of the 
following? (Select one option)  
A. Yes, based on state law 
B. Yes, based on district policy, regulation, or practice 
C. No  
D. Other  
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42. Does your employment agreement include a provision detailing how communications 
between the Board and superintendent are to occur? (e.g., from individual board 
members to the chair of the Board to the superintendent) 
A. Yes 
B. No 

43. Does your employment agreement include a specific and detailed listing of your 
duties and responsibilities?  
A. Yes  
B. No  

44. Does your employment agreement include a specific and detailed process for 
handling complaints/criticisms?  

A. Yes  
B. No  

 
Performance Evaluation 

 
45. Does your employment agreement specify the process, measures, and indicators to be 

used for your formal performance evaluation? 

A. Yes 
B. No 

46. Is your formal performance evaluation linked to goals, objectives, or directions specified in the 
previous year’s performance?  

A. Yes 
B. No 

47. Is your formal performance evaluation linked to student outcomes/performance? 
A. Yes 
B. No 

48. Is the outcome of your formal performance evaluation made public?  
A. Yes, by employment agreement 
B. Yes, by state law 
C. No 

49. How frequently are you evaluated according to your employment agreement?  
A. Annually 
B. More than once a year 
C. Biennially (every 2 years)  
D. Never 
E. Other  

 
Miscellaneous Benefits 

 
50.  Which of the following benefits are provided in your employment agreement? Mark all 

that apply.  
A. Deferred compensation (e.g., tax sheltered annuity) 
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B. Guaranteed vesting in a retirement plan 
C. Life insurance (accumulates value for you)  
D. Conference attendance with fees paid  
E. Support for a coach or mentor for the superintendent 
F. Physical exam 
G. Professional liability coverage in excess of any amount specified in state or local 

law 
H. Tuition reimbursement (e.g. doctorate, additional degree, etc.) 
I. College savings plan 
J. Provision allowing you to engage in outside consulting  
K. Provision allowing you to engage in outside teaching 
L. Smart phone or similar communications device 
M. Computer (e.g., laptop, iPad, etc.)  
N. District credit card 
O. Auto/vehicle stipend 
P. Mileage stipend 
Q. District vehicle 
R. Home internet stipend 
S. Membership dues paid for professional organization(s) 
T. Other (MAKE THIS A TEXT BOX) 

51.  Is there a maximum salary cap on the calculation of your state retirement benefits?  
A. Yes  
B. No  
C. Not sure 

52.  Is your contribution to the retirement plan/system calculated based on your salary? 
A. Yes  
B. No  
C. The district does not contribute on my behalf to a retirement plan/system.  
D. Unsure how the contribution is calculated 

53.  What portion of your state funded pension contribution is paid by the school district?  
A. 0–24% 
B. 25–49% 
C. 50–74% 
D. 75–100% 
E. No state funded pension 

54. Does the school district contribute to a tax-deferred annuity or private retirement account 
on your behalf?  

A. Yes (Less than $1,000) 
B. Yes, ($1,000 -$5,000)  
C. Yes, ($5,001-$10,000)  
D. Yes, (More than $10,000)  
E. No  
F. Amount varies because it is recalculated annually 
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55. Does the school district contribute to the premiums on a life insurance policy apart from 
the insurance benefits provided for all employees?  

A. Yes  
B. No  

56. What health insurance coverage, paid by the district, do you receive in your employment 
agreement?  

A. Medical/Hospital 
B. Dental 
C. Vision/Optical 
D. Disability 
E. All the above      
F. All EXCEPT Disability and/or Vision 

 
57. What health insurance coverage, paid by the district, do you receive in your employment 

agreement for your family?  
A. Medical/Hospital 
B. Dental 
C. Vision/Optical 
D. Disability 
E. All the above  
F. All EXCEPT Disability and/or Vision 

58. Do you receive any post-retirement health insurance coverage as part of your contract?  

A. Yes  
B. No  

59. Which of your professional association membership dues are paid by the school district? 
(Select all that apply) 

A. Community organization (e.g., Rotary, Chamber of Commerce)  
B. Regional Professional Organizations (e.g., state association)  
C. National Professional Organizations (e.g., AASA)  

 
Legal Counsel Use / Hire-Rehire 

 
60. Did you employ legal counsel or other outside agents to assist in the development and/or 

negotiations of your employment agreement?  

A. Yes 
B. No 

61. Did the school district use legal counsel to assist in the development and/or negotiations 
of your employment agreement?  

A. Yes  
B. No  

62. Are you drawing retirement from one state and working as a superintendent in another 
state? 
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A. Yes  
B. No  

 
Other Information 

 
63. Do you presently belong to AASA, The School Superintendents Association?  

A. Yes  
B. No  

64. Do you presently belong to a state superintendent association? 
A. Yes 
B. No 

65. Please list other national education organizations to which you belong:  
A. American Federation of School Administrators 
B. Association of Educational Service Agencies 
C. Association of Latino Superintendents and Administrators 
D. Association of School Business Officials, International 
E. ASCD 
F. Chiefs for Change 
G. Council of Administrators of Special Education 
H. Council of the Great City Schools 
I. International Society for Technology in Education  
J. National Alliance of Black School Educators  
K. National Association of Elementary School Principals 
L. National Association of Secondary School Principals 
M. National Indian Education Association 
N. National Rural Education Association 
O. National Superintendents Roundtable 
P. The Consortium for School Networking (CoSN) 
Q. Urban Superintendents Association of America 
R. Other (Please specify) 

66. AASA is interested in collecting and disseminating information about unique and creative 
contract clauses that superintendents have been able to use to advocate for themselves 
and incorporate into their contracts. Please use the space below to provide your feedback.  
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www.sourcewell-mn.gov/aasa-k12-buying

Districts tirelessly work to enhance student experiences, maintain safe  
and inspiring campuses, and make the most of every dollar—but navigating 
multiple bids, vendors, and timelines can make even well-planned 
improvements feel overwhelming. Sourcewell simplifies that process.

Through Sourcewell cooperative purchasing, K–12 leaders get access  
to trusted suppliers, competitively solicited contracts, and expert 
guidance—so upgrades are easier to plan, faster to execute, and deliver 
greater long-term value.

Get access to:
•  Smarter campus upgrades that take your budget further
•  Stronger schools from the outside in
•  Sustainable grounds projects that last

While you’re in the Hub: 
Enhance your planning with 
our Cooperative Purchasing 
Steps infographic—a quick, 
ready-reference tool to simplify 
your next project. And don’t miss 
the Decider Guide—your go-to 
cooperative purchasing roadmap 
featuring key best practices.

Invest Smarter Today. 
Build Stronger Schools 
for Tomorrow.

Browse contracts here.
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Shape the 
Future of Education,Today 
From students to staff to families, every voice matters. 
Sogolytics helps you capture and understand the feedback 
that shapes thriving school communities. 

With Sogolytics online surveys and Managed Research, you gain: 

Here's how education leaders nationwide use Sogolytics to strengthen schools.  

Trusted expertise
in public schools

Actionable
insights 

 Comprehensive
perspectives

Confidence at
every step 

Decades of experience, 
now strengthened by the 

K12 Insights research 
team. 

 Go beyond data collection 
to uncover trends and 
priorities that inform 
strategic decisions. 

Student, staff, and 
parent climate surveys 

that give you a 360° view 
of your district. 

 From survey design to 
analysis, our Managed 

Research experts deliver 
results you can rely on. 

Through our partnership with 
the Sogolytics Managed 
Research Team, we’ve built a 
strategic plan with clear 
measures of success. Their 
guidance helped us align our 
vision, goals, and outcomes, 
and gave us the tools to 
confidently report our progress 
annually to our stakeholders. 

The Sogolytics’ research team 
has been an extraordinary help 
to our division and our schools. I 
have been continuously 
impressed by their rock-solid 
dependability and quality and 
am profoundly grateful to have 
had the chance to work with 
and learn from them. They made 
my work exponentially easier. 

The team was very responsive 
to the diverse needs of our 
school leaders. I was 
consistently impressed by the 
level of support and teamwork 
provided by the Research 
Team. The support provided 
made it easier to tackle our 
complex survey needs in our 
large school division.

Dr. Mark Secaur
Superintendent 

Smithtown Central School District, NY 

Former Superintendent 
Falls Church City Public Schools, VA

Trusted by:

Administrative Leader 
Fairfax County Public Schools, VA

Whether your district is strengthening engagement, improving retention, or advancing student success, Sogolytics helps 
you make decisions that drive lasting impact.

Learn more at www.sogolytics.com/k12  
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

Lyon County School District 
Board Memo 

 
 
Date:  October 27, 2026 
 
To: Board of School Trustees  

From: Stacey Griffin-Cooper, Deputy Superintendent 
 
Re:  Policy JECBB: Student Open Enrollment - Variance 
 
 
Recommendation: That the LCSD Board of Trustees approve revisions to Policy JECBB: Student Open 
Enrollment - Variance as a first reading. 
 
Background Information: Policy JECBB updates the district's open enrollment rules to align with Nevada law 
and 2025 state legislation (AB 533 and SB 460). It creates transparent procedures for students applying to 
attend a school outside their assigned attendance zone when/if space is available. 

Key Updates and Requirements Required by Statute Include: 

• Continuous Enrollment: Once accepted, students no longer need to re-apply every year. They can 
remain at the school through its highest grade level. 

• Capacity & Timing: Grade-level capacities must be calculated and published 90 days before 
application windows open. 

• Fair Selection & Lotteries: Open enrollment decisions cannot consider academic performance, athletic 
ability, attendance or disability status (though denials are allowed for severe discipline history). When 
applications exceed capacity, a structured lottery will fill spots using a three-tiered priority system that 
favors siblings and students transferring from 1-Star or 2-Star schools. 

• Equal Access & Exceptions: Applications are free, and must be available in multiple languages. 
Specific exemptions remain in place for family hardships, address changes, and tribal reservation 
students. School principals and administrators maintain approval authority. 

• Logistics, Appeals & Reporting: Parents remain responsible for student transportation. Denials can be 
appealed to the Superintendent within 10 days, and the district will publish an annual public report on 
open enrollment figures. 

Budget Considerations: N/A 
 
Discussed at Previous Meeting: N/A 
 
Attachment(s):  
Policy JECBB: Student Open Enrollment Variance 
Variance Application 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY _______________________________________________________JECBB 

 
STUDENT OPEN ENROLLMENT/VARIANCE POLICY 
 
It shall be the policy of the Lyon County School District that students residing within Lyon 
County will attend Lyon County Schools. 
 
However, the Board of Trustees recognizes that an undue hardship or very unique circumstance 
may cause a parent/guardian to request that a child be allowed to attend school in another district 
or in another attendance area within the District.  In all cases the parent/guardian must submit to 
the school principal, and in certain cases District officials, a written explanation for the request 
on the approved District variance form.  The school principal and District officials shall 
determine the validity of the request.  School principals will have the authority to 
approve/disapprove general education student variance requests between schools within the 
District. District officials have the authority to approve/disapprove all variance requests, but 
must approve/disapprove special education student and out of district student variance requests. 
There must also be agreement between districts or schools within the District to allow for the 
variance. 
 
A student who resides on an Indian reservation located in two or more counties shall be
 allowed to attend the school nearest the student’s residence, without regard to the school 
district in which the student’s residence is located pursuant to NRS 392.015. These students must 
complete the variance request as a means of “application”. 
 
A variance shall only be granted when appropriate space is available in a school and shall be 
granted one year at a time.  A principal may revoke a variance at any time as a result of 
discipline or attendance problems, classroom overcrowding or other hardship on the school, with 
prior approval from the Superintendent or designee. The parent must accept full responsibility 
for providing transportation for the child on a variance. 
 
Purpose and Authority: This policy establishes standard guidelines for student school 
assignment based on residential attendance zones while defining criteria for approved out-of-
zone placements, hardship cases, and open enrollment under state law. This policy is adopted 
pursuant to NRS 388.040, NRS 386.790, NRS 392.015, Assembly Bill 533 (2025), Senate Bill 
460 (2025), and applicable Nevada regulations.  

Definitions: 

● Open Enrollment / Variance: A pupil’s attendance at a public school outside their 
assigned zone of attendance, whether residing within or outside the LCSD boundaries.  

● Specialized School: A magnet school, career and technical academy, or dual-enrollment 
high school, unless otherwise required by law.  
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY _______________________________________________________JECBB 

● Capacity: Reflection of maximum building occupancy or an occupancy level not 
exceeding one person per 40 square feet of instructional space, together with applicable 
class-size, safety, facility, and program requirements. 

General Access and Exception Criteria: Students will attend the school within their residential 
attendance zone, with the following exceptions:  

● Open Enrollment: A student attends an out-of-zone school pursuant to Nevada open 
enrollment law, provided the desired school and instructional capacities are not met.  

● Hardship / Special Circumstance: The transfer involves an exceptional student, a hardship 
case, or medical considerations.  

● Mid-Year Address Change: A student’s legal residence changes mid-year and permission 
is granted to remain in the former school through the end of the current school year.  

● Tribal Reservation Exemption: Pursuant to NRS 392.015, a student residing on an Indian 
reservation located in two or more counties may attend the school nearest their residence 
without regard to LCSD boundaries or school capacity limits.  

● Fee Prohibition: No student attending through open enrollment/variance will be assessed 
tuition or transfer fees (standard course-related fees may apply).  

● Continued Enrollment: Once an open enrollment application is approved and the pupil 
enrolls, the pupil may permanently transfer and remain through the highest grade offered 
without submitting annual re-applications, subject to standard conduct and attendance 
rules.  

Application Process and Administrative Guidelines: 

● Application Window: Applications will be date-stamped and accepted as outlined in 
Administrative Regulation. The application window will open June 1st through June 25th 
and will be published on the LCSD website. An application must be submitted to each 
school of interest.  

● Accessibility: Applications will be available in the six most common non-English 
languages identified by the State and provided via LCSD website and school offices.  

● Approval Authority: Building principals and LCSD administrators share approval 
authority; specialized program or out-of-district requests require LCSD-level review 
(e.g., Executive Director of Special Services).  

● Athletic Eligibility: Variance approval does not guarantee high school athletic eligibility, 
which must be approved separately by the Nevada Interscholastic Activities Association 
(NIAA).  

Capacity Determination and Publication: 

● Methodology: For each school and grade, LCSD shall identify the usable instructional 
classrooms reasonably available to that grade and determine the lawful number of pupil 
seat seats at each instructional teaching station. Capacity shall reflect maximum building 
occupancy or an occupancy level not exceeding one person per 40 square feet of 
instructional space, together with applicable class-size, safety, facility, and program 
requirements. 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY _______________________________________________________JECBB 

● Publication: Grade-level capacities will be published on the LCSD website at least 90 
days prior to the opening of the application window. Quarterly updates regarding 
available vacancies will be posted continuously.  

● Publication & Reductions: LCSD shall publish annual capacity at least 90 days before 
applications open and shall publish vacancies on or before the first date of each calendar 
quarter. Published capacity shall not be reduced during the application period unless 
significant and unforeseeable change in circumstances necessitates the reduction. If such 
reduction is proposed, the Superintendent or designee shall document the change in 
circumstances, the affected school and grade level, previously published capacity, the 
proposed revised capacity, and the basis for the reduction. Not later than 15 days before 
the earliest date on which decisions on pending applications are to be made, the District 
shall publish on its website a written explanation of the change in circumstances that 
necessitated the reduction in capacity. The District shall obtain any approval from the 
Nevada Department of Education required by law or regulation before implementing the 
reduction. 

Selection Criteria and Prohibited Factors 

● Prohibited Factors: Applications shall not be evaluated or denied based on academic, 
artistic, or athletic ability; participation in extracurriculars; disability status; English 
learner status; or home address (except to verify residency or lawful priority).  
 

● Disciplinary Exceptions: The school may deny an application if the pupil was suspended 
for 10 or more days or expelled during the current or immediately preceding school year. 

Enrollment Priorities and Random Lottery 

When grade-level applications exceed published capacity, available seats will be filled in the 
following order of priority: 

1. Students residing within the school’s assigned zone of attendance.  
2. Students enrolled in or assigned to a public school that received a 1-Star or 2-Star rating 

under the Nevada School Performance Framework in the preceding year.  
3. Sibling connections or additional LCSD-defined lawful priorities.  
4. Remaining applicants selected via a random, unweighted lottery. Unselected applicants 

will be placed on an ordered waitlist.  

Transportation Acknowledgement & Assistance 

● The application and approval notice shall state that, unless law requires otherwise, the 
parent or guardian is responsible for reliable and timely transportation each school day. 

● The parent or guardian shall acknowledge that LCSD is not required to establish or alter a 
bus route solely for the pupil; the pupil remains subject to ordinary attendance and 
tardiness requirements; and transportation difficulty may be addressed through voluntary 
return rather than punitive revocation. 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY _______________________________________________________JECBB 

● The district shall honor transportation rights under IDEA, Section 504, Mckinney-Vento, 
foster care school stability requirements; court orders, and other law. If transportation 
funding or assistance is available under NRS388.041, LCSD shall make the required 
request or assessment available in connection with the application process for 
administrative convenience. 

● A request for transportation assistance may be submitted in connection with the open 
enrollment process; however, transportation-assistance information shall not be used in 
determining whether a pupil is eligible for or will be offered an open enrollment 
placement. 

● The district shall administer transportation-assistance screening separately and 
independently from the review and selection process. Employees responsible for 
determining eligibility, priority, capacity, or lottery placement shall not consider a 
family’s transportation need, financial eligibility, requested form of transportation 
assistance, or ability to transport the pupil. 

 
Appeals: If an application is denied or not acted upon for the upcoming school year, the 
parent/guardian may submit a written appeal to the Superintendent or designee within ten (10) 
business days of receipt of the denial. The Superintendent/designee will review the request and 
issue a written final decision within ten (10) business days.  

Public Reporting and Recordkeeping: LCSD will maintain open enrollment records and 
submit an annual report to the Superintendent of Public Instruction detailing total application 
numbers, approval rates, and specific reasons for any denials.  

Exclusions: Out-of-district open enrollment variances may be revoked at any time due to 
chronic absenteeism, behavioral issues, or unsatisfactory academic performance. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Policy JECBB 
Revised 2/28/17 11/17/26 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY _______________________________________________________JECBB 

 
 
 
STUDENT OPEN ENROLLMENT/VARIANCE POLICY - ADMINISTRATIVE 
GUIDELINES REGULATIONS 
 
1. Student variance requests will be accepted and date stamped beginning March 1st of the 
preceding school year. Students must re-apply for variances each year.  
 
2. Requests for in-district variances and students requesting to enter LCSD must be pre-approved 
from the exiting principal, incoming principal and the Superintendent or designee beginning May 
1st of the preceding school year. 
 
3. Requests for variances to leave LCSD must be pre-approved from the exiting principal, 
Superintendent or designee and district officials where the student is requesting to enter. 
 
4. For specialized programs (Special Education, ESL, Gifted and Talented, etc.), variances will 
be approved based on space available and staffing, and must be approved by the Director of 
Special Services. 
 
5. District employee’s student(s) will be granted variance to the school at which they work, 
under the conditions of the variance policy. 
 
6. Priority will be given to in-district student variance requests over out-of-district student 
variance requests. 
 
7. A student’s official residence will be that of his/her parent(s)/guardian(s). A child may not 
claim residency by living with any relative other than a parent/guardian or with any other person, 
unless such relative or other person has obtained guardianship as provided by the provisions of 
the Nevada Revised Statutes. 
 
8. Families approved for a variance are responsible for providing their student’s transportation to 
and from school. 
 
9. High school athletic eligibility is not granted with an approved variance request. Applications 
for athletic eligibility must be submitted to and approved by the Nevada Interscholastic 
Activities Association (NIAA) before the student may participate in sanctioned sports.  

 

1. Application Intake and Verification 
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● Window Compliance: Verify that all applications were received within the published 
window (beginning June 1st through June 25th.) A separate variance application must be 
filed for each school of interest. 

● Prohibited Factors Check: Ensure that application review excludes any prohibited 
factors, such as academic, artistic, or athletic ability; disability status; English learner 
status; or participation in extracurricular activities. 

● Eligibility Screen: Screen for disciplinary exceptions as defined in the policy (e.g., 
suspension history of 10 or more days in the prior year. 

2. Tiered Prioritization 

Sort all eligible applicants into the following tiers, in order of precedence (assumed priority to 
residential students prior to the below considerations): 

● Priority 1: Students currently enrolled in or assigned to a public school that received a 1-
Star or 2-Star rating under the Nevada School Performance Framework in the preceding 
year. 

● Priority 2: Sibling connections or other LCSD-defined lawful priorities. 

● Priority 3: Remaining applicants (subject to the random, unweighted lottery). 

3. Seat Allocation and Lottery Execution 

● Allocation: Proceed to fill grade-level seats starting from Priority 1. 

● Exhaustion of Tiers: Continue filling seats through Priority 3. 

● Random Lottery: If the number of remaining applicants in Priority 3 exceeds the 
remaining available seats, conduct a random, unweighted lottery to select applicants for 
the remaining spots. 

4. Waitlist Management 

● Any applicants in Priority 3 who remain unselected after the lottery are to be placed on an 
ordered waitlist. 

The waitlist order should be established by the random draw sequence conducted during the 
lottery. 
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SCHOOL ATTENDANCE VARIANCE APPLICATION
Out-of-Zone Open Enrollment Request • Academic Year 2026–2027

Authority: NRS 388.040 & NRS 386.790 
Form ID: OE-VAR-2026

Window: June 1st – August 1st 

Notice to Applicants: Required only for students seeking to attend a public school outside their assigned zone. Application window: June  1st – 25th. Decisions are based on 
published capacity and statutory priorities. Transportation is the family's responsibility. 

1. STUDENT & FAMILY INFORMATION

STUDENT FULL LEGAL NAME (LAST, FIRST, MIDDLE) DATE OF BIRTH STUDENT ID GRADE (2026–27)

PARENT / LEGAL GUARDIAN NAME RELATIONSHIP CONTACT PHONE

PHYSICAL RESIDENTIAL ADDRESS (STREET, CITY, STATE, ZIP) EMAIL ADDRESS

2. SCHOOL ASSIGNMENT & VARIANCE REQUEST

CURRENT ZONED SCHOOL (SCHOOL STUDENT IS REQUIRED TO ATTEND) REQUESTED VARIANCE SCHOOL (OUT-OF-ZONE REQUESTED SCHOOL)

3. STATUTORY PRIORITY (NRS 388.040)

Does student reside in a 1-star or 2-star school zone? 
YES (Priority 1) NO UNSURE

4. SIBLING PREFERENCE

YES NOSibling currently attending requested school? 
Sibling Name: _____________________ Grade: ____ 

5. LIMITED DISCIPLINE SCREEN (STATUTORY ELIGIBILITY)

Pursuant to NRS 388.040(5), attendance records and full discipline history are NOT collected or 

evaluated. 1. Suspended 10+ days in current/prior year? YES   NO 2. Expelled in current/prior year? YES   NO

6. REASON FOR REQUEST (OPTIONAL CONTEXT)
Open enrollment decisions are strictly based on published capacity and statutory priorities. Prohibited factors are not considered.

7. TRANSPORTATION STATEMENT (NRS 386.790)

The district does not provide bus transportation for out-of-zone open enrollment students. Parents/guardians are fully responsible for transportation. (Exception: Transportation 
required as a related service under a student's IEP or Section 504 plan will be provided by law).

8. TERMS & PARENT CERTIFICATION

By signing below, I certify: (1) Info is accurate; window is June 1st – August 1st. (2) Once approved/enrolled, student may remain through highest grade offered without annual reapplication 
(NRS 388.040). (3) No tuition/transfer fees apply. (4) Seat must be accepted by stated deadline or released. (5) Denial/lack of action may be appealed in writing to District Superintendent
(decision is final). 

SIGNATURE OF PARENT / LEGAL GUARDIAN DATE (MM/DD/YYYY)

9. ADMINISTRATIVE DETERMINATION & ACTION (DISTRICT PROCESSING)

Date Received: ___________ Residency Verified: Yes No Priority 1 Verified: Yes N/A Lottery # (if applicable): _______

ADMINISTRATIVE ACTION TAKEN: APPROVED PLACED ON WAITLIST (Position #______) DENIED
EXPLANATION / SPECIFIC REASON FOR DENIAL OR ADMINISTRATIVE NOTES:

(If denied, state statutory reason e.g., lack of grade-level capacity, discipline ineligibility, late submission, or exempt school)

District Designee Signature: ___________________________ Title: _________________ Notice Date: ___________

Nevada Open Enrollment Standard Form • Compliant with NRS 388.040 & NRS 386.790 • Implementation Handbook Guidance 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 

student ownership, and encourages discovery learning for success in a rapidly evolving world. 
 

Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   BillieJo Hogan, Executive Director of Human Resources 
 
Re:   2025-26 Nevada Educator Performance Framework 
 
___________________________________________________________________________________________ 
Recommendation:  The Board of Trustees approve the report on the Nevada Educator Performance Framework 
(NEPF) results as permitted under NRS 391.485.       
 
Background Information:  
AB320 was passed in the 2017 legislative session. Section 1.2 (2) states that the board of trustees of each school 
district shall annually review the manner in which schools in the school district evaluate teachers and 
administrators pursuant to the statewide performance evaluation system. 
 
LCSD participated in it’s second year with the NEPF Field Study Implementation for evaluation of licensed 
staff.  NEPF reporting for the 2025-26 school year. Pursuant to this requirement, staff have provided an overall 
comparison of the NEPF data of LCSD teachers and administrators across 2025 and 2026 data trends alongside 
state averages. Statewide data were obtained from the Nevada Department of Education. 
 
Overall, results show that LCSD continues to maintain 0% of teachers and administrators rated as Ineffective 
and Developing in 2026. 

2025 vs. 2026 Teacher Performance Ratings Comparison 

Rating Category 2025 LCSD 2025 State 2026 LCSD 2026 State 
  

Ineffective 0.00% (0) 0.08% 0.00% (0) 0.11% 

Developing 2.15% (9) 0.78% 0.00% (0) 0.85% 

Effective 39.95% (167) 67.91% 38.11% (157) 69.10% 

Highly Effective 46.17% (193) 24.59% 41.99% (173) 23.45% 

Exempt 11.72% (49) 6.64% 19.90% (82) 6.49% 
 
Overall, LCSD had 80.10% of evaluated staff rated Effective or Highly Effective in 2026 compared to 86.12% 
in 2025. In comparison, the state average stood at 92.55% in 2026 and 92.50% in 2025. Furthermore, LCSD's 
percentage of Exempt teachers expanded significantly from 11.72% in 2025 to 19.90% in 2026, directly 
reflecting high performance sustained across multiple evaluation cycles. 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 

student ownership, and encourages discovery learning for success in a rapidly evolving world. 
 

The relatively high percentage of LCSD teachers rated as Highly Effective (41.99% in 2026 vs. 23.45% 
statewide) indicates that a significant portion of the district's educators perform at a high level. This directly 
benefits students, as teachers with Highly Effective ratings are more likely to implement best practices in the 
classroom, engage students effectively, and drive better academic outcomes. 

2025 vs. 2026 Administrator Performance Ratings Comparison 

Rating Category 2025 LCSD 2025 State 2026 LCSD 2026 State 
  

Ineffective 0.00% (0) 0.00% 0.00% (0) 0.15% 

Developing 0.00% (0) 0.17% 0.00% (0) 1.76% 

Effective 50.00% (20) 74.75% 32.50% (13) 70.08% 

Highly Effective 25.00% (10) 20.63% 47.50% (19) 23.26% 

Exempt 25.00% (10) 4.46% 20.00% (8) 4.74% 
 

LCSD administrators demonstrated substantial growth in top-tier performance, nearly doubling the percentage 
of Highly Effective ratings from 25.00% in 2025 to 47.50% in 2026, significantly outpacing the state average of 
23.26%. 

NEPF Survey Trends (2025 vs. 2026 Comparison) 

LCSD participated in the statewide NEPF survey of teachers and administrators, with total participation 
increasing from 124 respondents in 2025 to 171 in 2026. 
 
Survey  Participant Group 2025 2026 YoY Trend 

  

Evaluation Fairness Staff 92.0% 95.7% +3.7% 

Administrators 83.3% 100.0% +16.7% 

Impact on Student 
Learning 

Staff 63.2% 82.9% +19.7% 

Administrators 50.0% 73.3% +23.3% 

Student Learning 
Goals (SLG Drive & 
Rigor) 

Staff (Used SLG 
to drive 
instruction) 

58.6% 87.2% +28.6% 

Administrators 
(Teachers set 
rigorous SLGs) 

83.3% 93.3% +10.0% 

Evaluator Training Staff (Evaluator 
was well-trained) 

87.4% 95.7% +8.3% 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 

student ownership, and encourages discovery learning for success in a rapidly evolving world. 
 

Survey  Participant Group 2025 2026 YoY Trend 
  

Impact on 
Instructional Practice 

Staff 60.9% 82.1% +21.2% 

Administrators 33.3% 80.0% +46.7% 
 

This data suggests that the evaluation system is contributing to improved teaching practices and administrative leadership, 
which ultimately benefit students by enhancing the quality of instruction they receive. LCSD met all NEPF protocols and 
requirements. Districtwide data was shared with the Nevada Department of Education. This information provided to the 
Board of Trustees is compliant with NRS 391.485. 

 
Budget Considerations:  
NA 
 
Discussed at Previous Meeting: 
None 
 
Attachment(s): 
Attachment – NEPF Lyon Data Trends 2026 
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2026 2025 2024 2023 2022 2021
TEACHERS STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.11% 0 0.00% 0.08% 0 0.00% 0.13% 0 0% 0.07% 0 0.00% 0.08% 0 0.00% 0.08%

DEVELOPING 0 0.00% 0.85% 9 2.15% 0.78% 10 2.29% 0.75% 9 2.15% 0.63% 6 1.32% 0.52% 1 0.21% 0.47%

EFFECTIVE 157 38.11% 69.10% 167 39.95% 67.91% 180 41.28% 71.12% 202 48.21% 71.91% 198 43.42% 71.53%% 210 44.59% 73.12%

HIGHLY 173 41.99% 23.45% 193 46.17% 24.59% 186 42.66% 19.83% 186 44.39% 22.01% 174 38.16% 22.59%% 175 37.15% 17.43%

EXEMPT 82 19.90% 6.49% 49 11.72% 6.64% 60 13.76% 8.18% 22 5.25% 5.38% 78 17.11% 5.30% 85 18.05% 9.00%

TOTAL 412 100.00% 100.00% 418 100.00% 100.00% 436 20438 419 20601 456 21,301 471 21,931

ADMIN STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.15% 0 0.00% 0.00% 0 0.00% 0.08% 0 0.00% 0.14% 0 0.00% 0.00% 0 0.00% 0.00%

DEVELOPING 0 0.00% 1.76% 0 0.00% 0.17% 5 13.89% 0.75% 2 5.56% 0.83% 0 0.00% 0.52% 0 0.00% 0.38%

EFFECTIVE 13 32.50% 70.08% 20 50.00% 74.75% 18 50.00% 77.11% 15 41.67% 75.76% 18 47.37% 70.67% 18 46.15% 66.76%

HIGHLY 19 47.50% 23.26% 10 25.00% 20.63% 8 22.22% 18.05% 17 47.22% 16.87% 10 26.32% 22.09%% 16 41.03% 25.75%

EXEMPT 8 20.00% 4.74% 10 25.00% 4.46% 5 13.89% 4.01% 2 5.56% 6.40% 10 26.32% 6.72%% 4 10.26% 6.47%

TOTAL 40 100.00% 100.00% 40 100.00% 100.00% 36 1197 36 1452 38 1340 39 1,297

COUNSELOR STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.00% 0 0.00% 0.00% 0 0.00% 0.00% 0 0.00% 0 0.00% 0.00% 0 0.00% 0.10%

DEVELOPING 0 0.00% 0.32% 0 0.00% 0.59% 0 0.00% 0.00% 0 0.00% 0 0.00% 0.10% 0 0.00% 0.41%

EFFECTIVE 6 27.27% 49.31% 3 14.29% 48.39% 3 17.65% 55.76% 4 23.53% 8 38.10% 63.80% 6 27.27% 55.77%

HIGHLY 11 50.00% 44.18% 16 76.19% 44.88% 14 82.35% 36.81% 10 58.82% 13 61.90% 27.61% 10 45.45% 27.01%

EXEMPT 5 22.73% 6.19% 2 9.52% 6.15% 0 0.00% 7.43% 3 17.65% 1 4.76% 8.49% 5 22.73% 16.49%

TOTAL 22 100.00% 100.00% 21 100.00% 100.00% 17 929 17 21 978 22 970

NURSE STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.00% 0 0.00% 0.29% - -% 0.00% 0 #DIV/0! - -% 0.00% - -% 0.36%

DEVELOPING 0 0.00% 0.27% 0 0.00% 0.00% - -% 0.00% 0 #DIV/0! - -% 0.00% - -% 0.36%

EFFECTIVE 0 0.00% 60.05% 1 20.00% 53.16% - -% 53.22% 3 #DIV/0! - -% 56.94% - -% 51.64%

HIGHLY 5 100.00% 25.74% 4 80.00% 37.93% - -% 42.71% 0 #DIV/0! - -% 37.72% - -% 37.36%

EXEMPT 0 0.00% 13.94% 0 0.00% 8.62% - -% 4.07% 0 #DIV/0! - -% 5.34% - -% 5.49%

TOTAL 5 100.00% 100.00% 5 100.00% 100.00% 295 3 281 273

PSYCHOLOGIST STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.00% 0 0.00% 0.00% 0 0.00% 0.00% - -% 0 0.00% 0.00% 0 0.00% 0.00%

DEVELOPING 0 0.00% 1.15% 0 0.00% 0.39% 0 0.00% 0.00% - -% 0 0.00% 0.00% 1 20.00% 0.39%

EFFECTIVE 0 0.00% 40.61% 0 0.00% 42.02% 1 14.29% 46.32% - -% 2 40.00% 50.42% 1 20.00% 50.39%

HIGHLY 7 100.00% 55.17% 6 100.00% 50.97% 6 85.71% 47.62% - -% 3 60.00% 42.44% 2 40.00% 34.92%

EXEMPT 0 0.00% 3.07% 0 0.00% 6.61% 0 0.00% 6.06% - -% 0 0.00% 7.14% 0 0.00% 13.49%

TOTAL 7 100.00% 100.00% 6 100.00% 100.00% 7 231 5 238 5 252
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SOCIAL WORKER STATE STATE STATE STATE STATE STATE

INEFFECTIVE - -% 0.00% - -% 0.00% - -% 0.00% - -% - -% 0.80% - -% 0.00%

DEVELOPING - -% 0.47% - -% 0.00% - -% 0.66% - -% - -% 0.80% - -% 1.63%

EFFECTIVE - -% 51.89% - -% 57.94% - -% 54.30% - -% - -% 45.60% - -% 46.72%

HIGHLY - -% 40.57% - -% 39.72% - -% 41.72% - -% - -% 40.80% - -% 41.80%

EXEMPT - -% 7.08% - -% 2.34% - -% 3.31% - -% - -% 12.00% - -% 8.19%

TOTAL 100.00% 100.00% 151 125 122

SPEECH STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.20% 0 0.00% 0.00% 0 0.00% 0.00% - -% 0 0.00% 0.22% 0 0.00% 0.00%

DEVELOPING 0 0.00% 0.40% 0 0.00% 0.40% 0 0.00% 0.98% - -% 0 0.00% 0.22% 0 0.00% 0.20%

EFFECTIVE 1 10.00% 40.48% 0 0.00% 39.72% 1 14.29% 49.51% - -% 1 14.29% 46.19% 0 0.00% 47.80%

HIGHLY 5 50.00% 46.49% 4 50.00% 44.66% 2 28.57% 36.59% - -% 6 85.71% 43.36% 0 0.00% 19.20%

EXEMPT 4 40.00% 12.42% 4 50.00% 15.22% 4 57.14% 12.93% - -% 0 0.00% 10.02% 4 100.00% 0.23%

TOTAL 10 100.00% 100.00% 8 100.00% 100.00% 7 410 7 459 4 479

LIBRARIAN STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.00% 0 0.00% 0.00% - -% 0.00% 0 0.00% 0 0.00% 0.00% 0 0.00% 0.00%

DEVELOPING 0 0.00% 0.28% 0 0.00% 0.00% - -% 0.00% 0 0.00% 0 0.00% 0.98% 0 0.00% 0.20%

EFFECTIVE 1 100.00% 58.87% 0 0.00% 61.96% - -% 65.48% 0 0.00% 0 0.00% 66.89% 0 0.00% 47.80%

HIGHLY 0 0.00% 33.24% 1 100.00% 28.53% - -% 25.00% 1 100.00% 1 100.00% 26.56% 0 0.00% 19.20%

EXEMPT 0 0.00% 7.61% 0 0.00% 9.51% - -% 9.52% 0 0.00% 0 0.00% 5.57% 1 100.00% 0.23%

TOTAL 1 100.00% 100.00% 1 100.00% 100.00% 336 1 1 305 1 235

AUDIOlOGIST STATE STATE STATE STATE STATE STATE

INEFFECTIVE 0 0.00% 0.00% - -% 0.00% - -% 0.00% - -% - -% 0.00% - -% 0.00%

DEVELOPING 0 0.00% 0.00% - -% 0.00% - -% 0.00% - -% - -% 0.00% - -% 0.00%

EFFECTIVE 0 0.00% 0.00% - -% 62.50% - -% 50.00% - -% - -% 66.67% - -% 62.50%

HIGHLY 1 100.00% 87.50% - -% 25.00% - -% 50.00% - -% - -% 16.67% - -% 37.50%

EXEMPT 0 0.00% 12.50% - -% 12.50% - -% 0.00% - -% - -% 16.67% - -% 0.00%

TOTAL 1 100.00% 100.00% 100.00% 6 6 8
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2,026.00 2025 2024 2023 2022 2021
TEACHERS STATE STATE STATE STATE STATE STATE

Highest IPS 5 (3.60) 5 (3.47) 1 (3.63) 2 (3.45) 2 (3.58) 2 (3.50) 2 (3.59) 2 (3.41) 2 (3.57) 2 (3.39) 2 (3.6) 2 (3.35)

Lowest IPS 4 (3.24) 4 (3.14) 4 (3.20) 4 (3.21) 4 (3.20) 4 (3.19) 4 (3.2) 4 (3.21) 4 (3.18) 4 (3.21) 4 (3.21) 4 (3.18)

Highest PRS 5 (3.69) 5 (3.54) 5 (3.74) 5 (3.57) 5 (3.76) 5 (3.55) 5 (3.77) 5 (3.43) 5 (3.73) 5 (3.41) 5 (3.75) 1,5 (3.37)

Lowest PRS 1-2 (3.44) 4 (3.32) 4 (3.43) 2 (3.35) 2 (3.33) 4 (3.36) 2 (3.31) 2 (3.31) 2 (3.27 2 (3.29) 2 (3.3) 2 (3.28)

SLG 3.47 3.47 3.64 3.42 3.56 3.36 3.53 3.33 N/A N/A 3.4 3.19

Score 3.50 3.40 3.49 3.39 3.47 3.39 3.47 3.34 3.47 3.33 3.48 3.29

ADMIN STATE STATE STATE STATE STATE STATE

Highest ILS 3 (3.84) 3 (3.41) 3 (3.75) 3 (3.49) 3 (3.54) 3 (3.53) 3 (3.59) 3 (3.3) 2 (3.51) 2 (3.42) 3,4 (3.60) 2 (3.45)

Lowest ILS 4 (3.28) 4 (3.16) 4 (3.21) 4 (3.38) 4 (3.29) 1 (3.42) 4 (3.37) 4 (3.20) 4 (3.33) 4 (3.27) 4 (3.37) 4 (3.32)

Highest PRS 2 (3.72) 3 (3.52) 3 (3.82) 3 (3.57) 3 (3.90) 3 (3.62) 3 (3.8) 3 (3.39) 3 (3.71) 3 (3.47) 3 (3.84) 3 (3.48)

Lowest PRS 4 (3.28) 1 (3.22) 1 (3.44) 1 (3.33) 4 (3.32) 4 (3.36) 4 (3.24) 4 (3.22) 4 (3.27) 4 (3.26) 4 (3.21) 4 (3.29)

SLG 3.67 3.12 3.27 3.29 3.38 3.36 3.23 3.22 N/A N/A 3.19 3.29

Score 3.80 3.33 3.46 3.41 3.23 3.45 3.42 3.28 3.43 3.35 3.16 3.37

COUNSELOR STATE STATE STATE STATE STATE STATE

Highest PRS 3 (3.76) 3 (3.70) 3 (3.81) 3 (3.66) 3 (3.78) 3 (3.58) 1 (3.68) 3 (3.56) 3 (3.71) 3 (3.47) 5 (3.71) 3 (3.73)

Lowest PRS 4 (3.51) 4 (3.54) 4 (3.6) 4 (3.39) 4 (3.45) 4 (3.44) 4 (3.26) 4 (3.34) 4 (3.32) 4 (3.31) 4 (3.31) 4 (3.40)

Score 3.67 3.64 3.71 3.54 3.65 3.5 3.55 3.48 3.6 3.41 3.56 3.41

NURSE STATE STATE STATE STATE STATE STATE

Highest PPS 5 (4.0) 5 (3.72) 1,2 (3.95) 5 (3.80) - 4 (3.75) 1,4 (3.42) 1 (3.46) - 5 (3.49) 4,5 (2.88) 5 (3.51)

Lowest PPS 3 (3.75) 3 (3.62) 3 (3.85) 3 (3.72) - 3.60 (3) 5 (3.0) 3 (3.36) - 3 (3.36) 2,3 (2.75) 3 (3.34)

Score 3.84 3.65 3.91 3.76 - 3.58 3.23 3.43 - 3.43 2.9 3.42

PSYCHOLOGIST STATE STATE STATE STATE STATE STATE

Highest PPS 1-4 (4.0) 2 (3.79) 2 (4.0) 2 (3.87) 2 (3.95) 2 (3.79) - 1 (3.61)  2 (3.6) 2 (3.58) 1 (3.69) 1 (3.50)

Lowest PPS 0.00 3 (3.67) 4 (3.89) 3 (3.58) 1 (3.82) 4 (3.62) - 3 (3.47) 3 (3.47) 3 (3.40) 3,4 (3.33) 3 (3.37)

Score 4.00 3.74 3.95 3.74 3.88 3.7 - 3.54 3.53 3.49 3.51 3.44

SOCIAL WORKER STATE STATE STATE STATE STATE STATE

Highest PRS - 2 (3.56) - 1 (3.63) - 1 (3.56) - 1 (3.58) - 1 (3.54) - 1 (3.59)

Lowest PRS - 3 (3.40) - 4 (3.48) - 3,4 (3.52) - 4 (3.48) - 4 (3.42) - 4 (3.44)

Score - 3.49 - 3.55 - 3.53 - 3.51 - 3.48 - 3.44
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SPEECH STATE STATE STATE STATE STATE STATE

Highest PRS 4 (3.83) 4 (3.65) 2 (4.0) 2 (3.7) 3 (3.75)  1 (3.58) -  1 (3.63) 4 (3.83) 1 (3.55) 2,4 (3.92) 1,2,3 (3.75)

Lowest PRS 1 (3.70) 3 (3.57) 1 (3.75) 1,3,4 (3.68) 4 (3.53) 2,4 (3.52) - 3 (3.46) 1 (3.6) 2 (3.43) 1 (3.7) 4 (3.68)

Score 3.70 3.60 3.86 3.68 3.61 3.54 - 3.54 3.69 3.5 3.85 3.4

LIBRARIAN STATE STATE STATE STATE STATE STATE

Highest IPS 3 (3.50) 3 (3.58) 1,2,3 (4.0) 1 (3.56) - 1 (3.60) 1,2,5 (4.0) 3 (3.43) 1,2,5 (4.0) 3 (3.42) - 3 (3.38)

Lowest IPS 2,4 (3.0) 4 (3.34) 4 (3.33) 4 (3.32) - 5 (3.32) 4 (3.0) 4 (3.25) 4 (3.0) 4 (3.24) - 4 (3.22)

Highest PRS 1 (4.0) 1 (3.83) 3,5 (4.0) 2 (3.73) - 2 (3.89) 1,2,3,5 (4.0) 2 (3.60) 1,2,3,5 (4.0) 2 (3.60) - 2 (3.57)

Lowest PRS 2 (3.0) 4 (3.53) 1 (3.0) 4,5 (3.45) - 5 (3.53) 4 (3.66) 5 (3.40) 4 (3.67) 5 (3.39) - 5 (3.36)

SLG/LPG 3.00 3.27 3 3.56 - 3.56 4 3.73 N/A N/A - 3.26

Score 3.29 3.55 3.6 3.48 - 3.5 3.84 3.4 3.82 3.41 - 3.37

AUDIOlOGIST STATE STATE STATE STATE STATE STATE

Highest PRS 1-5 (4.0) 1 (3.90) - 1 (3.64) - 5 (3.72) - 5 (3.58) - 3 (3.50) - 1 (3.54)

Lowest PRS - 3 (3.71) - 3 (3.46 - 2 (3.46) - 3 (3.25) - 2 (3.25) - 2,4 (3.43)

Score 4.00 3.62 - 3.56 - 3.46 - 3.46 - 3.36 - 3.48
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2025-26 2024-25 2023-24 2022-23 2021-2022 2020-2021
District State District State District State District State District State District State

Q1. Which district do you work for?
171 4,816 124 7,376 203 6688 195 6614 274 6888 276 8359

Q2. How would you characterize the grade span of your school?
Elementary 37.43% 46.14% 47.54% 48.18% 39.41% 48.29% 46.67% 46.57% 41.24% 48.46% 38.77% 50.11%
Middle 20.47% 21.32% 17.21% 20.67% 24.63% 18.98% 18.46% 20.96% 21.90% 19.66% 21.01% 20.39%
High 33.92% 26.62% 27.87% 25.05% 27.59% 25.82% 28.72% 26.63% 28.83% 25.32% 23.91% 23.69%
Combined 8.19% 5.92% 7.38% 6.10% 5.91% 6.90% 6.15% 5.84% 6.93% 4.41% 16.30% 3.43%

Q3. Which school/s do you work at (optional)? 
Answered 107 2,486 0 3956 0 3568 3457

Q4. How long have you been in your current position? 
Three Years or Less 39.18% 35.61% 29.84% 37.62% 33.50% 36.25% 32.31% 32.83% 12.04% 12.94% 17.07% 13.87%
Four Years or More 60.82% 64.39% 70.16% 62.38% 66.50% 63.75% 67.69% 67.17% 87.96% 87.06% 82.93% 86.13%

Q5. What is your current position?
Administrator 8.77% 6.67% 4.92% 8.00% 5.47% 7.44% 9.23% 6.32% 9.12% 4.66% 11.96% 7.26%
Audiologist 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
School Counselor 0.58% 2.26% 4.10% 3.34% 2.99% 3.75% 2.05% 3.33%
School Nurse 1.17% 0.98% 0.82% 0.92% 0.50% 1.31% 0.00% 0.85%
School Psychologist 0.00% 0.73% 0.82% 0.62% 1.00% 0.76% 0.51% 0.50%
School Social Worker 0.00% 0.83% 0.00% 0.80% 0.00% 0.69% 0.00% 0.75%
Teacher 81.87% 80.67% 89.34% 83.14% 90.05% 81.72% 88.21% 85.81% 90.88% 95.34% 88.04% 92.74%
Teacher-Librarian 1.75% 1.20% 0.00% 1.15% 0.00% 1.34% 0.00% 1.29%
Speech Language Pathologist 0.00% 1.41% 0.00% 2.02% 0.00% 2.99% 0.00% 1.14%

Q6. What was your status during the [current] school year?
Probationary 20.51% 21.67% 12.71% 21.27% 15.10% 19.44% 16.38% 17.60% 14.50% 16.98% 23.40% 20.60%
Post-Probationary 79.49% 78.33% 87.29% 78.73% 84.90% 80.56% 83.62% 82.40% 85.50% 83.02% 76.60% 79.40%

Q7. Were you evaluated with the NEPF during the [current] school year?
Yes 75.00% 87.56% 73.73% 89.46% 79.17% 88.47% 80.23% 91.33% 71.90% 89.75% 88.10% 90.31%
No: exempt due to two previous years of ‘highly effective” rating 11.54% 7.39% 16.10% 6.75% 12.50% 8.40% 10.73% 6.10% 20.90% 6.29% 6.60% 4.82%
No: other reason described below 13.46% 5.05% 10.17% 3.79% 8.33% 3.13% 9.04% 2.56% 7.20% 3.96% 5.30% 4.86%

Q8. My evaluation was fair. 
Strongly agree 47.01% 44.66% 54.02% 48.94% 51.32% 45.33% 39.44% 42.78% 56.90% 40.64% 59.03% 42.01%
Agree 48.72% 45.70% 37.93% 41.86% 41.45% 46.07% 52.82% 47.58% 33.60% 49.56% 35.00% 49.26%
Disagree 2.56% 7.28% 4.60% 6.14% 5.92% 6.15% 4.93% 6.93% 7.80% 7.51% 4.20% 6.45%
Strongly disagree 1.71% 2.37% 3.45% 3.05% 1.32% 2.45% 2.82% 2.71% 1.70% 2.29% 1.77% 2.28%

Q9. My evaluation was focused more on my professional growth rather than on awarding a score or rating. 
Strongly agree 36.75% 31.62% 28.74% 33.64% 32.24% 31.71% 24.65% 28.03% 33.60% 22.90% 30.40% 20.95%
Agree 47.01% 47.08% 48.28% 45.86% 48.68% 45.83% 50.70% 46.72% 39.70% 45.92% 37.90% 47.46%
Disagree 14.53% 17.45% 19.54% 15.35% 16.45% 18.02% 19.72% 20.30% 16.40% 23.97% 21.50% 23.61%
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Strongly disagree 1.71% 3.85% 3.45% 5.15% 2.63% 4.43% 4.93% 4.95% 10.30% 7.22% 10.30% 7.98%

Q10. My NEPF evaluation cycle experience helped me identify my areas of growth as an educator.
Strongly agree 31.09% 27.13% 31.03% 27.57% 25.66% 24.83% 20.42% 22.20% 38.80% 26.04% 33.20% 22.22%
Agree 53.45% 47.74% 45.98% 44.92% 49.34% 45.16% 54.93% 45.03% 37.10% 47.10% 40.20% 50.26%
Disagree 11.21% 18.39% 14.94% 19.01% 20.39% 22.65% 16.90% 23.89% 16.40% 19.89% 16.40% 20.08%
Strongly disagree 3.45% 6.74% 8.05% 8.50% 4.61% 7.36% 7.75% 8.89% 7.80% 6.96% 10.30% 7.44%

Q11. My NEPF evaluation cycle experience took a reasonable amount of my time. 
Strongly agree 27.35% 27.57% 21.84% 27.17% 26.32% 24.55% 21.13% 23.23% 38.80% 24.41% 43.00% 28.72%
Agree 61.54% 55.18% 50.57% 52.78% 53.29% 53.88% 53.52% 52.08% 38.80% 53.27% 38.30% 52.69%
Disagree 7.69% 12.24% 18.39% 13.88% 15.13% 15.02% 18.31% 16.44% 15.50% 15.10% 13.60% 12.91%
Strongly disagree 3.42% 5.01% 9.20% 6.17% 5.26% 6.56% 7.04% 8.25% 6.90% 7.22% 5.10% 5.68%

Q12. My designated evaluator(s) were well-trained in conducting the NEPF evaluation cycle. 
Strongly agree 51.28% 45.12% 37.93% 43.64% 44.08% 41.23% 44.37% 40.25% 62.90% 42.84% 60.30% 46.72%
Agree 44.44% 45.15% 49.43% 45.11% 47.37% 46.58% 45.77% 46.48% 26.70% 46.90% 30.40% 44.55%
Disagree 1.71% 6.43% 10.34% 7.31% 5.92% 8.53% 4.93% 8.77% 6.00% 6.91% 6.10% 6.35%
Strongly disagree 2.56% 3.30% 2.30% 3.93% 2.63% 3.66% 4.93% 4.50% 4.30% 3.35% 3.30% 2.38%

Q13. The Student Learning Goal (SLG) process was used to drive my planning and instruction throughout the year. 
Strongly agree 29.91% 24.96% 12.64% 21.34% 19.08% 20.60% 16.90% 18.11% 15.50% 15.85% 40.70% 23.55%
Agree 57.26% 46.40% 45.98% 44.37% 50.00% 44.78% 53.52% 44.26% 50.00% 40.99% 38.30% 51.72%
Disagree 5.98% 12.43% 10.34% 15.25% 11.18% 15.12% 17.61% 16.75% 10.30% 14.49% 14.00% 16.21%
Strongly disagree 0.00% 8.75% 21.84% 9.14% 14.47% 10.05% 7.75% 13.18% 6.00% 11.02% 7.00% 8.52%
Not applicable (did not participate in the SLG process for the current school year)6.84% 7.45% 9.20% 9.91% 5.26% 9.45% 4.23% 7.70% 18.10% 17.65%

Q14. The feedback I received during my NEPF evaluation cycle experience positively impacted my students’ learning. 
Strongly agree 29.91% 26.49% 9.20% 23.47% 11.18% 21.91% 13.38% 19.47% 21.60% 19.15% 19.20% 20.15%
Agree 52.99% 48.88% 54.02% 48.21% 52.63% 47.57% 54.23% 47.41% 55.20% 49.28% 58.40% 50.28%
Disagree 11.97% 14.72% 9.20% 16.06% 17.11% 17.73% 19.72% 18.95% 14.70% 17.99% 12.60% 18.61%
Strongly disagree 0.00% 6.46% 17.24% 8.25% 13.16% 7.78% 7.04% 9.63% 4.30% 9.11% 5.10% 7.95%
Did not receive feedback 5.13% 3.45% 10.34% 4.01% 5.92% 5.02% 5.63% 4.54% 4.30% 4.47% 4.70% 3.01%

Q15. The feedback I received during my NEPF evaluation cycle experience positively impacted my instructional practice.
Strongly agree 28.21% 26.64% 10.34% 23.97% 13.82% 22.33% 15.49% 19.64% 21.60% 19.76% 22.40% 23.59%
Agree 53.85% 48.55% 50.57% 48.32% 55.26% 48.12% 53.52% 48.48% 54.30% 48.74% 60.30% 51.17%
Disagree 11.97% 14.58% 12.64% 15.59% 10.53% 17.20% 17.61% 18.30% 15.50% 18.15% 7.90% 15.32%
Strongly disagree 0.85% 7.06% 14.94% 8.69% 14.47% 7.84% 7.04% 9.21% 5.20% 9.08% 4.70% 6.81%
Did not receive feedback 5.13% 3.16% 11.49% 3.43% 5.92% 4.51% 6.34% 4.36% 3.40% 4.27% 4.70% 3.10%

Q16. I had access to the professional development (formal or informal) that was necessary to implement the feedback and/or directives provided during my NEPF evaluation cycle.
Strongly agree 27.59% 28.29% 25.29% 29.57% 19.74% 25.66% 14.79% 22.80% 33.60% 21.86% 36.40% 24.85%
Agree 57.76% 53.70% 49.43% 50.68% 62.50% 54.15% 54.23% 53.75% 34.50% 54.46% 39.70% 54.98%
Disagree 11.21% 13.97% 17.24% 14.27% 11.18% 15.56% 18.31% 17.70% 19.80% 17.91% 16.40% 15.50%
Strongly disagree 3.45% 4.03% 8.05% 5.48% 6.58% 4.63% 12.68% 5.75% 12.10% 5.76% 7.50% 4.66%

Q6A. What was your status during the current school year? 
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Probationary 12.50% 28.53% 33.33% 30.30% 63.64% 33.96% 33.33% 32.08% 32.00% 32.09% 69.70% 29.16%
Post-Probationary 87.50% 71.47% 66.67% 69.70% 36.36% 66.04% 66.67% 67.92% 68.00% 67.91% 30.30% 70.84%

Q7A. Were you evaluated by your supervisor(s) using the NEPF during the current school year?
Yes 100.00% 94.77% 100.00% 90.93% 81.82% 89.63% 88.89% 92.77% 84.00% 87.80% 93.80% 91.90%
No: exempt due to two previous years of ‘highly effective” rating 0.00% 3.08% 0.00% 2.70% 0.00% 3.72% 5.56% 2.83% 12.00% 3.48% 3.10% 2.46%
No: other reason described below 0.00% 2.15% 0.00% 6.37% 18.18% 6.65% 5.56% 4.40% 4.00% 8.71% 3.10% 5.63%

Q8A. My evaluation was fair.
Strongly agree 66.67% 47.39% 16.67% 50.80% 77.78% 44.59% 62.50% 52.55% 38.10% 27.59% 33.30% 27.71%
Agree 33.33% 48.04% 66.67% 45.21% 22.22% 48.38% 37.50% 43.63% 47.60% 67.67% 50.00% 67.67%
Disagree 0.00% 3.59% 16.67% 3.46% 0.00% 6.22% 0.00% 2.55% 14.30% 4.74% 16.70% 4.22%
Strongly disagree 0.00% 0.98% 0.00% 0.53% 0.00% 0.81% 0.00% 1.27% 0.00% 0.00% 0.00% 0.40%

Q9A. My evaluation was focused more on my professional growth rather than awarding a score or rating. 
Strongly agree 46.67% 34.85% 0.00% 40.53% 44.44% 31.89% 43.75% 36.83% 14.30% 15.95% 20.00% 15.90%
Agree 33.33% 50.81% 83.33% 46.58% 55.56% 52.16% 50.00% 49.21% 47.60% 56.90% 50.00% 60.56%
Disagree 20.00% 12.05% 16.67% 10.00% 0.00% 14.59% 6.25% 11.11% 28.60% 24.57% 26.70% 21.13%
Strongly disagree 0.00% 2.28% 0.00% 2.89% 0.00% 1.35% 0.00% 2.86% 9.50% 2.59% 3.30% 2.41%

Q10A. NEPF evaluation cycle experience helped me identify areas of growth as an administrator.
Strongly agree 26.67% 27.87% 0.00% 29.89% 55.56% 25.34% 31.25% 27.71% 9.50% 15.95% 26.70% 15.32%
Agree 53.33% 55.08% 66.67% 49.74% 33.33% 56.13% 62.50% 53.50% 66.70% 64.66% 40.00% 65.32%
Disagree 20.00% 12.46% 33.33% 15.87% 11.11% 17.17% 6.25% 14.65% 14.30% 16.81% 33.30% 17.74%
Strongly disagree 0.00% 4.59% 0.00% 4.50% 0.00% 1.36% 0.00% 4.14% 9.50% 2.59% 0.00% 1.61%

Q11A. The feedback I received during my NEPF evaluation cycle experience positively impacted my instructional leadership practice. 
Strongly agree 26.67% 28.20% 0.00% 32.45% 11.11% 27.91% 0.00% 23.32% 4.80% 14.77% 3.30% 13.88%
Agree 66.67% 56.72% 66.67% 49.08% 88.89% 52.57% 93.75% 59.74% 66.70% 60.34% 63.30% 61.97%
Disagree 6.67% 8.52% 33.33% 13.72% 0.00% 14.09% 6.25% 11.50% 19.00% 13.92% 30.00% 15.49%
Strongly disagree 0.00% 3.93% 0.00% 3.43% 0.00% 1.90% 0.00% 1.92% 0.00% 4.22% 0.00% 2.82%
Did not receive feedback 0.00% 2.62% 0.00% 1.32% 0.00% 3.52% 0.00% 3.51% 9.50% 6.75% 3.30% 5.84%

Q12A. I had access to the professional development (formal or informal) that was necessary to implement the feedback and/or directives provided during my NEPF evaluation cycle. 
Strongly agree 26.67% 28.76% 16.67% 34.30% 33.33% 26.09% 31.25% 28.75% 9.50% 14.75% 16.70% 14.75%
Agree 66.67% 56.54% 50.00% 50.13% 55.56% 58.15% 62.50% 54.63% 61.90% 63.84% 46.70% 63.84%
Disagree 6.67% 12.42% 16.67% 12.14% 11.11% 14.13% 6.25% 13.74% 19.00% 18.18% 30.00% 18.18%
Strongly disagree 0.00% 2.29% 16.67% 3.43% 0.00% 1.63% 0.00% 2.88% 9.50% 3.23% 6.70% 3.23%

Q13A. The Student Learning Goal (SLG) process was used to drive my instructional leadership practices throughout the year.
Strongly agree 13.33% 15.74% 0.00% 14.99% 0.00% 12.67% 6.25% 12.70% 4.80% 5.06%
Agree 80.00% 49.51% 50.00% 40.79% 77.78% 50.40% 68.75% 46.67% 33.30% 44.73%
Disagree 0.00% 14.10% 50.00% 15.97% 11.11% 17.25% 6.25% 14.92% 19.00% 17.30%
Strongly disagree 6.67% 9.51% 0.00% 6.88% 11.11% 5.93% 0.00% 9.21% 0.00% 2.95%
Not applicable (did not participate in the SLG process for the current school year)]0.00% 11.15% 0.00% 21.38% 0.00% 13.75% 18.75% 16.51% 42.90% 29.96%

Q14A. Do you evaluate teachers using the NEPF?
Yes 93.75% 91.91% 100.00% 87.30% 100.00% 90.56% 100.00% 94.18% 100.00% 93.95% 97.00% 97.52%
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No 6.25% 8.09% 0.00% 12.70% 0.00% 9.44% 0.00% 5.82% 0.00% 6.05% 3.00% 2.48%

Q15A. How many teachers did you evaluate using the NEPF during the current school year?
Average 15.00 18.00 15.8 16.10 10.1 20.03 15.1 13.8 15.4 16.45 16.44 24.88

Q16 A. On average, the time I spent on the NEPF evaluation cycle for each teacher was reasonable. 
Strongly agree 13.33% 13.87% 0.00% 12.42% 0.00% 8.95% 17.65% 10.45% 8.00% 5.54% 12.50% 12.41%
Agree 60.00% 63.23% 66.67% 61.21% 77.78% 61.11% 52.94% 58.19% 64.00% 71.96% 31.30% 67.63%
Disagree 20.00% 19.35% 33.33% 18.79% 22.22% 22.22% 17.65% 21.95% 16.00% 12.92% 50.00% 17.09%
Strongly disagree 6.67% 3.55% 0.00% 7.58% 0.00% 7.72% 11.76% 9.41% 12.00% 9.59% 6.30% 2.88%

Q28. NRS 391.465 requires the addition of a class size adjustment on the summative evaluation for all eligible teachers. the addition of a class size adjustment on the summative evaluation for all eligible teachers. On average, how much additional time, if any, do you believe it took you to understand the new process, assist your educators to understand the new process, and to physically complete the summative evaluations for the teachers you supervised?
No additional time 33.33% 20.06% 23.53% 19.93% 20.00% 11.61%
Minimal additional time (5-10 minutes per teacher) 33.33% 51.23% 47.06% 49.65% 60.00% 61.42%
Considerable additional time (15-20 minutes per teacher) 22.22% 17.28% 23.53% 18.53% 16.00% 22.10%
Substantial additional time (25 minutes or more per teacher) 11.11% 11.42% 5.88% 11.89% 4.00% 4.87%

Q17A. I have received adequate training in order to provide meaningful professional feedback to all my teachers as part of the NEPF evaluation cycle. 
Strongly agree 13.33% 26.05% 0.00% 22.02% 11.11% 16.77% 11.76% 25.95% 32.00% 18.82% 9.40% 22.98%
Agree 73.33% 57.88% 83.33% 60.55% 66.67% 64.94% 82.35% 58.48% 36.00% 63.47% 71.90% 64.09%
Disagree 13.33% 12.54% 0.00% 14.98% 22.22% 13.11% 5.88% 11.07% 28.00% 14.39% 18.80% 12.03%
Strongly disagree 0.00% 3.54% 16.67% 2.45% 0.00% 5.18% 0.00% 4.50% 4.00% 3.32% 0.00% 0.90%

Q18A. I was able to successfully guide teachers through the Student Learning Goal (SLG) process. 
Strongly agree 13.33% 24.60% 0.00% 22.39% 22.22% 21.65% 23.53% 23.43% 12.00% 12.96% 15.60% 16.06%
Agree 80.00% 66.02% 83.33% 68.10% 77.78% 66.77% 76.47% 67.48% 28.00% 48.52% 68.80% 72.38%
Disagree 6.67% 7.44% 16.67% 7.98% 0.00% 9.45% 0.00% 7.69% 12.00% 8.52% 15.60% 9.75%
Strongly disagree 0.00% 1.94% 0.00% 1.53% 0.00% 2.13% 0.00% 1.40% 4.00% 1.48% 0.00% 1.81%

Q19A. On average, the teachers I evaluated using the NEPF set rigorous SLGs based on data from the previous year.
Strongly agree 13.33% 15.53% 0.00% 14.69% 0.00% 8.33% 17.65% 14.93% 4.00% 5.90% 12.50% 9.96%
Agree 80.00% 60.84% 83.33% 60.31% 100.00% 67.59% 76.47% 61.81% 36.00% 44.65% 40.60% 64.86%
Disagree 6.67% 21.04% 16.67% 23.44% 0.00% 20.68% 5.88% 19.10% 12.00% 17.34% 40.60% 22.28%
Strongly disagree 0.00% 2.59% 0.00% 1.56% 0.00% 3.40% 0.00% 4.17% 0.00% 2.95% 6.30% 2.90%

Q20A. The implementation of the NEPF is positively impacting student learning at my school(s).
Strongly agree 13.33% 12.38% 0.00% 13.48% 0.00% 6.75% 11.76% 12.11% 0.00% 3.32% 9.40% 9.95%
Agree 60.00% 60.91% 50.00% 54.99% 77.78% 61.04% 64.71% 56.40% 44.00% 65.68% 40.60% 58.77%
Disagree 26.67% 20.20% 33.33% 24.26% 22.22% 26.07% 23.53% 24.57% 44.00% 24.72% 50.00% 27.12%
Strongly disagree 0.00% 6.51% 16.67% 7.28% 0.00% 6.13% 0.00% 6.92% 12.00% 6.27% 0.00% 4.16%

Q21A. The implementation of the NEPF evaluation cycle is positively impacting teachers’ instructional practice at my school(s).
Strongly agree 13.33% 12.94% 0.00% 13.67% 0.00% 8.56% 11.76% 11.42% 8.00% 4.06% 12.50% 9.91%
Agree 66.67% 60.84% 33.33% 53.89% 88.89% 59.33% 64.71% 59.86% 40.00% 66.05% 37.50% 60.90%
Disagree 20.00% 20.71% 33.33% 25.74% 11.11% 25.69% 23.53% 21.80% 36.00% 23.25% 46.90% 23.78%
Strongly disagree 0.00% 5.50% 33.33% 6.70% 0.00% 6.42% 0.00% 6.92% 16.00% 6.64% 3.10% 5.41%

Q22A. At my school(s), the NEPF evaluation cycle guides individual teachers’ professional learning.
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Strongly agree 6.67% 10.36% 0.00% 12.06% 0.00% 7.67% 11.76% 10.38% 0.00% 2.96% 3.10% 7.73%
Agree 66.67% 55.34% 50.00% 50.67% 88.89% 57.67% 64.71% 56.06% 36.00% 56.67% 37.50% 55.76%
Disagree 26.67% 28.80% 16.67% 29.76% 11.11% 28.83% 23.53% 27.34% 40.00% 34.44% 53.10% 33.45%
Strongly disagree 0.00% 5.50% 33.33% 7.51% 0.00% 5.83% 0.00% 6.23% 24.00% 5.93% 3.10% 3.06%

Q23A. At my school(s), NEPF data is used to determine which teachers would be good candidates for teacher leadership roles (e.g., mentors for novice teachers). 
Strongly agree 20.00% 12.99% 0.00% 17.38% 0.00% 12.84% 11.76% 14.88% 4.00% 6.27% 12.50% 15.16%
Agree 40.00% 55.19% 50.00% 50.80% 77.78% 49.85% 58.82% 52.94% 48.00% 57.20% 40.60% 52.17%
Disagree 40.00% 26.30% 16.67% 24.06% 11.11% 31.80% 29.41% 26.30% 36.00% 30.63% 34.40% 28.34%
Strongly disagree 0.00% 5.52% 33.33% 7.75% 11.11% 5.50% 0.00% 5.88% 12.00% 5.90% 12.50% 4.33%

Q28/35. Please use this opportunity to share any additional comments/ suggestions related to the implementation of the NEPF evaluation cycle experience that have not been addressed through the survey or on which you would like to elaborate.
Answered 33 2,151 44 2108 53 2138 116 1645 223 2373

Q19/26. The redesigned NEPF rubrics effectively align with the goals of improving educator performance and student outcomes.
Strongly agree 18.75% 21.27% 24.54%
Agree 68.75% 57.47% 59.34%
Disagree 12.50% 18.10% 10.99%
Strongly disagree 0.00% 3.17% 5.13%

Q20/27. The time required to complete the NEPF evaluation cycle using the redesigned rubrics was manageable.
Strongly agree 6.25% 21.62% 24.91%
Agree 75.00% 58.11% 58.61%
Disagree 18.75% 14.86% 10.62%
Strongly disagree 0.00% 5.41% 5.86%

Q21/28. The redesigned rubrics, protocols, and tools supported meaningful conversations between evaluators and educators.
Strongly agree 6.25% 21.82% 23.08%
Agree 75.00% 52.73% 54.21%
Disagree 18.75% 20.00% 17.22%
Strongly disagree 0.00% 5.45% 5.49%

Q22/29. The tools provided in the NEPF Redesign Toolkit were helpful in the implementation of the evaluation process.
Strongly agree 6.25% 18.81% 18.68%
Agree 81.25% 59.17% 61.54%
Disagree 12.50% 18.81% 15.75%
Strongly disagree 0.00% 3.21% 4.03%

Q23/30. The NEPF Redesign can be successfully implemented statewide to positively impact the professional growth of educators.
Strongly agree 6.25% 20.27% 19.78%
Agree 87.50% 57.21% 59.71%
Disagree 6.25% 17.12% 14.29%
Strongly disagree 0.00% 5.41% 6.23%

Q24/31. What challenges, if any, did you encounter during the pilot testing of the NEPF redesign?
Answered 9 122 192
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Q25/32. What specific suggestions do you have for improving the NEPF redesign to better meet the needs of educators and evaluators?
Answered 8 117 186

Q26/33. Do you have any additional comments or feedback regarding the NEPF redesign process or your experience during the field study?
Answered 8 100 159

Q28/35. Please use this opportunity to share any additional comments/ suggestions related to the implementation of the NEPF evaluation cycle experience that have not been addressed through the survey or on which you would like to elaborate.
Answered 16 665 109
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Lyon County School District 
Board Memo 

 
Date: October 27, 2026 

To: Board of School Trustees 

From: Stacey Griffin-Cooper, Deputy Superintendent 

Re: Silver Stage School Highlights 
 

 
Recommendation 
That the LCSD Board of Trustees approve a report by the Silver Stage School principals on the work of their 
respective schools. 

 
Background Information 
The principal of each school will provide a brief, three-minute presentation highlighting their achievements from 
the previous school year. As a reminder, all LCSD schools collaboratively go through the Continuous Improvement 
Process (CIP) to develop their school performance plan (SPP) with goals, objectives and action steps. They will 
continue to meet regularly with their school improvement team to monitor their goals, objectives and action steps 
throughout the school year. 

 
Budget Considerations 

Discussed at Previous Meeting 

Attachment(s): 
One page summary of Silver Stage Elementary School 
One page summary of Silver Stage Middle School  
One page summary of Silver Stage High School  
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             Silver Stage Elementary School Highlights 
 
★​ 100% of our teaching staff is trained in LETRS.  

 
★​ 3 PK classes-13 students in each class 

 
★​ We have 6 Foster Grandparents who work with students on a daily basis to support  

multiple facets of their education 
 

★​ 4th Grade students are participating in Leadership-Welcome students in the morning and support at 
parent pick-up in the afternoon, promote Leadership skills, help with planning events, giving guided tours 
to our new students, led by our Counselor 
 

★​ Diamond Level MTSS Implementation Award from Nevada APBS Network 
 
★​ United Readers service our 3rd and 4th grade students for additional reading support 

 
★​ Dental Van visits our campus yearly, sometimes twice if they have availability, sealants, check-ups, 

 
★​ Quarterly and daily attendance incentives: Tahoe Night Monsters Drawing, Ice Cream Parties 

 
★​ Working with families on attendance, phone calls, education on getting doctors notes, getting access to 

resources 
★​ Carson/Tahoe Vehicles of Change Program-work on SEL, self-regulation,  

 
★​ Collaborating with SSHS for PBIS Rewards. Rent a Nighthawk.  Younger students get to rent them for an 

hour to play at recess, eat lunch, read a book, etc.   
 

★​ STAR Rating Changes-Move up to a 2 Star Rating 
○​ 7 Point growth on Growth Indicator 
○​ 2 point growth in Closing Gaps 
○​ EL Proficiency Indicator-Not Applicable- 

 
★​ SBAC 

○​ 10% Increase in ELA Proficiency 
○​ 7% Increase in Math Proficiency 

 
★​ iReady 

○​ Increase from 16% Early, Mid, Above Grade level to 32% (ELA) and from 8%-42% in Math 
○​ Decrease two or more grade levels below from 39% to 23% in Reading and  33% to 16% in Math 

 
★​ Attendance Rate 

○​ Federal Rate 9.4% to 8.75% 
○​ SBAC Rate: 26.3 to 24.2 

 
★​ CIP Goals  

○​ Move from 53% to 60% above 41st percentile-missed by 1 %, we had 59% above this level 
○​ Increase typical and stretch growth by 10% on iReady-42% to 47% Typical and 17-19% Stretch 
○​ Combined events with SSHS-Halloween Bash, and SSMS STEM night 
○​ STEM and Computers teacher are bringing in guest speakers and teaching students about careers 
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Silver Stage Middle School 

Mission:  As the cornerstone of our community, SSMS focuses on educating the whole child with 
compassion and rigor to grow successful 21st Century citizens. 

Highlights: 
STAR Academy 

o Silver Stage Middle School implemented STAR Academy in 8th grade, providing hands-on, project-
based learning that promotes student engagement, critical thinking, problem-solving, and career 
readiness.  

Community Partners with Healthy Services Hub 
o Lyon County Human Services, Pacific Behavioral Health, and Rural Nevada Counseling 
o Community Building with SSES, SSMS, SSHS-common community events 

▪ Fall Festival - 1,339  attendees - 422  adults - 917  students - 40  vendors  
▪ Family STEM Night Sierra Nevada Journeys Program Coordination in March 
▪ Work-based learning opportunities for SSHS students working in SSES/SSMS garden  
▪ SSES/SSMS career fair May 

Family Engagement  
o Daily calls home for students with attendance concerns. 
o Weekly calls home for students with academic concerns. 
o Weekly Mass Communication to parents, students, and stakeholders.  
o Fall Festival, STAR Academy Open House, Trunk or Treat, Student-Led Conferences, Family STEM 

Night, Art in the Garden, Career Fair. 
o Toys and food for the winter holiday break. 

PBIS and Enrichment Opportunities 
o Our MTSS systems continue to improve, providing consistent academic and behavioral supports for 

students. We are currently focusing on strengthening Tier 2 interventions and ensuring they are 
implemented with fidelity. 

o Health, Computers, CTE Middle School Course-Digital Designers, Hospitality, Maplewood Shop, and 
Ag. 

o Green Team (compost, upcycling, field trips) 
o PBIS Auctions-Reward points around Core Values 
o 8th Grade WEB leaders as mentors to our 5th graders 

 
School Performance Plan Goals 2025-2026: 
Student Success  Goal:   For the  2025–2026 school year, 58% of SSMS students met or exceeded their individual typical 
growth goals in reading, while 43% met or exceeded their typical growth goals in math.  
Student Success Goals 2 and 3:  Programs such as Health, Computers, CTE Middle School Course-Digital Designers, 
Hospitality, Maplewood Shop, and Ag, have increased the opportunities for students for work based learning.  
Adult Learning Culture: All classroom  teachers at Silver Stage Middle School successfully implemented at least two 
targeted instructional strategies each week, including scaffolded questioning, guided practice, and visual supports, to 
engage students in standards-aligned learning tasks in alignment with NEPF 2.1.  
Connectedness Goal:  SSMS did not make their goal of reducing chronic absenteeism by 10%. Unfortunately, it 
increased from 24% to 36%. 
 
School Performance Plan Goals 2026-2027:  
Student Success Goal: For grades 5-8, the Silver Stage Middle School will increase the percentage of students 
demonstrating typical growth in mathematics and reading by 2.5% from the end-of-year results of the 2025/2026 school 
year to the end-of-year results of the 2026/2027 school year. 
Adult Learning Goal: As measured by the SSMS Staff Climate Survey, through the implementation of consistent 
schoolwide behavior expectations, MTSS behavior supports, and restorative practices. Progress will be monitored through 
behavior referral data, walkthrough observations, MTSS documentation, and Staff Climate Survey, in the area of verbal 
disrespect  will improve 5 percentage points from the 25-26 school year.  
Connectedness Goal:  Silver Stage Middle School will reduce the chronic absenteeism rate by 2.5% from the 2025/2026 
school year to the 2026/2027 school year.  434



Silver Stage High School 

Mission:  Providing a safe learning environment to gain college, career, and life skills for a suc
future!  

Vision: Stronger Together! 

Highlights:  

o SRO & Safe Schools Professional
o Community Building with SSES and SSMS-common community events

▪ Fall Festival, Halloween Bash, Homecoming Parade, BINGO
o SSHS Boosters’ 22rd Annual Show-N-Shine
o Career Fair, Greater Nevada Credit Union Bite of Reality, Senior Success Day, Trade Fest

● Family Engagement 
o Weekly calls home for students with academic and attendance concerns
o Positive contact home for all students school-wide
o Senior Information Night, Halloween Bash, Student-Led Conferences

● Academic Achievements 
o SSHS earned 4 Stars!  70 total points! 
o 74% of Building  Trades in Construction Technology students passed the end of program assessment
o 85% of Teaching and Training students passed the end of program assessment
o 93% of  2026 SSHS graduates were enrolled in Western Nevada College Courses
o 11% of 2026  SSHS graduates also graduated with an Associates Degree
o 11% of the 2026 graduating class are enrolled in Jump Start
o 27% of 2026  graduates graduated with an advanced diploma
o 16  students were multi-craft core curriculum certified-MC3 

School Performance Plan Goal Progress from 2025-2026: 
● SSHS will increase the total number of work-based learning opportunities provided to all students by 10% from the 2024/2025 
school year to the 2025/2026 school year.  RESULT:  Increased by 20%!  (Goal Met)

● SSHS will increase the total number of students participating in K-12 work-based learning opportunities by 10% from the
2024/2025 school year to the 2025/2026 school year.  RESULT:  2024-2025: 18 Work Based Learning Opportunities with 
approximately 650 students participating. 2025-2026: 30 Work Based Learning Opportunities  with approximately 1100 
students participating.  40% increase in activities offered and 40% increase in student par ticipation from the previous 
year. (Goal Met)

● SSHS will increase the graduation rate from 89.5% to 92.5% by the end of the 2025/2026 school year.  RESULT:  93.9% (Goal 
Met)

● SSHS will continue to implement WorkKeys for students by the end of their 10th grade year.  RESULT:  100% of Sophomore 
students implemented WorkKeys!  (Goal Met)

● SSHS will reduce the chronic absenteeism rate by 10% from the 2024/2025 school year to the 2025/2026 school year.  RESULT: 
2024-2025 Chronic Absenteeism Rate:   49.3%  2025-2026 Chronic Absenteeism Rate:   35%. Reduced Chronic 
Absenteeism Rate by 29.18%  year over year (Goal met)

● In grades 9-10, at least 55% of students at Silver Stage High School will meet their individual growth goal in math and reading from 
Fall to Spring Measure of Academic Progress (MAP) testing during the 2025/2026 school year. RESULTS: 2024-2025 Math-42%
2024-2025 ELA-51.5%.   2 025-2026 Math-40.6% (Goal not met)  2 025-2026 ELA-38.5% (Goal not met)

● The percentage of college bound students in grade eleven (11) who will earn a composite score of 16-36 on the ACT, will increase 
by 5% from the 2024/2025 school year to the 2025/2026 school year.  RESULTS: 2024-2025 College-Bound Juniors: 61% of 
college-bound students earned a composite score of 16-36 on the ACT.  2025-2026 College-Bound Juniors: 92% of 
college-bound students earned a composite score of 16-36 on the ACT (Goal Met)
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Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   BillieJo Hogan, Executive Director of Human Resources  
 
Re:   Revisions to LCSD Board Policy GBBD: Employment Disabilities 

 
 
 
Recommendation  
That the Board of Trustees approve revisions to LCSD Board Policy GBBD: Employment Disabilities as a first 
reading. 
 
Background Information  
Updating LCSD policies to reflect these recommended changes maintains our good standing with the insurance 
pool and helps mitigate risk and liability. While the Pool’s updates do not alter the core substance of Policy 
GBBD, they reorganize and streamline the Administrative Regulations to make them clearer, more concise, and 
easier to follow. 
 
Budget Considerations  
None 
 
Discussed at Previous Meeting 
October 24, 2024 
 
Attachment(s) 
Lyon County School District Board Policy GBBD: Employment Disabilities.pdf 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY ________________________________________________________GBBD 

 

 
EMPLOYMENT DISABILITIES  
 
It is the District’s policy to comply proactively with the applicable employment provisions of 
disability laws, including without limitation the Americans with Disabilities Act (ADA), and 
Nevada Law.  The District does not tolerate discrimination against any qualified individual with 
a disability in regard to any terms, conditions, or privileges of employment and prohibits any 
type of harassment or discrimination based on the physical or mental impairment, history of 
impairment, or perceived impairment of an individual holding or seeking employment with the 
District.   
 
The District is committed to provide reasonable accommodation wherever the need for such is 
known to the District or when the applicant or employee indicates a need for reasonable 
accommodation, provided that the individual is otherwise qualified to perform the essential 
functions of the assigned job and the employee’s performance of the assigned job duties does not 
pose an obvious threat to the safety of oneself or others.  
 
References:  NRS 613.310-435, 281.370, and 233.010 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Policy #GBBD   
Revised 10/22/24  11/17/26 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY ________________________________________________________GBBD 

 

EMPLOYMENT DISABILITIES - ADMINISTRATIVE REGULATIONS 
 
1. Determination of Disability   
 

In determining whether an employee or an applicant has a disability under the law, the 
employee/applicant must have a physical or mental impairment that substantially limits 
one or more life activities, have a record of such an impairment, or being regarded as 
having such an impairment.    
 

2. Disability-Related Inquiries   
 
The District shall adhere to the provisions of applicable laws regarding an employer’s 
limitations on making disability-related inquiries or requiring medical examinations for 
employees and applicants, regardless of disability status.   

 
The District’s restrictions regarding disability-related inquiries and medical examinations 
apply to all employees/applicants, whether or not they have disabilities.    

 
The District may require the employee to provide a fitness-for-duty certification from an 
appropriate qualified health care provider whenever the District has reason to believe the 
employee may be unable to perform the essential functions of the job, poses a direct 
threat to oneself or to others, and is consistent with the business necessity of the District.   

 
3. Confidentiality of Medical Records   

 
The District shall treat any medical information or genetic information obtained from a 
disability-related inquiry or medical exam, as well as any medical information voluntarily 
disclosed by an employee, as a confidential medical record.  Confidential medical records 
also include medical information from voluntary health or wellness programs and the 
subsequent injury fund questionnaire.   

 
4. Accommodation   
 

a. Accommodation for Applicants   
 
Whenever an applicant requests accommodation in applying for, testing, or 
interviewing for a position with the District, a supervisor/manager becomes aware 
that an employee or applicant has a need for an accommodation due to a 
disability, the supervisor/manager should promptly notify the District’s ADA 
Coordinator (Safety and Benefits Risk Manager) shall determine whether the 
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request for accommodation for a covered disability is reasonable or if another 
type of accommodation can be provided.  In making that determination of 
reasonableness, the ADA Coordinator may consider whether granting such 
requests might impose an undue hardship on the District The District is 
committed to providing reasonable accommodation, as listed in the 
Accommodation Process section. 

   
b. Accommodation for Employees   

 
The District shall provide a reasonable accommodation where the need for such is 
known by the District, and the applicant or employee requests such reasonable 
accommodation, provided that the individual is otherwise qualified to perform the 
essential functions of the assigned job and the employee’s performance of the 
assigned job duties does not pose a threat to the safety of oneself or others.  
Whenever an administrator or manager/supervisor becomes aware that an 
employee has requested or may require some type of accommodation, the 
administrator or manager/supervisor should promptly notify the ADA Coordinator 
who shall arrange to meet with the administrator or manager/supervisor and the 
employee to discuss the accommodation request, the need for any reasonable 
documentation to support the request, the associated functional limitations, and 
the impact of the proposed accommodation on the District.  Review of an 
employee’s particular situation by a health care provider may assist the District in 
determining appropriate accommodation.   
 

4.  Accommodation Process  

The District is committed to providing reasonable accommodations to qualified 
applicants and employees with disabilities in accordance with applicable law, as outlined 
in the following process procedures: 

● Accommodation for Applicants: Whenever an applicant requests accommodation in 
applying for, testing, or interviewing for a position with the District, the District’s ADA 
Coordinator shall determine whether the request for accommodation for a covered 
disability is reasonable or if another type of accommodation can be provided.  This 
evaluation will consider whether the request might impose an undue hardship on the 
District. 

● Accommodation for Employees: When an employee requests or the District becomes 
aware of the need for an accommodation, and the employee is otherwise qualified to 
perform the essential job functions without posing a threat to self or others, the 
supervisor/manager shall promptly notify the ADA Coordinator.  The ADA Coordinator 
shall arrange to meet with the supervisor and the employee to discuss the accommodation 
request, the need for any reasonable documentation to support the request, the associated 
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functional limitations, and the impact of the proposed accommodation on the District.  
Review of an employee’s particular situation by a health care provider may assist the 
organization in determining appropriate accommodation. 
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Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   BillieJo Hogan, Executive Director of Human Resources  
 
Re:   Revisions to LCSD Board Policy GBBE: Drug and Alcohol-Free Workplace 

 
 
 
Recommendation  
That the Board of Trustees approve revisions to LCSD Board Policy GBBE: Drug and Alcohol-Free Workplace 
as a first reading. 
 
Background Information  
Updating LCSD policies to reflect these recommended changes maintains our good standing with the insurance 
pool and helps mitigate risk and liability. Pool Pact’s edits included using the word “prohibited substances”, 
moving language from policy to administrative regulations, and cleaning up the language flow, making it easier 
for the reader. Contents of the policy were not changed and still follow state and federal law.  
 
Budget Considerations  
None 
 
Discussed at Previous Meeting 
November 19, 2024 
 
Attachment(s) 
Lyon County School District Board Policy GBBE: Drug and Alcohol-Free Workplace.pdf 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY ________________________________________________________GBBE 

 

 
DRUG AND ALCOHOL-FREE WORKPLACE 
 
Lyon County School District recognizes that substance abuse in our nation and our community 
exacts staggering costs in both human and economic terms. Substance abuse can be reasonably 
expected to produce impaired job performance, lost productivity, absenteeism, accidents, wasted 
materials, lowered morale, rising health care costs, and diminished interpersonal relationship 
skills. This Drug and Alcohol-Free Workplace policy applies to volunteers as well as employees.  
 
The District is committed to: 

● Maintaining a safe and healthy workplace for all employees and volunteers; 
● Assisting employees or volunteers who recognize they have a problem with drugs, 

prohibited substances, or alcohol in receiving appropriate treatment; 
● Periodically providing employees and volunteers with information about the dangers of 

workplace drug, prohibited substance, and alcohol use; and 
● When appropriate, tTaking appropriate disciplinary action for failure to comply with this 

policy. 

 

The District strictly prohibits the following behavior: 

● The use, sale, attempted sale, manufacture, attempted manufacture, purchase, possession or 
cultivation, distribution and/or dispensing of illegal drugs or prohibited substances by an 
employee, unless otherwise provided by law.  For purposes of this policy, illegal drugs 
include those classified as such under local, state, or federal laws.  Prohibited substances 
include medical and recreational marijuana (cannabis), the use or possession of prescription 
medicines for which the individual does not have a valid prescription and the inappropriate 
use of prescribed medicines for which the employee has a valid prescription.  The 
prohibition also includes using over-the-counter medications contrary to manufacturer 
instructions, or consumer products not meant for human consumption.  In addition, the 
District prohibits employees from possessing open containers of alcoholic beverages while 
on the District’s premises and/or while on duty and from working with a blood alcohol level 
of .02 or more at any time. 

● Bringing alcohol, illegal drugs, and other prohibited substances which may impair the safety 
or welfare of employees or the public may not be brought onto the premises controlled by 
the District or placed in vehicles or equipment operated on behalf of the District.  Law 
enforcement personnel performing job-related functions which require possession and or 
transportation of such substances are exempt from this section. 

● Driving an organizational vehicle while on or off duty with a blood alcohol level of .02 or 
more or under the influence of an illegal drug or prohibited substance, regardless of the 
amount. 
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References: 49 CFR Part 382 et. seq., DOT (49 CFR Part 40), FMCSR, FMCSA (49 CFR Parts 
382, 383, 387, 390-397, and 399), NRS 484C, 613.132,  616C, and 678C  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Policy #GBBE   
 Revised 11/19/24 11/17/26 
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DRUG- AND ALCOHOL-FREE WORKPLACE - ADMINISTRATIVE REGULATIONS 
 
1. Prohibited Behavior 

The District strictly prohibits the following behavior: 

● The use, sale, attempted sale, manufacture, attempted manufacture, purchase, possession or 
cultivation, distribution and/or dispensing of illegal drugs or prohibited substances by an 
employee, unless otherwise provided by law.  For the purposes of this policy, illegal drugs 
include those classified as such under local, state, or federal laws.  Prohibited substances 
include medical and recreational marijuana (cannabis), the use or possession of prescription 
medicines for which the individual does not have a valid prescription and the inappropriate 
use of prescribed medicines for which the employee has a valid prescription.  The 
prohibition This also includes using over-the-counter medications contrary to manufacturer 
instructions, or consumer products not meant for human consumption.   

● In addition, the District prohibits employees from pPossessing open containers of alcoholic 
beverages while on the District’s premises and/or while on duty.  

● and from wWorking with a blood alcohol level of .02 or more at any time. 
● Bringing alcohol, illegal drugs, and other prohibited substances which may impair the safety 

or welfare of employees or the public may not be brought onto the premises controlled by 
the District, or placed in vehicles or equipment operated on behalf of the District.  Law 
enforcement personnel performing job-related functions which require possession and or 
transportation of such substances are exempt from this section. 

● Driving Operating an organizational vehicle or heavy equipment while on or off duty, or a 
private vehicle for work-related duties with a blood alcohol level of .02 or more, or under 
the influence of an illegal drug or prohibited substance, regardless of the amount. 

 
12. Reporting Requirements  
 

a. It is every employee’s and volunteer’s responsibility to report suspected or known 
violations of this policy to their immediate supervisor or to any LCSD administrator, 
manager, or supervisor.  

 
b. An administrator or manager/supervisor who receives information or is a witness to 

any use of illegal drugs, prohibited substances, or alcohol by an employee which 
violates the District’s policies or the law is required to report this information to the 
Superintendent/designee immediately.  The designee is the Executive Director of 
Human Resources and the alternate designee is the Deputy Superintendent. The report 
shall contain all known information including:  

 
• The person(s) involved, including all witnesses;  
• Any information gathered, such as actual observation of drug/alcohol/prohibited 
substance use, the presence of paraphernalia, or observation of any unusual 
physical signs or behaviors;  
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• A written record of specific conversations held with the accused and any 
witnesses;  
• All pertinent facts, including date(s), time(s), and location(s).  

 
c. An administrator or manager/supervisor is required to report this information to the 

Superintendent/designee and may not conduct a formal investigation, release 
findings, or administer discipline prior to this disclosure and without specific 
authorization to do so. 

 
2d. An employee who witnesses or obtains information regarding illegal drug/prohibited 

substance/alcohol use by the immediate supervisor is required to report the incident to 
that supervisor’s supervisor, or to the Executive Director of Human 
Resources/designee if not known.  

 
3e. Specimen collection, drug testing procedures, sample collection, and alcohol testing 

procedures will comply with all applicable provisions of federal and state law.  
 

4f. Employees in safety-sensitive positions as defined in 49 CFR Part 382, et seq., are 
subject to the Federal Department of Transportation (DOT) (49 CFR Part 40) and the 
Federal Motor Carrier Safety Regulations (FMCSR) as prescribed by the Federal 
Motor Carrier Safety Administration (FMCSA) (49 CFR Parts 382, 383, 387, 390-
397, and 399), as well as the District’s Drug and Alcohol-Free Workplace Policy. 

 
5g. The District receives funding through federal grants and is therefore subject to the 

Drug-Free Workplace Act of 1988.  Marijuana (including medical and recreational 
cannabis), cocaine, opioids, amphetamines (including methamphetamines), 
phencyclidine (PCP), and methylenedioxy-methamphetamine (MDMA) are 
considered illegal Schedule I or II drugs through the federal government.  The District 
is committed to a policy of a drug and alcohol-free workplace and employees may not 
have any detectable level of Schedule I or II drugs in their system while at work.  
However, this policy is adopted in compliance with the requirements of NRS 678C. 

 
63. Employee Responsibilities  
 

a. Each employee is responsible for meeting standards for work performance and safe on-
the-job conduct. 
  
b. Employees shall not report to work under the influence of alcohol, illegal drugs, 
prohibited substances, or misused prescription or over-the-counter drugs regardless of the 
amount.  
 
c. Employees who suspect they may have a substance abuse problem are encouraged to 
seek counseling and rehabilitation from the District’s Employee Assistance Program 
(EAP) provider, a substance abuse professional or other treatment provider. The 
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District’s health insurance policy may provide for payment of some or all of the treatment 
costs. 
  
d. It is the responsibility and obligation of employees in safety-sensitive positions to 
determine, by consulting a health care provider if necessary, whether or not a legal drug 
being taken may affect one's ability to safely perform assigned job duties. An employee 
in a safety-sensitive position whose medication may affect their ability to safely perform 
their job must contact the Executive Director Human Resources who will attempt to find 
an appropriate alternative assignment. If none is available, the employee and the District 
will take steps consistent with the advice of a health care provider which could include 
the use of sick leave or a leave of absence. If an employee reports to work under the 
influence of medication and, as a result, endangers oneself or others, the employee will 
be subject to disciplined, up to and including termination.  
 
e. Each employee must report to their supervisor:  

● The facts and circumstances of any drug or alcohol arrest resulting from 
an incident that occurred while the employee was on duty.  

● The facts and circumstances of any drug or alcohol conviction and/or 
arrest which may impact the employee’s ability to perform the duties of 
the job. 

● If duties involve driving a vehicle or heavy equipment, the employee must 
report to their supervisor within 24 hours a A conviction and/or arrest for 
driving under the influence (DUI) and/or restrictions, revocation, or 
suspension of the driver’s license pending adjudication before resuming 
work duties if duties involve driving a vehicle or operating heavy 
equipment. 

● The employee reporting requirements to the Executive Director of Human 
Resources outlined in LCSD Board Policy GBBW - Reporting Arrests, 
Charges, Convictions, Investigation, and Change of License are not 
superseded by this regulation.  Employees must follow those reporting 
requirements in addition to these.   

  
f. Employees in safety-sensitive positions identified by the District are subject to random 
drug and/or alcohol testing as provided in this regulation. 
  
g. Employees must act as responsible representatives of the District and as law-abiding 
citizens. It is every employee’s responsibility to report suspected or known violations of 
the District’s policy to their immediate supervisor or to the Executive Director of Human 
Resources. Such reporting is critical in preventing serious injuries or damage to the 
District’s property. 
  
h. Employees who are required to submit to a drug/alcohol test must complete and sign 
the consent form.  Employees acknowledge that by consenting to testing, they are 
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waiving any expectation of privacy between the District and employee in the information 
provided related to the drug/alcohol test. 
 

74. Superintendent/Designee Responsibilities    
 

The Superintendent/designee is responsible for: 
  
a. Authorizing the drug and/or alcohol testing of employees;  
b. Coordinating drug and/or alcohol testing;  
c. Requesting Ensuring employees completione of the required consent form;  
d. Notifying employees of positive test results and their right to a retest of the same 
sample;  
e. Implementing disciplinary action against employees who fail to comply with 
provisions outlined in this regulation;  
f. Notifying the District’s attorney legal counsel upon learning of an employee’s arrest 
and/or conviction of a federal or state drug and/or alcohol violation;  
g. Ensuring that the drug and/or alcohol test forms and results are kept confidential and 
only provided to employees with a business need for the information;  
h. Identifying safety-sensitive positions; and  
i. Notifying employees in safety-sensitive positions that they are subject to random drug 
and/or alcohol testing. 
 

85. Administrator or Manager/Supervisor Responsibilities 
 

The Administrator or Manager/Supervisor is responsible for:  

a. Determining if reasonable suspicion exists to warrant drug and/or alcohol testing, and 
detailing, in writing, the specific facts, symptoms, or observations that are the basis for 
the reasonable suspicion;  
b. Submitting the documentation to the Superintendent/designee; and  
c. Complying with the appropriate provisions outlined in this regulation that apply to 
supervisory personnel. 
d. Ensuring employees who are directed for testing are transported to and from the 

testing site, if necessary, to ensure safety. 
 

96. District Responsibilities  
 
The District is responsible for:  

a. Providing communication and training on this policy and regulation to include a 
training program to assist administrators and managers/supervisors to recognize the 
conduct and behavior that gives rise to a reasonable suspicion of inappropriate drug 
and/or alcohol use by employees and how to take appropriate action,  
b. Receiving and maintaining employee drug and alcohol testing records and files from 
all sources and assuring that they are kept confidential,  
c. Making drug and/or alcohol testing and notice forms available,  
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d. Notifying appropriate administrators or managers/supervisors of positive results of 
drug and/or alcohol tests,  
e. Administering the contract with a third party to provide drug and alcohol testing 
services,  
f. Overseeing the administration of the District’s Drug and Alcohol-Free Workplace 
Policy,  
g. Designating safety-sensitive positions,  
h. Notifying administrators or managers/supervisors of their employees’ random selection 
for drug and alcohol testing, and  
i. Ensuring the administration of all pre-employment drug testing. 
 

107. Training  
 

The District maintains information relating to the hazards of and treatment for drug-and 
alcohol-related problems. Proactive training and information shall be sponsored by the 
District periodically. Any employee may voluntarily seek advice, information, and 
assistance. Medical confidentiality will be maintained consistent with this policy. 
 

118. Employee Assistance and Voluntary Referral  
 

The District strongly encourages employees who suspect they have substance abuse 
problems to voluntarily refer themselves to a treatment program. A voluntary referral is 
defined as being one that occurs prior to any positive test for illegal drugs, prohibited 
substances, or alcohol under the District’s policy and prior to any other violation of the 
this policy, including a conviction and/or arrest of that individual for a drug or alcohol 
related offense. A decision to participate in the employee assistance or other treatment 
program will not be a protection or defense from discipline.  
 
Any employee who voluntarily requests assistance in dealing with a personal drug, 
prohibited substance, and/or alcohol problem may do so through a private treatment 
program for drug, prohibited substance, and alcohol problems. An employee who is being 
treated for a substance issue in a recognized rehabilitation program may, if the Americans 
with Disabilities Act (ADA) applies, be entitled to reasonable accommodation so long as 
the employee is conforming to the requirements of the program and is abstaining from the 
use of controlled drugs, prohibited substances, and/or alcohol.  These situations will be 
addressed on a case-by-case basis.  
 
The cost of the drug or alcohol rehabilitation or treatment program shall be borne by the 
employee and, if applicable, the employee’s insurance provider. All information 
regarding an employee’s participation in treatment is confidential.  Business need-to-
know confidentiality will be maintained. 
 

129. Reasonable Suspicion Drug Testing  
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When any administrator or manager/supervisor has reasonable suspicion that an 
employee may be under the influence of alcohol, drugs, or prohibited substances, the 
employee in question will be directed by the administrator/manager/supervisor through 
the Superintendent/designee or the District’s Human Resources Director to submit to 
drug and/or alcohol testing.  This test may include a breath and/or blood test, or 
urinalysis.  
 
The site administrator or manager/supervisor shall be responsible to determine if 
reasonable suspicion exists to warrant drug and/or alcohol testing and shall be required to 
document, in writing, the specific facts, symptoms, or observations which form the basis 
for such reasonable suspicion. When possible, the documentation will be forwarded to the 
Superintendent/designee to authorize the drug and/or alcohol test of an employee.  
 
The administrator/manager/supervisor as directed by the Superintendent/designee or the 
District’s Human Resources Director shall direct an employee to undergo drug and/or 
alcohol testing if there is reasonable suspicion that the employee is in violation of the 
District’s policy. The employee will be placed on administrative leave with pay pending 
results of the test. 
 
An employee who is required to submit to reasonable suspicion testing: 

● Must sign a consent form provided by the testing party.  By consenting to testing, 
the employee acknowledges waiving any expectation of privacy between the 
District and employee in the information provided related to the drug/alcohol test. 

● Will be immediately provided transportation by the District to the location of the 
test. 

● Will be advised to refrain from eating or drinking before being tested. 
● Will be provided transportation by the District or transportation arrangements will 

be made by the District after the employee submits to the test or refuses to be 
tested.  

 
Circumstances which constitute a basis for determining reasonable suspicion may 
include, but are not limited to: 
 

a. Information provided either by reliable and credible sources or independently 
corroborated, as determined by the administrator or manager/supervisor, that an 
employee is violating the District’s policy.  
b. Direct observation of drug, prohibited substance, or alcohol use while on duty.  
c. Employee admits using drugs, prohibited substances, or alcohol prior to 
reporting to work or while at work, or employee admits to violating any other 
provisions of this policy.  
d. Discovery of drug, prohibited substance, or alcohol paraphernalia possibly used 
in connection with illicit drugs, prohibited substances, or alcohol found on the 
employee’s person or at or near the employee’s work area.  
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e. Evidence that the employee has tampered with a previous test for drugs, 
prohibited substances, or alcohol.  
 

The following behaviors will also contribute toward reasonable suspicion and, 
collectively or independently, on a case-by-case basis, may provide a sufficient reason for 
requesting requiring a test for drugs, prohibited substances, or alcohol: 

 
a. A pattern of abnormal or erratic behavior.  

● This includes, but is not limited to a single, unexplainable incident of 
serious abnormal behavior or a pattern of behavior which is radically 
different from what is normally displayed by the employee or grossly 
differing from acceptable behavior in the workplace. 
  

b. Presence of physical symptoms of drug, prohibited substance, or alcohol use.  
● The administrator or manager/supervisor observes physical symptoms that 

could include, but are not limited to, glassy or bloodshot eyes, slurred 
speech, poor motor coordination, or slow or poor reflex responses 
different from what is usually displayed by the employee or generally 
associated with common ailments such as colds, sinus problems, hay 
fever, and diabetes.  
 

c. Violent or threatening behavior. 
● First Incident: If an employee engages in unprovoked, unexplained, 

aggressive, violent, and/or threatening behavior against any person, the 
administrator/manager/supervisor may request that direct the employee to 
submit to drug, prohibited substance, and/or alcohol testing. 

● Second Incident: Whether or not an employee has previously received 
formal counseling or disciplinary action for unprovoked, unexplained, 
aggressive, violent, or threatening behavior, upon a second or subsequent 
episode of similar behavior/conduct, the administrator/manager/ 
supervisor will request that direct the employee to undergo drug, 
prohibited substance, and/or alcohol testing.  

 
d. Absenteeism and/or tardiness.  

● An employee who has previously received disciplinary action for 
absenteeism and/or tardiness, or has a continued poor record that 
warrants a second or subsequent disciplinary action may, in combination 
with other relevant behaviors. 

 
 

1310. Post-Accident Testing  
 

Each employee involved in an accident will be tested for illegal drugs, prohibited 
substances, and alcohol as soon as possible after the accident, but after any necessary 
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emergency medical attention has been provided. Accidents that trigger testing are those 
that result in:  
 

a. Death;  
b. Medical treatment of employee or another individual, other than first-aid;  
c. Loss of consciousness; or  
d. Property damage estimated to be valued at or in excess of $3,000.  
 

An employee who is subject to a post-accident test must sign a consent form provided by 
the testing party and remain readily available for testing.  An employee who leaves the 
scene before the test is administered or who does not make oneself readily available may 
be deemed to have refused to be tested, and such refusal shall be treated as a positive test.  
The employee will be advised to refrain from eating or drinking before being tested.  
Further, the employee, subject to a post-accident test, must refrain from consuming 
alcohol for eight hours following the accident or until the employee submits to an alcohol 
test, whichever comes first. 
 
An employee who is required to submit to a post-accident testing: 
 

a. Must sign a consent form provided by the testing party.  By consenting to testing, 
the employee acknowledges waiving any expectation of privacy between the 
District and employee in the information provided related to the drug/alcohol test. 

b. Must remain readily available for testing.  An employee who leaves the scene 
without good reason before the test is administered or who does not make oneself 
readily available may be deemed to have refused to be tested, and such refusal 
shall be treated as a positive test.  

c. Will be immediately provided transportation by the District to the location of the 
test.  

d. Will be advised to refrain from eating or drinking before being tested, and must 
refrain from consuming alcohol for eight hours following the accident or until the 
employee submits to an alcohol test, whichever comes first. 

e. Will be provided transportation by the District or transportation arrangements 
will be made by the District after the employee submits to the test or refuses to be 
tested. 

f. The employee will be placed on administrative leave with pay pending the results 
of this test. 

 
Upon completion of the test: 
 

a. If the employee caused or contributed to the accident, or the District determines 
there is a risk to return the employee to work, the employee will be provided 
transportation home or the District will make transportation arrangements, and 
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the employee will be placed on administrative leave with pay pending the results 
of this test.  

b. If the District determines the employee did not cause or contribute to the 
accident, the employee will be transported back to the work site (if medically 
able) and will resume work. 

c. g. If the test comes back positive and the District needs to conduct further 
investigation, the employee will be placed on administrative leave with or without 
pay.  

Note: NRS 616C states a positive test for illegal drugs, prohibited substances 
(including marijuana), or alcohol per limits set forth in NRS 484C can cause the 
denial of workers’ compensation claims.  By consenting to post-accident testing, 
the employee waives any expectation of privacy between the District and the 
employee in the information provided in the drug and alcohol test. 

d. h. In the event an employee is so seriously injured that a specimen cannot be 
provided at the time of the accident, the employee must provide necessary 
authorization, as soon as the employee’s physical condition allows, to enable the 
District to obtain hospital records or other documents that indicate the presence of 
drugs, prohibited substances, or alcohol in the employee’s system when the accident 
occurred. 

e. i. In the event federal, state, or local officials conducted alcohol and/or drug testing 
following an accident, the employee will be required to sign a release allowing the 
District to obtain the test results from such officials. 

 

1411. Safety-Sensitive Positions  
 

The District shall conduct pre-employment testing for drugs and random testing for 
drugs, prohibited substances, and alcohol for positions identified as safety-sensitive by 
the District. Successfully passing these tests is a condition of future or continued 
employment.  Procedures for pre-employment testing are listed in the Pre-Employment 
Drug Screening for Safety-Sensitive Positions section in the Appointment of Classified 
Personnel policy GC.  
 
Safety-sensitive positions mean employment positions which may, in the normal course 
of business:  
 

a. Require the employee to operate the District’s vehicles or heavy equipment on a 
regular and recurring basis; and/or  

b. Involve job duties which, if performed with inattentiveness, errors in judgment 
or diminished coordination, dexterity, or composure, may result in mistakes that 
could present a real and/or imminent threat to the personal health and safety of 
the employee, students, coworkers, and/or the public, including positions that 
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require use of dangerous tools/equipment; performance of job duties at heights; 
use of dangerous chemicals; or carrying firearms in the performance of job 
duties.  

 
The District shall maintain a list entitled “List of Positions Designated as Safety 
Sensitive” and/or designate positions as safety sensitive on the job description. 
 

1512. Random Testing     
 

All employees in positions identified as safety-sensitive by the District, shall be subject to 
random drug, prohibited substances, and alcohol testing.  
 
Per DOT testing guidelines for CDL holders, the District will test for drugs/prohibited 
substances, at a minimum, fifty percent (50%) of the average number of CDL employee 
positions each calendar year. The District will alcohol test, at a minimum, ten percent 
(10%) of the average number of CDL employee positions each calendar year. The 
selection of employees for random testing shall be on a non-discriminatory basis and 
made from a scientifically based random number generator that is matched with the 
employee’s social security number, payroll identification number, or other comparable 
identifying number. Random testing will be unannounced, and the dates for administering 
the tests will be spread reasonably throughout the year. Random testing will be performed 
at any time while the employee is at work.  

 
For all other non-CDL safety-sensitive positions, the District will test for 
drugs/prohibited substances, at a minimum 50% of the average number of employee 
positions designated as safety-sensitive each calendar year. The District will alcohol test, 
at a minimum 10% of the average number of employee positions designated as safety-
sensitive each calendar year.  
 
The selection of employees for random testing shall be on a non-discriminatory basis and 
made from a scientifically based random number generator that is matched with the 
employee’s social security number, payroll identification number, or other comparable 
identifying number. Random testing will be unannounced, and the dates for administering 
the tests will be spread reasonably throughout the year. Random testing will be performed 
at any time while the employee is at work. 
 
An employee selected for random testing shall proceed immediately to the test site and 
will be advised to refrain from eating or drinking prior to the test.  An employee who 
engages in conduct which does not lead to testing as soon as possible after notification 
may be considered to have refused to be tested.  
 
Employees selected for a random test, but absent due to annual, sick leave, other leave, or 
on urgent District business approved by their administrator or manager/supervisor will 
not be notified to take the random test until the first day they return to work after random 
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selection. Random selection may result in some employees being tested more than once 
each year; some may not be tested at all.  
 

1613. Return-to-Work Testing/Follow-Up Testing 
 

Employees for whom the District agrees to continue employment, who violate the 
District’s this policy, may be required to undergo Return-to-Work (RTW) testing as 
established by the District’s Executive Director of Human Resources.  No employee will 
be allowed to perform a safety-sensitive function unless the District has received a 
verified negative drug test result for the individual.   
 
Note: For positions that require a CDL or otherwise defined as safety-sensitive positions 
by 49 CFR Part 382 and U.S. Department of Transportation regulations, the test cannot 
occur until after the Substance Abuse Professional (SAP) has determined that the 
employee has successfully complied with the prescribed education and/or treatment. 
 
Employees for whom the District agrees to continue employment, who violate this policy 
Such employees will be required to undergo follow-up testing as established by the 
District.  The with the extent and duration of the follow-up testing will depend upon 
based on the safety and security nature of the employee’s position and the nature and 
extent of the employee’s substance use issue.  
 
The District’s Human Resources Director will review the conditions of continued 
employment with the employee prior to the employee’s return to work. Any such 
cConditions for continued employment shall be given to the employee in writing will be 
clearly outlined in writing and reviewed with the employee prior to the employee 
returning to work.  
 
The District’s Executive Director of Human Resources Director may consider the 
employee’s rehabilitation program in determining an appropriate follow-up testing 
program.  
 
Any employee subject to return-to-work/follow-up testing who has a confirmed positive 
drug, prohibited substance, or alcohol test will be in violation of this policy and subject to 
termination. 
 
Note: For positions that require a CDL or otherwise defined as safety-sensitive positions 
by 49 CFR Part 382 and U.S. Department of Transportation regulations, the test cannot 
occur until after the Substance Abuse Professional (SAP) has determined that the 
employee has successfully complied with the prescribed education and/or treatment. 
 

1714. Consequence of Refusal to Submit to Testing/Adulterated Specimen 
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The following shall be treated as a positive test and will result in corrective action, up 
to and including termination: 

a. Refusal to sign a consent form provided by the testing party. 
b. Refusal to submit to testing for drugs, prohibited substances, and/or alcohol. 
c. Consenting to a test but failing to appear timely at the collection site. 
d. Failing to provide a sample after reasonable opportunity to do so.    
e. Engaging in conduct which attempts to or does impact the validity of any such 

testing. 
f. Submitting an invalid, substituted, or adulterated specimen.  

 
A diluted negative test result shall be treated as a positive test. 
 

1815. Testing Guidelines  
 

The District may test for alcohol and illegal/prohibited substances including, but not 
limited to:  
 

a. Marijuana (Cannabis)*  
b. Cocaine, including crack  
c. Opioids, including fentanyl, heroin, codeine, morphine, hydrocodone, 
hydromorphone, oxymorphone, and oxycodone  
d. Amphetamines, including methamphetamines  
e. Phencyclidine (PCP) 
f.  Ketamine 

*Tests for marijuana for workers’ compensation purposes must be a blood test per 
requirements set forth in NRS 616C.230.  

 
In addition to testing for the above substances, CDL holders are subject to testing for the 
following substances:  
 

a. 6-Acetylmorphine  
b. MDMA(Ecstasy)  
 

Where applicable, the District will follow federal testing procedures for drugs, prohibited 
substances, and alcohol set forth by the Federal Department of Transportation (DOT) 49 
CFR Part 40 and the Federal Motor Carrier Safety Regulations (FMCSR). These 
regulations may be amended from time to time.  
 
The District may use the following primary sites for sample collection:  
 

Concentra – Sparks     Concentra - Reno  
255 Glendale Avenue #12    1530 East 6th Street  
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Sparks, NV 89431     Reno, NV 89512  
(775) 356-8181     (775) 322-5757  
 
Nevada Occupational Health Center (Concentra Urgent Care) – Carson City  
3488 Goni Road Building E  
Carson City, NV 89706  
(775) 887-5030  
 

The District contact person for all questions regarding the alcohol and drug testing 
program is:  
 

Executive Director of Human Resources  
25 East Goldfield Avenue  
Yerington, NV 89447  
(775) 463-6800 
 

1916. Option for Drug/Prohibited Substances Retest  
 

Any employee undergoing drug or prohibited substance analysis during the initial 30 
days of their tenure maintains the right to provide a secondary screening result, obtained 
at their personal cost, to challenge the primary findings. The District will acknowledge 
and provide due regard to these independent results, provided the request does not 
contradict existing collective bargaining agreements, federal mandates, or requirements 
for federally-funded roles. 

The LCSD will follow the provisions of NRS 613.132 regarding the retest of the positive 
screening for the presence of marijuana. 
 
In all other cases: 
 

a. No later than seventy-two (72) hours after receipt of a positive test, an employee 
who tests positive may request a confirmatory retest of the same sample at their 
own expense at a U.S. Department of Health and Human Services (DHHS)- 
certified laboratory of the employee’s choice.  

b. Upon request, the Medical Review Officer (MRO) will authorize the laboratory 
holding the employee’s sample to release to a second laboratory, approved by the 
U.S. Department of Health and Human Services (DHHS), a sufficient quantity of 
the sample to conduct a second testing analysis.  

c. The employee will be required to authorize the laboratory to provide the District 
with a copy of its test results.  A confirmation test will be conducted to verify the 
accuracy of the test results by the laboratory conducting the analysis.  The results 
of the confirmatory test are final. 

 
2017. Requirement for Drug/Prohibited Substance Retest 
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An employee who tests negative dilute will be required to immediately retest. The 
employee will:  
 

a. Be given the minimum possible advance notice of retest,  
b. Be accompanied by a supervisor to the collection site, and  
c. Not be allowed to eat or drink between the period of being noticed of the retests 
and the actual test.  
 

The retest will not be under direct observation unless directed to do so by the Medical 
Review Officer MRO. If the retest is also negative dilute, the test will be considered 
negative and the District will not conduct a third test unless directed to do so by the 
Medical Review Officer MRO. 
 

2118. Searches  
 

If the District suspects that an employee, contracted employee, or volunteer is in 
possession of illegal drugs, prohibited substances, alcohol, or contraband in violation of 
its policy, the District may search District-owned property vehicles, lockers, desks, and 
work areas as outlined in LCSD Board Policy GBBM: Use of District Property/Premises 
and Searches  
 

2219. Violation of Policy  
 

a. Employees in violation of the provisions of the District’s this policy and this 
regulation will be subject to disciplinary action, up to and including termination.  

b. An employee may be found to have violated the District’s this policy on the basis 
of any appropriate evidence including, but not limited to:  
 

● Direct observation of illegal use of drugs or use of prohibited substances, 
prohibited use of alcohol, or possession of illegal drugs, prohibited 
substances, alcohol, or related contraband;  

● Evidence obtained from an uncontested motor vehicle citation, an arrest, 
or a conviction for use or illicit possession of illegal drugs or prohibited 
substances, or for the use or being under the influence of alcohol on the 
job;  

● A verified positive test result; or   
● An employee’s voluntary admission.  

 
c. The District may direct an employee who has tested positive to submit to an 

evaluation by a substance abuse professional in lieu of termination. The 
evaluation will attempt to determine the extent of the employee’s use of or 
dependence on the abused substance(s) noted in the positive test and, if necessary, 
recommend an appropriate program of treatment.  
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d. If an evaluation is conducted which results in a recommendation for treatment, the 
employee must immediately begin and successfully complete the recommended 
treatment at the employee’s expense; however, employees may use benefits 
provided by applicable insurance coverage.  

e. When an employee is required to undergo treatment under the regulation, the 
employee may be required to comply with the following as a condition of 
continued employment: 

 
● Monitoring of the treatment program and the employee’s participation by 

the District;  
● Submission to return-to-work testing as required under this regulation and 

continuing follow-up testing as provided in the Return-to-Work 
Testing/Follow-Up Testing section above; and  

● Any other reasonable condition that the District deems necessary to 
maintain a safe and healthy workplace for all employees.  

 
f. Failure by the employee to enroll in a required treatment program, to consistently 

comply with the program requirements, to successfully complete the program, 
and/or to complete any continuing care program will be ground for immediate 
termination of employment.  

g. Appropriate disciplinary action, up to and including termination, will be taken for 
any job performance or behavior that may otherwise be cause for progressive 
disciplinary action. 

 
 

2320. Confidentiality  
 

Test results may only be disclosed to the employee, the appropriate medical and 
treatment providers, the District’s attorney, a District representative when needed to 
respond to an alleged violation of the District’s policy, individuals within the District 
who have a need-to-know of drug, prohibited substance, and/or alcohol testing results, 
and a court of law or administrative tribunal, as required. 
 

NOTE: The District prohibits the marketing, display, or promotion of alcohol, tobacco, 
smoking, vaping, nicotine pouches, drugs, prohibited substances, etc. on District property, on 
District-provided transportation or bus stops, in co-curricular and extra-curricular 
programs, at school or District sanctioned or recognized activities and events, and/or in 
school or District sponsored publications, websites or social media. 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 
student ownership, and encourages discovery learning for success in a rapidly evolving world. 

 

 

Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:  Board of School Trustees  

From:             Stacey Griffin-Cooper, Deputy Superintendent 
 
Re:   Policy JF: Protection of Pupil Rights: Student Surveys 
 
 
Recommendation:  
That the LCSD Board of Trustees approve Policy JF: Protection of Pupil Rights: Student Surveys as a second and 
final reading. 
 
Background Information:  
The proposed revisions to Board Policy JF reflect that there are now two exceptions to the written active consent 
requirement; the Youth Behavior Risk Surveillance Survey (YBRSS) and the Nevada School Climate Survey 
(NV-SCSEL/NSCS). The proposed change extends the exemption to include the Nevada School Climate Survey. 
This aligns with the Nevada Department of Education’s intent to utilize the NV-SCSEL survey as a part of the 
School Improvement Plan/District Improvement Plan expectations, as well as our future District Performance 
Framework Ratings with the state. Corresponding changes require parents or adult/emancipated students to 
submit written refusal to opt out of either listed survey. 
 
During the August 25, 2026 meeting, the board expressed importance in reviewing the survey before further 
deliberation.  
 

Budget Considerations:  
N/A 
 
Discussed at Previous Meeting: 
August 25, 2026 
September 22, 2026 
 
Attachment(s):  
Policy JF: Protection of Pupil Rights: Student Surveys 
NRS 392.422 
NVSCSEL Student Survey Fall 2025 
2025-YRBS-Standard-HS-Questionnaire508 
2025-YRBS-Standard-MS-Questionnaire508 
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PROTECTION OF PUPIL RIGHTS: STUDENT SURVEYS  

 

It shall be the policy of Lyon County Board of School Trustees that the rights of pupils shall be 

protected.  

 

It shall be the policy of the Board that all instructional materials, including teachers' manuals, 

films, tapes or other supplementary instructional materials, surveys, or questionnaires to be used 

in connection with any instruction program or project shall be available for inspection by the 

parents or guardians of the children who will be enrolled in such programs or projects.  

 

It shall further be the policy of the Board that no student shall be required as part of any Lyon 

County School District program to submit to psychiatric or psychological examinations, testing, 

treatment, survey questions, or needs assessment in which the primary purpose is to reveal 

information concerning: 1) political affirmations; 2) mental or psychological problems; 3) sex 

behavior and attitudes; 4) illegal, anti-social self-incriminating, and demeaning behavior; 5) 

critical appraisals of any individuals with whom students have a close family relationships; 6) 

legally recognized privileged and analogous relationships such as those of lawyers, physicians 

and ministers, or 7) income (other than that required by law to determine eligibility for 

participating in programs or for receiving financial assistance under such programs) without the 

prior active consent of the student (if the student is an adult or emancipated minor), or without 

the prior written active consent of the parent/guardian if the student is under 18 years old. Any 

student may refuse to participate in the administration of a survey in the Lyon County School 

District.  

 

There is one are two exceptions to written active consent: that was put into law during the 2021 

Nevada Legislative Session. Section 20 of Senate Bill 69 changed a section of NRS 392 to 

require that school districts administer the biennial Youth Behavior Risk Surveillance System 

(YBRSS) developed by the Centers for Disease Control and Prevention of the United States 

Department of Health and Human Services, or any equivalent or successor system developed by 

them and the Nevada School Climate Survey (NV-SCSEL), or any equivalent or successor 

system developed by the Nevada Department of Education. The required administration of the 

YBRSS and the necessary administration of the NV-SCSEL means that parents/guardians and 

adult/emancipated minor students do not have to provide written active consent before 

participating in the survey. However, the school district and schools will provide written notice 

of the manner in which the surveys will be administered, the manner in which the results of the 

surveys will be used, and those who will have access to the results of the surveys. 

Parents/guardians and students may also review the surveys prior to administration by contacting 

the school if they wish.  
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Parents/Guardians and adult/emancipated minor students may refuse to provide consent to the 

administration of the surveys by completing the form at the end of this policy (or providing any 

other written refusal of consent) and submitting it to the principal of the school at which their/the 

student is enrolled. Additionally, a student may refuse to participate in the YBRSS and/or the 

NV-SCSEL at any time regardless of age or emancipation status.  

Policy #JF  

Revised 4/26/22 10/27/26 
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PROTECTION OF PUPIL RIGHTS: STUDENT SURVEYS - ADMINISTRATIVE 

REGULATIONS 

 

From time to time, it is necessary for the district to conduct surveys among the students. All 

surveys will be conducted under the statutes set out by the Hatch Amendment and in compliance 

with the this Board Ppolicy #JF dealing with protection of pupil rights.  

When surveys are to be conducted dealing with the subject matters covered under the Hatch 

Amendment and/or the district's policy on Protection of Pupil rights, certain conditions will be 

followed. These conditions will be followed whether it is a random sampling or one hundred 

percent of a particular student population.  

1. Parents will be notified by appropriate means that such a survey is going to be 

administered, with at least one week’s notice so that the parent/guardian may review the 

survey if they wish. Prior written consent of a parent/guardian will be obtained before 

such a survey may be administered.  

2. Surveys will always be voluntary, anonymous, confidential and for legitimate 

purposes. Personally Identifiable Information (PII) will never be disclosed and all Federal 

Education Rights and Privacy Act (FERPA) requirements will be followed. The results of 

a particular survey cannot be traced back to a particular child.  

3. The school principal will ensure that the school staff conducting such a survey are 

following the statutes set forth by the Hatch Amendment as well as this policy  

4. The school staff conducting such a survey will put all survey materials, including the 

questions and the responses, in the appropriate container and deliver them personally to 

the principal, if it is a paper and pencil administration. If the survey is administered 

electronically, school staff will ensure all precautions are in place to safeguard student 

responses and information.  

5. The principal ensures the survey information is provided to the individual or 

individuals who are authorized to receive this information. Confidentiality will be 

maintained within the guidelines of this policy and applicable laws.  

6. Pre-tests designed to determine a student's knowledge in a particular subject matter are 

not considered a survey and are not subject to the conditions of this policy. Pre-tests are 

those that are geared directly to a specified course of study and deal with the subject 

matter and the curriculum that is appropriate for that classroom. Results of those pretests 

will be utilized only to improve the individualization of instruction for either a particular 

student or for a particular class. This information will not be shared with those 

individuals who are not authorized to receive such information.  
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LYON COUNTY SCHOOL DISTRICT  

BOARD POLICY ___________________________________________________________JF 

Appendix A 

 

LYON COUNTY SCHOOL DISTRICT REFUSAL OF CONSENT TO PARTICIPATE IN 

THE YOUTH BEHAVIOR RISK SURVEILLANCE SYSTEM (YBRSS) AND/OR THE 

NEVADA SCHOOL CLIMATE SURVEY (NSCS)  

 

I am the parent/guardian of the Lyon County School District student named below, or I am the 

adult/emancipated minor student named below, and I refuse to provide consent for the 

administration of the Youth Behavior Risk Surveillance System. following survey(s): 

 

☐ Youth Behavior Risk Surveillance System (YBRSS) 

☐ Nevada School Climate Survey (NSCS) 

 

 I understand that Mmy student/I will be provided an alternative assignment or activity during 

the administration of the YBRSS and/or NSCS.  

 

 

___________________________________________________________  

Student’s Printed Name  

 

 

___________________________________________________________  

Parent/Guardian’s or Adult/Emancipated Minor Student’s Printed Name  

 

 

___________________________________________________________  

Parent/Guardian’s or Adult/Emancipated Minor Student’s Signature 
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 NRS 392.422  Participation of certain public schools in biennial survey for Youth 
Risk Behavior Surveillance System; exception; notice; consent. 
      1.  Except as otherwise provided in subsection 2, the board of trustees of each school 
district and the governing body of each charter school that operates a middle school, junior 
high school or high school shall ensure that the school district or charter school, as 
applicable, participates in the biennial survey administered pursuant to the Youth Risk 
Behavior Surveillance System developed by the Centers for Disease Control and 
Prevention of the United States Department of Health and Human Services, or any 
equivalent or successor system developed by the Centers for Disease Control and 
Prevention. 
      2.  A public school shall not administer the survey described in subsection 1 to a pupil 
if: 
      (a) The pupil is an unemancipated minor and the parent or guardian of the pupil has 
refused to consent to the administration of the survey pursuant to subsection 5; or 
      (b) The pupil has refused to participate in the survey pursuant to subsection 5. 
      3.  The board of trustees of a school district or the governing body of a charter school 
that operates as a middle school, junior high school or high school shall ensure that a form 
is provided to the parent or guardian of each pupil to whom the survey described in 
subsection 1 will be administered that allows the parent or guardian to refuse consent to 
the administration of the survey to the pupil. 
      4.  Before the administration of the survey described in subsection 1 to a pupil, the 
board of trustees of a school district or the governing body of a charter school shall provide 
the parent or guardian of the pupil or, if the pupil is an emancipated minor or is at least 18 
years of age, the pupil, with an opportunity to review the survey and written notice of: 
      (a) The manner in which the survey will be administered; 
      (b) The manner in which the results of the survey will be used; and 
      (c) The persons who will have access to the results of the survey. 
      5.  At any time: 
      (a) The parent or guardian of a pupil who is an unemancipated minor may refuse to 
provide consent to the administration of the survey described in subsection 1 by 
completing and submitting the form described in subsection 3, or any other written refusal 
of consent, to the principal or other person in charge of the public school in which the pupil 
is enrolled. 
      (b) A pupil may refuse to participate in the survey. 
      (Added to NRS by 2021, 2819) 
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Nevada School Climate / 
Social Emotional Learning 

Survey (NV-SCSEL) 
STUDENT SURVEY ITEMS 
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1-S-1  

1. What grade are you currently in at this school? Mark one response.  

 5th grade                                                                                                                    Sdemo151 

 6th grade 

 7th grade 

 8th grade 

 9th grade 

 10th grade 

 11th grade 

 12th grade 

 Not graded 
 
 

2. [Only ask if Q1 is marked “Not graded”; all other responses (including nonresponse) to Q1 will skip this 
question and go to Q3] Which of the following grade groupings best describes the grade that you are currently 
in? Mark one response.  

 5th to 8th grade                                                                                                           Sdemo151b 

 9th to 12th grade 
 
 

3. Are you male or female? Mark one response.  

 Male                                                                                                                            Sdemo148 

 Female 
 
 

4. [Only ask if Q1 is answered grade 9, 10, 11, 12, or if Q1 is Not graded and Q2 is 9th to 12th grade.] Gender 
identity refers to your understanding of self. Please select the option that most closely aligns with your gender 
identity (this may or may not align with your sex assigned at birth).  

 I identify as male.                                                                                                         Sdemo148b 

 I identify as female. 

 I do not identify as male or female. 

 I prefer to self-describe:   
 
 

5. What is your race/ethnicity? Select all that apply.  

 African American/Black                                                                                               Sdemo150 

 Alaska Native 

 Asian 

 Caucasian/White 

 Hispanic/Latino/a 

 Middle Eastern or Northern African 

 Native American/American Indian  

 Native Hawaiian or Pacific Islander 
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1-S-2  

Please let us know how easy or difficult each of the following is for you. Mark One Response. 

6. This year, I go to school:  

 In person, at a school building                                                                                                   Sdemo152 

 Virtually, through distance learning (for example, attending all of my classes online or from home) 

 Sometimes in person, and sometimes virtually (for example, a hybrid model) 
 
 

7. Knowing what my strengths are.  

 Very Easy                                                                                                                                    Wsselself1 

 Easy 

 Difficult 

 Very Difficult 
 
 

8. Knowing ways I calm myself down.  

 Very Easy                                                                                                                                    Wsselself2 

 Easy 

 Difficult 

 Very Difficult 
 
 

9. Knowing the emotions I feel.  
 Very Easy          Wsselself3 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

10. Knowing when my feelings are making it hard for me to focus.  
 Very Easy          Wsselself4 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

11. Knowing what people may be feeling by the look on their face.  
 Very Easy          Wsselsoc7 

 
 Easy 

 
 Difficult 

 
 Very Difficult 
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Please let us know how easy or difficult each of the following is for you. Mark One Response. 

1-S-3 

 

 

 

12. Learning from people with different opinions than me.  
 

 Very Easy          Wsselsoc8 
 

 Easy 
 

 Difficult 
 

 Very Difficult 
 
 

13. Knowing when someone needs help.  
 Very Easy          Wsselsoc9 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

14. Getting through something even when I feel frustrated.  
 Very Easy          Wsselsm12 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

15. Being patient even when I am really excited.  
 Very Easy          Wsselsm13 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

16. Finishing tasks even if they are hard for me.  
 Very Easy          Wsselsm14 

 
 Easy 

 
 Difficult 

 
 Very Difficult 
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Please let us know how easy or difficult each of the following is for you. Mark One Response. 

1-S-4 

 

 

 

17. Setting goals for myself.  
 Very Easy          Wsselsm15 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

18. Doing my schoolwork even when I do not feel like it.  
 Very Easy          Wsselsm16 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

19. Being prepared for tests.  
 Very Easy          Wsselsm17 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

20. Getting along with my classmates.  
 Very Easy          Wsselrs20 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

21. Respecting a classmate's opinions during a disagreement.  
 Very Easy          Wsselrs21 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

469



Please let us know how easy or difficult each of the following is for you. Mark One Response. 

1-S-5 

 

 

How strongly do you agree or disagree with the following statements about this school? Mark One Response. 

 

22. Thinking about what might happen before making a decision.  
 Very Easy          Wsselrdm24 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

23. Knowing what is right or wrong.  
 Very Easy          Wsselrdm25 

 
 Easy 

 
 Difficult 

 
 Very Difficult 

 
 

 
Throughout the survey, "This school" means activities happening in school buildings, on school grounds, on school 
buses, and at places that hold school-sponsored events or activities. Unless otherwise specified, this refers to normal 
school hours or to times when school activities/events were in session. 

 
24. All students at this school are treated the same, regardless of whether their families are rich or poor.  

 Strongly Agree          Sengclc1 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

25. All students at this school are treated equally well, regardless of race, gender, religion, and disability.   

 Strongly Agree          Sengclc2b 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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How strongly do you agree or disagree with the following statements about this school? Mark One Response. 

1-S-6 

 

 

 
 

26. This school provides instructional materials (e.g., textbooks, handouts) that reflect my cultural background, 
ethnicity, and identity.  

 Strongly Agree          Sengclc3 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

27. Adults working at this school treat all students respectfully.  

 Strongly Agree          Sengclc4 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

28. People of different cultural backgrounds, races, or ethnicities get along well at this school.  

 Strongly Agree          Sengclc7 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

29. Teachers understand my problems.  

 Strongly Agree          Sengrel9 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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How strongly do you agree or disagree with the following statements about this school? Mark One Response. 

1-S-7 

 

 

30. Teachers are available when I need to talk with them.  

 Strongly Agree          Sengrel11 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

31. It is easy to talk with teachers at this school.  

 Strongly Agree          Sengrel12 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

32. My teachers care about me.  

 Strongly Agree          Sengrel14 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

33. My teachers make me feel good about myself.  

 Strongly Agree          Sengrel17 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

34. Students respect one another.  

 Strongly Agree          Sengrel20 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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How strongly do you agree or disagree with the following statements about this school? Mark One Response. 

1-S-8 

 

 

 
35. Students like one another.  

 Strongly Agree          Sengrel21 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

36. If I am absent, there is a teacher or some other adult at school that will notice my absence.  

 Strongly Agree          Sengrel29 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

37. I feel like I belong.  

 Strongly Agree          Ssafemo18 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

38. Students at this school get along well with each other.  

 Strongly Agree          Ssafemo49 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

39. At this school, students talk about the importance of understanding their own feelings and the feelings of others. 

 Strongly Agree          Ssafemo52 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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How strongly do you agree or disagree with the following statements about this school? Mark One Response. 

1-S-9 

 

 

 
40. At this school, students work on listening to others to understand what they are trying to say.  

 Strongly Agree          Ssafemo53 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

41. I am happy to be at this school.  

 Strongly Agree          Ssafemo54 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

42. I feel like I am part of this school.  

 Strongly Agree          Ssafemo56 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

43. I feel socially accepted.  

 Strongly Agree          Ssafemo57 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

44. I feel safe at this school.  

 Strongly Agree          Ssafpsaf59 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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How strongly do you agree or disagree with the following statements about this school? Mark One Response. 

1-S-10 

 

 

 
 

45. [Skip for full-time distance learners] I feel safe going to and from this school.  

 Strongly Agree          Ssafpsaf60 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

46. [Skip for full-time distance learners] I sometimes stay home because I don’t feel safe at this school.   

 Strongly Agree          Ssafpsaf63 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

47. [Only ask full-time distance learners] I sometimes do not log into class sessions because I don’t feel safe. 

 Strongly Agree                                                                                                                     Ssafpsaf63dis 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

48. [Skip for full-time distance learners] Students at this school carry guns or knives to school.  

 Strongly Agree          Ssafpsaf65 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

49. Students at this school threaten to hurt other students.  

 Strongly Agree          Ssafpsaf67 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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1-S-11 

How strongly do you agree or disagree with the following statements about this school? Mark One Response. 
 

 

 
 

50. [Skip for full-time distance learners] Students at this school steal money, electronics, or other valuable things 
while at school.  

 Strongly Agree          Ssafpsaf68 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

51. [Only ask full-time distance learners] Students at this school steal others’ valuable things.  

 Strongly Agree          Ssafpsaf68dis 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

52. Students at this school damage or destroy other students' property.  

 Strongly Agree          Ssafpsaf69 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

53. Students at this school fight a lot.  

 Strongly Agree          Ssafpsaf71 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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1-S-12 

 How strongly do you agree or disagree with the following statements about this school? Mark One Response. 

 

 

This question is about bullying. Bullying happens when one or more students tease, threaten, spread rumors about, 
hit, shove or hurt another student. It is not bullying when students of about the same strength or power argue or fight 
or tease each other in a friendly way. Bullies are usually stronger, or have more friends or more money, or some 
other power over the student being bullied. Usually, bullying happens over and over, or the student being bullied 
thinks it might happen over and over. 

 
 

54. Students at this school are often bullied.  

 Strongly Agree          Ssafbul73 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

55. Students at this school try to stop bullying.  

 Strongly Agree          Ssafbul80 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
 
 

This question is about cyberbullying. Cyberbullying is bullying that takes place using electronic technology. Examples 
of cyberbullying include mean text messages or emails, rumors sent by email or posted on social networking sites, 
and embarrassing pictures, videos, websites, or fake profiles. 

 
 

56. Students often spread mean rumors or lies about others at this school on the internet (e.g., social media, 
email, messaging).   

 Strongly Agree          Ssafbul83 
 

 Agree 
 

 Disagree 
 

 Strongly Disagree 
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Nevada School Climate / 
Social Emotional Learning 

Survey (NV-SCSEL) 
ENCUESTA PARA LOS ESTUDIANTES 
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1-S-14 

 

 

1. ¿Qué grado cursas actualmente en esta escuela? Marca una respuesta.  

 5.o grado          Sdemo151 

 6.o grado 

 7.o grado 

 8.o grado 

 9.o grado 

 10.o grado 

 11.o grado 

 12.o grado 

 Sin grado escolar (not graded) 
 
 

2. [Esta pregunta solo se hace si la respuesta a la pregunta 1 es “Sin grado escolar”; con las demás 
respuestas a la pregunta 1 (incluida la ausencia de respuesta), esta pregunta se omitirá y se pasará a 
la pregunta 3.] ¿Cuál de las siguientes agrupaciones de años describe mejor el grado que actualmente 
cursas? Marca una respuesta.  

 5.o al 8.o grado          Sdemo151b 

 9.o al 12.o grado 

 
3. ¿Cuál es tu sexo? Marca una respuesta.  

 
 Masculino          Sdemo148 

 Femenino 
 

4. [Esta pregunta solo se hace si la respuesta a la pregunta 1 es 9.o, 10.o, 11.o o 12.o grado, o bien, si la 
respuesta a la pregunta 1 es “Sin grado escolar” y la respuesta a la pregunta 2 es “9.o al 12.o grado”.]  
La identidad de género se refiere a la forma en que una persona se define a sí misma. Selecciona la opción que 
se aproxime más a tu identidad de género (podría corresponder o no al sexo que te asignaron al nacer). 

 Me identifico como hombre                                                                                                 Sdemo148b 

 Me identifico como mujer 

 No me identifico como hombre ni como mujer 

 Prefiero describir mi propia identidad:   
 
 

5. ¿A qué raza o etnia perteneces? Marca todas las que correspondan.  

 Afroamericano o negro         Sdemo150 

 Nativo de Alaska 

 Asiático 

 Caucásico o blanco 

 Hispano o latino 

 Del Oriente Medio o del Norte de África 

 Indígena norteamericano 

 Nativo de Hawái o de otra de las islas del Pacífico 
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1-S-15 

 

 

Por favor, dinos qué tan fácil o difícil te resultan cada uno de los siguientes ítems. Marca una respuesta. 

6. Este año asisto a clases:  

 En persona, en un edificio escolar        Sdemo152 

 Virtualmente, por educación a distancia (por ejemplo, asisto a todas mis clases en línea o desde la casa) 

 A veces en persona y a veces virtualmente (por ejemplo, en un modelo híbrido) 
 
 

7. Conocer cuáles son mis puntos fuertes.  
 

 Muy fácil          Wsselself1 

 Fácil 

 Difícil 

 Muy difícil 
 
 

8. Conocer formas de calmarme.  
 

 Muy fácil          Wsselself2 

 Fácil 

 Difícil 

 Muy difícil 

 
9. Conocer las emociones que siento.  

 
 Muy fácil          Wsselself3 

 Fácil 

 Difícil 

 Muy difícil 
 
 

10. Saber cuándo mis emociones hacen difícil que me concentre.  
 

 Muy fácil          Wsselself4 

 Fácil 

 Difícil 

 Muy difícil 
 
 

11. Saber lo que sienten las personas según su expresión.  
 

 Muy fácil          Wsselsoc7 

 Fácil 

 Difícil 

 Muy difícil 
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1-S-16 

 

 

 
 

12. Aprender de personas con opiniones diferentes a las mías.  
 

 Muy fácil          Wsselsoc8 

 Fácil 

 Difícil 

 Muy difícil 
 
 

13. Saber cuándo alguien necesita ayuda.  
 

 Muy fácil          Wsselsoc9 

 Fácil 

 Difícil 

 Muy difícil 

 
14. Superar algo incluso cuando estoy frustrado(a).  

 
 Muy fácil          Wsselsm12 

 Fácil 

 Difícil 

 Muy difícil 
 
 

15. Ser paciente incluso cuando estoy muy emocionado(a).  
 

 Muy fácil          Wsselsm13 

 Fácil 

 Difícil 

 Muy difícil 
 
 

16. Finalizar tareas incluso cuando me resultan difíciles.  
 

 Muy fácil          Wsselsm14 

 Fácil 

 Difícil 

 Muy difícil 
 
 

17. Proponerme metas.  
 

 Muy fácil          Wsselsm15 

 Fácil 

 Difícil 

 Muy difícil 

Por favor, dinos qué tan fácil o difícil te resultan cada uno de los siguientes ítems. Marca una respuesta. 
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1-S-17 

 

 

 
 

18. Hacer las tareas de la escuela incluso cuando no me apetece.  
 

 Muy fácil          Wsselsm16 

 Fácil 

 Difícil 

 Muy difícil 
 
 

19. Estar preparado para los exámenes.  
 

 Muy fácil          Wsselsm17 

 Fácil 

 Difícil 

 Muy difícil 
 
 

20. Llevarme bien con mis compañeros(as) de clase.  
 

 Muy fácil          Wsselrs20 

 Fácil 

 Difícil 

 Muy difícil 
 

21. Respetar la opinión de un(a) compañero(a) de clase durante un desacuerdo.  
 

 Muy fácil          Wsselrs21 

 Fácil 

 Difícil 

 Muy difícil 

 
22. Pensar en lo que podría pasar antes de tomar una decisión.  

 
 Muy fácil          Wsselrdm24 

 Fácil 

 Difícil 

 Muy difícil 

 
23. Saber lo que está bien y lo que está mal.  

 
 Muy fácil          Wsselrdm25 

 Fácil 

 Difícil 

 Muy difícil 

Por favor, dinos qué tan fácil o difícil te resultan cada uno de los siguientes ítems. Marca una respuesta. 
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1-S-18 

 

 

 
 

Durante la encuesta, “esta escuela” se refiere a actividades que pasan en los edificios de la escuela, en las instalaciones de la 
escuela, en los buses de la escuela y en otros lugares en donde se dan actividades y eventos patrocinados por la escuela. A menos 
que se especifique lo contrario, esto se refiere a las horas normales de la escuela o a ocasiones en que las actividades o eventos de la 
escuela estén en sesión. 

 

24. A todos los estudiantes en esta escuela se les trata por igual, sin importar si sus familias son ricas o pobres. 

 Muy de acuerdo         Sengclc1 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 

25. A todos los estudiantes en esta escuela se les trata igualmente bien, sin importar la raza, la identidad de 
género, la religión ni la discapacidad.         Sengclc2b 

 Muy de acuerdo         Sengclc2b 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

26. Esta escuela ofrece materiales de instrucción (por ejemplo libros de texto, folletos) que reflejan mi origen 
cultural, etnia e identidad. Sengclc3 

 Muy de acuerdo         Sengclc3 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

27. Los adultos que trabajan en esta escuela tratan a todos los estudiantes con respeto. Sengclc4 

 Muy de acuerdo         Sengclc4 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

28. Las personas de culturas, razas o etnias diferentes se llevan bien en esta escuela. Sengrel7 

 Muy de acuerdo         Sengrel7 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 

¿Qué tan de acuerdo o en desacuerdo estás con las siguientes frases sobre esta escuela? Marca una respuesta. 
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29. Los maestros entienden mis problemas.  

 Muy de acuerdo         Sengrel9 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

30. Los maestros están disponibles cuando necesito hablar con ellos.  

 Muy de acuerdo         Sengrel11 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

31. Es fácil hablar con mis maestros en esta escuela.  

 Muy de acuerdo         Sengrel12 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

32. Mis maestros se preocupan por mí.  

 Muy de acuerdo         Sengrel14 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

33. Mis maestros(as) me hacen sentir bien acerca de mí mismo.  

 Muy de acuerdo         Sengrel17 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

34. Los estudiantes se respetan unos a otros.  

 Muy de acuerdo         Sengrel20 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 

¿Qué tan de acuerdo o en desacuerdo estás con las siguientes frases sobre esta escuela? Marca una respuesta. 
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35. Los estudiantes simpatizan unos con otros.  

 Muy de acuerdo         Sengrel21 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

36. Si falto, hay un(a) maestro(a) o algún adulto en la escuela que se dará cuenta de que estoy ausente. 

 Muy de acuerdo         Sengrel29 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

37. Siento que pertenezco.  

 Muy de acuerdo         Ssafemo18 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

38. Los estudiantes en esta escuela se llevan bien entre sí.  

 Muy de acuerdo         Ssafemo49 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 

 
39. En esta escuela, los estudiantes hablan sobre la importancia de entender sus propios sentimientos y los 

sentimientos de otros.  

 Muy de acuerdo         Ssafemo52 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 

¿Qué tan de acuerdo o en desacuerdo estás con las siguientes frases sobre esta escuela? Marca una respuesta. 

485



1-S-21 

 

 

 
 

40. En esta escuela, los estudiantes trabajan en escuchar a los otros y entender lo que ellos están tratando de decir. 

 Muy de acuerdo         Ssafemo53 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

41. Estoy feliz de estar en esta escuela.  

 Muy de acuerdo         Ssafemo54 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

42. Siento que soy parte de esta escuela.  

 Muy de acuerdo         Ssafemo56 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

43. Me siento socialmente aceptado(a).  

 Muy de acuerdo         Ssafemo57 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

44. Me siento seguro(a) en esta escuela.  

 Muy de acuerdo         Ssafpsaf59 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

45. [Esta pregunta no se les hace a los estudiantes de educación a distancia a tiempo completo.] 
 Me siento seguro(a) yendo y viniendo de esta escuela.  

 Muy de acuerdo         Ssafpsaf60 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 

¿Qué tan de acuerdo o en desacuerdo estás con las siguientes frases sobre esta escuela? Marca una respuesta. 
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46. [Esta pregunta no se les hace a los estudiantes de educación a distancia a tiempo completo.] 
           A veces me quedo en casa porque no me siento seguro(a) en esta escuela. 

 Muy de acuerdo Ssafpsaf63 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 

47. [Esta pregunta solo se les hace a los estudiantes de educación a distancia a tiempo completo.]  
    A veces no ingreso a las sesiones de clase porque no me siento seguro(a). 

 Muy de acuerdo Ssafpsaf63dis 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

48. [Esta pregunta no se les hace a los estudiantes de educación a distancia a tiempo completo.]  
Los estudiantes de esta escuela llevan pistolas o cuchillos a la escuela. 

 Muy de acuerdo Ssafpsaf65 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

49. Los estudiantes de esta escuela amenazan con lastimar a otros estudiantes.  

 Muy de acuerdo            Ssafpsaf67 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 

50. [Esta pregunta no se les hace a los estudiantes de educación a distancia a tiempo completo.]   
Los estudiantes de mi escuela roban dinero, dispositivos electrónicos y otras cosas de valor mientras 
están en la escuela.  

 Muy de acuerdo            Ssafpsaf68 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 

 
51. [Esta pregunta solo se les hace a los estudiantes de educación a distancia a tiempo completo.]  

Los estudiantes de esta escuela roban cosas de valor de otras personas. 

 Muy de acuerdo Ssafpsaf68dis 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 

¿Qué tan de acuerdo o en desacuerdo estás con las siguientes frases sobre esta escuela? Marca una respuesta. 
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52. Los estudiantes de esta escuela dañan o destruyen las propiedades de otros estudiantes.  

 Muy de acuerdo         Ssafpsaf69 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

53. Los estudiantes de esta escuela pelean mucho.  

 Muy de acuerdo         Ssafpsaf71 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 

Esta pregunta trata sobre la intimidación (bullying). La intimidación ocurre cuando uno o más estudiantes molestan, 
amenazan, rumorean sobre, golpean, empujan o lastiman a otro estudiante. La intimidación no aplica a instancias en 
que estudiantes con casi la misma fuerza o poder discuten o pelean o se molestan unos a otros de forma amigable. 
Quienes practican la intimidación (bullies) generalmente son más fuertes, o tienen más amigos o más dinero, o algún 
otro poder sobre el estudiante al que intimidan. La intimidación sucede, generalmente, una y otra vez, o el estudiante 
a quien se intimida piensa que podría ocurrir una y otra vez. 

 
 

54. Los estudiantes de esta escuela a menudo son objeto de abusos (bullying).  

 Muy de acuerdo         Ssafbul73 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

55. Los estudiantes de esta escuela tratan de ponerle fin al acoso (bullying).  

 Muy de acuerdo         Ssafbul80 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
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Esta pregunta trata sobre la intimidación en línea (cyberbullying). La intimidación cibernética es aquella que ocurre a 
través de la tecnología electrónica. Los ejemplos de intimidación en línea incluyen mensajes de texto o de correo 
electrónico crueles o malos, rumores o chismes enviados por correo electrónico, o publicados en los sitios de las 
redes sociales, e imágenes, vídeos y sitios web vergonzosos o perfiles falsos. 

 
 

56. Los estudiantes con frecuencia difunden rumores o mentiras sobre otros en esta escuela en el internet (por 
ejemplo, por redes sociales, correo electrónico o mensajes).   

 Muy de acuerdo         Ssafbul83 

 De acuerdo 

 En desacuerdo 

 Muy en desacuerdo 
 
 

 

¿Qué tan de acuerdo o en desacuerdo estás con las siguientes frases sobre esta escuela? Marca una respuesta. 
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2025 State and Local 
Youth Risk Behavior Survey 

 
This survey is about health behavior.  It has been developed so you can 
tell us what you do that may affect your health.  The information you 
give will be used to improve health education for young people like 
yourself. 
 
DO NOT write your name on this survey.  The answers you give will be 
kept private.  No one will know what you write.  Answer the questions 
based on what you really do. 
 
Completing the survey is voluntary.  Whether or not you answer the 
questions will not affect your grade in this class.  If you are not 
comfortable answering a question, just leave it blank. 
 
The questions that ask about your background will be used only to 
describe the types of students completing this survey.  The information 
will not be used to find out your name.  No names will ever be reported. 
 
Make sure to read every question.  Fill in the ovals completely.  When 
you are finished, follow the instructions of the person giving you the 
survey. 
 
 

 Thank you very much for your help. 
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Directions 
Use a #2 pencil only. 
Make dark marks. 
Fill in a response like this: A B  D. 
If you change your answer, erase your old answer completely. 
 
1. How old are you? 

A. 12 years old or younger 
B. 13 years old 
C. 14 years old 
D. 15 years old 
E. 16 years old 
F. 17 years old 
G. 18 years old or older 

 
2. What is your sex? 

A. Female 
B. Male 

 
3. In what grade are you? 

A. 9th grade 
B. 10th grade 
C. 11th grade 
D. 12th grade 
E. Ungraded or other grade 
 

4. What is your race and/or ethnicity? (Select one or more responses.) 
A. American Indian or Alaska Native 
B. Asian 
C. Black or African American 
D. Hispanic or Latino 
E. Middle Eastern or North African 
F. Native Hawaiian or Pacific Islander 
G. White 
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5. How tall are you without your shoes on? 
Directions: Write your height in the shaded blank boxes. Fill in the matching oval below 
each number. 
 
Example 

Height 
Feet Inches 

5 7 
  
  
  
  
  
  
  
  
  
  
  
  

 
 
6. How much do you weigh without your shoes on? 

Directions: Write your weight in the shaded blank boxes. Fill in the matching oval below 
each number. 
 
Example 

Weight 
Pounds 

1 5 2 
   
   
   
   
   
   
   
   
   
   

 
  

11 
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The next 4 questions ask about safety. 
 
7. How often do you wear a seat belt when riding in a car driven by someone else? 

A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 

 
8. During the past 30 days, how many times did you ride in a car or other vehicle driven by 

someone who had been drinking alcohol? 
A. 0 times 
B. 1 time 
C. 2 or 3 times 
D. 4 or 5 times 
E. 6 or more times 

 
9. During the past 30 days, how many times did you drive a car or other vehicle when you 

had been drinking alcohol? 
A. I did not drive a car or other vehicle during the past 30 days 
B. I drove a car or other vehicle, but not when I had been drinking alcohol 
C. 1 time 
D. 2 or 3 times 
E. 4 or 5 times 
F. 6 or more times 

 
10. During the past 30 days, on how many days did you text or e-mail while driving a car or 

other vehicle? 
A. I did not drive a car or other vehicle during the past 30 days 
B. I drove a car or other vehicle, but did not text or e-mail while driving 
C. 1 or 2 days 
D. 3 to 5 days 
E. 6 to 9 days 
F. 10 to 19 days 
G. 20 to 29 days 
H. All 30 days 
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The next 11 questions ask about violence-related behaviors and experiences. 
 
11. During the past 30 days, on how many days did you carry a weapon such as a gun, knife, 

or club on school property? 
A. 0 days 
B. 1 day 
C. 2 or 3 days 
D. 4 or 5 days 
E. 6 or more days 
 

12. During the past 12 months, on how many days did you carry a gun? (Do not count the 
days when you carried a gun only for hunting or for a sport, such as target shooting.) 
A. 0 days 
B. 1 day 
C. 2 or 3 days 
D. 4 or 5 days 
E. 6 or more days 

 
13. During the past 30 days, on how many days did you not go to school because you felt 

you would be unsafe at school or on your way to or from school? 
A. 0 days 
B. 1 day 
C. 2 or 3 days 
D. 4 or 5 days 
E. 6 or more days 

 
14. During the past 12 months, how many times has someone threatened or injured you with 

a weapon such as a gun, knife, or club on school property? 
A. 0 times 
B. 1 time 
C. 2 or 3 times 
D. 4 or 5 times 
E. 6 or 7 times 
F. 8 or 9 times 
G. 10 or 11 times 
H. 12 or more times 
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15. During the past 12 months, how many times were you in a physical fight? 
A. 0 times 
B. 1 time 
C. 2 or 3 times 
D. 4 or 5 times 
E. 6 or 7 times 
F. 8 or 9 times 
G. 10 or 11 times 
H. 12 or more times 

 
16. During the past 12 months, how many times were you in a physical fight on school 

property? 
A. 0 times 
B. 1 time 
C. 2 or 3 times 
D. 4 or 5 times 
E. 6 or 7 times 
F. 8 or 9 times 
G. 10 or 11 times 
H. 12 or more times 
 

17. Have you ever seen someone get physically attacked, beaten, stabbed, or shot in your 
neighborhood? 
A. Yes 
B. No 
 

18. Have you ever been physically forced to have sexual intercourse when you did not want 
to? 
A. Yes 
B. No 
 

19. During the past 12 months, how many times did anyone force you to do sexual things 
that you did not want to do? (Count such things as kissing, touching, or being physically 
forced to have sexual intercourse.) 
A. 0 times 
B. 1 time 
C. 2 or 3 times 
D. 4 or 5 times 
E. 6 or more times 
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20. During the past 12 months, how many times did someone you were dating or going out 
with force you to do sexual things that you did not want to do? (Count such things as 
kissing, touching, or being physically forced to have sexual intercourse.) 
A. I did not date or go out with anyone during the past 12 months 
B. 0 times 
C. 1 time 
D. 2 or 3 times 
E. 4 or 5 times 
F. 6 or more times 

 
21. During the past 12 months, how many times did someone you were dating or going out 

with physically hurt you on purpose? (Count such things as being hit, slammed into 
something, or injured with an object or weapon.) 
A. I did not date or go out with anyone during the past 12 months 
B. 0 times 
C. 1 time 
D. 2 or 3 times 
E. 4 or 5 times 
F. 6 or more times 
 

The next question asks about times that you felt you were treated badly or unfairly. 
 
22. During your life, how often have you felt that you were treated badly or unfairly in 

school because of your race or ethnicity? 
A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 
 

The next 2 questions ask about bullying. Bullying is when 1 or more students tease, 
threaten, spread rumors about, hit, shove, or hurt another student over and over again. It 
is not bullying when 2 students of about the same strength or power argue or fight or tease 
each other in a friendly way. 
 
23. During the past 12 months, have you ever been bullied on school property? 

A. Yes 
B. No 

 
24. During the past 12 months, have you ever been electronically bullied? (Count being 

bullied through texting, Instagram, Facebook, or other social media.) 
A. Yes 
B. No 
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The next question asks about hurting yourself on purpose. 
 
25. During the past 12 months, how many times did you do something to purposely hurt 

yourself without wanting to die, such as cutting or burning yourself on purpose? 
A. 0 times 
B. 1 time 
C. 2 or 3 times 
D. 4 or 5 times 
E. 6 or more times 

 
The next 5 questions ask about sad feelings and attempted suicide. Sometimes people feel so 
depressed about the future that they may consider attempting suicide, that is, taking some 
action to end their own life. 
 
26. During the past 12 months, did you ever feel so sad or hopeless almost every day for two 

weeks or more in a row that you stopped doing some usual activities? 
A. Yes 
B. No 
 

27. During the past 12 months, did you ever seriously consider attempting suicide? 
A. Yes 
B. No 

 
28. During the past 12 months, did you make a plan about how you would attempt suicide? 

A. Yes 
B. No 

 
29. During the past 12 months, how many times did you actually attempt suicide? 

A. 0 times 
B. 1 time 
C. 2 or 3 times 
D. 4 or 5 times 
E. 6 or more times 

 
30. If you attempted suicide during the past 12 months, did any attempt result in an injury, 

poisoning, or overdose that had to be treated by a doctor or nurse? 
A. I did not attempt suicide during the past 12 months 
B. Yes 
C. No 
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The next 4 questions ask about cigarette smoking. 
 
31. Have you ever smoked a cigarette, even one or two puffs? 

A. Yes 
B. No 

 
32. How old were you when you first smoked a cigarette, even one or two puffs? 

A. I have never smoked a cigarette, not even one or two puffs 
B. 8 years old or younger 
C. 9 or 10 years old 
D. 11 or 12 years old 
E. 13 or 14 years old 
F. 15 or 16 years old 
G. 17 years old or older 

 
33. During the past 30 days, on how many days did you smoke cigarettes? 

A. 0 days 
B. 1 or 2 days 
C. 3 to 5 days 
D. 6 to 9 days 
E. 10 to 19 days 
F. 20 to 29 days 
G. All 30 days 

 
34. During the past 30 days, on the days you smoked, how many cigarettes did you smoke 

per day? 
A. I did not smoke cigarettes during the past 30 days 
B. Less than 1 cigarette per day 
C. 1 cigarette per day 
D. 2 to 5 cigarettes per day 
E. 6 to 10 cigarettes per day 
F. 11 to 20 cigarettes per day 
G. More than 20 cigarettes per day 
 

The next 3 questions ask about electronic vapor products, such as JUUL, Vuse, NJOY, Elf 
Bar, or Esco Bars. Electronic vapor products include e-cigarettes, vapes, mods, e-cigs, e-
hookahs, or vape pens. 

 
35. Have you ever used an electronic vapor product? 

A. Yes 
B. No 
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36. During the past 30 days, on how many days did you use an electronic vapor product?
A. 0 days
B. 1 or 2 days
C. 3 to 5 days
D. 6 to 9 days
E. 10 to 19 days
F. 20 to 29 days
G. All 30 days

37. During the past 30 days, how did you usually get your electronic vapor products? (Select
only one response.)
A. I did not use any electronic vapor products during the past 30 days
B. I got or bought them from a friend, family member, or someone else
C. I bought them myself in a vape shop or tobacco shop
D. I bought them myself in a convenience store, supermarket, discount store, or gas

station
E. I bought them myself at a mall or shopping center kiosk or stand
F. I bought them myself on the Internet, such as from a product website, vape store

website, or other website like eBay, Amazon, Facebook Marketplace, or Craigslist
G. I took them from a store or another person
H. I got them in some other way

The next 2 questions ask about other tobacco products. 

38. During the past 30 days, on how many days did you use chewing tobacco, snuff, dip, 
snus, dissolvable tobacco products, or nicotine pouches, such as Copenhagen, Grizzly, 
Skoal, Camel Snus, on!, ZYN, or Velo? (Do not count any electronic vapor products.)
A. 0 days
B. 1 or 2 days
C. 3 to 5 days
D. 6 to 9 days
E. 10 to 19 days
F. 20 to 29 days
G. All 30 days

39. During the past 30 days, on how many days did you smoke cigars, cigarillos, or little 
cigars, such as Swisher Sweets, Middleton's (including Black & Mild), or Backwoods?
A. 0 days
B. 1 or 2 days
C. 3 to 5 days
D. 6 to 9 days
E. 10 to 19 days
F. 20 to 29 days
G. All 30 days

499



 

 

 
11                     2025 Standard High School YRBS 

 
The next 4 questions ask about drinking alcohol. This includes drinking beer, wine, 
flavored alcoholic beverages, and liquor such as rum, gin, vodka, or whiskey. For these 
questions, drinking alcohol does not include drinking a few sips of wine for religious 
purposes. 
 
40. How old were you when you had your first drink of alcohol other than a few sips? 

A. I have never had a drink of alcohol other than a few sips 
B. 8 years old or younger 
C. 9 or 10 years old 
D. 11 or 12 years old 
E. 13 or 14 years old 
F. 15 or 16 years old 
G. 17 years old or older 

 
41. During the past 30 days, on how many days did you have at least one drink of alcohol? 

A. 0 days 
B. 1 or 2 days 
C. 3 to 5 days 
D. 6 to 9 days 
E. 10 to 19 days 
F. 20 to 29 days 
G. All 30 days 

 
42. During the past 30 days, what is the largest number of alcoholic drinks you had in a row, 

that is, within a couple of hours? 
A. I did not drink alcohol during the past 30 days 
B. 1 or 2 drinks 
C. 3 drinks 
D. 4 drinks 
E. 5 drinks 
F. 6 or 7 drinks 
G. 8 or 9 drinks 
H. 10 or more drinks 

 
43. During the past 30 days, how did you usually get the alcohol you drank? 

A. I did not drink alcohol during the past 30 days 
B. I bought it in a store such as a liquor store, convenience store, supermarket, 

discount store, or gas station 
C. I bought it at a restaurant, bar, or club 
D. I bought it at a public event such as a concert or sporting event 
E. I gave someone else money to buy it for me 
F. Someone gave it to me 
G. I took it from a store or family member 
H. I got it some other way 
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The next 3 questions ask about marijuana use. Marijuana also is called pot or weed. For 
these questions, do not count CBD-only or hemp products, which come from the same 
plant as marijuana, but do not cause a high when used alone. 
 
44. During your life, how many times have you used marijuana? 

A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 to 99 times 
G. 100 or more times 

 
45. How old were you when you tried marijuana for the first time? 

A. I have never tried marijuana 
B. 8 years old or younger 
C. 9 or 10 years old 
D. 11 or 12 years old 
E. 13 or 14 years old 
F. 15 or 16 years old 
G. 17 years old or older 

 
46. During the past 30 days, how many times did you use marijuana? 

A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 or more times 

 
The next question asks about the use of prescription pain medicine without a doctor's 
prescription or differently than how a doctor told you to use it. For this question, count 
drugs such as codeine, Vicodin, OxyContin, Hydrocodone, and Percocet. 
 
47. During your life, how many times have you taken prescription pain medicine without a 

doctor's prescription or differently than how a doctor told you to use it? 
A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 or more times 
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The next 6 questions ask about other drugs. 
 
48. During your life, how many times have you used any form of cocaine, including powder, 

crack, or freebase? 
A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 or more times 

 
49. During your life, how many times have you sniffed glue, breathed the contents of aerosol 

spray cans, or inhaled any paints or sprays to get high? 
A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 or more times 
 

50. During your life, how many times have you used heroin (also called smack, junk, or 
China White)? 
A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 or more times 

 
51. During your life, how many times have you used methamphetamines (also called speed, 

crystal meth, crank, ice, or meth)? 
A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 or more times 

 
52. During your life, how many times have you used ecstasy (also called MDMA or Molly)? 

A. 0 times 
B. 1 or 2 times 
C. 3 to 9 times 
D. 10 to 19 times 
E. 20 to 39 times 
F. 40 or more times 
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53. During your life, how many times have you used a needle to inject any illegal drug into 

your body? 
A. 0 times 
B. 1 time 
C. 2 or more times 
 

The next 8 questions ask about sexual behavior. 
 
54. Have you ever had sexual intercourse? 

A. Yes 
B. No 

 
55. How old were you when you had sexual intercourse for the first time? 

A. I have never had sexual intercourse 
B. 11 years old or younger 
C. 12 years old 
D. 13 years old 
E. 14 years old 
F. 15 years old 
G. 16 years old 
H. 17 years old or older 

 
56. During your life, with how many people have you had sexual intercourse? 

A. I have never had sexual intercourse 
B. 1 person 
C. 2 people 
D. 3 people 
E. 4 people 
F. 5 people 
G. 6 or more people 

 
57. During the past 3 months, with how many people did you have sexual intercourse? 

A. I have never had sexual intercourse 
B. I have had sexual intercourse, but not during the past 3 months 
C. 1 person 
D. 2 people 
E. 3 people 
F. 4 people 
G. 5 people 
H. 6 or more people 
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58. Did you drink alcohol or use drugs before you had sexual intercourse the last time? 
A. I have never had sexual intercourse 
B. Yes 
C. No 

 
59. The last time you had sexual intercourse, did you or your partner use a condom? 

A. I have never had sexual intercourse 
B. Yes 
C. No 
 

60. The last time you had sexual intercourse with an opposite-sex partner, what one method 
did you or your partner use to prevent pregnancy? (Select only one response.) 
A. I have never had sexual intercourse with an opposite-sex partner 
B. No method was used to prevent pregnancy 
C. Birth control pills (Do not count emergency contraception such as Plan B or the 

"morning after" pill.) 
D. Condoms 
E. An IUD (such as Mirena or ParaGard) or implant (such as Implanon or 

Nexplanon) 
F. A shot (such as Depo-Provera), patch (such as Ortho Evra), or birth control ring 

(such as NuvaRing) 
G. Withdrawal or some other method 
H. Not sure 

 
61. During your life, with whom have you had sexual contact? 

A. I have never had sexual contact 
B. Females 
C. Males 
D. Females and males 

 
The next 2 questions ask about sexual and gender identity. 
 
62. Which of the following best describes you? 

A. Heterosexual (straight) 
B. Gay or lesbian 
C. Bisexual 
D. I describe my sexual identity some other way 
E. I am not sure about my sexual identity (questioning) 
F. I do not know what this question is asking 

 
  

504



 

 

 
16                     2025 Standard High School YRBS 

63. Some people describe themselves as transgender when their sex at birth does not match 
the way they think or feel about their gender. Are you transgender? 
A. No, I am not transgender 
B. Yes, I am transgender 
C. I am not sure if I am transgender 
D. I do not know what this question is asking 

 
The next 2 questions ask about body weight. 
 
64. How do you describe your weight? 

A. Very underweight 
B. Slightly underweight 
C. About the right weight 
D. Slightly overweight 
E. Very overweight 

 
65. Which of the following are you trying to do about your weight? 

A. Lose weight 
B. Gain weight 
C. Stay the same weight 
D. I am not trying to do anything about my weight 

 
The next 7 questions ask about food you ate or drank during the past 7 days. Think about 
all the meals and snacks you had from the time you got up until you went to bed. Be sure to 
include food you ate at home, at school, at restaurants, or anywhere else. 
 
66. During the past 7 days, how many times did you eat fruit? (Do not count fruit juice.) 

A. I did not eat fruit during the past 7 days 
B. 1 to 3 times during the past 7 days 
C. 4 to 6 times during the past 7 days 
D. 1 time per day 
E. 2 times per day 
F. 3 times per day 
G. 4 or more times per day 

 
67. During the past 7 days, how many times did you eat green salad? 

A. I did not eat green salad during the past 7 days 
B. 1 to 3 times during the past 7 days 
C. 4 to 6 times during the past 7 days 
D. 1 time per day 
E. 2 times per day 
F. 3 times per day 
G. 4 or more times per day 
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68. During the past 7 days, how many times did you eat potatoes? (Do not count french 
fries, fried potatoes, or potato chips.) 
A. I did not eat potatoes during the past 7 days 
B. 1 to 3 times during the past 7 days 
C. 4 to 6 times during the past 7 days 
D. 1 time per day 
E. 2 times per day 
F. 3 times per day 
G. 4 or more times per day 

 
69. During the past 7 days, how many times did you eat carrots? 

A. I did not eat carrots during the past 7 days 
B. 1 to 3 times during the past 7 days 
C. 4 to 6 times during the past 7 days 
D. 1 time per day 
E. 2 times per day 
F. 3 times per day 
G. 4 or more times per day 

 
70. During the past 7 days, how many times did you eat other vegetables? (Do not count 

green salad, potatoes, or carrots.) 
A. I did not eat other vegetables during the past 7 days 
B. 1 to 3 times during the past 7 days 
C. 4 to 6 times during the past 7 days 
D. 1 time per day 
E. 2 times per day 
F. 3 times per day 
G. 4 or more times per day 

 
71. During the past 7 days, how many times did you drink a can, bottle, or glass of soda or 

pop, such as Coke, Pepsi, or Sprite? (Do not count diet soda or diet pop.) 
A. I did not drink soda or pop during the past 7 days 
B. 1 to 3 times during the past 7 days 
C. 4 to 6 times during the past 7 days 
D. 1 time per day 
E. 2 times per day 
F. 3 times per day 
G. 4 or more times per day 
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72. During the past 7 days, on how many days did you eat breakfast? 
A. 0 days 
B. 1 day 
C. 2 days 
D. 3 days 
E. 4 days 
F. 5 days 
G. 6 days 
H. 7 days 

 
The next 3 questions ask about physical activity. 
 
73. During the past 7 days, on how many days were you physically active for a total of at 

least 60 minutes per day? (Add up all the time you spent in any kind of physical activity 
that increased your heart rate and made you breathe hard some of the time.) 
A. 0 days 
B. 1 day 
C. 2 days 
D. 3 days 
E. 4 days 
F. 5 days 
G. 6 days 
H. 7 days 

 
74. In an average week when you are in school, on how many days do you go to physical 

education (PE) classes? 
A. 0 days 
B. 1 day 
C. 2 days 
D. 3 days 
E. 4 days 
F. 5 days 

 
75. During the past 12 months, on how many sports teams did you play? (Count any teams 

run by your school or community groups.) 
A. 0 teams 
B. 1 team 
C. 2 teams 
D. 3 or more teams 
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The next question asks about concussions. A concussion is when a blow or jolt to the head 
causes problems such as headaches, dizziness, being dazed or confused, difficulty 
remembering or concentrating, vomiting, blurred vision, or being knocked out. 

 
76. During the past 12 months, how many times did you have a concussion from playing a 

sport or being physically active? 
A. 0 times 
B. 1 time 
C. 2 times 
D. 3 times 
E. 4 or more times 

 
The next question asks about social media, such as Instagram, TikTok, Snapchat, and X 
(formerly known as Twitter). 
 
77. How often do you use social media? 

A. I do not use social media 
B. A few times a month 
C. About once a week 
D. A few times a week 
E. About once a day 
F. Several times a day 
G. About once an hour 
H. More than once an hour 
 

The next 9 questions ask about other health-related topics. 
 
78. Have you ever been tested for HIV, the virus that causes AIDS? (Do not count tests done 

if you donated blood.) 
A. Yes 
B. No 
C. Not sure 
 

79. During the past 12 months, have you been tested for a sexually transmitted infection 
(STI) other than HIV, such as chlamydia or gonorrhea? 
A. Yes 
B. No 
C. Not sure 
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80. When was the last time you saw a dentist for a check-up, exam, teeth cleaning, or other 
dental work? 
A. During the past 12 months 
B. Between 12 and 24 months ago 
C. More than 24 months ago 
D. Never 
E. Not sure 

 
81. During the past 30 days, how often was your mental health not good? (Poor mental health 

includes stress, anxiety, and depression.) 
A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 

 
82. During the past 12 months, when you have felt sad, empty, hopeless, angry, or anxious, 

how often did you get the kind of help you needed? 
A. I did not need help with any of these emotions during the past 12 months 
B. Never 
C. Rarely 
D. Sometimes 
E. Most of the time 
F. Always 

 
83. On an average school night, how many hours of sleep do you get? 

A. 4 or less hours 
B. 5 hours 
C. 6 hours 
D. 7 hours 
E. 8 hours 
F. 9 hours 
G. 10 or more hours 
 

84. During the past 12 months, where did you usually sleep? 
A. In my parent's or guardian's home 
B. In the home of a friend, family member, or other person because I had to leave my 

home or my parent or guardian cannot afford housing 
C. In a shelter or emergency housing 
D. In a motel or hotel 
E. In a car, park, campground, or other public place 
F. I do not have a usual place to sleep 
G. Somewhere else 
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85. During the past 12 months, how often was your family worried that your food would run 
out before you got money to buy more? 
A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 

 
86. During the past 12 months, how often did the food your family bought run out and they 

did not have money to buy more? 
A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 

 
 

This is the end of the survey. 
Thank you very much for your help. 
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2025 Middle School 
Youth Risk Behavior Survey 

 
This survey is about health behavior. It has been developed so you can 
tell us what you do that may affect your health. The information you give 
will be used to improve health education for young people like yourself. 
 
DO NOT write your name on this survey. The answers you give will be 
kept private. No one will know what you write. Answer the questions 
based on what you really do. 
 
Completing the survey is voluntary. Whether or not you answer the 
questions will not affect your grade in this class. If you are not 
comfortable answering a question, just leave it blank. 
 
The questions that ask about your background will be used only to 
describe the types of students completing this survey. The information 
will not be used to find out your name. No names will ever be reported. 
 
Make sure to read every question. Fill in the ovals completely. When you 
are finished, follow the instructions of the person giving you the survey. 
 
 
 Thank you very much for your help.
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Directions 
 Use a #2 pencil only. 
 Make dark marks. 
 Fill in a response like this: A B  D. 
 If you change your answer, erase your old answer completely. 
 
1. How old are you? 

A. 10 years old or younger 
B. 11 years old 
C. 12 years old 
D. 13 years old 
E. 14 years old 
F. 15 years old 
G. 16 years old or older 

 
2. What is your sex? 

A. Female 
B. Male 
 

3. In what grade are you? 
A. 6th grade 
B. 7th grade 
C. 8th grade 
D. Ungraded or other grade 
 
 

4. What is your race and/or ethnicity? (Select one or more responses.) 
A. American Indian or Alaska Native 
B. Asian 
C. Black or African American 
D. Hispanic or Latino 
E. Middle Eastern or North African 
F. Native Hawaiian or Pacific Islander 
G. White 

 
 
The next 4 questions ask about safety. 
 
5. When you ride a bicycle, how often do you wear a helmet? 

A. I do not ride a bicycle 
B. Never wear a helmet 
C. Rarely wear a helmet 
D. Sometimes wear a helmet 
E. Most of the time wear a helmet 
F. Always wear a helmet 
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6. When you rollerblade or ride a skateboard, how often do you wear a helmet? 
A. I do not rollerblade or ride a skateboard 
B. Never wear a helmet 
C. Rarely wear a helmet 
D. Sometimes wear a helmet 
E. Most of the time wear a helmet 
F. Always wear a helmet 

 
7. How often do you wear a seat belt when riding in a car? 

A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 

 
8. Have you ever ridden in a car driven by someone who had been drinking alcohol? 

A. Yes 
B. No 
C. Not sure 

 
 
The next 2 questions ask about violence-related behaviors and experiences. 
 
9. Have you ever been in a physical fight? 

A. Yes 
B. No 
 

10. Have you ever seen someone get physically attacked, beaten, stabbed, or shot in your 
neighborhood? 
A. Yes 
B. No 
 

 
The next question asks about times that you felt you were treated badly or unfairly. 
 
11. During your life, how often have you felt that you were treated badly or unfairly in 

school because of your race or ethnicity? 
A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 
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The next 2 questions ask about bullying. Bullying is when 1 or more students tease, 
threaten, spread rumors about, hit, shove, or hurt another student over and over again. It 
is not bullying when 2 students of about the same strength or power argue or fight or tease 
each other in a friendly way. 
 
12. Have you ever been bullied on school property? 

A. Yes 
B. No 
 

13. Have you ever been electronically bullied? (Count being bullied through texting, 
Instagram, Facebook, or other social media.) 
A. Yes 
B. No 

 
 
The next question asks about hurting yourself on purpose. 
 
14. Have you ever done something to purposely hurt yourself without wanting to die, such as 

cutting or burning yourself on purpose? 
A. Yes 
B. No 
 

 
The next 3 questions ask about attempted suicide. Sometimes people feel so depressed 
about the future that they may consider attempting suicide or killing themselves. 
 
15. Have you ever seriously thought about killing yourself? 

A. Yes 
B. No 

 
16. Have you ever made a plan about how you would kill yourself? 

A. Yes 
B. No 

 
17. Have you ever tried to kill yourself? 

A. Yes 
B. No 
 

 
The next 4 questions ask about cigarette smoking. 
 
18. Have you ever smoked a cigarette, even one or two puffs? 

A. Yes 
B. No 
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19. How old were you when you first smoked a cigarette, even one or two puffs? 
A. I have never smoked a cigarette, not even one or two puffs 
B. 8 years old or younger 
C. 9 years old 
D. 10 years old 
E. 11 years old 
F. 12 years old 
G. 13 years old or older 

 
20. During the past 30 days, on how many days did you smoke cigarettes? 

A. 0 days 
B. 1 or 2 days 
C. 3 to 5 days 
D. 6 to 9 days 
E. 10 to 19 days 
F. 20 to 29 days 
G. All 30 days 

 
21. During the past 30 days, on the days you smoked, how many cigarettes did you smoke 

per day? 
A. I did not smoke cigarettes during the past 30 days 
B. Less than 1 cigarette per day 
C. 1 cigarette per day 
D. 2 to 5 cigarettes per day 
E. 6 to 10 cigarettes per day 
F. 11 to 20 cigarettes per day 
G. More than 20 cigarettes per day 
 

 
The next 2 questions ask about electronic vapor products, such as JUUL, Vuse, NJOY, Elf 
Bar, or Esco Bars. Electronic vapor products include e-cigarettes, vapes, mods, e-cigs, e-
hookahs, or vape pens. 
 
22. Have you ever used an electronic vapor product? 

A. Yes 
B. No 
 

23. During the past 30 days, on how many days did you use an electronic vapor product? 
A. 0 days 
B. 1 or 2 days 
C. 3 to 5 days 
D. 6 to 9 days 
E. 10 to 19 days 
F. 20 to 29 days 
G. All 30 days 
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The next 2 questions ask about other tobacco products. 
 
24. During the past 30 days, on how many days did you use chewing tobacco, snuff, dip, 

snus, dissolvable tobacco products, or nicotine pouches, such as Copenhagen, Grizzly, 
Skoal, Camel Snus, on!, ZYN, or Velo? (Do not count any electronic vapor products.) 
A. 0 days 
B. 1 or 2 days 
C. 3 to 5 days 
D. 6 to 9 days 
E. 10 to 19 days 
F. 20 to 29 days 
G. All 30 days 

 
25. During the past 30 days, on how many days did you smoke cigars, cigarillos, or little 

cigars, such as Swisher Sweets, Middleton's (including Black & Mild), or Backwoods? 
A. 0 days 
B. 1 or 2 days 
C. 3 to 5 days 
D. 6 to 9 days 
E. 10 to 19 days 
F. 20 to 29 days 
G. All 30 days 

 
 
The next 2 questions ask about drinking alcohol. This includes drinking beer, wine, 
flavored alcoholic beverages, and liquor such as rum, gin, vodka, or whiskey. For these 
questions, drinking alcohol does not include drinking a few sips of wine for religious 
purposes. 
 
26. Have you ever had a drink of alcohol, other than a few sips? 

A. Yes 
B. No 
 

27. How old were you when you had your first drink of alcohol other than a few sips? 
A. I have never had a drink of alcohol other than a few sips 
B. 8 years old or younger 
C. 9 years old 
D. 10 years old 
E. 11 years old 
F. 12 years old 
G. 13 years old or older 
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The next 2 questions ask about marijuana use. Marijuana also is called pot or weed. For 
these questions, do not count CBD-only or hemp products, which come from the same 
plant as marijuana, but do not cause a high when used alone. 
 
28. Have you ever used marijuana? 

A. Yes 
B. No 
 

29. How old were you when you tried marijuana for the first time? 
A. I have never tried marijuana 
B. 8 years old or younger 
C. 9 years old 
D. 10 years old 
E. 11 years old 
F. 12 years old 
G. 13 years old or older 
 

 
The next question asks about the use of prescription pain medicine without a doctor's 
prescription or differently than how a doctor told you to use it. For this question, count 
drugs such as codeine, Vicodin, OxyContin, Hydrocodone, and Percocet. 
 
30. Have you ever taken prescription pain medicine without a doctor's prescription or 

differently than how a doctor told you to use it? 
A. Yes 
B. No 

 
 
The next 2 questions ask about other drugs. 
 
31. Have you ever used any form of cocaine, including powder, crack, or freebase? 

A. Yes 
B. No 
 

32. Have you ever sniffed glue, breathed the contents of spray cans, or inhaled any paints or 
sprays to get high? 
A. Yes 
B. No 
 

 
The next 4 questions ask about sexual intercourse. 
 
33. Have you ever had sexual intercourse? 

A. Yes 
B. No 

 
  

517



 
  8        2025 Standard Middle School YRBS 

34. How old were you when you had sexual intercourse for the first time? 
A. I have never had sexual intercourse 
B. 8 years old or younger 
C. 9 years old 
D. 10 years old 
E. 11 years old 
F. 12 years old 
G. 13 years old or older 
 

35. With how many people have you ever had sexual intercourse? 
A. I have never had sexual intercourse 
B. 1 person 
C. 2 people 
D. 3 people 
E. 4 people 
F. 5 people 
G. 6 or more people 
 

36. The last time you had sexual intercourse, did you or your partner use a condom? 
A. I have never had sexual intercourse 
B. Yes 
C. No 

 
 
The next 2 questions ask about body weight. 
 
37. How do you describe your weight? 

A. Very underweight 
B. Slightly underweight 
C. About the right weight 
D. Slightly overweight 
E. Very overweight 
 

38. Which of the following are you trying to do about your weight? 
A. Lose weight 
B. Gain weight 
C. Stay the same weight 
D. I am not trying to do anything about my weight 
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The next question asks about eating breakfast. 
 
39. During the past 7 days, on how many days did you eat breakfast? 

A. 0 days 
B. 1 day 
C. 2 days 
D. 3 days 
E. 4 days 
F. 5 days 
G. 6 days 
H. 7 days 

 
 
The next 3 questions ask about physical activity. 
 
40. During the past 7 days, on how many days were you physically active for a total of at 

least 60 minutes per day? (Add up all the time you spent in any kind of physical activity 
that increased your heart rate and made you breathe hard some of the time.) 
A. 0 days 
B. 1 day 
C. 2 days 
D. 3 days 
E. 4 days 
F. 5 days 
G. 6 days 
H. 7 days 
 

41. In an average week when you are in school, on how many days do you go to physical 
education (PE) classes? 
A. 0 days 
B. 1 day 
C. 2 days 
D. 3 days 
E. 4 days 
F. 5 days 

 
42. During the past 12 months, on how many sports teams did you play? (Count any teams 

run by your school or community groups.) 
A. 0 teams 
B. 1 team 
C. 2 teams 
D. 3 or more teams 
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The next question asks about concussions. A concussion is when a blow or jolt to the head 
causes problems such as headaches, dizziness, being dazed or confused, difficulty 
remembering or concentrating, vomiting, blurred vision, or being knocked out. 

43. During the past 12 months, how many times did you have a concussion from playing a
sport or being physically active?
A. 0 times
B. 1 time
C. 2 times
D. 3 times
E. 4 or more times

The next question asks about social media, such as Instagram, TikTok, Snapchat, and 
X (formerly known as Twitter). 

44. How often do you use social media?
A. I do not use social media
B. A few times a month
C. About once a week
D. A few times a week
E. About once a day
F. Several times a day
G. About once an hour
H. More than once an hour

The next 6 questions ask about other health-related topics. 

45. During the past 30 days, how often was your mental health not good? (Poor mental health
includes stress, anxiety, and depression.)
A. Never
B. Rarely
C. Sometimes
D. Most of the time
E. Always

46. During the past 12 months, when you have felt sad, empty, hopeless, angry, or anxious,
how often did you get the kind of help you needed?
A. I did not need help with any of these emotions during the past 12 months
B. Never
C. Rarely
D. Sometimes
E. Most of the time
F. Always
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47. On an average school night, how many hours of sleep do you get? 
A. 4 or less hours 
B. 5 hours 
C. 6 hours 
D. 7 hours 
E. 8 hours 
F. 9 hours 
G. 10 or more hours 

 
48. During the past 12 months, where did you usually sleep? 

A. In my parent's or guardian's home 
B. In the home of a friend, family member, or other person because I had to leave my 

home or my parent or guardian cannot afford housing 
C. In a shelter or emergency housing 
D. In a motel or hotel 
E. In a car, park, campground, or other public place 
F. I do not have a usual place to sleep 
G. Somewhere else 

 
49. During the past 12 months, how often was your family worried that your food would run 

out before you got money to buy more? 
A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 

 
50. During the past 12 months, how often did the food your family bought run out and they 

did not have money to buy more? 
A. Never 
B. Rarely 
C. Sometimes 
D. Most of the time 
E. Always 

 
This is the end of the survey. 

Thank you very much for your help. 
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Lyon County School District 
Board Memo 

 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   BillieJo Hogan, Executive Director of Human Resources  
 
Re:   Revisions to LCSD Board Policy GABB: Negative Information 
 
 
Recommendation  
That the Board of Trustees approve revisions to LCSD Board Policy GABB: Negative Information as a second 
and final reading. 
 
Background Information  
After each Nevada legislative session, the staff at POOL/PACT (our public agency insurance pool and risk 
management/human resources support entity) provide school districts with recommended policy changes based 
on the recent laws that were passed.  Updating the LCSD policies to reflect the recommended changes keeps us 
in good standing with the insurance pool and mitigates our risk and liability.   
 
The simple change in LCSD Board Policy GABB is revised language that adds a clear notice requirement when 
employee-submitted documents are omitted from a master personnel file. Under the updated policy, if the 
Executive Director of Human Resources decides not to include submitted information, HR must provide written 
notice to the employee within 15 days, identifying the excluded document and stating the specific rationale. This 
change establishes formal due process, transparency, and clear accountability for file maintenance. 
 
Budget Considerations  
None 
 
Discussed at Previous Meeting 
September 22, 2026 
 
 
Attachment(s) 
Lyon County School District Board Policy GABB: Negative Information 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY ________________________________________________________GABB 

 
NEGATIVE INFORMATION  
 
Negative, disciplinary, or derogatory material originating with the District shall not be placed in 
an employee’s master personnel file unless the employee has had a reasonable opportunity to 
review the material beforehand and discuss the material and related information with the 
employee’s immediate administrator, manager, or supervisor.  Employees will be requested to 
sign such material to acknowledge they have reviewed it with the understanding that such 
acknowledgment shall not necessarily indicate agreement with all or any part of the material 
concerned.  If the employee refuses to sign such material, it may be placed in the employee’s 
master personnel file with a dated notation that the employee refused to sign such material after 
having been given an opportunity to do so.  Whenever possible, another administrator, 
supervisor, or manager should be used as a witness to the employee’s refusal, and should co-sign 
the entry along with the originating administrator, supervisor, or manager.  
 
Statements by the employee submitted in rebuttal to adverse material placed in their master 
personnel file will be included in the employee’s master personnel file.  The District may place 
other information submitted by the employee in the master personnel file if the District finds that 
such information is relevant to the employee’s work history with the District.  If the Executive 
Director of Human Resources determines that any employee-submitted information will not be 
included in the master personnel file, they will notify the employee in writing within 15 days of that 
determination.  Such notification will identify the specific document or material submitted and will 
state the reason for its exclusion.   
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Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   BillieJo Hogan, Executive Director of Human Resources  
 
Re:   Revisions to LCSD Board Policy GABC: Verification of Employment 
 
 
Recommendation  
That the Board of Trustees approve revisions to LCSD Board Policy GABC: Verification of Employment as a 
second and final reading. 
 
Background Information  
After each Nevada legislative session, the staff at POOL/PACT (our public agency insurance pool and risk 
management/human resources support entity) provide school districts with recommended policy changes based 
on the recent laws that were passed.  Updating the LCSD policies to reflect the recommended changes keeps us 
in good standing with the insurance pool and mitigates our risk and liability.   
 
The changes in LCSD Board Policy GABC now incorporate mandatory protocols for inquiries from educational 
employers under NRS 391.890. When receiving requests from other school districts or charter schools, staff must 
immediately contact HR to fulfill Nevada's mandatory reporting disclosures regarding sexual misconduct 
investigations. This update mitigates severe legal risk, as failure to comply carries statutory civil penalties under 
NRS 391.930. 
 
Budget Considerations  
None 
 
Discussed at Previous Meeting 
September 22, 2026 
 
Attachment(s) 
Lyon County School District Board Policy GABC: Verification of Employment 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY ________________________________________________________GABC 

 
VERIFICATION OF EMPLOYMENT 
 
Upon a request for verification of employment, only dates of employment, base rate of pay/ 
salary, and job titles will be provided.  An employee’s residence address or telephone number 
will not be given without proper authority; (i.e., a current authorization signed by the employee, 
a court order, or a subpoena).  Notwithstanding the above, when the District receives an 
employment verification request from another district, charter school, or educational employer, 
staff must consult NRS 391.890 (2) and contact Human Resources before responding.  The 
District has mandatory disclosure obligations under NRS 391.890 regarding sexual 
investigations and related employment actions that require a Department-prescribed form within 
20 days.  Failure to disclose may result in civil penalties under NRS 391.930.  
 
 
Reference: NRS 391.850 et seq. 
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Mission Statement Lyon County School District fosters learning for life, empowers connected learners, promotes 

student ownership, and encourages discovery learning for success in a rapidly evolving world. 
 

 
 

Lyon County School District 
Board Memo 

 
 
Date:   October 27, 2026 
 
To:   Board of School Trustees  
 
From:   BillieJo Hogan, Executive Director of Human Resources 
 
Re:   Revisions to LCSD Board Policy GBBB: Employee Dating 
 
___________________________________________________________________________________________ 
Recommendation:       
That the Board of Trustees approve revisions to LCSD Board Policy GBBB: Employee Dating as a second and 
final reading. 
 
Background Information  
POOL/PACT (our public agency insurance pool and risk management/human resources support entity) provided 
the policy recommendation for our Policy GBBB: Employee Dating.  
 
The policy defines indirect supervision to include any situation where a manager has the ability to influence, 
evaluate, recommend, or make decisions regarding hiring, assignments, promotions, discipline, compensation, or 
terms of employment that influence is exercised through an intermediate supervisor or across departmental lines.  
 
 
Budget Considerations  
None 
 
Discussed at Previous Meeting 
September 22, 2026 
 
Attachment(s) 
Lyon County School District Board Policy GBBB: Employee Dating 
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY ________________________________________________________GBBB 

 

 
EMPLOYEE DATING 
 
The Lyon County School District recognizes that an environment where employees maintain 
clear boundaries between personal and workplace interactions is most effective for conducting 
business.  While the District does not prohibit friendships or consensual romantic relationships 
between employees, it is the policy of the District to prohibit any romantic relationship between 
a supervisory/managerial employee and a subordinate employee. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Policy #GBBB   
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LYON COUNTY SCHOOL DISTRICT  
BOARD POLICY ________________________________________________________GBBB 

EMPLOYEE DATING - ADMINISTRATIVE REGULATIONS 
 
1. Employee Responsibilities:   
 

Employees are prohibited from engaging in physical contact that would in any way be 
deemed inappropriate by a reasonable person while anywhere on District property, in a 
District vehicle, or on District business whether or not such physical contact occurs 
during work hours.  
 
Violation of this policy may result in disciplinary action up to and including termination.  
 

2. Supervisor/Manager Responsibilities:  
 

Employees employed in supervisory/managerial positions are prohibited from engaging 
in a romantic relationship with any employee under their direct or indirect supervision. 
For purposes of this policy, “indirect supervision” includes any employee over whom the 
supervisory/managerial employee has the ability to influence, evaluate, recommend, or 
make decisions regarding hiring, assignment, promotion, discipline, compensation, or any 
other term or condition of employment, regardless of whether that influence is exercised 
through an intermediate supervisor or across departmental lines.  Employees employed in 
supervisory/managerial positions are expected to uphold high standards of 
professionalism recognizing their role as organizational leaders, their access to sensitive 
information, and their influence over workplace dynamics.  
 
Violation of this policy may result in disciplinary action up to and including termination.  
 
NOTE:  LCSD Board Policy GBBH: Employment of Relatives addresses relationships 
within the third degree of consanguinity and/or affinity. 
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