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A NATIONAL SURVEY QUESTIONNAIRE PERTAINING TO POLICIES AND
PROCEDURES OF TEACHER SELECTION WAS SENT TO OVER 380 LARGE SCHOOL
SYSTEMS ACROSS THE NATION. ONLY THOSE SYSTEMS HAVING AN ENROLLMENT

OF AT LEAST 12,000 STUDENTS WERE INCLUDED. COMPARISONS WERE MADE

WITH RESPECT TO SCHOOL SYSTEM SIZE, TEACHER SELECTION RATE, TEACHER
TURNOVER RATEs AND STUDENT-TEACHER RATIQ BY ANALYZING AND

INTERPRETING RESPONSES OF 85 PERCENT OF THE SCHOOL SYSTEMS.

LIMITATIONS AND IMPLICATIONS OF THE STUDY WERE DISCUSSED, AND

SEVERAL SUGGESTIONS FOR FURTHER RESEARCH WERE OFFERED. A MAJOR

FINDING WAS THAT SELECTION METHODS IN MOST SCHOOL SYSTEMS FOCUS

ALMOST EXCLUSIVELY ON THE OVERTy PERIPHERAL ASPECTS OF THEIR TEACHER
CANDIDATESy AND NOT ON COVERT, DYNAMIC PERSONALITY CHARACTERISTICS. ,
IT APPEAREDy THEREFGRE, THAT MOST SELECTION PROCEDURES ARE |
DETERMINED BY WHAT IS EASILY OBTAINED RATHER THAN ON WHAT MIGHT BE :
IMPORTANT TO ASSESS, INCLUDING THE MENTAL HEALTH OF PROSPECTIVE |
TEACHERS » (JH) | .
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PREFACE

The Board of Examiners of the New York City Board of Education is the most
active selection agency in public education today. Over 50,000 applicants are
examined annually for hundreds of different teaching and other pedagogical
positions,

P
L

Small wonder is it, therefore, that the Board of Examiners has always been
A zealous critic of its own procedures, constantly seeking to improve, Indeed,
4n imposing record of modifications has been established over the past few
years., Nevertheless, it has been a source of dissatisfaction to it, to note
the repeated difficulties in obtaining a research staff to embark on the funda-
mental problems of studies of validity and reliability of procedures, It is,
furthermore, a source of chagrin to note that the problem of selection of school
personnel has been under-investigated, despite its patent significance in an era
which so ackncwledges the importance of education, No doubt the persistent
difficulty in establishing satisfactory criteria serves to deter most research
workers, particularly since few can command the resources of a David Ryans,
to cite a conspicuous exception.

In an effort to turn attention to the problem of selection of school per-
sonnel, the Board of Examiners has undertaken the study, now being prefaced,
The first question to be asked is: "How do large school systems select their
personnel?™ This is a hecessary preliminary to the more fundamental, more
difficult questions involving avaluation of procedures, which must eventually
be ponOd.

Fortunately for the Board of Examiners, at the time it was interested in
this question, it had available as its sole research worker, Dr, Perry M, Kalick,
& former classroom teacher with a doctorate gained in the area of the study of
educational personnel, The study was started with Dr. Kalick®s good help and
reached an advanced point = questionnaires developed, data Collacted, analysis
begun - when Hunter College showed astuteness in its personnel selection by
acquiring Dr, Kalick for its faculty. Good fortune struck the Board of
Examiners again, when Dr. Gerhard Lang was sppoiated as a research associate,
& sparkling example of the virtues of open competitive merit examinstion,

Dr, Lang then went ahead to complete the study with the continued cooperation
of Dx. Kalick and the research Committee of the Board of Examiners,

Completion of the study would not have been possible within the limited
~esources of thwe Board of Exsminers. It is with a deep sense of gratitude that
the aid of the United Scates Office of Rducation is hereby acknowledged,
Through a generous grant, the data completed by the cooperating school systems
were processed elactronically, thereby making the results available before they
became obsolete,

There are many individuals whose Cooperation and assistance it is a
pleasure to recognize. Professor Robert L, Thorndike, Drxr. Donald Medley, and
Dr, Joseph Justman ga&ve valued advice and consultation with respect to collec-
tion and trestment of data, Messrs, Mendl Hoffman and Herbert Sichel of Abacus
Associates, Inc,, were most helpful in translating into plain language the

Miss Sue Moskowitx provided her gifted talent to the editorial process, Dr.
Albert J, Harris, Director, Office of Research and Evaluation, Division of
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Teacher Education of The City University of New York, sponsored the reseirch
proposal, and rided thoughtful ideas for obtaining the grant, Dr, Claude K,
Hawley, chtw{:':x the Research Foumdation of The City Uaiversity of New York,
transmitted the proposals Mr. Jacod L, Blank, Treesurer of the Foundation, took
care of the cnerous task of dispersing the funds; and Mrs, Anda Andersons,
Resesrch Assistant of the Youndation, extended aid graciously,

In order to ospitalists om the effects of Tecency, the deepest expression of
greiituds is left fer last, The 320 ocopereting salool systems, listed in
Apyemdix B, méde the stwdy possible. In an ere of ovexdose of questioansires,
the officiels in these scivol systeme filled out, with osre and sttemtion, the
king-sized verfety thet provided the tow msterial for this study, In expressing

Harry B, Gilbert
Isidore Bogen

-"-

ERIC

Full Tt Provided by ERIC.
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CUAPTER I

INTRODUCTION

Problem

The current continuing shortage of teachers (NEA, 1965) has made it in-
creasingly difficult to staff our schools with qualified personnel. Reasons for
the present teacher shortage includet (1) the low birth rate during the de=
pression years, (2) the inability of the teaching profession to attract enough of
the cream of the high school graduates, the greater part of which is drawn off by
other vocations, (3) the comparatively high teacher turnover rate (approximately
10 per cent annually), (4) the inadequacy of teacher salaries, (5) the relative=
ly mediocre public image of the school teacher, (6) the population explosion in
recent years, (7) the continuing pattern of reductior of teacher-pupil index,

(8) increasing requirements for admission to the profesaion of teaching, and
(9) increasing demands made on teachers to participate in out-of-classroom
activities,

Nevertheless, there are some indications that the supply of teachers will
increase during the next decade (Steward, 1964), Improvements in salary schedules
and working conditions can help to increase the number of applicants for teaching
positiona, However, even so, it is by adopting effective teacher selection
policies and procudures that a school system can mcst readily reap the best of
its annual harvest of applicants, In the present situation, 1t is especlally
essential that good teachers not be "lost" through inefficient selention methods.

In attempting to develop sound teacher selection policies and procedures it
is helpful for any school system to become familiar with the practices and ex=-
periences of other school systems. Since, to date, there has been very scant
quantitativa research into the entire scope of the teacher selection process, it
wes decided to make the study reported here, which represents an attempt to sur-
vey teacher selection policies and procedures prevailing in large public school
syatems,

Since larger school systems employ a greater number of teachers than do
smaller systems, it was deemed appropriate to assign priority tc the survey of
large achool systems,

It was postulated as motivation for the study that the selection of teachers

might well have a substantial effect upon the success of education in this
critical period of American society,

Related Research

A review of the literature on teacher selection methods indicatoed that al-
though teacher selec-ion policies and procedures have attracted much attention
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over the years, no comprehensive survey of methods used by large public school
" systems has been undertaken (e.g., Ryans, 1949a; Ross, 1955; Bradfield and
Edwards, 1958; Hall and Vincent, 1960; Durflingexr, 1963),

In 1951 the American Association of Examiners and Administrators of Edue
cational Personnel published a monograph which was designed to serve as a refere
ence book for superintendents, examiners, educational personnel workers, and meme
bers of boards of education, The monograph presented the history of the merit
system, offered a set of principles of teacher selection, and dealt with recome
mendations made by members of the panel of experts regarding specific aspects of
the selection process, such as methods of recruitment, eligibility requirements,
kinds of examinations, and the probationary period,

The only relatively recent étudy of any magnitude was conducted eight
years ago by the National Education Association (NEA, 1956), This study dealt

primarily with the entire area of personnel edministration and only partially
with the teacher selection process,

A sizeable number of articles offered suggestions regazding what should be
done in the field of teacher selection but no empirical data were presented
(esg.s Ryans, 1949b; » Assn of Sch. Adm., 19553 Chichester, 19563 McIntyre,
1958; Carlo, 1959; Carey, 1959),

Another group of articles reported on some practices prevalént in a few

small school systems (e,g., Mintzer, 1957; Lennon, 1958; Green, 1960; Redefer,
1962), :

Hall and Vincent (1960) in their review of the literature dealing with
teacher selection methods observed that: (1) increasingly, administrators are
relying upon the interview as a primary method of gathering data, 72) examine
ations are becoming increasingly important as selection devices, and (3) letters
of recommendation, although considered to be of dubious value, have been widely
used in the selection process for many years, The authors concluded their re-
view with a note of caution., Even though a large variety of techniques and in-
struments have been used to select teachers, it should be emphasized "that until.
more is known about predicting effective teaching and the behaviors which charace
terize effective teachers, little can be done to develop techniques and instrue
ments for selecting teachers" (p. 1377),

Objectives

The objectives of the study were as follows:

(1) To survey teacherl selection policies and procedures in large public school
systems,

(2) Within the rubric of "largem systems, to compare school systems of various
sizes with respect to their teacher selection policies and procedures,

IThis study dealt only with regularly appointed teachers,
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To determine relationships of teacher selectivn policies and procedures
to teacher selection rate and to teacher-pupil index.

To determine fields of needed research in the area of teacher selection,

Questions Posed
The following questions were raised:!

What are the teacher selection policies and procedures in large public
school systems?

With respect to which teacher selection policies and procedures do
similarities exist among large public school systems?

With respect to which teacher selection policies and procedures do absolute

- trends exist among school systems according to size?

(4)
(5)

(6)

Large school system a system having 12,000 or mure pupils

Regularly appointed teacher a teacher who has received a contract for the

Teacher selection rate [number of teachers hired to fill vacanciu]

Teacher turnover rate number of teachers hired to fill vacancies

Teacher-pupil index number of teachers per 1000 pupils

With respect to which teacher selection policies and procedures do school
systems included in one stratum deviate from the absolute trend establizhed
by school systems included in the other strata?

To what extent are teacher selection policies and procedures related to
teacher selection rate? :

To what extent are teacher selection policies and procedures related to
teacher-pupil index?

@erational Definitions

school year and is not assigned on either a
substitute or a per diem basis

number of teachers in school system, in-
cluding new positions

minus the number of teaching positions
newly created
number of teachers in school system, ine
cluding new positions
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School system strata
Stratum 1
Stratum 2

Stratum 3

i
]

a Stratum &

| Stratum 5

81milarity of responses among
school systems

gr&pt similarity

moderate similarity
slight similarity

Absolute tfhnd

Analysis of exfpting staff
regources R
\

A

Question \

Questionnaire item

4

groupings of school systems on the basis of
size of the teaching staff

those school systems having a teaching staff

of 3000 or more

those school systems having a teaching staff
of 1400-2999

those school systems having a teaching staff
of 800-1399

those school systems having a teaching staff

of 600-799

those ‘achool systggg,having’a‘teachlng staff
of 400-599 o

responses (in per cent) made by strata of
school systems, which are included within a
specified range

responses which lie within a range of 0.5

responses which lie within a range of 5.1
10,0

responses which lie within a range of 10l-

8 continual increase or decrease in the pere
centage of responses found, when school 8yse=
tem strata are compared in sequence

an inventory of personal and professional
characteristics of staff members currently
employed by the school systen

one of the six questions posed for the study

4 component or sub-component of the Teacher
Selection Questionnaire
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CHAPTER II

METHOD

Population

A total of 382 large public school systems (those having at least 12,000
pupils) was identified, Of this number of school systems, 320 (83,8%) returned
the Teacher Selection Questionnaire, The distribution of the school systems
which were contacted and responded i{s shown below!

No. of Systeame No, of Systems

Stratuml Pupil Enrollment Contacted Regggndigg Z.Regggnding

1 100,00 or more 19 18 9.7
2 30,000 - 99,999 42 42 100.0
3 25;000 =~ 49,999 71 64 90.1
4 12,000 - 24,999 250 196 18.4

TOTAL 382 320 83.8

Pupil enrollment is one way of loaking at school system size, However,
since the prcblem under study was teacher selection, it seemed more meaningful
and functional to consider the size of a system in terms of the number of

teachers that it employs, Accordingly, the tesponding systems were distributed
among the strata as followst

No., of Teachers No. of Systems No, of Systems

Stratum in System .Lontacted Reaggndlgg % Resggnding

1 3000 or more 29 28 96,6

2 1400 -~ 2999 56 34 96,4

3 800 « 1399 93 79 84.9

4 600 -~ 799 85 73 83.9

5 400 = 599 119_ 86 72,3 _
TOTAL 382 20 83,8

1Classification system nsed by the National Educatior Association. Howe
ever, in this study because of the operational superiority of the alternate use

of tha term "stratum” which immedistely follows, the NEA "strata® were not used
in this study,
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It should be noted that whereas the grouping of achool systems with
respect to pupll enrollment resulted in a very uneven distributisn, the grouping
of the responding systems into five strata, according to number of Feachers in
2 system, resulted in a more even distribution of the respondents,

In establishing ranges for the strata, the respondent systems were ranked
on the basis of size (number of teachcrs in system) by intervals of 50
(teachers), Systems ranged in size from 400 to ovar 40,000 teachers, Since
natural break peints in the ranking occurred at 1400 and 3000 veachers, Stratum
1 was established at 3000 teachers and over, and Stratum 2 at 1400-2999 teachers.
The remaining systems, zanging in size from 400 - 1399 teachers, were then
allocated to three additional strata (Stratum 3, 8001399 teachers, Stratum 4,
600-799 teachers, and Stratum 5, 400599 teachers). in establishing ranges for
these three strata it was not intended that each strazum contain an equal number
of systems, To do so would have necessitated breaking into two intervals (550
599 and 750-799) that contained 23 and 8 systems respectively,

Instrumentation

Using as a basis a review of the literature and the researchers! own
knowledge of the field, a Teacher Selection Questionnaire? was developed covere
ing the following areas of teacher selection policies and procedures?

l. Analysis of existing staff resources (1,2)3
2, Preparation and use of job descriptions (3)
3. Resources used in the recruitment of applicants (4,33)

4e Means of giving prospective candidates information regarding the school
system to which they are applying (7)

5. Nonelocal selection of teachers (8,22,23,24)

6. Use of the application form (9)

7. Professional preparation required for teaching positions (10,25,26)
8. Use and follow-up of references (11,12)

9. Use of examinations (written, oral, physical, etc,) (5,6,13,27,28,29)

10. Interview techniques in teacher selection (14,15,16,17,30,31)

2Questionnaire items are listed in Table 7, Appendix A,

3The numbers in parentheses refer to section numbers of the questionnaire,
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11, Classroom obsexvation of candidates (18,19,32)

12, Use of sligibility lists (20)

13. Timing of notification of appointment (34)

14, Declination of offer of appointment (33)

13, Appeals from the decision of the selacti.g authority (21)

Prggadgn
Data ecti

The questionnaire was sent during October 1963 to all large public szchool
systems in the nation, During Jacuary 1964 a follow-up questionnaire wes mailed
to thuse school systems which had not replied, School syctems which returned
questionnaires containing incomplete and/or omittad items vere contacted during
March 1964 for the missing data, By the end of April 1964, 83.3% (N = 320) of
382 school systems contacted had returmed useable questionnaires,

The request to complete the questionnsire was addressed to the superine
tendent of the school system. Table 1 shows the title of the person who
actuslly filled out the form. In at lesst 95X of the syetems & high ranking
official supplied the data requested, Furtherwore, the questionnaire dealt with
factual rather them sttitudinsl informetion and thus, presumsbly, the raspondent
was more likely to fumish sccurxste informstion, It may te assumed, therefore,
that reliable responses were obtained,

TABLE )
Title of Pexson Who Completed the Questionnaire

Title N %
Superintendent k96 0.0
Personne)l Director 92 28,8
Assistant Superintendent in Charge of Personnel 88 27,3
Dixector of Ressexch 11 3.4
Associate Superintendent 4 1.7
Othext 13 4.1

Not specified 6 3
roTAL T

80ther Parsons: Chief Examiner, Assistant Superintendent in
Charge of Mministration, Adeinistxative Assistant to Superintendent,




Data 1

Questiocunaire responses were ccdified for data processing. Initieily ic
hed been plaaned to compare school systems with resssct te thely tnecher
selection policies and proosdures iz texms of the nuiber of pupils esrolled
as well as the mumher 5 ceachers empioyed, It hed been sito plemned to
deterzine relationships between certsin aspacts of teacher selection policiss
and procedures and tescher selection rits, tescher turnmover rate snd teacher-
m‘l WO

Intexcorrelations were abtained smong the five variables -~ number of
pupils, mmber of teachers, teacher salection rata, teacher turnover rate,
and teacher-pupil index -- to determine whether it weuld be fnecessary to

study 2l1 ti3 reistionships mentioned above, The intercorrelations sre
shown in Table 2.

TABLE 2
Intmtﬁhtlm Amsng Selected Variables
(N = 30)
Variable 2 3 & 3

1 (No. of Pupils) «992 s 065 -s(92 .p132
2 {No. of Teachers) - 037 =085 «, 079
3 (Teacher Selection Rate) «82& - 062
4 (Teacher Turnovor Rate) ws 018
3 (Teacher~-Pupil Index) o

ERIC

IToxt Provided by ERI
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Number of rmgil: enrclled and number of teachers emploved correlated very
Gighly (@ = ,992), Teacher selection rate and teacher turnover rate algo core
related very highly (£ = ,824), It was decided, therefore, to make compari-
fons among school systeme solely with respect to the numbar of teachers em-
ployed and to use tescher-pupil index, teacher selection rate, but not tercher
turnover rate, to determine relationships between these variables and certzin
&spects of teacher selection policies and procedures,

W Computations were made of fraquencies and per-
ceutsges or respouses given by school systems included within sach of the five
stcata, as well as of responses by the total population included in this study,

st ions 3 end 6, The resporises given by the study's fotal populsticn
on 31 questionnaire items were grouped by tertiles (lower 1/3, middle 1/3, and
upper 1/3) with respect to the teacher selection rate and the teacher-pupil
index. From che pnol of 228 response options on 31 questionnaire items, 72 ra-
iponse options were salected for factor analysis in accordance with the followe
ing criteria:

(1) the responses had to reflect sn absolute trend,

(2) the responses had to fall between 19-50%,

(3) the respoases in the lower 1/3 had to differ from those in the
upper 1/3 by at least 5%,

The rasponses to the 72 options were subjected to a factor ansliysis via
‘he cen”roid msthod of extrastion and the varimex method of rotation. Twelve
factors were extracted, Judgmental factor refinement a::d definition resulted
in the crestion of two additional factora. Pactor descriptions are shown in
Table 3, page 43, Weighted factor scores were generated,

Pearson's product-moment coxrelations vere computed to determine relstion~
ships of the 14 factors to the teacher sslaction rate and taacher-pupil index,

Since the data for this study vere obtained from virtually a total waiverse,
zather than from s semple, tests of significance wexe not neaeded,
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CHAPTER IIL
RESULTS AND CONCLUSIONS

The mess of dats relatad to questions #1 through #4 are difficult to en~
compass., Thersfore, Section A will present a summary of their major aspects,
followed by Section B3 in which dats related to questions #1 through #4 are
racorded in grestsr detail, Ssction C deals with data related to @uestions #5
and #6, Auxilisry analyses are reported in Section D.

Section At Summary of Data on Questions No, 1 Through No. 4

Analysis of Existing Staff Resources

About 4/5 (81.6%) of LPSS! reported that they take an inventory of personsl
ard professional cherscteristics of their staff members currently smployed,
howevar, a8 size of school systam incresses, thers is & corresponding increase
in the percentage of systems that do not make a staff anslyeis. Exactly 4/5 of
LPSS anslyze their staffs in terms of smount of professional preparation, where-
as fewer than 3/3 (57.8%) of the systems pay attention to the special skills cf
their staff wembers, About 3/4 (73.91) of LPSS concern themsesives with the
amount of teaching experience, and 2/3 (66,6%1) with the age of staff members,
The larger the echool system, the lass the attention given to the amount of
professional prcpuntmn*z &s wall as to the amount of teaching experience®,

Almost all LPSS maintain data regerding individual staff members; only 0.0%
do not, The vast majority (95.3%) use personnel folders, 40.3X usa index cards,
and 29,1% use IBM or other dates processing systems. In the larger achool sys-
tems there is a clearly greater tendency to use IBM or other data processing
systeme,

Preparation and Use of Job Descripticns

Fewer than k (23.1%) of the reapondents prepare job descriptions for teach=
ing vacancies and only 3% of LPSS use a specific job description form, In this
respact, systems of varying sirzs are greatly similar, Job descriptions tend to
incorporate more frequently items such &8s grade or subject to be taught (20.6%),
and smount of nrofessional preparation required (20,0%); leas frequently items

1LPSS =« Large Public School Systems.

2aThis symbol is used to indicate that school systems included in one
stratum deviate from the absolute trend established by school systems in the
other four strata, Tha absence of an asterisk denotes that the responses of
achool aystems in Strata 1 throwgh 3 reflect an absolute txend,




1%

such ag physical working conditions (9.1%), and characteristics of pupils
(7.5%). As size of school system increases there is a lesser tendency to ine
clude the following pieces of information in job descriptions: amount of prow
fessional preparation required®, specific competencies required¥, and salaxy

range¥,

Resources Use< in the Recruitment of Applicants

The three primary resources used in the recruitment of applicants aret
(1) placement buresus of teachers colleges, liberal arts colleges, universitics
(93.6%), (2) applicationa sent in voluntarily by applicants (94.4%), and
(3) direct recruitment on campuses of teachers collegas and universities
(85.3%). Much less use is made of comwercial tesachez agencies (37,8%), pub=
1ished announcents of positions to be filled (27,2%), state departments of
education (33.4%), and state teachers! associations (30.3%).

The larger the school system, the lesser the tendency to use commercial
teachers agencies and state departmeats of education, The vast me& joxity of
LPSS (93,1%) articulate their selection process with ©:he senior year in teacher
training institutions so that prouspective teachers cen enter regular teaching
positions upon graduation or very shortly thereafter.

Heans of Giving Prospective Csndidates Information

tc ich rhcz Are égglzlgg

Statements by recruitment officials (93,8%) and brochures (73.8%) are the
primary means by which LPSS give information regarding their systems, Only
4.7% of the respondents utilize films, An incresse in size of school system is
accompanied by greater us: of brochures as a means of communication*,

Regarding the School System

Non~local Selection of Teachers

About 19 out of 20 (95.9%) of LPSS extend teacher recrultment beyond a
25 mile radius of their systems, In this respact, systems of varying sizes are
greatly similar, The search for candidates is extended beyond a 30 mile radius
of their school systems by 88,.6% of LPSS, Only 15% of LPSS actively search for
candidates outside a 1000 mile radius of the system, Tht larger the school
system, the greater the tendency to make an active rearch for candidates outw
side a 1000 mile yadius of the system*.

Three out of four (75,9%) LPSS call upon the Director of Personnsl (or a
member of his staff) to recruit teachers outside & 25 mile radius of their Sy 8=
tems; the larger the school system, the greater the tendency to involve him*,
Size of system s also related to the involvement of the Superintendent of
Schools and the Principal in selecting teschere outside a 25 mile radius of the
achool system. The lsrger the system, the les. likely are these two adminis-
txators to be involved,
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Use of an Application Form

With the exception of one school system, all LPSS use sn application form
in selecting teachers, LPSS are very similar in eliciting most commonly the
following kinds of information: education (99.7%), pcrsonal data (99,1%),
experience (98.4%), the kind of position wanted (95.0%), and references (94.7%).
The larger the achool system, the less concern is there with the applicant?s
interests, e,g., music, athletics, dramatics, etc,*,

Professicnal Preparation Bequired for Teachlng Positions

Four years of preparation beyond high school graduation is the predominant
requirement for teaching at all levels, As size of school system increases,
30 does the requirement for five years of preparation for initial appeintment
as a senior high school taacher, It was also noted that the higher the teaching
ievel, the more advgnced 1is the preparation required,

Coples of transcripts of a candidate's professional preparatior axre re-
quested by 85,6% of LPSS,

Candidates are required by 85.9% of LPSS to give evidence of state certifie
cation for the positions for which they sre being considered; the larger the
school system, the lesser the te-dency to require this evidence,

Use and Follow=up of References

LPSS requsst references more commonly from former education ewmployexs
(96.9%) and college or university professors {93.8%), less comronly from former
nen-education employers (60.0%) and frierds of the candidate (24.7%),

At least 81,.3% of LPSS follow up references; ouly 13,6% do not. Primery
means of follow up are: contacting the recosmender by telephcue (66,2%) and
vwriting to the recommender (62.5%). More fafrequantly there is a face-to-face
interview with the recoamender (20.9%).

The larger the school system, the lesser the tendency to follow up Te Crm
anies*, to contact the recommender by telephone¥, and to write to him*,

Use of Examinations Swrittcn. oral, ghzslcah ctc,)

Only 12.8% of LPSS give examinations as part of their selection process,
This practice is positively ralated to size of smchool system., About one in
sleven (9.1%) of LPSS issue exsamination announcements for thelr wacant teaching
positions, The larger the system, the greater the tendency to issus these
aAnnouncemants* and to hava an officisl (or officials) sdminister written examine
ations*, Physical exsminstions are required by 61.2% of the sciwol systems,
The larger the syccem, the greater the tendincy: (1) to require candidatas to
take a physical exsmination, (2) to have the school system physician give the
physical examination*, and (3) to use the Marional Teacher Examinations,
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Interview Techniques in Teacher Seiection

All LPSS interview candidates, The interviews arxe sonducted by a committee
in 45,6% of the school systems; in 53,4% of the systems, one individual inter-
views the candidates, The Director of Personnel (or a member of his staff) was
listed by 38,4% of LPSS as the individual most likely to serve as the sole
interviewer, The interview committees Comprises wost commonly the Principal
(38,8%), the Director of Personnel (32.2%), and the Director of Elementary or
Secondary Education (24,7%). The vast majority of LPSS indicated that they
provided tkeir interviewers with training in the interviewing process, Intexw
viewers were slmost alweys (37.5%) or ugually (26.6%) trained, rather than almost
never (15,6%) or occasi (14.4%). The time allotted to the interview
ranges from 10 minutes %1.&; toc over one hour (4,17%), Typically, 20-30 minutes
are devoted to tha interview by 55,0% of LPSS.

The five cheracteristics of the candidate most likely to be rated by the
interviewers are! personal appearance (98.1%), speech (96,9%), attitudes towerd
his work (93,4%), interest in children and/er youth (90.0%), and philosophy of
educstion (83-01)-

Almost equal use is made of the rating scsie (32,8%), the "aideto-interview"
blank (29.7%), and the checklist (26,9%) as a means of recoxding the results of
an irterview., A nuaerical rsting of san interview is not donz by 18,4% of LPSS,

Slightly over 2/3 (68,4%) of LPSS never reimburse candidates for expenses
that they have incurred in connection with the perscnal interview; 24.1% of the
systems rarely do so,

Size of school system wes found to be positively related to several inter-
view practices. The larger the school system, the greater the tendency: (1) to
have one individual, rather than a committze, interview the candidate¥*, (2) to
have the Director of Personnel {or a member of his staff) interview the cane
didate as the sole interviewer, (3) to ellot generally between 20-30 minutes
fox each interview, (4) almost always to train interviewers in the interview
process*, (3) never to reimburse the candidate for expenses incurred*, and (b)
to use a rating scale for recording the results of the intexrviewr,

It was further noted that the largzer the school system, the lessax the
tendency: (1) to have the superviscr* and principal serve on the interview come
mirtee and (2) to allot 30-45 minutes for each interviewk,

Classroom Observation of Candidates

About 3 out of 5 (59.1%) of LPSS do not observe candidates; one observation
iz msde by 20,3% and two observations srxe mede by 6,2% of the systems, Almost
% of LPSS ususlly (12,5%) or sometimes (35.6%) observe local candidates, whereas
almost 4/3 of the systems rarely «9%) or never (41.67) observe cendidatss
outside a 25 mile xadius of the school system,

An increase in school system size is associated with a greater tendency
hever £o observe: (1) a candidate outside a 25 mile radius of the school aystem
and (2) a local candidate?,
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Thus it appears that classroom observation of candidates is not a common
practice. LPSS are even less inciined to observe candidates at a distance of

25 miles or more away from their particular aystem,

-2 anaiiens psal

Use of Eligibility Lists

Slightly fewe: tnan % (23.4%) of the respondents use eligibility 1ists in
selecting teachers for regular positions. The larger the school system, the
greater the tendency to use eligibiiity 1ists., School system size was also
found to be positively related to the following practicest (1) lists are rated*
(candidates ars ranked), (2) candidates are given assignment preferences as a
result of higher ranking, (3) eligibility lists are msde public*, and (4) ap-
pointments are made from the 1ist in descending oxder*, '

Timing of Notification of Appointment

May is typically the month by which most candidates are notified of thelr
appointment, Slightly more than 4/5 (81,2%) of LPSS notify their succeasfu?
candidates prior to the end of the school year. The laxrger the school system,
the greater the tendency to give later notification to candidates of their
appointment {e,g., June is the median month by which Stratum 1 systems notify
& candidate of his appointment, compared to May for Stratum 5 systems),

Declination of Offer of Appointment

Only 4,7% of LPSS indicated that “hey do not aliow a candidate to decline
an offer of appointment even once before he i3 removed from further considere
ation for any future appointments, About 3/10 (29.4%) allow a candidate an une
limited number of times for declining an offer of appointment, _

Appeals From the Decision of the Selecting Authority

Only 15.6% of LPSS consider appeals from the decision of the selecting
avthority; 69,7% of them do not, The larger the school system, the greater the
tendency to consider appeals and to put the appeais procedure in writing,
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Section 5¢ Questions No, 1 Thmoggh No., &4

~Question No. 1t What are the teacher seleciion policies and procedures in large

public school systems?

The percentage listed next to ecach questionncire ftem denotes the percentage
of school systems (N = 320) which responded to that particular item, The complete
data are presented in Table 7, A detailed 11sting of responses to the alternative
"othex” on sections of the questionnaire may be found in Table 10,

I. Analysis of existing staff resources (1,2)3

A. School systems use the following categories in surveying their current
teaching staffs:

l, amount of professional preparation =~ 80,0%

2, amount of teaching experience - 75,9%
3. age ’ - 66,6%
4. special skiils - 57.8%

Fifteen percent of LPSS% do not make 2 staff analysis,

School systems listed 22 additional categories, e.,g., sex (N = 12),

personality (N = 7), type and ficld of certification (N m 4)s special
interests (N = 4), and salary (N = 4),

B. Data on staff members are maintained in the following ways:

1. The overwhelming majority (95.3%) of LPSS use personnel

folders,
2. Slightly less than haif (40.3%) use index caxds,
3¢ About 1/3 (29,1%) use IBM or other data processing systems,

Fourteen other means of maintaining data were listed such as the use of the

Kardex file (N = 6), payroll listing by schocl and department (N = 5), and
the McBee card system (N = 6),

1L, Preparation and use of Jjob descriptions (3a, 3b, 3c)

Ae Only about % (23,1%) of the LPSS indicated that job descriptions are

generally prepared for teaching vacencies. About 3/4 (14.4%) of the systems
do not prepare job descriptions,

B. The vast majority of the achool systems (91,2%) do not use a specific
job description form; only 5% of them de so,

T

Numbers in parenthesis identify the relevant ftem numbers of the
questionnaire,

4LPSS = Large Public School Systems,
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Cs The following items sre typiczily included in the job descriptione:

1. grade and/or subject to be laught - 20,62
2, amount of professional preparation required - 20.0%
3. teaching cartificste required - 19.1%
4, salary range - 18,8%
3. specific ocompetencies required - 17.2%
6. personal characteristics desirsd - 10,0%
7. physical working conditions - 9.1%
8. characteristics of pupils » T3%

Three systems include informstion about the community (objectives, charactere
istics, resources, cost of living, etc.).

Resources used in the recruitment of applicants (4, 33)

A. The follrwing resources are used in the recruitment of applicants:

l. placement bureaus of teachers colleges, libaral

arts colleges, and universities - 95.6%
2, application sent in voluntsrily by applicants ~ 94,47
3. direct recruitment on cempuses of teschers colleges

and universities - 85,3%
4. commercisl tescher agencies - 37.8%
5. published announcements of positions to be filled « 37.2%
9. State Department of Rducation - 33.4%
7. State Teschers Association - 30,3%

LPS5 utilize 18 other resources, ior example, 17 school systems rely upon
the recommendations of the present staff,

B, The vast mejority (93.1%) of LPSS srticulate their selection process with
the senior year in teacher-training institutions so that prospective teachers

can enter regular teaching positions upen graduation or very shortly there-
after,

Means of givi ] tive candidates inf tion re ing the school
system t ht are

LPSS give informstion primerily by mesns of:

l. recruitment officials?! statements \ - 93,8%
2. brochure - 73,8%
3. films - 4,.71

Seventesn other means of giving information are used, such as letters
(N = 13), parsonal visits (N = 8), and an album of photographs (N = 7),

Non-joca) selection of teschers (8a, 8b, 22, 23, 24)

A. The vast majority (95,92) of LPSS racruit teachers beyond & 25 mile
radius of their systems.
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B. Individualc typically involved in the selection of teachers outside a
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i
:

25 mile radius of the school system are listed below!

it S e

1, Director of Personnel or member of his staff - 13,9

2, Principal - 41.2% i

3. Superintendent of Schools - 33.8% ;

4. Director of Elementary or Secondary Education » 31,9%

3. Supervisor - 27,5% .

6. Subject matter specialist other than classroow i
teacher - 17,2%

7. Assistant Principal - 11,2%

8, Department Chairsan - 8,8%

9. Classroom teacher - 3.4%

Other individuals typically involved are the Assistant (Deputy) Superinten~
dent (N = 28) and the Coordinator of Elementary/Secondary Education (N = 2),

€+ School systems actively search for candidates within a xradius of?

1, 25 miles - 5.8
20 50 miles - 5.01
3. 100 miles - 16,2%
4. 300 milea - 25,9%
5. 500 wmiles - 20,9%
6., 1000 miles - 10,6%
7. over 1000 miles - 15,0%

It can be seen that 88,67 of LP5S go beyond a 30 mile radiuvs of thesr
school systems in their active search for candidatea,

D, Of the number of teachers selected yearly, what is the approximate pere
centage that come from outside a 23 mile yadius of th« school system?

Slightly less than & (49.1%) of LPSS select 407% or mors of their teachers
beyond the 25 mile redius; 64.7% of LPSS selact 20% or more of their
teachers beyond this radiug,

K. Of the numbers of teachers selected yearly, what is the approximate
percentage that were obtained as a result of direct recruitment outside a
25 mile radius of the school system?

The findings indicate that 29.1% of LPSS obtained 30% or more of their
teachers as a result of direct recruitment nutside a 25 mile radius of their
systems, Somewhat more than 1/3 (39.4%) of the systems obtained k or more
cf their teachers in this fashion,

Use of the ayplication form (9)

A+ All but one school system use an application form in hiring teachezs.
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B, The kind of informstion which the application form calla for is shown
below:

l. education - 99,7%
2. personsl data - 99,1%
3. experience - 98.4%
4. the position wented - 93,0%
5, references - 9%,.7%
6, statsment of interssts - 89.4%
7. travel ~ 31 ° 3%

In addition to the seven items listed above; school systems added 26 other
kinds of data which are elicited from the applicants., Mentioncd most fre-
quently were: cert’fication status (N = 20), military experience (N = i9),
and & statemsnt of philosophy (N = 10),

Professional preparstion required for teaching positions (10, 25, 26)

A, How many years of preparation beyond high school graduation are re-
quired for initial appointments as & classroom teacher?

The percentages of LPSS requiring four and five years of praparstion at
each of three teaching levels are presented below:

+

Level Four Years Five Years
El.emcnt:lry - 90.0% - 0.9%
Junior High School - 94,1% - 2,8%
Senior High School - 86,9% - 11.2%

Be Copies of transcripts of a candidate’s professional preparation are
requested by 85,6% of LPSS.

C. Candidates are required by 85.9% of LPSS to give evidence of state
certification for the positions for which they are being considered,

Use and follow-up of references (11, 12)

A. Referencas regarding candidates are usuvally rejuested from the following
people:

1. former education employers - 96,9%
2, college or university professors - 93,8%
2s former non-education employers = 6C,0%
4, friends of the candidate - 24.T%

LPSS indicated eight other sources of references, e,.g., the Supervisor of
Student Tasching (N = 22) and the college placemant office (N = 19),
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IX.

B. Refersnces ars usually followed up byt

l. contacting the recommender by telephone - 66,2%
2, further written communication with recommender - 62,5%
J, face-to-face interview with recommender w 20,9%

Only 1%,6% of LPSS do not follow up references.

Use of examinations (written, oral, physical, etc,) (5, 6, 13, 27, 28, 29)

A. Only 12,8% of LPSS give examinstions as part of theix selection process
and only 9.1% of the systems {ssue examinstion announcements for their
vacant teaching positions,

B, These announcemantst

1, can be consulted by the applicant on the bulietin
board of a college or university placement bursau = $.2%

2, are given to sn applicant at his request = 3,9%
3. are sent to an applicant as & request of a formal
applicatior previously filed w 3,9%

4, can be consulted by the applicant, in whole oxr in

part, in the public or private school - 5,0%
3 can be consulted by the applicant through the co.

opsxation of some professional organization to

which the announcement has been sent w 2,5%

¥lacing announcements in newspapers (N = 1), in other news media (N = 2%,
4nd sending them to 130 colleges and universities (N = 1) ara other mesns
¢f resching candidates,

C. What kinds of examinations are normally used in the zalection of
teachers?

1. Nationei Tescher Examinations - 9.7%
2, orxal examinstions - 3.0%
3, locally prepared ecsay questions w 38R
4. locally prepared test for asch subject are: - 2,2%
5, teachiag performence test for elementary can-

didates - GeI%

6, teaching performence tust for secondaxy candiua-.es « 0,9%
7, psychological or personality examinations or ine
ventories -~ 0,9%

8. speech examinations ~ 0,6%
Two school systems use the Graduste Record Examination (aptitude),

D. A candidate is permitted by 1,9% of the systems to apply the passing

parts of a previous exsmination which he failed to a currant examination for
the same license,

(R 2 T T
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| E. Are candidates required to take a physicsl examination? Who may give it?
Physical examinations are requigred by 61,2% of LPSS,

This examination may be given by:

l. any licensed physician - 48.1%
2. school system physician =~ 13.6%
3. physician approved by Boaxrd of Education - 71,3%
4« aa examiner other than licensed physician - 0.6%

Two school systeme ask the health department to furnish Xerays for the
candidates,

F. Does the system have an officisl (or officiais) who administers written
examinations to candidatas?

Only 6.6% of LPSS have an official who administers examinations.
s How sre tha members of the examining body sslected?
The members are selacted:

l. by the superintendent, without examination “ 2,2%
2, on the basis of & civil sexrvice type examination - 1,2%
3. on the basis of an exsmination developed by the

schocl system - 0.9%

Other methods of selection were the State Department of Educstion (N = 1)
and the Assistant Director of Persomnel (W = 2). One system indicated that
"the chief examinar is selected by an established process and members of
his board by nominstion to the Superintendent and the Board of REducation. ™

H, What is the role of the exsaining body in rejard to the sclection of
teachers?

The examining body:

1. has complete control of the exsminstion of can-

didates, prepares eligibility lists, and adminis-

ters the precemployment investigation - 3,1%
4, administers written exsminatiocns only - 2,8%
3. has complete control of all festures of tha

sxamination of candidates and the preparation of

eligibility liste ~ Duh%

A~ Interview techniques in teacher selection (14, 13, 16, 17, 30, 3L)

A, All LPSS intervisw candidates,
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Be Candidates ar- interviewed by:

1. s ¢ ittee - 46,6%
2o o Ml\ﬂdlﬂl - 530‘1

Ce The individuals listed below function as the sole interviewers:

1. Director of Personnel or s member of his staff ~ 38,41

2. Director of Klementary or Secondary Education - 3,9%
3- hlneip‘l - 5. 3%
4. Superintendent - 2,5%
3. Assistant Principal - 0.3%

The Assistant Superintendent serves in 27 school systems as the sole
interviewer,

D. The individuals listed below sexve as membears of the interview com-
mittees

1. Principal - 38,8%
2, Director of Personnel or a mewber of his staff - 32,2%
3. [Director of Rlementary or Secondary Rducation - 24,7%
4. Supervisor - 23.1%
3. Superintendent - 13,9%
6. Department Chairman - 13.4%
7. Subject matter specialist other than classroom

8. Assistant Superintendent - 9.1%
9. Assistant Principal - 8,1%
10. Classroom tescher = 4,1%
11. Mewber of the Board of Educ‘t‘oﬂ - 006%

A mesber of the curriculum department (N = 1), the Deputy Superintendent
(N = 1) and the Assistant Superintendent (N = 3) also serve as members of
the interview committee.

E. The query "Havs interviewers of candidates bsen given training in the
intarviewing process?” was answered as follows:

i. almost never w 15,6%
2. occasionslly -~ 14,4%
3. lbOUt h‘lt Of th‘ tim boad 1991
4, usually - 26,6%
3. almost always - 37.5%

Fo row much time is generally allotted for each intervigw?

The time allotment ranges from 10 minutes (1,6%) to over one hour (4.17).
Typically, 20-30 minutes ars devoted to the interview by 55,0% of LPSS.

mendti . Al
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Gs Which characteristics of a candidate are rated by means of an intexview?
Shovn below is a listing of characteristics reted!
1. persensal appesrence

speach

3, attitvies towards his work

4, intercst in children and/or youth

5, philosophy of educatiom

6. potentislities for professionsl growth

7. logicsl thinkiag

8, ability in the subject mstter that candidats
proposes te teach

9. extent of cultural background

10, extent of outside imterests

11, extent 5¢ democrstic outlook

12, knowledge of current affairs

13, extent of commmity contacts

238
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The school systems listad 22 other charscteristics for which ratings are
attempted, a.g., personality (N = §), smotional stability (N = 6), and
ability to establish rapport (N = 5),

H, The results of the interview are recorded on a:

l. rating scale - 32,8%
2. "ajdeto~interview" blank- 29.7%
3. check 1iat - 26,9%

Other means of recording the results of the intarview included a memorandum
of the intcrriew (N = 24), the application form (N = 16), and intexview
cards (N =« 3),

I. A numerical rating of an interview is not given by 18,4% of LPsS.

Ja Are candidates reimbursed for expeuses incurred in personsi literviews?
The majority (68.4%) of LPSS "never" reimburse candidates; 24.1% of them
Nraxely" do so,

Classroom observation of candidates (18, 19, 32)

A. 1Is a classroom observation of a local candidate wade?

The responses were as foliows:

) 3 umlly - 12051
2. sometimes - 35.6%
3. rarely - 33.1%
40 nevar -~ 13.8%
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B, Is & classroom observation made of a candidate cutside of a 25 mile
radius of the school system?

An obassxvation is made!

1, usually - 1.6%
2, sowmetimts - 17.2%
30 nt‘l’ - 36.91
4, naver = &1,6%

C. How many classroom cbservations are generally wmade of a candidate?
Candidates are not at all observed by 59.1% of LPSS; one obsarvation is

msde by 20,3% of the systems. A minority of LPSS observa csndidates twice
(6.2%), three times (1.2%), or more than three times (1.9%).

Use of eligibility lists (20)

A+ Only about k (23.42) of LPSS use sligibirity liste,

B. The following practices ars in effect:

1. liats are rated (candidates are ranksd from highe
38% to lowest within their verious classifications)- 12,.5%
Z2; 1ists are unrated (contain the nemes of spproved

candidates, with no preferential rating) - 9,4%
3« appointments are mede from the iist in descending

oxder - G.1%
4, candidstes are given assignment praferences as a

result of higher ranking - 5,97
3, eligibilicy lists are wmeda public - 31%

Tiwing of notificetion of sppolntment (34)

The month by which most caudidetes who will asasume their positions in
Saptember are notified of thelr selection is:

1, Fabruery - 1,2%
ZQ }hmh had ‘On
3. April - 17.3%
4. May - 33,0%
3. June -~ 22,8%
63 Juty - 13.“
7. Auau‘t - 1.9%
Dec £ r appolutment (133)

The aumbsz of times & candidatce may dacline an cffer of apprintment i
:

T ke

i
!
J
;
:
¥




O - ‘.n
1 w 24,4%
2 - 13,1%
3 - 3.11
unlimited number of times = 29.4%

Refussls to accept appointasmts are considered "depemding on the rsasons"
(N = 19) and "depending on circumstances, i.e., the quality of the ap-
plicant and/or need™ (M « 12), Twenty-seven school systems indicated that
they have no policy regarding this mattar.

XV. Apgesls from the decipjon of the gelecting suthority (21)

A. Only 15,6% of LPSS comsider appeals from the decision of the selacting
avihority; 69,7X of them do not.

E. The appesls procedures are:

l+ not set forth in writing - 13.({1
2. set forth in writing - 1.06%
3+ 1readily available to candidates in writing - 0.9%

Question Ng, 2t With respect to which tsecher selection policies and procedures
do similarities exist smoag large public school systems?

This section presents only “aose questioconsira items on whichk achool sys-

tens included in Strata 1 through 5 gave similar responses denoting cousistency
of use or disuse of certcin selectioa policies and precedures, Similarity of
responsis 1s defined by the range of the percestage of responses (highest minus
lowes\ . percentage) made by scheol systems in Strats 1 thvough 3. Three degrees
of siailarities have been estsblished as indicated belowt

Degree of similarity Uesignation Ranae of responses
Great: ¢ 0 - 30
Moderate | 3.1 « 10,0
Slight s 10.2 = 15,0

The degree of similarity, expressed by the deslgnation "G", MY, or "~
& wia :

4ppears ir parentheain afray esch questionns £

»W £ ﬁ‘
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% : STRATUM
: 1 2 3 4 3

T T e AR AN

The msiatenance of dats regarding
individual staff members by means
of personnel folders 96.4 94.4 96,2 93,2 96.5 (G)

The range of responses on this item is 3,3, i.e., less than 3.03 therefors
it hes been classified as ™G", denoting great similarity,

STRATUM
1 2 3 b J
(N=28) (N=54) (N«79) (N=73) (N=86)

I. Analysis of existing staff resourcres

A. The analysis of existing staff
resources in terms of:

1. smount of protessivnai prepuaxe
ation 14 77.8 79,8 1.4 84,9 (5}

2, smount of teaching experience 67.9 75.9 77,2 71.2 8L.4 (5)

B. The meintenance of data regarding
irdividual staff members by means
of personnel folders 96.4 94.4 96,2 93,2 96,5 (C)

il. Preparati.n and use of job

de:crigtioun

A, The preparation of job descriptions
for teaching vacancies 17.9 27,8 13,9 26,0 27,9 &5/

B, The use of specific job descrip-
tion forms 3;6 5»6 ﬁwg 505 3;5 f‘fu}

C. IT'he pleces of informatiocn which are
typically included in job descyipe

tionat
1, personal characteristics de=
2. charac.eristics of pupils ¥ i.4 B9 9.6 7.0 {11}

3. spec.fic competencles required 10.7 20.4 1%.9 17,8 19.8 (M




LI, (econt'd) ,
4. physical working conditions 0

3. grade and/or subject to be
taught : E 14,3

6. amount of professional pre=
parstion required o 14.3

T, teaching certificate required 14.3
8. salary range 10,7

III, Resources used in the recruitment

of applicants

A, Specific resources:

1., placement bureaus of teachers
colleges, liberal arts cole

leges, and universities 92.9
2, application sent in voluntare
ily by applicants 100.0

3. State Teachers Associatiocn 21,4

4. direct recruitment on campuses
of teachers colleges and unie
versities : 92,9

Bs The articulation of the selection
process with the senior year in

teacher-training institutrions 100.0

IV, Means of giving prospective candie
dates information regarding the

gcheol system to which they are
1vd

dpplying
A, Statements by recruitment

officials 9.4
B, Use of films 14.3

Vs Non=local selection of teachers
—-'-_——_-——u__.‘m

A. The selection of teachers beyond
8 25 mile radius of the school
system 96,4

STRATUM

3.7

18,5

20.4

20.4
16.7 -

98,2

90,7
31.5

81.5

96.3

98,2
%3

98,2

114

13.9

12,7
11.4
11.4

93.7

93.7
3209

86.1

9%+9

89.9
1.3

%4e9

9.6
26,7

21.9
2‘50 7
23,3

93.2
26,0

89.0

90,4

2:7

9&@3

1 2 3 4 5
{Ne28) (Nw54) (Na79) (Nw73) (NeB6)

12.8
26,7

26,7

22,1

25,6

97.7

96,5
33,7

84,9

90,7

96,5
303

96,3

26
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STRATUNM
1 2 3 4 5

Vo (conttd)
B, The individuals which ars typicale
ly directly involved in the selec-
tion of teschers ocutside a 25 miie

radius of the school system:

1, subject matter specialist other
than classroom teacher

2, Department Chairman
_3. Assistant Principal
4, Supervisor

P .Cl.ns?room Teacher

C. The active search for candidates
within a radius of approximately:

25 miles
50 miles
1000 miles

D, The approximate percentage of the
number of teachers yearly selected
who come from outside a 25 mile
redius of the school system:
0=-1%

2 = 47

(N»28) (N=54) (N=79) (N=73) (N=56)

17.9 20,4 152 19,2 15.1

3.6 9.3 6.3 5,5 15.1
10.7 3,6 6,3 17.8 14,0
21,4 27.8 20,2 32,9 3.4

3.6 37 0 41 5.8
7. 0 5.1 41 3.5
0 0 8.9 6.8 4.6

10,7 16,7 S.1 12,3 10,5

0 o 2,5 41 3.5
0 0 3.8 0 2,3
10,7 5.6 1.3 2,7 9,3

o 1.8 10,1 9.6 3.5
0 3.7 6.3 8.2 4.6
0 9,3 89 2,7 3.5

10,7 Tob 7.6 11,0 4e6
14,3 16,7 13,9 20,6 12.8

27
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STRATUNM
1 2 3 4 3
No28) (Nw34) (N=79 K=73) (N=86

V. (coattd)

E. The approximate percentage of ths
nuober ¢f teschers yearly selected
who were obtained as a result of
direct recruitment outside a 25

mile radius of the school syatems

0 2 1.8 101 8.2 5.8 (M)

1l =-2% 3.6 3.6 6.3 6,8 10,5 (M)

3 - 5% o 0 3.6 8.9 8.2 3.8 (M)
3« 9% 3.6 7o -1 | 9.6 3.8 (M)

10 = 14% 14.3 13.0 11.4 12,3 12,8 (@)

15 - 19% 17.9 7.4 6.3 11.0 5.8 (S)

20 -« 24% 3.6 9.3 6.3 4,1 8.1 (M)

25 « 297 14,3 7¢4 15,2 6.8 2.3 (M)
30% and over 32.1 35,2 27.8 23,3 0.2 ()

Vi, The application form

A, Use of an application form 100,0 100,0 100,0 98,6 100.0 ()

B. Kind of information called for
on the applicetion foxm:

1. the position wanted 92,9 9.4 94,9 959 95.4 (&)
2, personal data - e.g., age,

marital ststus 96,4 100.0 100.0 98,6 98,8 (G)
3, educational background 100,0 100.0 100.0 98.6 100.0 (5)
4, work experience 100,0 96.3 98,7 97.3 100.0 (C)
5. travel 25,0 3.5 32,9 32,9 3.4 )
6. references 92,9 96,3 94,9 959 93.0 (&)

ERIC
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V1I, Professi
for tcnghig; position

A, Nuaber of yesrs of preparstion

rotion required

beyond high school graduation
requirad for initial appoint-
ment as a classroom teacher!?

1.

2,

¢lementary school
Z years

3 years

4 years

5 years

junioxr high school
2 years

3 years

4 years

3 years

3 senior high =chool

2 years
3 years
4 yearxs

£ years

Be Request for copies of txanscripts
of & candidate's professicnal
preparation

vizx. Use and follow~ug of references

References regarding candidates are
usually requasted from?

1

(N=28) (Nw34) (Ne79) (N=73) (N=B86)

3.6

89,3
3,6

3.6

89,3
346

82,1
14,3

£9,3

1. college and university professors 85,7

2., former aducation employers

3» former non-educational emplovers

89,3
50.0

STRATUM

2

3.7
1.8
92,6
1.8

98,2
1.8

87.0
13,0

87.0

96,3
100.0
64,8

3

2.5

94,9

<

94,9
2,5

86,"
12,7

92,4

9.1
96,2
60,8

4

5,5
2,7
87,7
1.4

87,7
11,0

#0.8

95,9
95.9
38,9

3

Z.3
94,2
1,2

2.3
88.4
8.1

8le4

935.4
98.8
60.5

(G3
M)
(M)
@)

(G)
(c)
™)
(G}

()
(5}
(s)

i
|
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STRATUM
1 2 3 A 3
Nu28) (Ne N=79) (Ne7 N=86

X, U £ t ] | 3

A, Kinds of axaminations normally
used in the nloc:jon of teachers:

1. locally prepared esssy ques-

tions 1&13 7.4 103 104 203 (SB
2, locally prepared test for each

subject area 14,3 37 0 0 .2 (5)
3+ teaching performsnce test for

elementary candidates 3.6 1.8 1,3 9 9 (G
4. psychological or personality

examinations or inventories 3.6 1.8 O Zeb D ()
5s speech examination 7.4 0 0 0 0 G)
6. teaching performsnce test for

secondary candidates 3.6 1.8 1,3 o ¢ (G)

B, Person who may give the physical

examinationt
1, a physician approved by the

Board of Education 14,2 9,3 7.6 6,8 4.6 (M)
2. eny licensed physicisn 46,4 53,7 55,7 43,8 4.8 (S)

o

Jo &7 examiner other than a )
1icensed physician : TOR 0 1.6 ¢ (G

Ce Sclection of membexs of the
examining body:

i. on the basis of an examination

devaloped by the school system 7,1 & 0 O 1.2 (M)
2. on the basis of a civi] ser-
vice type exsmination 10.7 1.8 0 0 (53

s Role of the examining body in re-
gard to the selection of teachers:

1. administers written exsmiration o
oni‘y 751 1.8 205 Gl 1@2 @H@

Z, has complete control of all feae
tures of the examinstion of canw
didates and the preparation of
eligibility lists 7.1 0 0 0 0 (M)

ERIC
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STRATUM

1 2 3 A 5
(Nu28) (m34) (N=79) (N=?3) (NwB6)

ua (m: .d)

R, Parmission given to candidate to
apply the passing parts of a pre-
vicus exsmination, which he failed,
to a current examination for ths

sams license 10,7 3.7 0 L. G 5)
Xe srvi ues in teacher
A; Use of the interview 1¢5,0 100.0 100,00 100.0 100.0 (G)
B, Individuals who function as sole
intervievwers:
1, Principal 0 1.9 3.2 6,8 9,3 (M)
2, Director of Elementzry ox
Secondary Education 0 1.9 8,3 8,2 8,4 (M)
g 3. Superintendent 0 0 0 1.4 8.1 (M)
4. Assistant Principal 0 9 0 1.4 0 \G)

Ce Individuals who serve as members
of the interview committae:

1, Assistant Principal 10,7 9.3 5,1 82 9.5 M)

2, subject mettexr specialist
cther than classroom teacher 14,3 16,7 5.1 i3,1 12,8 {5}

3¢ Supervisor 17.9 18,5 25,1 28,8 22,1 (S)
4. Classroom Teacher 10.7 0 5.1 6.8 1.2 {S)
3, Department Chairman 17.9 7.4 12,7 19,2 10.5 (5)

6., Member of Board of Rducation 0 0 2.5 0 0 ()

D, Charscteristics of candidate which -
are xated by means of an interxview:
1. personsl appearance 100.0 100,0 100.0 9.5 97,7 (¥)
2, ‘P“Ch 100,0 100.,0 96.2 93.2 97.7 (ﬁ)

3. iogic‘:ii t}-lirlksf'” 71.4 77‘8 78¢5 71.2 76.4 (H)




STRATUM
1 2

3 4 5
(N=28) (Nm34) (Ne79) (Na73) (Ne86)

Xe (Wﬂﬁ‘d)
4. attitudas towarda his work 100.0 92.6 96'2 0.4 91.9 (ﬁﬂ
3« axtent of outside interssts 64,3 64,82 65.8 71.2 62,8 (M)

6. interest in children and/or
yﬂuth 89;3 87:0 9".9 89.0 8804 (H)

7. extent of cultural background 75,0 81.5 81.0 .2 4.4 (S)
8. philosophy of education 89,3 B81.3 91.1 80,8 83.7 (S)

X, Reimbursement of candidates for
expenses incurred in personal

interview:
l. "umlly" 0 0 0 1.4 0 {G)
2, “sometimes" 0 0 6.3 4,1 9.3 M)

Fo Training given to interviewers
in the interview process:

1. "usualilyn 28,6 18,3 25,3 26,0 32,6 (5)
2. "about half the time" 0 1.8 3.8 1.4 1,2 (6)
3. "occasionally" 7.1 9.3 13,9 19.2 16,3 (5)
4e "slmost nevex® 10,7 13.0 15,2 15,1 19,8 )
G. Time generally alloted for asch

interview:

10 minutes 7.1 3,7 o 0 1.2 ()
15 minutes 14.3 1.8 101 &.8 11.6 (s)
45«60 minutes 3.6 3,7 w3 82 7,0 (M)
over one hour 0 o 1.3 3.5 9,3 (M)

X1, Classroom obseypvation of candidates

A, Classroom observation of a local
candidate is: usually™ made 36 93 17,7 16,4 9.3 (S)

ERIC

Full Tt Provided by ERIC.




STRATUNM
1 2 3 45 |
(N=28) (Ne34) (N=79) (N=73) (N=BS5) i

PSR S 8 i Lo o DT

g XI, (cent*d)

B, Classroom observation of & canw
; didate outside a 25 mile radius
| of school system 1s

R RGN S-S

Mlu‘llyn made 0 0 0 4.1 2. 3 g@)
Yrarely® made 28.6 38,9 38,0 32,9 40,7 (%)

Ce Number of classroom observations ;
generally made of a candidata: g

|

!

|

{ 2 0 1,8 6.3 6.8 10,5 (S}
|

3 0 1,8 1.3 1.4 1.2 (G) ;

J
g more than 3 3.6 1,‘8 2&5 1,4 112 (G)
i
‘ XIX, Use of eligibility lists

Eligibility lists are unrated,

(Candidates are not ranked.) 17.9 5.6 5,9 11.0 8,1 (S)
|
{ XIII, Timing and notification of appoint=
’ meant

Month by which most candidates are j
notified of their selecktions

February 0 0 2,5 1.4 1.2 (B)

Maxch 3.6 1.8 3.8 6.8 5.8 (5) f
May 32,1 40,7 34,2 39,7 29,1  (S) f
June 28,6 24,1 21,5 19,2 2444 (M) |
August 10 1.3 L4 2.3 (o) |

XIV. Declination of offer of appointment g

Number of times a candidsts may dee
rIine an appointment before he 18 re= |
moved from further consideration for
sny futuxe appointments:

0 7«1 1.8 Sl 4.1 3.8 (M)
2 10,7 18,5 13,9 11,0 11.6 ()

e

Wi &




STRATUMN
X 2 3 4 5
(N=28) (N=54) (N=79) (N=73) {N=B6)

XV, Appeals from che decision of the
Belecting & ty

Appeals procedures are!
set forth in writing 10.7 1.8 0 0 1.2 (S)

readily available to candidates
in writing 7.1 1.3 0 0 0 (M)

Question No, 31 With respect to which teacher selection policies and procedures
dots an absolute trend exist among school systems accorxding to
slze?

A compariszon of the responses made by school systems in Straia 1 through 5
indicates that an absolute trend emexges with respect to certain selection
policies and procedures, Next to each questionnaire item is the percentage of
gchool syatems within each stratum whic gave that response. Also shown is the
degree of variability of the responsss, indicated by their range (highest minus
lowest percentage), Four degrees of variability have been established as in-
dicated below:

Degree of variability Designation Rangze of responses
Vexy great VG 25,1 ox moxe
Great G 15,1 - 25,0
Moderate M 7.6 = 15,0
Slight S 0 = 7.5

~ The degree of variability, expressed by the designation WGH, NGw, uMw, op
"S™ appears in parenthesia after each set of responses,

Example?
STRATUM
1 2 3 4 5
The larger the school system,,..the
greacer the tendency to use IBi or
othex data processing systems 64,3 51,8 27.8 20,6 11.6 (vG)

Sinc2 the difference in the percentage of responses by school systems in
Stxata 1 and 5 was at least 25,1, the responses varied greatly,

kv . . . =
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STRATUNM

1 2 3 & 3
(N=28) (N=54) (Ne79) (N=w73) (N«86)

I, Analysis of existing staff resources

The larger the school system,.,.

ST S s S S R T Y Wk D 3T SR

ssvethe greater the tendency ot to ,
make & staff analysis 21,4 20.4 15.2 15,1 9.3 ™)

«sesthe greater the tendency to use
IBM or other data proceasing systems 64,3 51,8 27.8 20,6 11,6 (VG)

II, Resources used in the recrultment of
spplicants

The larger the schcol system,,..

ssssthe lesser the tendency to use

the following resources in re-

cxuiting applicants:
commexcial teachers agencies 14,3 22,2 32.9 49,3 50,0 (VG)
State Department of Education 21,4 23,9 27,8 39,7 41.9 (G)

IXI, Hon=local selection of teachers

The larger the school system.,,.

wesethe lesser the tendency to ine
volve the following persons di=-
rectly in the recruitment of
teachexs outside a 25 mile radius
of the school system:

Superintendent of Schaolz 3.6 14,8 22,8 43,8 57.0 (VG)
Principal 21,4 31,5 34,2 46,6 55,8 (VG

IV. Professional preparation required
for teaching positions

The larger the school system....

ssssthe lesser the tendency to rew

quire a candidate to give evidence

of state cextification for the

position for which he is being

Conaidered 6?19 79.6 87: 3 9694 900 7 (G)




STRATUM
1 2 3 4 3
(Nw28) (Nw54) (N=79) (Nw73) (Nw=86)

1V, (conttd)

sesothe greater the tendency to re-

quire five years of preparation bew

yond high school graduation for the

initial appointment as a senior

high school teacher 14,3 X3.0 12,7 11,0 8,1 (5)

V. Use of examinaticns

The larger the school BysteMesee

+sssethe greater the tendency to use
examinations as part of the selecs
tion process 3Te1 16,7 11,% 5,5 3.5 (VG)

sssethe greater the tendency to use ‘ )
the Natlonal Teacher Examinations 42,9 11.1 8.9 4.1 3.5 (VG)

»sesthe greater the tendency to ree
quire candidates to take a physical
examination 8943 72,2 64,6 53.4 48.8 (VG)

ssssthe greater the tendency ta have

8 physician approved by the Board of

Education give the physical examinwe

ation 14»3 9;3 7.6 6.8 4.6 (M)

VI, Interview techniques in teacher
selection

The larger the schoal 8YSteMyens

vsesthe greater the tendency to have

the Director of Personnel Or a memw

ber of his staff interview the cane

didate as the sole Interviewer 64,3 62,9 40,5 31,5 18,6 (VG)

»»sethe lesser the tendency to have
the Principal serve on the inter-
view commivtee 25.0 25,9 36,7 42,5 50,0 (G)

vessthe greater the tendency to use

an "Aldsto-intexview" blank for p =2

coxding the results of the inter- X
views of candidates 42,9 33,3 31,6 27,4 23.3 (G

»seathe greater the tendency to allot
between 20-30 minutes for each inter-
view 71 o4 63'0 6240 48.0 44»2 (VG)
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STRATUM
1 2 3 &4 3
; N»28) (N=543 (N=79) (N=73) (N=£6)

VII, Clasaroom obscrvation; of candidatng

The larger the school system,...

ssnsthe greater the tendengy never
to observe a candidate outside a
25 mile radius of the achool system 64,3 46,3 41.8 37,0 34,9 vG)

VIII, Use of eligibility liats

The larger the achool aystem,...

s»esthe greater the tendency to use
eligibility lists 60.7 24,1 19.3 19,2 18.6 (VG)

! IX. Appeals from the decision of the
! selecting authorxity

The laxger the school system,,..

ssosthe greater the tendency to cone
sidexr appeals from the decision of
the selection authority 42,9 24.1 114 11,0 9,3 (V@)

: vessthe greater the tendency not to
put the appeals procedures in writing 32.1 20.4 1l.4 9.6 8.1  (G)

Question No. 43 With xespect to which teacher selection policies and procedurex
do school aystems included in one stratum deviate from the
abgolute trend established by school systems in the other four
strata?

Listed below, next to each relevant questionnalre item is the perientage of
school systems within each stratum which gave that response as well ag the degre
of variability denoted, as in Question No, 3, as fwWGH {very great), "G" (great),
"™M" (moderate), or HSM (slight),
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STRATUM
1 2 3 4 5
(N-ZB)_(N—M) (N=79) (N=73) (Nw86)

L. Analysis of existing staff resources

The larger the school system,..,

sesosthe lesser the tendency to
make an analysis of existing staff
resources in terms of the following:

amount of professional preparation 71.4 77.8 79,8 79,4 84.9 (M)
amount of teaching experience 67,9 75.9 77,2 71,2 8l.4 (M)
 ereedind gueudss SUC ARGy €O USE

FRIER r2YES ey Ve pacrrding oF
CAYE CRIRETAG Lo n) Py

Li. Prenaratiaon and ues of 1oy 2 o

3 e de) %o/ \5‘5;;":’& " gD
tions
L. . ]

The larger the school SySteMeean

ssesthe lesser the tendency to ine
clude the following pieces of ine
formation in job descriptions:

amount of professional preparation
required 14,3 20,4 12,7 21,9 26,7 (M)

specific competencies required 10.7 20,4 13,9 17.8 19.8 (M)
881&” range 10,7 16,7 11.4 23.3 25,6 (M) )

ITI. Resources used in t%a recxruitment

of applicants

The farger the school BYSteMeees

sseothe lessey the tendency to use
the following resources in recruite
ing applicants:

placement bureaus of teachers | L
coileges, liberal arts colleges, |

universities 92,9 98,2 93.7 94.5 97.7 (8

state teachers associations | 21,4 31,5 32,9 26,0 53.7 M)

ssesthe greater the tendency to ‘ T
articulate the selection process with
the senior year in tescher-training

institutions 100.0 96,3 94.9 89.0 0.7 (M) .




STRATUM
1 2 3 4 3
(N=28) (Nw54) (Nw79) (N=73) (N=86)

IV, Means of giving prospective candidates
information regarding the school syge

tem to which thcz aze lgglxlng

The laxger the school system.,..

eeesthe éreater the tendency to ure

8 brochure as a means of giving ia«

formation to candidates 92,9 85.2 76,0 64,4 66,3 (VG)

v. Nogglqcal sslection of teachers

o e A Bl NR T e e e

TSP Er by &R Ko v
viilve e Miece0r Of Perauinidsy s o
R URE L KA BLELL i LI SEEELL Luth
oi teachers outside & 2% mile rxadius

AL khn seheanl coekam- L T T AT SV S A LA
SRS e T EL < - I3 - [t L N p

eceothe greater the tendency o make
an active seaxrch for candidates out=-
side a 1000 mile wadius of the achool
syst:em 35.7 16.7 1207 906 1400 CVG)

eessthe grester the tendency to select

407% and over, of the number of

teachers yearly selected, from oute

side a 25 mile radius of the school :

Bystem 6‘0.3 53-7 M.3 3700 5508 (VG)

sesosthe greater the tendency to obe

tain 15=197% of tha teachers yearly

selected as a resylt of direct ree

crulitment outside a 25 mile radius

of the school system 17,9 74 6.3 11,0 5.8 (M)

VI, Use of the application form

The larger the school systemeeee

sessthe lesser the tendency to call,
on the application foxia, for the
tollewing kinds of information:

the position wanted 92.9 94 94,9 95,9 35.6 (S)

o statement of interests, e.g.,
dramatics, musicsl, athletic, etce 75.0 88.9 92.4 87.7 93.0 (G}
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VII.

IX.

Professional preparation required

for teaching position

The larger the school system.,..

sesethe lesser the tendency to ree
quire four years of preparation bew
yond high school graduation for the
initial appointment as a senior
high school teacher

Use and follow-up of references
e Narvyres Wdras RIRRYL e, | [

o« ey - < 7 - - ‘v

wessthe lesgser the tendency to

contact the recommender by teie-
phone

write to the recommender

Use of examinations

The larger the school 8ystefMesse

eeesthe greater the tendency to
issue examination anncuncements for
teaching positions

sessthe greater the tendency to do
the following:

glve examination announcements to
an applicant at his request

send examination announcements to
an applicant as a result of & fore
mal application previously filed

permit examination anncuncements
to be consulted by the applicant,
in whole or in part, in the public
ox private school

essothe greater the tendency to have
the school system physician give the
physical examination

1

(i=28) (N=54) (N=79) (Ne=73) (N=B6)

STRATUM

2

3

4

5

42,9
39.3

46.4

35.7

32,1

32.1

42.9

87.0

P T

61,1
63.0

11.1

1.4

1.4

546

18,5

86,1

¥ W

62,0
04,6

6.3

2,5

2,5

12,7

87,7

a0

76,7

- 63,8

2,7

1.4

2,7

1.4

9.6

88.4

Y40

72,1
65,1

3.5

2.3

2,3

2.3

12,8

(s)

[EES ]

(VG)

(vG)

(vG)

(vG)

(VG

(ve)

{(VG)
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STRATUM

2

3

4

41

3

{Nm28) (Nw54) (N=79) (Nw73) (N=B6)

IX, (Qont 'd)

ssesthe greater the tendency to have

an official (or officials) administer
written sxaminations to candidates

for teaching positions 35.7

sessthe greater the tendency not to
permit a candidate to apply the pass-
ing parts of an examination oreviguse
iy raited to & current examinacion

To fYe save Linevee TP F

LS T AR I L IR 2 I P

an bt w MY
The Larger the school system.. ..

sessthe greater the tendency to have
one individual, rather than a comw
mittea, intexview the candidate 64,3

esecthe lesser the tendency to have
the supervisor serve on the interw
view committee 17,9

sseosthe lesser the tendency to rate
the following characteristics of a
candidate by means of an intervicw:

ability in the subject matter that
the candidate proposes to teach 37.1

extent of outsmide intawpors £z 2
ssssthe greater the tendency to use

the follcwing devices for recording

the results of the interview:

checklist 35,7
rating scale 57,1
sessthe greater the tundency never
€0 reimburse the candidate for exe
penses incurred in the interview 100,0
eseothe greater the tendency to train
interviewers almoat always in the
intexrview process 53.6

sesetha lesser the tendency to allot
30~45 minutes for each interview 3.6

1.4

66.7

18.5

35,2
50,0

74,1

57.4

18,5

2,5

33.2

24.1

r
oy
L J

W

£

72,2

38,0

22,8

48.0

28,8

20,6
21.9

5642

46,5

22,1

29,1
22,1

61,6

25,6

26,7

(G)

(M)

(VG)

(va)

(vG)




|

Rl S

DAL N e

R e

4
(N=28) (N=54) (Nw79) (Neaj3) (Nw86)

STRATUM

1 2

3

3

X1, Classroom observation of candidates

The larger the school system

SEC W TR R .

ssosthe greater the tendency never
to make a classroom obsexrvation of
a local candidate

X1I. Use of eligibility lista

THR Targee o TR 208 Rwliae

ceathe gresdter the tarcency for the
¢ sc Mg Ofde s B8 T e b ebfpee .

113t 8 are rated (candidet e are
Fanked )

LHLUIUHLES are piven asgignment
preferences as a result of higher
ranking

eligibility lists are made public

appointments axe made from the
1ist in descending order

XII1I., Timing of notificationkof’gppointment

The larxger the school systemeese

sesothe lesser the tendency to
notify most candidates of their
selection by April

eeesthe greater the tendency to
notify most candidates of their
selection by

June

July

X1V, Declination of offer of appointment

The larger the school system,ess

eeecthe lesser the tendency to allow
& candidate to decline an appointment
not more than once before he is rew
uwoved from further consideration for
any future appointment

35,7 20.4
3 J it}
25.0 1.4
21.4 3.7
35.7 13,0
3.6 11,1
28,6 24,1
25,0 18,5
7.1 18,5

13.9

21.5

21,5
13.9

21.5

bl

Q - b

343
1.4

2.7

19.2

19,2
9.6

3 ? [C]] \9

10,5

’,@ Qﬁ

446

1,2

5,8

20.9

2444
10.5

PEEITY §

(vG)

(Vi)

(G)
(G)

(VG)

(G)

(M)
(6)

(Ve)




Section C: Questions No, 5 and 6

Question No, 3% To what extent are teacher selection policies and proceduxes
related to teacher sslaction rate?

Question No, 6 To what extent are teacher selection policiszs and procedures
related to teacher~pupil index?

The preceding sections of this chapter presented data on teacher selection
policies and procedures in large public school systems, This section zepoxts on
the xrelationship of these policies and practices to the teachsr selection rate
and to the teachex-pupil index,

{ie teacher gelectian rate was defined as, fallouar

r Mirrt e oot
' e . . .

LA A N R A S DR B SRR Y |

. i,

4 b e

FHE reBCHELD Belect O TALE ©XpP(eBSes the fea her seiect fon worklosd or burden
placed wvpon a school systien, For svevple, «onsider two systems, each haviag
]

WA n

oy e e e ey

System A hires 75 teachers; its selection rate is T%%ﬁ 100 or 7.50,
. -

System B hires 150 teachers; its selection rate is T%%g 100 or 15,0,

l1.e4y twice that of system A,

The teacher~-pupil index was defined as the numbexr of teachers per 1000

pupils or
Number of teachers
[ Number of pupils ] 1000.

The teacher-pupil index may be regarded as a rough indicator of achool system
quality’, For example, consider two systems, each having 30,000 pupils,

Spakam © har £00 £26Chils audy Shidclvivy o Leaviciepupii iNUex OL
poe -
60U
Toron | 1000 or 20,00,
| 30,000,

System D has 1200 teachers; its teacher~pupil index is

0,000 1000 ox 40,00,

1.2,y twice that of system C,

SThere exists considerable evidence to show that level of expenditure pexr
pupil bsars a stxong relationship to quality, Since approximately 70% of a
system's operating budget goes toward teachers? salaries, an increase in
teacher«pupil index would generally be accompanied by a highe: level of oxw
pendituxe pexr pupil,
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The questionnsire comprises 51 items with a total of 228 response options,
In order to answer the two questions posed sbove efficiently and meaningfully,
72 of 228 response options were selacted for factor unalysinG. The description
of the 14 factors which emarged from the analy=is as well as from judgmental
factor refinement is to be found in Table 3,

The correlation coefficients obtained between the 14 factars and tescher
selection rate xange from =,201 to ,286; between the 14 factors and teacher«
pupil index from "'Q171 to glaﬁ (ﬂe‘ Table 4);

In view of the fact that all correlation coefficients obtalned are quite
low, it appears that teacher selection policies and procedures, xepresentad by
14 derived factors, are only slightly related to teachexr selection rate and to
tenchqupup;; iIndex, , X . :

% » N 1 $ 1 b >

| 6The criteria for selecting the 72 of the 22 response options as well as
a description of the steps in the factor analysis sre enumerated on page 9.

A )

l
)




TABLE 3

Description of Factors Derived From Responses to Items
of the Teacher Sealection Quastionnaire

Factor Item Code Number® Description
8 38.1, 38-2, 39.2, 40.1, 40«2, Agent who does tha interviewing:
40-3, 40-4, 40-5, 406, 40-7, committee, individusi, type of
ag.a R . . ¢ P t-:'-fﬁﬁ.'vm:" ro £
T qUel, 20-Y, 241, 3501, 36-1,  Use of examinations
561
*-TVUp Wi=i,y, 4i1-0, qi-Y Characteristics of candidarn
rated by intevvievcr
L) 271.2. 274 77 0 isuiviuuals directly involved in
the selection of personnel teyond
& 25 mile radius of the system
v 4hwm3, G484 Reimbuxsement of candidates for
expenses incurred in interview
VI 23=1, 51=3, 517, 32«4y 52«1,  Search for teschers beyond a
529, 53-3, 53.9 25 mile radius of the systen
VIL 49=1y 49-2, 503 . Appeals procedures
VIII 60~1, 60-2 Training given to interviewers
IX 432y 45m3, 620, 621 Claasroom obexvation of candidates
X 6lnd. 6158 sediuciion in vime devoted to intere
view
X1 33=3, 33n, 33 Use and follow-up of references
XII 65«1, 65-2 Declination of appointment
XII1X 43miy 43n3, 435 Ways of recoxding results of tntere
view
X1y 64=ly, 647 Date when candidates are notified

of their selection

#Item code numbers are identified in Table 7, Appendix A,

- S S ot B St AP0 ot et s |



Correlations of 14 Factors with Tescher Selection Rate
and Teachar~Pupil Index

TABLE 4

:
|

(N = 310)

Factor Teacher Selaction Rate Tuaéhnr-PUpil Index
L -.094 «186
Ir S S T
- ar - .105

™ .16} .l

v .161 .064
VI e =010
VII -.069 -+ 069
VIII «030 161
X - 146 «148
X «113 “el71
X1 ~e113 .+066
XIX + 080 w031
XIIX 139 =029
X1v - 081 nov

Bws
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Section Dt Auxiliary Analyses

It was of interest to determine to what extent differences exist among
school asystems in Strata 1 through 3 with respect to teacher selaction rate
and teacher-pupil index, Relevant data are presented in Tables 5 snd 6,

The findings indicate that the differences between means on both varisbles
are rather small, Teacher selection rates manifest greater variability than
teacher-pupil indexes,

The dats show that the larger the school System, the lower the teacher
selection rate (with the exception of systems in Stratus &) and the lower the

tQaChQr‘-nUn!J tnday (s Yot v g cdwd v wYelRhud s i LAL Y 31‘
- - g ——— — AR T -
TABLE 3
Men- ) "398 04 leal er Selection Rates

for School Svatema Ir Cocnen y =

- -‘oovﬁbll 4

Stratum N ichue Jels
1 26 15.23 3464
2 52 15,79 4.88
3 79 16,32 4,96
4 72 16,24 5.89
b 81 16,68 6.58
Total 310 16,22 3.7

TABLE 6

Means and Standard Deviations of Teacher-Pupil Indexes
foxr Scheol Syatems in Sctrata 1 Through $ N

Stratum N Means SuDe
1 28 33492 2455
2 33 36,94 3.34
3 79 38.62 3.20
4 73 39,29 4.66
5 a6 37,65 3.12

Totasl 319 38.00 3.70

L\

P Y




Conclusions

The following major conclusions were drawnt

(1) Teacher selaction policies ang procedures vary widely among large public

school systems,

(2) The interview 1s used as the primary selection device by all large systems,

(3) Relationships exist between size of school system and certain teacher
selection policies snd procedures,

Specifically, the larger the BCh2?! svstem. the greater the tendencv}
P . R . ) N . . .

i o B -

ces 0 WEE TR LUK JHCE prUwcEBing Aystems

~

fqQ ' a4€ 4 B r . r> oq ~ mparoa~- € . ’ . e .- . ‘s

P

D R ¥ P menoer ot nis stAatt tn the

selection of teachers outside a 25 mile radius of the school fystem®

eseoto make an active search for candidates outside a 1000 mile radius of

the school system*

esseto select 407 and over of the number of teachers yearly selected from

outgide & 25 mile radius of the school system*

eesoto use examinationa as part of the selection process
eesolo use the National Teacher Examinations

eeseelo require candidates to take a physical examination
seveto i88ue examination announcements for teaching positions*

seeoto have the achool system physician give the physical examination*

eesnto have an official (or officials) administer written .xaminations to

candidates for teaching positions*

sesollot to permit a candidate to apply the passing parts of an examination

previously failed to a current examination for the same license®

esssto have one individual, rather than a committee, interview the candie

date¥*

seset0 allot between 2030 minutes for each intexview

T4School systems included in one stratum deviate from the absolute trend
established by school systems in the other four stxata, The absence of an
asterisk denotes that the responses of school systems in Strata 1 through 5
reflect an absolute txend,
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sesosto have the Director of Personnel or a member of his staff interview
the candidate aaz the sole interviewer

e~ e AN

esveto use a rating scale for recording the results of the interview*

i
|

eseonever to reimburse the candidate for expenses incurred in the intere
vi

seeoto train interviewers almost siways in the interview process*

eveeflever to observe a csndidatets teaching outside & 25 mile radius of
the school system

ssesllOVEr Lo make a classipom cbservation ot a igcal candidate*

ceto use eljgihiliry tigry ‘

seestu rank Canuiuvates on elfigtdbility liscs from uitghest to (owest within

CHC AL VOLAAVMD LiOod3B3iL2Caliuilte

*trn molbo drncanlnteacnt s Caonm thn A%V 8 2L EY86.. Y8 o s 2 2. ’ a

9
!
: oA A AN crallig veilese
esesto notify candidates later of an appointment to the teaching staff
for the following September
ssesto consider appeals from the decision of the selection authority,
The larger the school system, the iesser the tendency:

svssto usze commescial teachers agencies as resources in recruiting
applicants

esssto involve directly the Superintendent of Schools and the Principal
in the selection of teachers outside a 25 mile radius of the school system

esssto contact the applicant's recommender by telephone*
easesto write to the applicant's recommender*

«esst0o have the Supervimor* and the Principal serve on the interview
committee

swaeto allot 30~453 minutes for each interview*,

(4) Teacher selection policies and procedures, represented by 14 derived
factors, sre only slightly related to teacher selection rate and teachere
pupil index,

4w e e e e o e
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CHAPTER 1V

DISCUSSION
Limitations

The findings of this study should be lﬁﬁerpreted with the following
limitations in mind:

(1) The utility of this study is subject to the usual liabilities associated
with the use of the questionnaire as a research instrument, e,g., deperdency on
the honesty of respondents and reliability of interpretation of the meaning of
questionnaire itemsl,

(2) The conclusions drawn from the data are pertirent only to the population
of 320 large public school systems which had returned useable questionnaires,
The findings cannot be generalized to populations of other school systems,

(3) The comparisons among large public school systems, categorized for this
study into five strata, might have resulted in different findings if other ine
tervals had been chosen demarcate the boundaries of Strata 1 through 5 and/ox
1f achool systems had been grouped into a different number of strata,

(4) Completed questionnaires Wwere received between October 1963 and April
1964, Data collected more recently might yield results different from those
reported here, Furthermore, the Period of data collection was still charactere
ized by a national teacher shortage, with some variability for different regione
al areas and fields of specialization, It is conceivable that other, or more
rigorous selection methods might be utilized in a period of greater teacher
supply,

!gglications

The analysis of the data suggests that, compared to generally accepted
practices used in induatry2 to select personnel who are at a professional level

1In this connection it should be recalled that in at least 93% of the syse
tems, a high ranking official supplied the data requested (Table 1, pe 7). Fure
thermore, the questionnaire dealt with factual rather than attitudinal informa-
tion., Thus, presumably, the respondent was more likely to furnish accurate ine
formation, Therefore, it may be asaumed that reliable responses were obtained,

2During the fall of 1965, personnel of the Board of Examiners visited
representative industrial concerns, such as Americsn Telephone and Telegraph
Company, Standard 0il Company of New Jersey, Metropolitan Life Insurance Company,
Macy®s, New Jersey Bell Telephone Company, and the Port Authority of New York
to learn firsthand about personnel selection practices currently used,

T W s g i . S e
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silmilar to that of teachers, certain procedutes governing the selection of
teachers in the typical large public school system appear to be inadequate and
unsophisticated,

Listed below are teacher selection practices which form the basis of this
impression. It must be emphasized, however, that only a longitudinal program
of research, relating specific selection practices to varied criteria of their
effectiveness, can yield data to test the validity of the impression.

(1) Only about 1/4 of LPSS prepare job descriptions and only 1/20 of them
use a specific job descriptiorn form, It is difficult to understand how LPSS
can recruit candidates efficiently in the absence of clearly stated and de=
fined job characteristics, such as grade and/or subject to be raught, amount of
professional experience required, salary range, etc.

(2) Nearly 25% of LPSS request references from friends of the candidate,
It is well known that even many letters of reference from former employees or
college professors, less emotionally involved with the candidate than his
friends, are of doubtful value; therefore, little may be gained by eliciting
references from friends of the candidate,

(3) Only 12,8% of LPSS give examinations as part of the selection process,
The typical system selects teachers by interviews, 20=30 minutes in duration,
conducted by officlals, 30% of whom have been trained almost never or, at best,
occasionally in the interview process and who attempt to rate the candidate on
about a dozen characteristics,

The utility of an interview under the best circumstances (e.g., adequate
amount of time, use of trained interviewers, limited set of characteristics to
be rated) tends to be diminished by the subjectivity inhexent in observations,
Thus, one can only speculate, in the absence of relevant research findings,
about the degree of inadequacy of interviews used by LPSS. In this era of mass
testing3 one is startled by the finding that only 12,8% of LPSS use examine
ations. The development of tests represents a sizeable investment in time and
money. School systems, however, could employ the National Teacher Examinations,
which only 9,7% of LPSS use,

(4) Slightly fewer ¥3un 2/5 of LPSS do not require candidates to take
physical examinations., This f°nding is also astonishing in view of the fact
that teachers come in daily close ¥mwkact with pupils, For the sake of the
children’s as well as the teacher's health, physical examinations of candidates
should be required by all school systems,

(5) It is generally recognized that the modern teacher plays many roles
inside the classroom in addition to that of director of learning, namely, parent
substitute, judge, confidant, object of identification, object of affection and

3Gos1in (1963) observed "it appears that between 150 million and a quarter
of a billion standaxdized ability tests of many different kinds are being ade
ministered annually in the United States by schools, colleges, business and ine
dustxial firms, and government agencies, including the military services, in an
effort to evaluate the intellectual capabilities of potential and existing
personnel® (p, 13),
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crushes, target of hostile feelings, etc, (Redl and Wattenburg, 1951; Stiles,
1957). Thus teachers, particularly elementary school teachers, are placed in
a strategic position from which they can, consciously as well as unconsciously,
profoundly affect the development of cognitive and non-cognitive aspects of
each pupil’s personality, One would expect that top priority is assigned to
the assessment of the candidate's intra- as well as inter-personal level of
functioning, 1.e., the degree to which the candidate (1) accerts himself and
others, (2) understands himself, (3) is able to cope effectively with his per=
sonal problems (e.g., management of anxlety, hostility, excessive need for love),
and (4) can use the power and 'authority, inherent in the teacher's roles, to
nurture the intellectual, social, and emotional growth of his pupils,

This study has clearly shown that the selection methods and procedures
currently used by large public school systems focus almost exclusively on the
overt, peripheral and not on the covert, dynamic personality characteristics
.~ of candidates, To wit, a dozen or more overt characteristics such as personal
appearance and expressed attitudes toward work are rated in a typical inter=
view of 20«30 minutes,

Symonds (1954, 1955), Jersild (1955), Jersild, Lazar and Brodkin (1962),
Lang (1958), and Davidson and Lang (1960) have emphasized, among others, the
importance of scrutinizing covert, dynamic facets of a teacher's personality
and have reported means of identifying them., Yet only 2 of 320 school systems
reported the use of personality examinations or inventories,

What appears obvious then is that selection procedures are determined by
what is easily obtained rather than what is impoxtant to assess, Selection
officers should pay attention to the mental health of prospective teachers,

* Undoubtedly, this would be a difficult area. Personality inventories, of an
objective nature are lacking in adequate reliability and validity, particulr
in selection, There are other reasons to contra-indicate the uge of personality
inventories, such as invasion of privacy, invitation to falsification or cone
formity, etc, As an alternative, the employment of psychiatrists or clinical
psychologists in the assessment process would add some expense and would also
demand great care in respect to insuring adequate reliability and validity,
Clearly the need is for extensive reseasch in this area,

The results also indicate that the presence of certain teacher selection

policles and procedures in large public school systems is related to size of

school aystem, Specifically, it was noted that the larger the achool system,
the lesser the tendency:

seeeto follow up references, e,g., to write to or telephone the recommender
se»sto use a committee to interview the candidate

*seat0 allot more than 20-30 minutes for the interview

eseoto reimbu;an the candidate for expenses incurred in the intexview

sessto involve directly the Superintendent of Schools and the Princ§p¢3
in the selection of teachers outside a 25 mile radius of the school system
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esest0 Observe the candidate's classxoom performance

eeseb0 Yequire a candidate to give evidence of state certification for the
position for which he is being considered

eesete give candidates early notification of thelr appointment,

One could hypothesize that by adopting the aforementioned practices, a
large school system will enhance the effectiveness of its selection process,
For instance, since many letters of recommendation are nonespecific, non=
committal, and unregiistic, it would be desirable to follow up these letters.
However, only 2/5 of school systems in Stratum 1 indicated that they telephone
or write to the person who gave the recommendation. FPresumably, the sheer
quant ity of applicants prevents a sizeahle number of systems in Stratum 1 from
following up. It should be noted that over 3/4 of systems in Stratum 4 contact
the recommender by telephone.

There is evidence which suggests that it is better to obtain the concensus

of a committee when interviewing job applicants than to entrust one person with -

the conduct of the interview, Yet 647% of Stratum 1 systems rely on a single
individusl, the Director of Personnel (or a member of his staff) to conduct
the interview, Furthermore, 477% of Stratum 5 systems relegate the interview
to one individual, namely the Director of Personnel (18%), the Principal (9%),
the Director of Elementary or Secondary Education (87%4), and the Superintendent
of Schools (87.),

In accordance with good administrative principles, it would seem most
desirable to have a principal sexrve as a member of the intexview committee,
Yet only 257 of Stratum 1 systems, compared to 437% of Stratum 4 and 50% of
Stratum 5 systems, do so, An interview of optimum% duration and a classroom
observation of the candidate may possibly provide the basis for a soundex
selection decision. One should note that only 2 of 28 systems in Stratum i
devote more than 20=-30 minutes to the interview, compared to 40% of &' items in
Stratum 5, Note that moderate increases in devoting more than 20-3) minutes
for the interview occur between Stratum 1 (7%Z) and Stratum 2 (227), and between
Stratum 3 (277%) and Strata 4 and 5 (43% each), The sharpest drop in the extent
to which classroom observations are made of local and non-local candidates is
between Strata 1 and 2,

Almost 2/3 of Stratum 1 systems rarely or never observe the teaching of a
local candidate, and all but one system rarely or never observe a candidate
outzide a 25 mile radius of the school system,

The practice of reimbursing candidates for expenses incurrec in ~he inter=
view will not in itself provide a systrm with a large number of promising candi-
dates, but it can help to do so. Candidates who would ordinarily not be inter=
ested in travelling to a system because of the expense involved might be more
inclined to do so if their expenses were underwritten by the system, Note that

4What constitutes "optimum® Juration of an interview bas to be determined
by research. Presumably, it 1s more than 30 minutes,

Ca
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all Stratum 1 systems have a rolicy of never reimbursing candidates for inter=
view expenses, Obviously the cost would be extremely high if all candidates
were relmoursed regardless of the distance to be travelled, However, a screenw
ing of only the most promising candidates, based on a careful examination of
their credentials and a thorough follow.up of refexences, might make reimbursce
ment more feasible,

About 2/3 of Stratum 1 systems, compared to 9/10 of Stratum 5 systems,
require a candidate to give evidence of state certification for the position
for which he 1s teing considered, Although state certification does not
necessarily insure competence in teaching, it at least assures the system that
the candidate has attained certain training qualifications for the position,
Thus it somewhat reduces the hazard of appointing a candidate to a position for
which he 18 not qualified, Kalick (1962), in a study of a group of 107 school
systems, ranging in size from 15,000 to 1,000,000 pupils (approximately 500 to
40,000 teachers), found that as size of school system increases there 1s a
corresponding increase in the percentage of appointees assigned to a subject
area or grade level for which they are not fully certified,

Since June 1s the median month by which Stratum 1 systems notify a candi-
date of his appointment, compared to May for Stratum 5 systems, it appears
likely that very large S8ystems lose potential staff members to smaller systems
vhich may assure a candidate an appointment early in the spring, The problem
here seems to involve a complex administrative machinery complicated by the
fact that, when written examinations are not given, local (district) level
officials are not authorized to make decisions regarding the appointment of
candidates,

Increasing size of system is assocliated with a greater use of certain

teacher selection practices that may promote the effectiveness of the tearher

selection process, For inatance, the larger the schoo), system, the greater the
tendency:

soset0 use IBM or other data processing systems

»»est0 use brochures as means of glving prospective candidates information
regarding the schaol system to which they are applying

»»s+L0 UBe examinations as part of the selection process
»»esto require candidates to take a physical examination

*ssoL0 conduct an active search for candidates outside a 1000 mile radius
of the school systenm

ssssto use an MAid-to-interview® blank, a checklist, or a rating scale
for recording the results of the interview

seeeto train interviewers almost always in the interview process

»s+st0 considexr appeals from the decision of the selection authority,
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It seems reasonable to assume that most of the practices listed above were
adopted to a greater extent by very large school systems because of the need to
recruit and to process large numbers of candidates as efficiently as possible,
A good example of this 1s the greater use of data-processing equipment by
Stratum 1 systems (647%), than by Stratum 5 systems (12%). Note.that the per=
centage of systems using data proceszaing equipment jumps from 28 to 52 as one
goes from Stratum 3 to Stratum 2, The question arises, at what point in the
achool size continuum does it pay to make an investment in equipment which
facilitates the teacher selection and assignment process, Projections into the
future school system size would seem to be a consideration here. Smaller sys.
tems on the verge of bigness and in real need of help might consider making an
earlier investment in data processing systems which in all probahkility they
will have to purchase eventually, '

Bigness has led to a certain degree of standardization in the tezacher
selection process, as in the use of written and physical examinations and of
forms for recording the results of an interview, Smailer systems can make good
use of these practices but it requires additional expendituxes on their part just
as it takes additional funds on the part of large school systems to pay for the
additional staff time necessary to do what appears to be a better job in some of
the aspects of the teacher selection process indicated on pages 52 and 53,

Very large school systems probably have a lower per capita cost of train-
ing interviewers because of the great number of interviewers to bz trained.
Furthermore, the txaining of interviewers becomes mandatory when the interview
1s considered to be one of the tests in the examinatlen.

Lower per capita cost of production and a more extensive recruitment pro=
gram are probably factors in the tendency for the very large school system to
use brochures ca a means of giving information to candidates.

Pending the outcome of research studies whi.h explore the relative effect-

iveness of various selection procedures, one cax only conjecture about the
desirability of specific practices,

Suggestions for Further Research

The study reported here was designed to gather informecion which heretofore
was not available and to generate suggestions for further research, The
findings raise a number of questions in the area of teacher selection which
merit further researchi

(1) How effective are specific teacher selection policies and procedures?
Relationships should be ascertained among specific practices and various criteria
of effectiveness, e.g., teacher’s classroom performance, teacher's job satig-
faction, teacher's interpersonal skills, teacher's ability to function in vari-
ous roles other than that of instructor, teacher's attainment of tenurs, atc,

An investigation should be undertaken to determine whether there is a greater
clustering of more desirable selection practices in those large systems which
rank high on criteria of quality,
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(2) Are there procedural differences in the selection of elementary,
Junioxr high, and senior high school teachers?

(3) How do teacher selection practices compare with practices used in induge
try to select persannel who are at a professional level comparable to that of
teachers? Which practices might be useful for the selection of teachers? Can
industry learn from teacher sélection practices? . "

N
(4) How effective are selection devices other than t.ose used at the
present time? Experiments could be launched using methods such as leaderless
group discussions, conferences, tests attempting to measure divergent thinking.
analyses of lessons presented by closed circuit television, projective tests
(e.g.» Thematic Apperception Test), non-projective tests (e.g,, Minnesota Multi-
phaslc Personality Inventory), and depth intexviews,

(5) To what extent do teacher selection practices in systems with fewer
than 12,000 pupils and/or fewer than 400 teachers differ from those used by
large school systems? For instance, a comparative study could be made of smaller

Bystems which are financially favored and are reputed to have progressive adminisge
trative practices,

(6) To what extent hava large school systems decentralized their teacher

selection process? Howceffective is the teacher selection process in decen=-
tralized systems?

(7) Which teacher selection policies ard procedures are ragarded as effecw
tive by school administrators? Why?

(8) How do applicants for teaching positions view certain selection prace
tices? To what extent do they feel that modifications are in order? Why?

(9) How are interviewers trained in the interview process? How effective
is this training?

(10) What 1s the optimum duration for an interview? How does this vaxy for
different teaching positions?

(11) How do interviewers rate the characteristics of an applicant? How
valid and reliable are these ratinga?

| (12) What differences, if any, are there among applicants whos
|

(a) accept appointments which are offered further away or closer to
| the start of the school year?

(b) accept an appointment the first time 1t is offered and those who
decline a number of times?

(13) To what extent do teacher salection practices change over & number of
ysars?

(14) How do teacher selection Practices vary with adequacy of supply of
teacher candidates?
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(13) Is there a relationship between school system size and sffectivensss
of the teacher selection and assignment process?

(16) What kinds of written documents, such as job dncrlption forms, -
‘application forms, brochures, interview rating forms, reference forms, etc,,
are most effective in the teacher selection and assignment process? An analysis
of written documents is indicated, :




CHAPTER V

SUMMARY

The objectives of the study were as follows:

(1) To survey teacherl selection policies and procedures in largez public
achool systems,

(2) Within the rubric of "large" systems, to compare school systems of
varlous sizes with respect to their teacher selection policies and procedures.

(3) To determine relationships of teacher selection policles and procedures
to teacher selection rate and to teacher=-pupil index,

(4) To determine fields of needed research in the area of teacher selection,
The following questions were ralsged:

(1) What are the teacher selection policies and procedures in large public
school aystems?

(2) With respect to which teacher selection policies and procedures do
similarities exist among laxge public school aystems?

(3) With respect tc which teacher selection policies and procedures do
abgolute trends exist among school systems according to size?

(4) With respect to which teacher selection policies and procedures do
school systems included in one stratum deviate from the absolute trend estabe
lished by school asystems included in the other strata?

(5) To what extent are teacher selection policies and procedures related
to teacher selection rate?

(6) To what extent are teacher selection policies and procedures related
to teacher~pupil index?

Using as a basis a review of the literature and the researchers' own knowe
ledge of the field, a questionnaire was developed covering 15 areas of teacher
selection policies and procedures, The questionnaire was 3ent during October
1963 to all large public school systems in the United States (N = 382) and
returned by 83,8% (N = 320) of them,

1Thix atudy dealt only with regularly appointed teachers,
2Enrollment of at least 12,000 pupils,



39

School systems were categorized into five atrata, based upon the number of
regularly appointed teachers employed by the system,

In order to answexr questions #1 through #4, frequencies and percentages
were computed of responses made by school systems in each of the five strata,
as well as by the total population included in this study, »

In order to answer questions #5 and #6, responses given by the study's
total population on 51 questionnaire items were grouped by tertiles (lower 1/3,
middle 1/3, and upper 1/3) with respect to the teacher selection rate and the
teacher=-pupil index, From the pool of 228 response options on 51 questionnaire
items, 72 response options were selected for factor analysiz in accordance with
the following criteriat

(1) the responses had to reflect an absolute trend,
(2) the xesponses had to fall between 10~90%,

(3} the responses in the lowex 1/3 had to differ from those in the uppex
1/3 by at least 5%,

The responses to the 72 options were subjected to a factor analysis via
the centroid method of extraction and the varimax method of rotation, Twelve
factors were extracted, Judgmental factor refinement and definition resulted
in the creation of two additional factors, Weighted factor scores were
gengrated, Pearson's product-moment coxrelations were compute! to determine
relationships of the 14 factors to the teacher selection rate and teacher=pupil
1ndCXQ

Since the data for this study were obtained from virtually a total universe,
rather than from a sample, tests of significance were not applied,

The following majoxr conclusions were drawn:

(1) Teacher selection policies aud procedures vary widely among large
public school systems,

(2) The interview 1s used as the primery selection device by all large
aystems,

(3) Relationships exist between size of school system and certain teacher
selection policies and procedures,

Specifically, the larger the school system, the greater the tendency:
s»eeto use IBM or other data processing systems

sesato use & brochure as a means of giving infoxrmation to candidates*3

3#School systems included in one stratum deviate from the absolute trend
established by school systems in the other four strata, The absence of an
asterisk denotes the fact that the responses of school systems in Stxata 1
through 5 reflect an absolute trend,

A - > et T
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~eeeeto involve the Director of Personnel or a member of his staff in the

selection of teachers outside a 25 mile radius of the school system*

eeseto make an active search for candidates outside a 1000 mile radius of
the school system®*

eeeoto select 407% and over of the number of teachers yearly selected from
outside a 25 mile radius of the school system¥®

eseeto use examinations as part bf the selection,process

eeeeto use the National Teacher Examinations

eseeto require candidates to take a physical examination

seveto 1ssue examination announcements for teaching positions*

esesto have the school system physician give the physical examination*

seeetn have an official (or officials) administer written examinations to
candidates for teaching positions*

o

W
eseelot to permit a candidate to apply the passing parts of an examination
previously failed to a current examination for the same license*

esesto have one individual, rather than a committee, interview the candie
date*

eseeto allot between 20«30 minutes for each intexview

eveeto have the Director cof Personnel or a member of his staff interview
the candidate as the sole intexviever

seesto use a rating scale for recording the results of the interview*
eesenever to reimburse the candidate for expenses incurred in the interview*
esseto train intexviewers almost always in the interview process*

secoltver to observe a candidate's teaching outside a 25 mile radius of the
school system :

eoeolleVEr to make & classroom observation of a local candidate*
eeseto use eligibility 1ists

sseeto rank candidates on eligibility 1ists from highest to lowest within
their various classifications®

eeseto make appointments from the eligibility 1ist in descending order*

seseto notify candidates later of an appointment to the teaching staff for
the following September

seest0 consider appeals from the decision of the selection authority,
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-

The larger the school system, the lesser the tendency:

eseetO Use commercial teachers agencies as resources 1nAre6tuitlng
applicants =

sceeto involve directly the Superintendent of Schools and the Principal
in the selection of teachers outside a 25 mile radius of the school system

eeeeto contact the applicant®s recommender by telephone*
eseeto write to the applicant's recommender*

eeeeto have the Supervisor* and the Principal serve on the interview come
mittee

seeeto allot 30=45 minutes for each intexrview*,

(4) Teacher selection policies and procedures, represented by 14 derived
fa:::ra, are only slightly related to teacher selection rate and teacher=pupil
in °

Limitations and implications of the study were discussed and several
suggestions for further research vere offered,

X
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APPENDIX A
TABLE 7

Percentage of School Systems Within Each Stratum Which Responded
to Spscific Items of the Teacher Selection Questiomnaire

Stratum

Iten 1 2 3 4 5 Total
(N=28) (N=54) (N=79) (N=73) (N=86) (N=320)

l, An snalysis of existing staff re.
sources is made in terms oft

*(15.1) Az‘.............‘....'.......‘.00. 50.0 7202 65.8 61.6 73.3 '66.6
(15-2) Amount of professional preparation 71,4 77.8 79,8 79,4 84,9 80,0
(15-3) Amount of t‘.ﬁhin‘ .xp'ri.nc..oooo 67.9 75.9 77,2 71.2 8l.4 15,9
(15-4) SPCC‘ll ‘kill"ooo.o..oo.oo.o..o.o 50.0 59.3 65.8 56.2 53.5 57.8

S 4 7.6 19,2 19,8 16,6
(15-5) If a staff analysis is not made,
check this alternative.ceecsscsee 21,4 20.4 15,2 15.1 9.3 15.0
m “.pm.‘................‘...Q.. 7'1 o 205 5.5 3.5 3‘4
2, Datas regarding individual staff
members cre meintained by means of:
(16-1) PCtlonnal foldcrl................. 96.4 9.4 96,2 93,2 96.5 95.3
(16-2) IBM or other data Processing system64,3 51,8 27,8 20.6 11.6 29,1
(16.3) Iud‘x c.rd....l....ﬁiﬂ............ 42.9 50.0 40.5 3907 33.7 40'3
(16.4) Oth.r..................G.....‘O... 701 3.7 10.1 4.1 3.5 5.6
(16-5) Data on existing staff resources
.r‘ not uint.in.d.......O....‘.' 0 1.8 1.3 0 o 0‘6
No rclponlt..............a.......- 0 1.8 0 1.4 3.5 1.6

3. a) Are job descriptions generally
prepared for teaching vacancies?

(17'1) Y..ouoo.oooconuoooooooo.o.opoooo.o 1709 27.8 13,9 26,0 27,9 23,1
(17'2) Nooooooo.ooooooo.ooooooooooooo-ooo 78.6 66,7 83.5 72,6 70,9 T4.4
No r.lponse.................a..... 3.6 3.6 2,3 1.4 1.2 2,3

b) Do you use specific job de-
scription forms in your system?

(18-1) Y"oa.o--ooocoooo-ooooogoooo--.-oo 3.6 3.6 6.3 3.5 3.3 3.0
(18-2) Nooo.oooo.oooooooooooogowunoo'co‘o 89.3 85,2 89.9 94,5 94,2 91,2
No r.‘Pon....O.........Q...O...... 7.1 9.3 3.8 0 2.3 3.8

Note: Items on which ths sum of ail responses exceeds 100% are those on
vhich the responden® gave more than one rssponse,

&No response war given to any alternative of the questionnaire item,
*IBM code numbers, |

(Table continued on next page’
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TABLE 7 (coatinued)
Stratum 2
Item 1 2 3 4 5  ‘Total

(N=28) (Na54) (N=79) (Na73) (N=86) (N=320)

3. c) If your answer to 3a or 3b is
"Yes", which pieces of information
axe typically included in the job

descriptions? .
(19-1) Grade and/or subject to be taught, 14,3 18,5 13.9 24,7 26,7 20,6
{19‘2) Characteristics of Mil..oo.ooooo 0 704 809 906 7O0 7.5
(19«3) Amount of professional prepare-

ation requiredessvnecocscescesees 14,3 20.4 12,7 21,9 26,7 20,0
(19-4) Specific competencies required,... 10.7 20.4 13,9 17,8 19,8 17,2
(19-5) Personal characteristics desired,. 10,7 11,1 7,6 9.6 11.6 10.0
(19-6) T”Qh‘ﬂg cextificate muiM..... 1&-3 2094 110 2&;7 22@1 19.1
(19-7) Physical workin; condﬂ:ionl..n... 0 3.7 11.4 9.6 12,8 9.1
(19"8) slllt’ m.o---ooooooooooqoooo--n 10.7 16.7 11.4\ 23.3 25.6 18.8
(19.9) ovt!nrta...ﬂtﬂﬂiﬂﬂlﬂ..”.0"0.0..‘0 0 O 1.3 0 lbz 006

No TeEDONBR,conecovsnocnsrsavnsses 85,7 74,1 86,1 74,0 713.3 77.8

4. Which resources are used in rse
cruiting applicants?

(20-1) Placement bureaus of teachers
colleges, liberal arts ocolleges,
le‘”iti.‘oo...o.o.oob.oo.n!co. 92.9 98,2 93.7 9%.3 97.7 95.6
(20"2) Cmrcill teachers “‘m“.ooonoo 14.3 2202 32,9 49.3 30,0 37.8
(20'3) State Dopartmcnt of Iduutlm..... 2104 2599 27,8 ”07 41,9 33.4
(ZM) State Teachers m‘.tlmnpocnaoc 21-‘ 31;5 32,9 26,0 33.7 30,3
(20-3) Applicstion sent in voluntarily
by appucmtl...................-100,0 90,7 93,7 93.2 96,5 9.4
(20-6) Direct recruitment on campuses of
teachers colleges and uni-
“"itl.'wnooooouooooo.oooonouooo 92.9 81,5 86,1 84.9 84.9 83.3
(20-7) Published announcements of
w.itlm to be f’.lldoo..ooooa-o 32,1 22,2 39¢2 48,0 37.2 37.2
<2Q"8) Oﬁh.l'oooaoo-oocoo-nooo.ouooo-..oov 701 307 308 104 500 "1
No r‘mauzaoaootoooooo:ooocoop 0 1.8 0 0 0 0.3

5. 8) Do you give exsminations as
part of your selection process?

(21-.1) Y“-ovcooo.uuoocuoooopounoosoo 57.1 16,7 11.4 3.5 3.5 12,8
(21'2) uoo‘o.oooompo.noooooo.oo.oooo.nooo ‘zi, 8303 8806 ”05 ”05 8102

b) If your snswer to 5a ia "Yes¥,
please answer the following?

(Table continued on next page)
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TABLE 7 (continued)

| Stratum

N e

Item i 2 3 4 5 Total
(N=28) (N=54) (N=79) (N=73) (N=86) (N=320)

5. b) (cont'd)

Do you issue examination announce-
ments for teaching positioas?

(22~1) Y‘..OOOQQ.....O....O..O.i....O.D..

(22.2) No.....'..‘...'....'Q.........'...
No TeSPONBCosavensesescrcesescscen

c) If your answer to 5b is “Yea",
plesase answer the foilowing: °
Examination announcements:

(23-1) Are given to an applicant at his
IOQUIItooooooo.-ooooooo‘c'oo-o.o-
(23-2) Are sent to an spplicant as a re-
sult of a formal applicatinm
previously filed.cecssvecccccnsse
(23-3) Can be consulted by the applicant
on the bulletin boaxrd of a col-
lege or university placemant
b“t‘.uono‘oooo-ooooooooo-ooooonso
(23-4) Can be consulted by the spplicant,
in whole or in part, in the pub-
lic or private 8choolsceccccccece
(23-5) Can be consulted by the applicant
through the cooperation of some
professional organisation to
which ths aanouncement has been
QQ..Q.....Q..’....'......‘...

‘23'6) Oth.rooo-ooqvnoona.coonoo..ooooopo

NO ror0n8Reeseescevecsccsasesssce

6. What kinds of examinations are nor-

mally used in the selection of
teachers?

56,4
3.6
30,0

33.7

2.1

39,3

32,1

14.)

0
37.1

(24=1) National teaschers exsminations 42,9

(24-2) Locally prepared esssy questions
(24-3) locally prepared test for each
SubJECt AXResesevsaserencecsacs

14,3
14.3

11.1
1.8
87,0

Tok

Th

Toh

3.6

3.7
1.8
90,7

11.1
Teb

o7

6.3
1.3
92,4

2,3

2,5

3.8

3.8

1.3
1.3
93,7

8.9
1.3

0

(Table continued on next pags)

2,7
l.4
95,9

1.4

2,7

Aol
1.4

0

Je3
96,3

2.3

2.3

2,3

2.3

1.2
0
97.7

33
2,)

1,2

9.1
1.2
89.7

3.9

3.9

6.2

3,6

2,5
0.9
91.9

9.7
3.8

2,2
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TABLE 7 (continued)

Stratum

Item 1 2 3 4 3 Total v
(N=28) (N«34) (N=79) (N=73) (N=86) (N=320)

e s

6. (cont'd)

(24~4) Teaching performance test for

slementary Otndldltﬂlootooooooooc 3.6 1.8 1,3 0 0 0.9
(24=53) Psychological or personality exame

inations or inventories.cecesesss 3,6 1.8 0 1.4 0 0.9
(24-6) Oral emaminstion to discover com

petence of the candidate in the

area for which he is agplyln'...o 42,9 5.6 0 14 0 3.0
(24'7) SPCCOh .“.‘l‘tlﬁﬂo.ooo.oooo.ooooo 7.1 0 0 0 0 0.6
(24-8) Teaching perfotmance test for

necondnry CCHdidlthooatco*ao.ooo 3.6 1.8 1.3 0 0 0.9
(24‘9) Oth.rooooooooooon.ooooo.out0000000 701 1.8 0 1.‘ 192 1»6

"o “m.............D‘..’...O’ 42.9 83‘3 87.3 9’"5 96.5 86.9

7+ Prospect.ve candidates are given
inforwstion regarding your system
by means of:

(25“1) A btochum!................';a-.... 92,9 85,2 7‘.0 64.4 66,3 73.8
(25‘2) ril-.......OOOQOQOOQ..OC.Q.......‘ 14,3 9.3 1le3 2,7 3.5 47
(23+3) Recruitment officials’ Statements. 96.4 98.2 89,9 90.4 96,5 93.8
(25-4) Otherecesessereeesencorcncnonone,s 21.4 9.3 1l.4 11,0 17.4 13,4

No r.'Pon.‘QoooocooQoooooooooopont 0 1.8 6.3 6.8 2.3 4,1

8¢ a) Do you make teacher se¢lections
beyond a 25 mile radiuve of your
school system?

(26‘1) Y‘...Q.Q..'l.......‘...Q....l‘.t.. 96.4 98,2 9.9 9.5 96.5 93.9
(26‘2) "0.0oo-ooooo.o!oooooQ-ooooupooo’.l 3.6 1.8 3.8 Al 2,3 3.1
No rQQPOH..ooQooooQQ‘ooooooooooooo 0 0 1.3 l.4 le2 0.9

b) If your snswer to 8a is "Yes™,
Please answer the following:

4 Which individusls are typically
directly involved in the selection
of teachers outside a 25 mile
radius of your school system?

(Teble oontinued on next page)
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TABRLE 7 (oontinued)

Stratumn

Item 1 2 3 4 5 Total
(N=28) (N=34) (N=79) (N=73) (N=86) (N=320)

8. b) (oont'd)

(27-1) Suporintcndcnt of 8¢h001'...oooooo 3.6 14,8 22,8 ) 43.8 57.C 33.8
(27-2) Director of Personnel or member of
his Mfcoooooooooooooooooooooo. 83,7 92,6 79,8 69.9 64,0 759
(27.3) thlmoooooooooooooooooo.oooooo 21.4 31.3 34,2 46,6 53.8 41,2
(27") Assistant Pﬂw‘pllooooooooooooooo 10,7 3.6 6.3 17.8 14,0 11,2
(27-5) Subject matter specialist other
thean clasasroom tmooooooooooo 17.9 20,4 15,2 19.2 15.1 17.2
(27-6) m*moooooooooooooooooooavooo 21,4 27,8 20,2 32,9 3l.4 27,5
(21“7) W miMOlooooooooocoo 3.6 9.3 6.3 3.3 13.1 8.8
(27'8) Classroom tuehor.......u..u..e. 3.6 3.7 0 4.1 5.8 3.4
(27-9) Director of Elementary or Second-
ary mtlm...‘...........'..." Te1 3.3 30.4 30,1 43.0 3.9
(27-0) Otherecesesorrsrenssnssccrcscesese 14e3 3.6 8.9 8.2 11,6 9.4
No TeSPONDCeccececrcecstcssssssoone Job 3.7 6.3 6.8 3.5 4e7

9+ &) Do you use an spplication form
in selecting teachers?

(28-1) Y“.O.................‘.0.6.0‘....1%.0 IM'O 100.0 ”06 1w00 99.7
(28-2)uo................................ 0 0 0 le4 0O 0.3

b) If your anewer to % is "Yas",
what kind of Information does your
application form call for?

(29"1) The position wantedesossocevoaceces 92,9 %% .4 9.9 95,9 95.4 95.0
(29+2) Personal data - e.g., age, merital

M\.oooooo\.oooooooooocooooooooo 9,4 100,0 100,0 9,6 98.8 99,1
(2923) Ddwestion « e.g., institutions ate

tended, major and minor subjects,

degree hldooooocoogoccooooonoo00100‘0 100,0 100,0 93,6 100.0 99,7
(29-4) Experience - e.g., school, posie

tion, detes and other types of

work wm.oQQOQQQQQQoo.oooo.lmoo 96.3 98,7 97.3 100.0 98.4
(29.5) TMIoooooooooooooooooocooooooooa 23,0 31,3 3.9 2,9 N4 31,6
(29-6) Statement of interests - Cofes

dramstics, musical, sthletic, etc.75.0 88,9 92.4 87.7 93.0 9,4
(2"7) mm”"......bl.Q..Q.....Q... 9.9 9.3 9%, 93.9 93,0 M. 7
(290.) Othcr........u..........u......, 23,0 18.5 1.3 2,6 3.8 9.4

No Te8POnBGcacrecsntoc ety innncssss O 0 0 1.4 0 0.3

(Table continued on next page)




TABLE 7 (oontinued)

ftratum

Item 1 2 3 4 35 Total
(N=28) (N=34) (N=79) (N=73) (N=86) (N=320)

e —— e

10, Now meny years of prepavstion be-
yood high sehoo! gradustion spe re-
quired for iunitisl sppointments as
& classreom teacher? (Indicste the

ninissm musber cf years vequired

after each level of tesching.) .
Y%g

(” - llmary School 3.6 3.7 2.5 3.3 3.3 3.8
2.5) 3 0 1.8 0 2.7 7.0 2,8
4 89.3 92,6 94,9 87,7 86,1 90.0
: 5 3.6 1.8 0 1.4 0 0.9
No YeBPONSER®,,00e0s Job 0 2.5 2,7 3.5 2¢5
(31 ~ Junior High School 2 3.6 0 0 0 0 0.3
2<5) 3 0 0 0 0 2,3 0,6
4 89.3 98,2 94.9 91.8 94.2 94.1
5 3,6 1.8 2,5 3,5 1,2 2,8
No remponse.,,seae 3.6 0 2,5 2,7 2,3 2.2
(32 . Senior High School 3 0 0 0 0 2,3 0,6
3.5) 4 82,1 87,0 86.1 87,7 88.4 86,9
3 14,3 13,0 12,7 11,0 8,1 11,2
No respomse..,.... 3.6 0 1.3 1.4 1.2 1.2

11, References regarding candidates
are ususlly requested from:

(33«1) College or university professors.. 85,7 96,3 91,1 95,9 95,4 93,8
(33‘2)'“2 education QIO,Q“.Q-.Q see 89.3 100,0 96‘2 95.9 98.8 96.9
(33+3) Former non-educational employers.. 30,0 64,8 60.3 58.9 60,53 60,0
(33")'71.ﬂdl of the Oﬂndldl:.oonoooooo- 35,7 13.5 24,1 21,9 27.9 24.7
(33‘3’Oth‘:.QQ..QDOQ'.O.90'0....!0...... 33,7 13.0 746 802 14,0 12,8
(33-6)References are not used in select-
ing tcachctl....-................ 3.6 0 0 l.4 0 0,6
No r“PORQCooo-ooo.o.ooo,..--.oogo 0 0 3.8 0 0 0.9

12, ¥olloweup of references is usuall
made by: d

(34=1)Contacting the recommender by
t‘l.’hOQCQOQQQQQQQIQ--c-nooﬁ-qnoo 42,9 61.1 62,0 7647 12,1 66,2

(Twble continmued on next page)
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TABLE 7 (continued)

Stratum

Item 1 2 3 4 5 Total ;
(N=28) (N=54) (N=79) (N=73) (N=86) (N=320)

12, (vont'd)

(34-2) Face-to-face interview with 1
reCOmMMENnder,sesesscsoscesssescsnce O 22,2 26.6 24,7 18,6 20,9
(34=3) Further written communication with
r‘co-.‘nd.r...l...lQ.0.0..'OOQ‘.. 39.3 63-0 6‘06 65.8 65.1 62.5
(M) mm...'...’......'.........'.... o o 0
(34~5) References are not followed-up..., 32,1 20.4 15,2 9.6 12,8 15,6
NO response..cceeccenscevccnssenes 10,7 3.7 2.5 1,4 2,3 3.1

13, Do you require candidates to take
a physical examination?
]
(35.1) Y"’..0.0l.‘...!lﬂ."0.'.'.‘.'.‘.. 89.3 72;2 “.6 53'4 4808 6102
(35-2) "00.......O.Q..l‘.'...l..ﬁl’l.."‘ 10.7 2599 35'4 63.8 48.8 3712
1

NO Y@8pONS@.censevrvescrssnssssssess O 1.8 0 2.7 2,3

If "Yes”, who may give the exam-
ination?

(%"1) The school system ph’.lCi‘npo.-.Qb 42,9 18,5 1297 9'6 1208 1506
(36-2) A physician spproved by the Board

of lducltlon..-.n............... 14.3 9.3 7.6 6n8 4.6 7,5

(%"3) Any licensed ph‘yllCi‘nno.-ooooro-c 46-4 53.7 55.7 43.8 41.9 48,1
(36=4) An exsminer cther than a licensad

phyliﬁ’..n.opopopunoqao-i--ooaonoo 3.6 0 0 1.4 0 0.6

No T@BDONBC,ysensssenssvsnnncssnss 1047 31,5 32,9 46,6 30.0 28.4

14. Do yoﬁ intexview candidates for
appointment to your school system?

(37”1) Y..DOOD.QQ.‘IO!IO'.O..Q.O'!.O!Q!QQIMOO lm&o 1m-0 lmao IMQO lm‘o
(37-2) NO"DOQDO.I.'Q!".'..’!.D.Q.QO.QOQ 0 0 o 0 0 0

If "Yes", does one individual ine
terview him or does a committee
interview hix?

(38-1) On® INAAVIdUALerurevernnesanssnnes 64,3 66,7 53,2 48,0 46,5 53,4
(38’2) A mr—c.‘oscoa-nv'nocg-ggnongqan 35.7 33.3 46,8 52,0 53.3 46,6

(Table continued om next pags)
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(continued)

Stratum

Item

1 2 3 4 5  Total
(N=28) (N=54) (N=79) (N=73) (N=86) (N=320)

14, (cont'd)

If one individual, which one of
the following:

(39-1) Superintendent.secessssscrcccsccns
(39-2) Director of Personnel or a member
of his Btaffesseveccssasecccronsns
(39-3) Director of Elementary or Second-
ary Education.......-.-.........-
(39'4) Ptin01pl1.......----.-..----.-....
(39-5) Assistant Principal...-o......-..a
(39-6) Subject matter specialist other
than classroom teacher.ssccocnces
(39-7) SupCrVIlot........o...o.-.-..--.,.
(39-8) Department chairman.cecccsacossses
(39-9) Classroom tcuchcr............-....
(39-0) Member of the Board of Education.,
(390X) Othcr......qa...,.......-......‘..
No TeBPONBCucvessencasssssnsentsns

If a coomittee

(40'1) Sup!rintcndcnt...n.....-..........
(40-2) Director of Personnel or a member
of his Btaff.ccecccnconnscccnnsans
(40-3) Director of Elementary or Second-
ary lducatlon...............--.--
(40-4) PI‘QCIPCIooooooogcoopaovo--onpoo'-
(40-5) Assistant Principaleccccssceesenss
(40-6) Subject metter specialist other
than classroom teacheresecsnssces
(‘0'7) SUPCrvllor...-................-..¢
(‘0‘8) DCPQrtn‘nt ch‘il-.ﬂoggo..onQooooo
(b0‘9) Classroom to.chcr..............-..
(40-0) Member of the Board of Rducation..
(bO—X) Othor...........o-..........g..-.-
No T@SPONBB L ssanvnosenssssassnsese

0 0 0 1.4 8.1 2.5
64,3 62,9 40,5 31,5 18,6 38,4
0 1.9 6.3 8.2 8.4 5.9
0 1.9 3.8 6.8 9.3 5.3
0 0 0 1.4 0 0.3
0 0 0 0 C 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 2,3 0 1.2 0.9
35.7 33,3 46,8 52,0 53,5 46,6
0 9.3 10.1 20,5 26,7 15,9

21.4 3195 39;2 3492 27Q9 32-2

10.7 22,2 17,7 31.5 31.4 24,7
25,0 25.9 36,7 42,5 50.0 38,8
10.7 9.3 5.1 8.2 9.5 8.1

14,3 16,7 5.1 15,1 12,8 12,2
17,9 18,3 24.1 25,8 22,1 23,1
17.9 Teh 12,7 19,2 10.5 13,4

10,7 0 3,1 6.8 1,2 4.1
o 0 2,5 0 0 0.6
10,7 3.7 3.1 6.8 1,2 4,7
64t3 66#’ 5312 48n0 66-5 53c4

(Table continued on next page)
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- TABLE 7 (continued)

Stratum

Item 1 2 3 4. 5 Total
- (N=28) (N=54) (N=79) (N=73) (N=86) (N=320) |

15, Which characteristics of a»canQ
didate are rated by means of an
interview? :

(4le1)Ability In the subject matter that | '
the candidate proposes to teach,, 57,1 64,8 81,0 65.8 76,7 71.6
(61'2)P3280m1 appearancCesscccccsscceees100,0 100,00 100.0 94.5 97,7 98,1
(41-3)speQChooooooooooooooioooooooootooolmoo 100.0 96.2 93.2 97.7 96.9
(41-4)16081381 thinkingoooooooooboooosooo .4 _ 77,8 78,5 71,2 14,4 75,0
(41=5)Extent of cultural backgroundees.. 75,0 81,5 81,0 71.2 7.4 76,6
(41-6)&‘tent of tommunity contacts...... 42,9 48,2 37.0 43.8 38.4 46,2
(41-7)Attitude‘ towards his work...uoulO0.0 92.6 96.2 9004 91.9 93.4
(41-8)Extent of outside intereatso..oo.oo 64,3 64»8 65.8 71,2 62,8 65,9
(41'9)Know1¢d83 of current aff‘iraoooooo 42,9 97.4 45,6 39,7 5203 47,8
(41<0)Philosophy of education.eeseesssss 89.3 81,5 91,1 80.8 83,7 85.0
(41-X)Potentialities for professionai
' Smwchoooooooooooooooo‘oooooooooo .4 ) 70.4 88,6 80.8 76,7 79.1
(4l-Y)Interest in children and/or youth, 89,3 87,0 9%.9 89,0 88.4 90,0
(42-1)Extent of democratic outlookeeecsee 39,3 9.3 7.0 39,7 47,7 49,4
(“'Z)Otherooooooooooodoooooooooooo'oooo(Pol 11,1 13,9 13,7 14.0 15.0

16, Which of the following are used in
recording results of interviews of
candidates?

(aa-l)c"eck 1£3t........................ 35.7 35.2 21.5 20.6 29.1 26.9
(aa.zmting acale........'...........Q. 57.1 5000 34.2 21.9 22.1 32.8
(43-3)"Atd=to-interview" blankessssssees 42,9 33,3 31,6 27.6 23.3 29,7
‘ammher.......;..................... 3.6 1".8 17.7 13.7 19.8 15.6
(43=5Mritten score of an interview 1is | .
not mde..............“....’..... 7.1 s.6 lg.o ' 24.7 24.4 ls.a
m re’ponse........‘.............. 0 1.8 o . 6.8 3.5 2.8

17, Are candidates reimbursed for ex-
i penses incurred in personal intere

view? :
(M-I)U!Ullly............u............. 0<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>