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LETTER OF TRANSMITTAL
DEPARTMENT OF THE INTERIOR,

OFFICE OF EDUCATION,
Washington, D. C., May, 1933:

SIR: Within a period of 30 years the, high-school enroll-
ment has increased from a little over 10 per cent of the
population of high-school age to mdre ihan 50 per cent of that
population. This enrollment is so unusual for a secondary
school that it bas attracted the attention of Europe, where
only' 8 to 10 per cent attend secondary schools. Many
European educatms have said that we are educating too
many people. I believe, however, that the people of the
United States are now getting a new conception of education.
They are coming to look upon edutation as a preparation for
citizenshiiand for daily life rather than for the money return
which comes from it. They are looking upon the high school
as a place for their boys and girls to profit at a period when
they are not yet acceptable to industry.

In order that we may know where we stand in secondary
education, the membership of the North Central Association
of Colleges and Secondary Schools four years ago took the
lead in urging a study. It seemed to them that it was wise
for such a study to be. made by the Government of the United
States rather than by a p4ivate foundation for if such an
agency studied secondary ..education, it might be accused
either rightly or wrongly of a bias toward a special interest.
When the members of a committee of this association ap-
peared before the Bureau of the Budget in 1928 they received
a very courteous hearing. It was impossible, so the Chief of
the Budget Bureau thought, to obtain all the money which
the commission felt desirablé; with the money which was
obtained, $225,000, to be expendéd over a 3-year period, it
was found impossible to do all the things that the committee
had in mind. It was possible, however, to study those things
which pertained strictly to secondary education, Mist is, its
organization; its curriculum, including some of the more
fundamental subjects, and particularly those subjects on
which a comparison could be made between the p lkt and
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LETTER OF TRANSMITTAL
A

earlier periods; its extracurriculum, which is almost entirely
new in the past 30 years, the pupil population; and adminis-
trative and supervisory problems, person*l, and activities.

The handling of this survey was intrusted to Dr. Leonard
V. Koos, of the University of Chicago. With great skill he
has, working on a full-time basis during his free quarters from
the University of Chicago, and part time during other quarters,
brought it to a conclusion.

At the time, that the National Survey of Sec9ndary Edu-
sation was Atarting, a study on the selection and tenure of
teachers had been planned by W. S. Deffenbaugh. In fact,
he had a qu'estionnaire already prepared. When Doctor
Koos announced that this topic would be included in the
Survey series Mr. Zeigel was assigned to it. Accordingly
Mr. Deffenbaugh andMr. Zeigel worked together in producing
this manuscript. -

This study of the selection and appointment of teachers
shows that in 1930 about 8 per cent of' the teaching gtaff in
secondary schools lima about 15 per cent in elementary schools
was newly appointed in the city school systems which made
reports. In the indepéndent secondary schools and county
systems the proportion of the staff which was new each year
wash approximately one-fourth. Consequently careful seléc-
tic:en and provision for overseeing .their work seemed to be
essential to any inteilige4t action in securing, ret: I or
dismissing teachers. The 'inquiry attempted to find out h
superintendents got thozlir first information about these
teachers. A careful study of the literature wis made and
rules and regulations of boards of education were obtained.
It was found that teachers are selected by superintendents
in City school systems largely through applications. Larger
cities can rely on these persona applications better than
smaller communities. The superintendents, however, 'do not
agree as to the methods.by which the more desirable candi-
dates may be found. Min'y superintendents favor the use
of placement bureaus of educational institutions and private
teachers' agencies as a first approach rather than applications
made by the candidates themselves. These studies, however,
do not silo* the relative merits of teachers selected by either
-6f these methods.
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LETTER or TRANSMITTAL

In approximately haff of the systems superintendents
nominate the teachers directly to the 'board or to one of its
committees. In an additional fourth of the systems the
superintendents actually appoint the teachers subject to the
approval of the board: School boards, it seems, assume the
major rôle in the selection of teachers in about 4 per cent of
the :cases. Generally the stronger the superintendent and
the better trained he is the better opportunity will he have to
select the teachers himself. Secondary-school principals are
consulted in the appointment of teitchers in about half of the
schools. They recommena teachers in approximately one-
fourth of the schools and appoint them in i veiy few cases.

This study is important largely as a status study showing
the facts in an important situation. I. recommend that it be
published as a monograph in the National Survey of Second-
ary Education.

Respectfully submitted:

The SECRETARY OF TIM INTERIOR.

4110

WM. JOHN COOPER, .

Commissiontr.
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SELECTION AND APPOINTMENT
#0,F TEACIIERS

CHAPTE*11, I : THE -171tOBLEM AND METHODS
OF INVESTIGATION

1. IMPORTANCE OF THE PROBLEM

The selection of teachers is, and will continue tck be, among
the most important responsibilities of school engutives.
The problem is as old as our public schools. In the earlier
days, however, the choice of teachers was.a relatively simple
matter, since petsons with little training were employed to
"keep school." The compensation was meager and the
occupation w-its;A dsually a makeshift or part-time job. Ac-
cording to Reisner it was "the last measure of professional
and business incompetence. It was not even a well-defined
trade with staridards of preparation and fitness." No
particular professibnal qualifications were necessary for the
selection of teachers.

The evolution of the present appointive agencies was
pointed out some years ago by Suzzallo,2 who showed how in
Mapsachusetts, teachers were originally chosen by the town
meeting, how the town committee later delegated this re-
sponsibility to a grpup of selectmen; how this was followed

A)y, selection through a prudential -committee, how this gave
way to the assumption of the fuhction by the school com-
mittee, and how the school committee later came to delegate
moil) and more fesponsibility for this function to the schobl
superintendent.

Changes like those mentioned were accompanied and in
part npoessitated by the increasing importance arid difficulty

.of selecting the teaching personnel. The nuinber of teachers
i Reiner, *Alward H. The Evolution of the Common School. New York, The Macmillan

Co., 1930. p. 393.
Small°, Henry. The Rise of Local Supervision in Massachusetts. Teachers College,Columbia University, Contributions to Education, 1908, Vol. 1, No. 3, p. 164.
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needed has increa,sed rapidly, the cuniculum has been
broadened greatly, research has shown the superiority of
particular teaching methods over certain 'others, compensa-
tion has been augmented, and the number of well-trained
teachers has greatly increased. The people of the United
States recognize the fact that " the classroom teacher,"
according to Crow,3 "is the fundameptal unit in the educa-
tional personnel of today. . . . The sf.kools exist for the
purpose of accomplishing the tasks of the rteachersupervis-
ors, principals, superintendents, school boards, the office
personnelall of them bend their energies to their work to
accomplish the purposes of classroom instruction." Good
teachers are a valuable asset to any school system; poor
teachers are a detriment. The lattor are expensive in that

o they require excessive amounts of supervision and adminis-
tration, frequently undo the work of good teachers, are
difficult to eliminate, and often disturb the equilibrium and
morale of the whole teaching corps. Pupils are entitled to
the best teachers obtainable. The fact that each year nearly
every system must employ some new teachers offers school
executives an opportunity to increase the efficiency of the
teaching coips. The opportunity is one which should not be
neglected, for it at once presents a challenge and a dacultr.
The challenge is the necessity of securing the-best, the diffi-
culty lies in the lack of objective methods by which to dis-
tinguish superior teachers.

4. PURPOSE OF THE STUDY

Ole The advisers to the staff of the National Survey of Sec-
ondtkry Education recommended that a study be made of
the practices in the selection and apivintanent of secondary;
school teachers. At the time the Office tf Education was
completing plans for a study of the methods used in the
selection and aPpointment of elementary as well as of
secondary-school teachers. In order to carry out the recom-
mendations of the advisers to the survey and at the same
time to include a study of the practice in- the selection and
appointment of teachers for the elem'entary schools, it was

*. deckted to join the two investigations into a single project.
Crow, Orin F. The Seleotion of Teachers in South Carolina. Bullette of the University

of South Carolina, No. 189, October 16, 1925. p. 9.

[2]
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SELECTION AND APPOINTMENT OF TEACHERS

The present study has two major purposes: (1) to deter-
midi the status of current practices in the selection and
appointment of teachers, and (2) to identify find to study
intensively the practices in some of those public schoolswhere the procedures billowed in selecting and appointing
teachers are unusual or innovating. Not only does this implyan intensive study of those systems in which the practices
employed have proved especially effective in attracting and
retaining teachers of high quality, but also some study of
those systems which employ methods usually considered
undesirable.

The procedures followed by school executives in selectingand appointing new teachers logically fall into six steps
which form the basis for the following chapters:

1. The determination of the number of new teachers needed
for the following school year. (Ch. II.)

2. The determination of the qualifications desired of new
teachers. (Ch. III.)

3. The location of desirable prospective candidates.
(Ch. IV.)

4. The collection of information concerning prospective
teachers. (Ch. V.)

5. The atual selection and appointment of teachers.
(Chs. VI and VII.)

6. The retention of teachers of high quality. (Ch. VIII.)
8. METHODS OF INVESiIGATION

Thb data for the study have been secured primarily from
three sources: (1) literature dealing with methods of teacher
selection and appointment, (2) check lists sint to superin-
tendents of school systems and to principals t3f public sec-
ondary schools, and (3) materials sent to the survey. by the
superintendents and principals responding to the inquiry
forms.

The available related studies have been secured, read, and
briefed on special forms designed for the purpose. Fromtime to time throughout this report the findings of previous
investigations will be drawn upon. Particularly is this trueof the excellent recent sttidy of tile National Education
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NATIONAL SURVEY OF SECONDARY EDUCATION

Association,' which is well coordinated to this investigation of
the National Survey.

Special inquiry forms were devised and mailed to super-
intendents in all cities of more than 30,000 population and to
representative,samplings of cities of fewer than 30,000. In
all, approximately 1,300 forms were mailed in this manner.
Similar forms were sent to approximately 350 principals of

. public secondary schools supported by school districts main-
taining high-school grades only. These schools will be re-
ferred to throughout this report as independent secondary
schools. A third inquiry form was sent to all county super-
intendents in 10 county-unit States. These two additional
groups were included in the study to ascertain if the practices
employed in selecting teachers varied among different types of
scb ools.

The investigation deals with teacher selection in elementary
schools, junior high schools, and senior or 4-year high schools
in seven different classifications of systems and schools and
in four geographical regions of tihe country. The seven
classifications 'and the median sizes of the cities included in
the study are as follows:

Group I.Cities of more than 100,000 populatiop (253,000).6
Group ILL-Cities between 30,000 and 100,000 population (56,500).
Group III.Cities between 10,000 and 30,000 population (16,720).
Group IV.-Leities between 2500 and 10,000 population (5,400).
Group V.Villages with less than 2,500 population (1,923).
Group VI.Independent secondary schools (1,025).
Group VII.--:County systems.

The unit systems in cities of Groups I to V, inclusive, were
further divided so as to form foul: geographiçal or regional
groups as follows:

Region 1 East
(12,714)

Connecticut
Delaware
Maine
Maryland
Massachusetts

Region Middle
West (5,800)

Indiana
'Iowa
Kansas
Michigan

Region 5 South
(9,100)

Alabama
Arkansas
Florida
Georgia
Kentucky

Region 4 West
(7,000)

Arizona
Califdrnia
Colorado
Idaho
Montana

4 National Education Association, Research Division. Administrative Practices Affetting
Classroom 'Nectars. Research Bulletin, 10: 1-75, January and March, 1932.

The numbers in parentheses represent the median sizes d the villages and cities in which
these schools are located.
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SELECTION AiTD APPOINTMENT OF TEACHERS

Region I East
(121714)

New Jersey
New Hampshire
New York
Pennsylvania
Rhode Island
Vermont

Region 2 Middle
West (5,800)

Minnesota
Missouri
Nebraska
North Dakota
Ohio
South Dakota
West Virginia
Wisconsin

Region 3 South
(9,100)

'Louisiana
Mississippi
New Mexico
North Carolina
Oklahoma
South Carolina
Tennessee
Texas
Virginia

Region 4 West
(7,000)

NevAda
Oregon
Utah
Washington
Wyoming

This-division of States was made more or less arbitrarily
in the case of some States such as West Virginia, New Mexico,
and Oklahoma, but inasmuch as the numb'er of returns from
such States is relatively small, it was felt-that the region into
which they were grouped would not be particularly influential
on the status in the large number of cases represented. The
numbers placed in the parentheses in the lists of the different
groups and regions show the approximate median population
of the cities included in tilis investigation. The fact that the
median city in the East is considerably larger than the median
cities of the other regions should be kept in mind in the
interpretation of data presented for the geographical regions
throughout this report. The median size for cities of all
groups and regions is 8,100.

The number of inquiry forms mailed and the number of
returns are shoXvn in Table 1.

TABLE 1. Number of inquiry forms mailed and the number of returns
from the various groups and regions

, . Group and region ,

.

.

Number
of blanks

seat

Number
of blanks
returned

Peroent-
age of

returns

I 2 3 4

Group:
I

,
-i . 66 e 32 4& a

LI 181 92
III , 253 127 50. 2
IV 390 161 41. 3
V 395 161 40.7

Region:
East 393 172
Middle West .,. 4 518 252 4& el
South .. 236 77 81 1
West 139 72 51. 8

All city systems oombined 1, 286 673 44 5
Independent secondary schools 316 166 52. 2
County mums 700 170 24. 3

Total 2, 302 908
....._
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meNATIONAL SURVEY OF SECONDARY EDUCATION

The data obtained from these 908 inquiry forms, coming
from various types of schools and from systems in citie§ of
various sizes in all parts of the country, have been relied

4upon chiefly to show the status of current practice in the
selection and appointment of teachers. The data were also
used for the purpose of identifying, for more intensive study,
those public schools where the procedures followed &selecting
and appointing teachers were unusual or innovating. A con-
siderable number of the systems where unusual or innovating
procedures seemed apparent were visited for the purpose
of making personal contacts and for the purpose of securing
additional information relative to the practices followed.
These systems will be mentioned frequently throughout the
investigation. . The whole study is, therefore, an investiga-
tion both of status and of innovating practices. In this
respect it differs from the majority of the projects of the
National Survey of Secondary Education since most of these
projects have been concerned with practices in innovating
schools only.
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CHAPTER II: EMPLOYMENT OF TEACHERS

I. THE PROBLEM

Regardless of the fact that most authorities on school ad-
ministration advise against the annual reelection of teachers,
annual elections for teachers are held in nearly all smaller
cities.' Each year from February to June superintendents
and boards of education are working on the problem of
teacher selection. Gough has shown for 234 systems in
cities of 2,500 to 5,000 population that almost 8 per cent
hold annual reelections in February, 37 per cent in March,
23 per cent in April, 27 per cent in May, about 1 per cent in
June, and the remainder at mote or less indefinite times?

The magnitude of the task of choosing the teaching pir-
sonnel is made apparent by an analy'rsis of the teaching popu-
lation and its mobility. One of the first steps in any program
of teacher selection should be the determination of the num-
ber of new teachers needed for the following school year.
Some new positions may be created, some positions may be
combined, some teachers may resign, and probably some
teachers should not be reemployed. These facts shoulfi be
ascertained as early as possible in order to permit adequate
time for a proper consideration of the many problems of
teacher selection. It is the purpose of this chapter to present
data concerning the number of teachers employed and the
number of new appointments made in the scI systems
included in this investigation.

1. NUMBER OF TEACHERS EMPLQXED

The ditto, reported by superintendents 'of the city school
systems included in the study indicate that the average num-
ber of teachers employed in the elementary schools is 172,
in-the junior high schools abot4 63, and in the senior or 4-year
high schools almost 61. (See 'Able 2.) Accordingly, the
hpprcodmate average number (if teachers employed at all

I Gough H. B. The Procedure Followed in the Employment of Teachers in Cities of2.1500-6,000 Population. Unpublished Master's Thesis, University IA Minnesota,1923. p.7.
I Ibid., p.

7)
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6

levels in the city school systems reporting is almost 296.
The largest average number of teachers is reported in the
Eastern States, possibly because of the fact, as shown in
Chapter I, that larger cities are more frequently found in that
region. The average number of teachers employed in the
independent secondary schools reporting is almost 12. The
counties reporting employ an average of about 91 elementary-
school teachers, 11 junior high school teachers, and 21
senior or 4-year high school teaclers. In this connection it
should be remembered that in many of these counties the
city schools are not a part of the county system. This
reduces the number of teachers employed in the county
systems.

TABLE 2. -Aggregate number and average number of teachers employed
in school systems reporting for 1929-80

Group and region

School level

Elementary school Junior high school Senior or 4-year high
school

Number

2 4.

-Group:

riIn

Region:
East_
Middle West.
South
W est__ _ _ ...... _ _ _ _

All citylyitems combined._ _

Independent secondary
schools

County systems

56, 116
15, 41P
8, 361
3, 836
1, 745

47, 105
21, 086

4, 414
12, 872
85, 477

(1)
14, 152

Average Number

4

Average Number

07& 4
206. 6
77. 4
28. 0
11. 6

322. 6
96. 0
66. 9

206. 6
172. 0

11, 349
6, 206
1. 933

896
287

8, 842
6, 293

468
4, 068

19, 671

91. 3 849

472 9
93.0
2& 5
10. 1
4.0

9& 1
U. 7
l& 1
88.4
62 7

11. 5

lanwwwW

Average

7

14 919
5, 330
3, (//4
2, 058
1, 328

13, 351
8, 168
1, 784
5, 406

28, 709

14 75ù
3, 125

626. 6
73.
30. 4
15. 8
9. 4

93. 4
39. 7
26. 6
96. 5
00. 8

116 7
21. 3

I None of the im', Alndent secondary schools reporting maintains elementary or junior highschool grades.

3. AVERAGE NUMBER OF NEW TEACHERS APPOINTED

Th() data relating to the average size of the teaching staff
becomes more pertinent to our problem when related to the
average number of new teachers appointed for the year
1929-30. Each year some new tetichers must be appointed
to fili positions either left vacant or newly created. The
snudiber needed may depend on such factors as the size of
the school isystem, geographical *talon, tenure and retire-

[8]
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SELECTION AND APPOINTMENT OF TEACITERS

ment provisions, salary schedules, and the like. It is not
the purpose of this study to present the amount of annual
turnover in the school systems reporting sire() this will be
treated in detail in the National Survey of the Education of
Teachers. It is the purpose to present here a few facts con-
cerning the number of new teachers appointed each year in
proportion to the total number employed in order to give
some indication of the magnitude of the task of teacher selec-
tion and to furnish a background for a better understanding
of the different methods and procedures followed in the
systems reporting.

New teachers have Wen defined in this report to mean
either inexperienced teachers or teachers with experience
who were appointed to positions for 1929-30 but who did
not teach in the system during 1928-29. The number of
new teachers varias considerably within the different groups
and regions. (See Tab111 3.) The average number of new
elementary-school teachers needed annually in the cities
reporting ranges from 2.5'in towns of less than 2,500 popula-
tion to 72.6 in cities of.more than 100,000 population. The
average number of junior high school teachers ranges ham
1.1 to 26.9 in the same population groups and the average
number of new senior or 4-year high school teachers
appointed annually ranges from 2.7 to 28,8.
TABLE 3.--tgregate and average number of new teachers appointed in thesystems reporting for the year 1929-80

Group and region

School level

Elementary mobool Junior high school Senior or 4-year
high school

Number Average Number Average

2

Group:

IV
V

Region:
East
Middle West.
South
West

All city systems combined.
Independent secondary

schools
County systems- ----------

2, 106
1. 764
1, 202

703
379

2, 124
2, 257

661
1, 122
6, 154

1, 771

72. 6
30. 5
9. 5
t 5
2. 5

116
9.3
9. 8

l& 5

21. 1

Number Average

s. 7

673
001
320
181
80

529
770
82

474
1, 855

(I)
94

2& 9
9. 7
3. 6
1. 8
L 1

t 9
4. 9
18
9. 3

.

& 6

1 8

835
568
544
452
373

837
1, 011

282
002

2, 732

638
466

X 8
6.8
4. 2
& 1
2, 7

& 2
4. 4
4. 0
9,9
L 2

& 5
b. 7

I None et the independent secondary schools repoiting maintains alementeriat(unice highschool grades,
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NATIONAL SURVEY OF SECONDARY EDUCATION

For all cities combined the average mimber of new teach-
_ ers appointed in the elementary schools wIts 11.2 in the

junior high schools 5.6, and in the senior or 4-year high
schools, 5.2. Principals of independent secondary schools
reported an average of 3.5 new appointments to their schools
for 1929-30. County superintendents reported, on the
average, the appointment of 21.1 new elementary-school
teacher6s, of 2.8 junior high school teachers, and of 5.7 new
high-school teachers.

4. PROPORTI9N OF NEW TEACHERS WITH NO EXPERIENCE

Approximately 39 per cent of the elementary-school teach-. .ers appointed in the city systems reporting for 1929-30 had
no previous experience, approximately 29 per cent of those
appointed to junior high school positions had no teaching
experience, and about 22 per cent of those appointed to
senior high school teaching positions had ñot tattifit. (See
Table 4. Nearly 35 per cent of the. senior high school teach-
ers in independent secondary schools and slightly more than
44 per cent of those in,county systems were reported as-hay-
ing had no experience prior to their appointment for the
year 1929-30.
"No consistent relationships exist between the size of cities

and the average percentage of inexperienced appointees in ele-
mentary and junior high schools in Groups n to V. How-
ever, a greater percentage of inexperienced elementary"
teachers aré reported in cities of more than 100,000. The
average percentage Qf new appointees in senior high schools
with no experience tends to be somewhat greater for cities of
less than 10,000 than for citie% of more than 10,000 population.
Considerable differences exist among the several regions; the
largest proportion óf inexperienced. elementary-school teach-
ers was appointed in the East. This may be partially ac-
counted for by the fact, as shown in Chapter I, that the
median size of the cities in the Ea.st was somewhat larger
than in otheeregions. In the senior or 4-year high schools
the largest proportion of inexperienced toachers was reported
appointe in the South, the smallest in the Middle West.
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SELECTION AND APPOINTUENT OF TEACHERS

TABLE 4.-Numbers and percentages of new appointees having had noexperience prior to the r 1929-30

Group and region

School level

Elementary school I Junior high school

°Num-
ber
new
inex-
Pert-

enced

Total
new

Senior or 4-year
high school

Per Num- I
cent< ber
DOW DOW
inert- inex-
peri- peri-

enoed enoed

2

Group:

Ill
II

.

I V
V

Region:
East
Middle West_ _ _

South
West__ _

All city systems com-
bined

Independent secondary
schools

County systems

1, 138
571
383
217
114

1, 055
776
263
329

2,423

971

4

Total
new

Per Num-
tvent ber
new new
inex- inex-
peri- peri

enoed .enced

Total
new

Per
cent
new
inex-
Peri-

enced

7 8

2, 106 1 54 0 J 219 673 32. 5 114 a 835 17. 31, 764 32. 4 159 601 26. 4 79 068 13. 91, 202 31. 9 88 320 27. 5 95 504 18. 9703 30. 9 M 181 29.9 157 452 34. 8379 30. 2 22 80 27. 6 123 373 32. 8

2, 124 49. 7 186 529 35. 1 185 837 22. 12, 257 34. 4 204 770 26.5 196 1, 011 19. 41, 651 40. 4 16 82 19. 4 71 282 25. 11, 122 29. 3 136 474 2a 6 146 602 24. 2

61154 39. 4 542 1, 855 29.3 598 2, 732 21. 9

187 538 34. 8
1, 771 54. 8 29 941 0. 8 205 468 44. 1

The percentfige reported here includes teachers who were appointed to elementary teachingpositions immediately upon graduation from a city teachers-training school. Undoubtedly afew of these persons had experience before entering the training institution.

The ptoblem of teacher selection is made more difficult by
the fact that some applicants have bad previous experience
and some have not. Because of this condition different
types. of criteria inust be set up for the purpose of judging
the-probable success of the various applicants. These prob-
lems will be discussed in Chapter Ill of the report.

5. PROPORTION OF STAFF MADE UP OF NEW TEACHERS

The proportion of the total staff at all levels made up of
new teachers vaHes inversely with the population of the
cities. (Seg Table 5.) In the largest cities represented, 3.5
per cent a the elementary teachers are new as compared
with 21.3__per cent in- towns of less tharí 2,500 population.
The percentage of the senior or high school staff mAcle
up of new appointees ranges -from .6 per cent in cities of
more than 100,000 popWation to .1 per cent in towns of
less than 2,500 population. A slightly greater proportion of
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the stairs of4 junior and sack her schools is made up .of
newly appointked teachers which' fac
importance of the problems of ch
sec.ondaw schools.

Among Athe regions the Southern Sta
portion of the staff at all levels made up of
In the East the smallest proportion of the sia
made up of new appointees. The proportion o
corps made up of newly appointed teachers in the
secondary schools and in the county systems is
higher than for city schools. These differences
partly explained by the difference in size, of
various regions 'and types of schools,

TABLE Z.-Average numbers and percentages 9f sta
teachers for the year 1929-80

increftsts the relative
teachérs for' the

lead in the pro-
ew appointes.

t all levels is
the teaching

dependent
onsiderably
ay. again be
ities in- the

Group and region

School le 'vet

Elementary schools [*Junior high schools

up of new

Senior or 4-year high
schools

Aver AOver-
-age
num-

age
total

ber num-
new ber

teach on
ers staff

46.

Group:

Ill_ INIOME ..... ON

IV
V

Region:
East
Middle West
South
West

All city systems combined.*
Independent secondary

schools
County systems

3

72. 8
20. 5
9. 5
4. 5
2. 5

12.
9. 3
9..3

16. 5
11. 2

A.

2,078.4
205.5

77. 4
28. 0
11. 8

65. W
208. 6
172. 0

91. 3

Per
cent
new

Aver- A vela- Aver- A ver-
age age age age

totalnum- total -sums
ber nM.knt ber 'num.
new ber new new Nbet

teach on teach on
ers staff ers staff

10.
28. 9
9. 7

12. 3 3. 6
18. 1

'31. 14 1

Is. 9 4.
9. 4.

14. 1 2.3
& 9. 3
& 5.

472
93.0
26, 5
10. 1t
95.
43. 7
15. 1
8&
52.7

23. 1 2. 8 11. ft

& 7
10. 4
13.8
17.6
26.3

5.2
11.1
15. 0
10.5
8.4

28.8
6.8
4. 2
& 1
2.7

Per
cent
DOW

5.
4.4
4. 0
9.9
5. 2,

3. 5
5.7

628. 6
73.
30. 4

"1& 8
9. 4

93. 4
39. 7
2a
96. 5
60. 8

111. 7
21. 3

1S

4. 5
9.3

13.0
19.3
2& 1

& 5
11.2
15.1
10.2
&

29.4

The average (arithmetic mean) was used as a basis for =muting the *montages of the
staff made up of new teapbers because different numbers of sysWoms retorted the number of

glow teachers and the topil number of teachers.
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SELECTION AND APPOINTMENT, OF TEACHERS

O. SUMMARY

Teacher selection is a pxoblem of great importanc6 not
only beCause of the fact that large numbers of teachers must .

e ctnployed annually, but also because of the responsibility
resting upon school executives for selecting teachers wisely.
Teaclier selection is a difficlult task, bdth becau8 4 of the large
number of applicants and because of our present inability to

- measure objectively the factors correlating highly with
teaching success. The stverage number, of new teachers
needed annually in the sdhools iepresonted ranges from 2.5
in villages of less than 2,500 io 72.6 in cities of more than
100,000 population, but no ceonsisteot relationships exist bey.
tween the size of cities and t average ercentage-of in-ex-
perienced 'appointees in elementa unior high schools
in cities of Groups II to V. The average percentage of inex.-
perienr,ed'senior high school teachers is somewhat larger in ..ak
cities of less than 10,000 population.. . ler

a.

a

op

IP

t

a

1431

V

4 '," . .

.4 -a;

-

t 4, -

r

ye

..

a

N

-

.

I

a

in 7

;

n. p

I _I L

*.

o

o

I
.t e

I.

A:i ;

t.

11.

:14

.

,

e . -

s.

o

r

gm/

Ohs.

.

a-

.

. .

N

p.

e

-

e

ONO

CDs.

tp

o

I



CHAPTER III : TYPES OF TEACHERS APPOINTED

1. THE PROBLEM

A second step in, any program of teacher selection should
be the determination of the type of persorinel desired. It is' the consensus of opinion among authorities on school admin-
istration that the superintendent, either personally or through
his appointed agent, should nominate teachers to the board
for its approval. It is also generally accepted that the chief
function of thé board relative to teacher selection is to deter-
mine the general policies to be followed. The board shoul4
determine the minimum qualifications for all teachers arid
fix the policies of the systems with respect to tenure, salary,
leaves of absence, promotion, and retention ip accordance
with State regulations., The school board can not expect tb do work of this nature
at one or two meetings. It will require the efforts and atten-
tion of the board for a considerable length of time. For this
reason it is often suggested that during the year the board
cattfully prepare definitive rules and regulations governing
the type of personnel it desires in the school system. Then,
when the superintendent begins to locate t best available
candidates for teaching positions, the task r eliminating the
=trained and otherwise unqualified candidates will be rela-
tively easy. The efforts of the superintendent may then
primarily be directed toward the task of choosing the best
candidates from those who qualify.

The boards of education in a considerable number of cities
havö established such rules and regulations. It is the purpose
of the following discussion to show the policies of school sys-
tems with respect to the types of teachers appointed. It is
hoped that the data may be of value to superintendents and
boards in determining standards and desirable qualifications
for teachers in their particular school systems.
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SELECTION AND APPOINTMENT OF TEACHERS
I

N. QUALIFICATIONS CONCERNING EDUCATIONAL TRAINING

Dete'rmination of minimwn qualcations for teachers.
Minimum ed4cational qualifications for new teachers may be
deterniined by 44 least three agencies: (1) State departments
of education which are assuming increasingly large degrees of
responsibility for the certific,ation of teachers, (2) accrediting
agencies which require minimum preparation of teachers as a
prerequisite to recognition of schools, and (3) local boards of
education which may promulgate standards and minimum
qualifications above the level required either by State depart-
ments of education or by accrediting agencies.

TABLE 6.-Education(il qualifications required of newly appotnted teachers
in 1930-81 I

Number of years
training reQuiredbeyond high-
s c h o o I gradua-
tion

Cities-of
more than

100,000
popula-

tion

Cities
30,000 to
100,000

in popu-
lation

Cities
10,000 to

30,000
in popu-

lation

v
Cities

5,000 to
10,000

in popu-
lation

Cities
2,500 to

5,000
in popu-

lation

All cities
reP°rting

1 rg .411 .g eg .g
eg g § g 0 o

. Z Z Z Z Z 7

i 8 1 11 13 13

Elementary schools
Less thanOW year 1 0.3 1 0. 2 1 0.3 3 0.2
One year 3 Le 5 1.3 13 &2 21 &2 42 2.8
Two yam."......... _ 54 64. 3 126 67. 4 310 78 3 311 7& 1 306 76 3 1, 107 74. 7T .. years.. _ _ _ _

vi
17
13

20. 2
l& 5

40
17

21. 4
a 1

eo
20

15. 1
5. 0

62
26 '

15. 0
6.3

59
14

14. 7
& 5

238
.90

16. 1
6. 1F ve years 1 5 1 2 2 . 1

Total 84 MO 187 100.0 396 loao 414 100.0 401 100.0 1,482 1X10

Junior high schools:
Leas thanoneyear 1 . 3 1 . 8 2 . 2
One year 2 . 6 3 .9 4 1. 3 9 . 7
Two yam_ __ __ _ _ f 10. 1 24

, .
14.6 72 21. 4 93 27. 9 95 29. 9 291 2& 8

Three yean..____ 12 17. 4 31 18.9 79 23. 4 86 25.8 91 28.6 299 24. 5
Four years... 47 68. 1 107 65. 3 183 54. 3 150 45 1 126 fia 6 613 50. 2
Five years....___ _ 3 4. 4 2 1. 2 1 . 3 ____ _ _ _ . _ _ 1 . 3 7 . 6

Total.....____ 69 100. 0 164 MO 337 100. 0 333 100. 0 318 100.0 1, 221 loao
Benior high schools:

Less thanone year 1 s S 1 . 1
One year
Two years 3 1. 7 6 1. 6 2 . 6 1 12 . 9
Three years.... _ _ 2 2. 3 1 . 5 3 . 8 5 1.3 2 . 5 13 . 9
Four years.... 73 85 9 162 1 366 93. 7 366 95 6 366 98. 1 1, 322 04. 6
Five yean 10 11.8 11 6.2 15 & 9 9 1 4 3 .8 48 & 4
81x yaws 1 5 1 3 2 . 1

Total 85 100. 0 178 100.0 380 100.0 383 1004 0 373 100. 0 i,ags 100. 0

National Education Association, Rawl* Division. Administrative Practices Affecting
Classroom Teachers, Ilesserob Bulletin, Vol. X, No, 1, January 1932, Table 1, p. S.
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NATIONAL SURVEY OF SECONDARY EDUCATION

Lilerature in the field. There is a considerable amount of
literature concerning the desirable minimum qualifications
of teachers. This report attempts neither to present a sum-
mary of these studies or articles nor to set up suggested mini-
mini academic and professional qualifications. It merely
heeks to show the educational qualifications required by a
large number of systems at the present time. The most
recent publication giving these data is the research study of
the National Education Association from which Table 6 is
reproduced.

Differences among school leve28 .----Higher qualifications are
required for senior 14gh school teachers than for junior high
school teachers, aiind higher qualifications are required for
junior high school teachers than for elementary-school teach-
ers. Approximately 6 per cent of the systems require four
or more years of college training for appointment to ele-
mentary-school positions, approximately 51 per cent of the
systems require four years or more for junior high school
teachers, and 98 per cent of the systems require at least four
years for senior high school positions.

Differences among cities of various sizes. ime differences
mdst among cities of various sizes for the different school

Jevels, but in all groups of cities more than 97 per cent of the
elementary-school teachers are required to have at least two
years of coll L.le training and from 3.5 per cent in cities of less
than 5,000 population to 15 per cent in cities of more than
100,000 population are required to have four years of college
preparation.' Junior and senior high school teachers also
are required to have more training for appointment to
systems in large cities than in the smaller systems. In the
largest cities almost 12 per cent of the senior high scilool
teachers are required to have at least five years of college
training.

ProfellsiTwi educational requirements.In many States
certification requirements for high-school teachers not only
prescribe the number of hours of academic training but also
specify the number of hours of. professional preparation for
the highest class of high-school teachers' certificate. Bach-
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SELECTION AND APPOINTMENT OF TEACEfERS

man reports that of the 45 States requiring a given numberof hours of professional preparation for the highest academic
high-school certificate, 33 require between 15 and 18 semesterhours. The range is from 10 to 24 hours. These are State
requirements and those of local communities can not be less,but no systems reporting to the survey indicated the existenceof local replirements in this regard which exceeded t4ose setforth by the State.

38. REQUIREMENTS CONCERNING EXPERIENCE

Recognition of experienee.The 'importance commonlyattached to thfi factor of experience is made evident by even a
cursory examination of the methods by which superintend-ents attempt to apprise themselves of the nature and extentof a candidate's educational experience.

More than 85 per cent of the applicati.on blanks request the
location of the schools where candidates have taught, morethan 80 per cent request the length of experience, and almostr80 per cent request the grade or subjects taught. Dataare collected by superintendeds from persqns named as
references in more t)an 84 per cent of the systems and formal
reference blanks are used in almost 70 per cent. The itemsof information found on reference blanks rplate chiefly to the
length and quality of teaching experience. In lamost all
cases salary schedules make provisions for increments on thebasis of number of years of service. Furthermore, a large
number of school systems have regulations requiring one, two,or thrpe years of experience prior to appointment in the
system.

The value of experience.--Several considerations need to be
kept in mind in adopting policies with respect to requirements
of educational experience. Among- these are: (1) Is one or
two yars of educational experience in smaller systems a
distinct advantage to teachers who are employed by larger
systems of, any given locality? (2) Does the school have a. socW obligation for " breaking in" some inexperienced
teachers each year? (3) Is there any relationship between

I Bachman, Wank P. Training and Certification of High-School Twiebert GeorgePeabody Oa. Toroben, Division of Surveys and Field Studies, Field Studio) No. 2,1930. p. l&
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NATIONAL SURVEY OF SECONDARY EDUCATION

the number of years of educational experience and success in
teaching as determined by methods usually used by school
systems in rating the success of their teaching personnel?

Systems requiring experienced teachers.The National
Education Association reports that approximately 59 per
cent of the school systems require no experience prior to
appointment to elementary-school positions, and about 47
per cent of the school systems require none for appointment
to junior or senior high school positions. One year of experi-
ence is required in from 17 to 19 per cent of the systems for
appointment to all levels., two years of experience are required
in about 22 per cent of the system& for elementary-school
positions, and in about 30 per cent of the systems for both
junior and senior high school positions.'

Differences qmong population groups.For appointment
to elementary or junior high schools the size of city bears
little relationship to the experience requirements. For
appointment to the senior high schools a definité direct\
relfiLtionship exists between thé size of city and the percentage
of systems which have requirements concerning educational
experience.'

Proportion of inexperienced teacher8 employed.Data were
sought by the survey to show the proportion of the teaching
corps that may be made up of inexperienced teachers. These\

. data are presented in Table 7. No rule r arding the pro-
portion of inexperienced elementary, junior high school, or
senior high school teachers employed annually is made in
from 60 to 66 per cent of the systems for each of the three
levels. Size of city makes practically no difference with
respect to the amiointment of inexperienced elementary or
junior high school teachers, but for senior high schools as the
size of city .decreases the proportion of systems having nil
rule relative to the employment of inexp.erienced teachers
increases. In general, rules are reported least frequently in
the East.

Inexperienced teachers are not appointed in from 21 to 28
per cent of the systems for elementary, junioi: and senior or
4-year high school positions. Direct relationships exist in

I National Education Association, Research Division, op. cit., p. 130,
1 Ibid., p. 1#3.
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SELECTION AND APPOINTMENT OF TEACHERS

all three school levels in regard to the size of city and the
proportion of systems appointing no inexperienced applicants.
Larger percentages of inexperienced elementary and junior
high school teachers are appointed in the Southern and West-
ern regions of the country.

440

TABLE 7 . Regulations concerning the proportion of inexperienced
feathers who may be appointed each year

Rule concerning percentage of
staff who may be inexperienced

Group Region

ri miv M W

Elementary school:
No rule
Rule indefinite
None appointed
1-9 per cent_
10-19 per cent_
20-29 per cent
30-39 per cent
40-49 per cent

Number of reports

Junior high school:
No rule
Rule indefinite
None appointed
1-4 per cent
10-19 pet cent_
20-29 per cent.
3o-ao per cent_
40-49 per cent_

Number of reports

Senior high school:
No rule
Rule indefinite
None appointed_
1-0 per.oent
10-19 per cent
20-20 per cent
30-39 per cent
40-49 per cent

Number of mode

67. 7 68. 63.3 67. St& 8 78.

25.9 M. 4 25. 21 2
2. 1 1. 5

3. 7
5.4 7

a

81 117 137

3

13.1 17.3
1(1. 3.2

4.
t 3 6
1.4 .___

7

138 156

64.260.6
4. 6.1

20. 7 28. 8

3. 1 3.0
3.1 1 5
1.3......
1 3

223 66

10

4& 2
15. 0
X 7

1. 7
& 7
1. 7

Oa

so

11

6&2
6.5

21 4
1. 2
2. 6

505

(1) 86. 2
4. 6
1. 5
1. 5
3. 1
2. 3

_ 130

MI el .1M WO.

ea 7

3& 7

& 6

2S 61

59.8
3.7

9 25.
1 2
1 2

1.2

82

50. 46671. 1
9.911.3 4.8

2 1& CO23. 1
1. 1 1 Of
1. 1 1 4
1. 1 t 2

2.8....

91 71 104

58. 1 48. 4 49. 0 60. 1
&2. 9 713.3 66

28. 7435. 5 28. 9 27 6
I V

7 1 2 4. 4 1 2
2. 7 2. 2 1 5

2.21 .6
16 3.2 1.

163 31 45 333

(1) 85. 2
3. 7
3. 7
3. 7

3. 7
10 AP

411,

64

43.865& 02.5 70. 68. 116& 8 64. 5 50. 4 53. 5 64. 1. 6It6&41&6&2 4. ..: 6. 3111 ;: &4
53.138. 118. 12.51&6 22.8732.725.0 25. 7

L . . 4
L s9 3. ii 11._ 2. 5 1.6 8.4 1.

3.1 L &4 &B.__ 1.8 2.0
13.___ LO____ L . 6

112 306 64/ 56 480

71.9 8& 2
5.6 4.2

14 6 2. 6
-2. 1 1. 7
2.8 1. 8
& 6 1. 7
1. 4 .9

.9

142 117

I Independent secondary salmis do not maintain elementary cc junior high school grades.

The percentage of superintendents whà reported that they
emPoy some new inexperienced teachers each year varies
somewhat according" to school level, the size of city, and the
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NATIONAL SURVEY OF SECONDARY EDUCATION

geographical region. From 5 to 7 per cent of the city
systems have rules permitting the employment of &specified
number of inexperienced teachers for all levels. Regulations
which permit the employment of very few inexperienced
teachers' are found most frequently in the larger cities and
in the Eastern States. Independent secondary schools and
county systems have rules concerning the employment of
inexperienced teachers less frequently than do city systems.
Nearly all county systems will employ inexperienced
applicants.

B.The small city schools, the independent
secondary schools, and the' county systems are to a consider-
able extent the plac'es where teachers receive their _first edu-
cational experience. Obvioilsly, all teachers must begin
as inexperienced teachers. It is well known that the early
experience of teachers may frequently be at one school level
whereas tEeir training and their, interests lie at another. It
is highly unfortunate that the larger cities with fairly title-
quate supervisory staffs which could guide and direct inex-
perienced teachers, compel the young teachers to gain their
experience in the small systems where they usually receive
little or no good supervision. Of course, so long as city
systems are able to pay more for the services of teachers than
are the smaller 6chooli, just so long will they be able to attract
and hold the most competent experiencea teachers. But it
may also be true that inexperienced teachers with a high type
of training might under adequate supervision during their
first years of teaching develop into much better teachers than
if forced to struggle along almosi unguided. The right type
of experience is a valuable asset to any new teacher, but the
small systems are at prisent seldom able to provide very
adequate supervision. Since teachers must begin teaching
somewhere, since experience 1: be valuable, and since expe-
rience earned in smaller cities may be of little or no value in
larger systems, one wonders if nearly all systems should not
assume a portion of tlìe responsibility for starting correctly
a few inexperienced teachers each year.
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SELECTION AND APPOINTMENT OF TEACHERS

4. MINIMUM AND MAXIMUM AGE REQUIREMENTS

Systems having age requirement's. Some systems have set up
minimum and maximum age requirements in an attempt to
eliminate candidates whom they consider either too young or
too old. The percentages of systems having age require-
ments for service at the various school levels differ but slightly
in cities of different size and in different regions. (See Table
8.) Approximately 10 per cent of the systems have rules as
to the minimum and maximum ages at which applicants may
be appointed 'to school systems. Cities of more than 103,006
population more frequently have requirements relative to
the maximum age than to the minimum age, but cities of less
than 10,000 population are more likely to have minimum age
requirements. This is true for all school levels. County
systems are much more likely to have/minimum age require-
ments then maximum age requiremWnts.

Minimum and maximum ages required.--The age require-
ments adopted by the various systems differ relatively little'
in the various groups, regions:or types of schools. Table 9
presents these data in detail. The mfnimum age require-
ments are 19.6 years for city elemeritary-school tpachers, 20.2
years for junior high school teachers, and 21.5 years for senior
or 4-year high school teachers. The slightly lower age re-
quirements set for elementary-school teachers may in part be
due to the fact that elementary-school teachers frequently
are required to have only two years of colleke training whereas
high-school teachers in nearly all cases are required to have
four. The maximum age requirements range from 37.8 for
senior oi 4-irear high schools to 40.5 foi the elementary and
junior high school 'positions. Thus elementary and junior
high school applicants may be older than senior high school
candidates. Since the junior high school movement is Om-
paratively new and since junior high school teachers have
been iecruited largely from the elementary-school teachers,
it is not surprising thai they are of approximately the same
age as elementary teachers.
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NATIONAL SURVEY OF SECONDARY EDUCATION

TABLE 8.-Percentages of systems in which minimum or maximum
age requirements have been adopted fr

Group and region

Elementary
school

Junior high
schopl

Senior or 4-year
high school

. Mini- Maxi- Mini- Maxi- Mini- Maxi-
mum mum mum °mum MUM mum
age age age age age age

i

1 2 ($ 4 i I 7

Group:
I 19. 5 45. 2 20. 0 46. 4 17.9 43.7
II 14. 5 19. 0 9. 8 21. 0 11. 5 19. 7
III 4.4 9.6 &I 12.3 3.7 8. 2
IV 8. 8 2.3 10.0 2. 3 8. 5 2. 3
V 44". 11.9 3.8 11.8 3.1 12.9 4. 1

Region:
East & 8 7.7 &8 10.7 &9 7. 9
Middle West 7.9 8.3 &8 8.8 & 6 8. 0
South 28.8 3.3 36. 7 3. 7 28. 1 & 3
West 8. 6 28. 3 11.6 33. 3 9.1 29.3

All city systems combined 10. 1 9. 9 9. 9 12.4 9. 6 - 10. 0
Independent secondary schools 8. 3 & 3
County systems 34. 8 5. 0 3& 1 5. 7 28. 7 & 5

TABLE 9.-Average minimum and maximum age requirements for
school systems

Group and region

Elementary
School

Junior high
school

,

Senior or 4-year
high school_......,

Mini- Maxi- Mini- Maxi- Mini- Maxi-
mum mum mum mum mum mum
age age age age age age

, 2 3
P....._.4?.._

4 i C 7

Group: .
I -w 18.0 40.2 1&6 39.5 18.6 40.3
II 19. 3 4L 6 19. 9 42. 5 20. 1 41. 6
III 21.0 38.9 2117 45.6 21.5 45.9
IV 19.2 41.7 20.3 42.5 263 41.7
V 20.1 36.0 20.6 32.5 21.2 360

Region:
East . 18. 7 41. 8 19. 2 41. 0 19. 7 41. 9
Middle West 20. 1 39.0 2A.7 39.6 20.4 34.2
South 19. 6 35 0 20. 5 35. 0 23. 3 35 0
West 19. 2 41. 2 19. 6 41. 3 19. 8 40. 5

All city systems combined 19. 6 40. 6 20. 2 40. 5 21. 5 37. 8
Independent secondary schools 21. 6 41. 8
County systems -.,. 1& 2 41.0 18.5 38.3 19.2 ao

I. THE EMPLOYMENT OP MARRIED WOMEN

During the last few years the agitation against 'employing
married women has become more insistent. Comparisons
of the data published by the Nation0 Educatión Association
in 1928 and 1932 indicate that "cities ai more and more

. [ 22 ]
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SELECTION AND APPOINTMENT OF TEACHERS

frequently formulating regulation, prohibiting the employ-
ment ot-married women.

It is not the purpose of thit report to discuss the merits
of such rules and tkulaticrifs other than to point out that
some studies show that married womin are just as competent
as are unmarried women 'when judged by principals' ratings
of efficiency, but are absent somewhat more than single
women.' Attempts are made, however, to show the policies
and practices in vogue in cities of different sizes, in various
geographical regions of the country, in various types of
schools, and at various school levels. For a complete analy-
sis of these data the reader is referred to Table 10.

Rules differ somewhat in accordance with the economiC
status of the married woman. If she is married but has no
dependents, different regulations may exist than if she is
married but must either wholly or in part support herself
and her dependents. Likeirise, policies differ among cities
with respect to the employment of widows and women
separated or divorced from their husbands.
TABLE 10.-Pe1'ce1Uages systemp not employing married women in

various types of positions

Marital status of women

Married women with no depend-
ents:

Elementary school
Junior high school
Senior high school

Married women with ',depend-
ents:

Elementary school
Junior high school_
Senior high school

Widows:
Elementary school
Junior high school
Senior high schooL

Women divorced or separated
from husband:

Elementary school
Junior high school
Senior high school

Group Region

6& 3 7&
59 3 73.
64.517&

HI IV

76.
79 1
7&

56 766. 71. 1
4& 1 1 75.
5& 1 68. 70.

& 7
& 7 &

6. 21 29L 1
13. 1 2&

& 4 20. 27.

4E

3
6 68.

64 1

62. 3
1

MW

76. 3
77
77. 9

6C 5 61. 762.0 73.
1. 5 61. 74.

764.4 7& 7

7.4 7 : l& 4 7. 13.9
& 17 2 & 5 11. 1
8321.5 9.4 a.

4* 7
2f) 8 22. 0

56. an 6

36.

37. 39. 1

32. 9
33. 3
34. 8

le

72. 9
74. 1
73.

39. 1 66. 2
31. 3 67. 3
39.7e9.4

4.3 2.
3. 0 3. 9
5.8 4. 8

3 41. 4
4

19. 4
19. 6
21. 3

e Lewis, E. E. Personal Problems of tbe Teaching Staff, New York Century Co., 1925.
p. 179, Cwrotbers, George E. The Physical Efficiency of Teachers, Contributions to gdu-
cation No. 166, Bureau of Publications, Teachers College, Columbia University, New York,
Me. p. 35.
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NATIONAL SURVEY OF SECONDARY EDUCATION

The following statements summarize the situation with
respect to the employment of married women:
(1) Differences among school levels in city systems

(a) In city schóol systems small differences exist among the
school levels- with respect to the employment of married
women with or ivithciut dependents, but some more con--
sideration is givén to women with dependents.

(b) School systems are most likely to employ married women
with or without-dependents in the elementary schools
and are least likely to employ them in the senior or 4-year
high schools.

(c) Witiows are employed slightly more often in the elementary
and junior high schools than in senior high schools, anti .

women.who are divorced or separated from their husbands
are soniewhat more likely to be emplortd in junior high

.). school than in elementary or senior AA school potions.
(2) Differences among the population groups

(a) Married women either with or without dependents are less
frequently appointed in cities of 10,000 to 100,000 than in
either the larger or the smaller places.

(b) As the size of the city increases the percentage employing
widows or divorced women decreases.

(3) 'Differences among regions
(a) Married women either with or without dependents may be

employed at all school levels somewhat less frequently in
the Middle We;ii than in the South.

(b) Widows may be employed more frequently in the Middle
West than in the South and West, but divorced women
may be employed less frequently in the South than in
the West.

(4) Differences among various types of schools
(a) Independent ipecondary schools are somewhat more likely to

employ maiiied women than are the senioi high schools of
city systems.

(b) County systems employ married women with or without
dependents, women who are divorced, and women who
are separated from their husbands considerably more
frequently at all school levels than do city systems.

From the foreping statements it is evident that boar& of
education mike some distinction between married women
wifttLand without dependents. Widows may be employed

. in nearly all large cities but not so frequentlyin smaller
tommanities. The same is, true.with respect to the employ-,
ment divorcpd women. Sóme difference.' exist in the
policies of individual schools with respect to the employmint
of married women for positions at one school level as .pom-
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SELECTION AND APPOINTMENT OF TEACHERS

pared with another. Of the 15 city school systems of less
than 10,000 population which reported different practices
foi elementary-school positions than for secondary-school
positions, 6 reported that married women with no depend-
ents were employed in the elementary schools but not in the
secondiry, whereas only 2 reported that they were employed
in secondary schools but not,in the elementary. Much `the
same coAclusion is to be drawn concerning the employment
of married women with dependents and of widowed or
divorced women. These persons are employed more (re-
gum* in the elementary schools than in the secondary
schools when aDy difference exists in the policies for the two
levels.

8. RETANTION OF WOMEN WHO MARRY WHILE IN SERVICE

The general situdion.Women who marry while teaching
in secondary schools are required to resign immediately in
about 28 per cent of the systems. (See Table 11.) Although
data are pres-ented only for the senior high schools it was
found that little difference exists in the policies for teachers
of the various school levels except in the Southern States
where junior high school teachers are required to resign in a
considerably greater proportion of the systems than are
elementary-school teachers. Women who marry while in
service are dropped at the end of the year in *about a third of
the systems, 'and are retained indefinitely if satisfactory in
about a third of the systems. \

TABLE 11.--Perrp stir of systems with various provisions for the retention
of women teadters who marry while in service

Group and region

Senior 'thigh school teachers

Dropped
once

Dropped
SS end
of year

Group:

IL
IlL

Region:
East
Middle West
South
West

All tysysteuip combined
Indepsadent seeeedary schools
County systans.

12846r-35-3

Al

a

#q.

[251

a

3

Retained
if satis-
factory

Varies
with

drcum-
stances

9. 7 4& 2
M.9 27.9
Kt 7 XL 1
319 37. 7
40. 6 11211)

BO. 4 37. 9
410 IL 3
16. 1 67. 5
30. 2
831.3 114.2
214 52. 1
13. 4 72. 8

6. 6
L 2
1. 4
9. 6
4. 4
IL 2
1 1

its

a;

32. 6
ss. 1
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V %OIL°

26. 1
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NATIONAL SURVEY OF SECONDARY EDUCATION

Differences among groups and regions. Large school sys-
tems are more likely to require resignation at once from
women teachers who marry; small systems are more likely
to permit them to complete the year. The larger systems also
retain such teachers as long as satisfactory more frequently
than do the smaller systems. Womekdtn Middle Western
schools who marry are soRiewhat more likely to be dropped
at once and considerably more likely to be dropped at the
end of the year than are those of other regions. Those of the
Southern States are much more likely to continue in their
positions as long as they render efficient service.

Differences among type8 of schools.The independent sec-
ondary schools do not so frequently as city school systems
require women teachers who marry to resign either at once
or at the end of the year. County systems retain the services
of married women in almost 73 .per cent of the systems.

Teachers' contracts frequently contain provisions stating
that the contract becomes void if a woman teacher marries
during the term of the contract. However, it is doubtful if
marriage in many States constitutes a valid cause for the
dismissal of women teachers.5 4

Illustratim.As mentioned in Chapter I, a number of
schools and school systems sere visited for the purpose of
obtaining &St' and information and of observinLcertain
types of practices. Rochester, N. Y., which prohibits the
selection of married women if any equally well-qualified
unmarried women may be found, illustrates the nonemploy-
ment of married women. For substitute work the eligible
list is divided into three ,groups: Group I consists of un-
married women from the Rochester ttacher-training school;
Group II is composed of unmarried women from the outside;
and Group III is composed of married women. Persons
from Group I are called first, Group II second, and Group
III last:

I Alien, Ira M. The Teachers Contractual Status. Contributions to Education No. 304,
Bureau of Publications, Teachers College, Columbiaftrniversity, New York, 1928. ix 73-74.

Brubaker, John S. The Judicial Status of Marriage and Maternity as an Obstacle to the
Education of Women for Proitesional Careers in Publio-School Teaching. School and Society,
31: 423-435, October 1, 1927.
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SELECTION AND APPOINTMENT OF TEACHERS

In Fort Wayne, Ind., w: so en not on tenure who marry
are dropped at once. T se on tenure may not be dismissed
because of marriage alone b-t-the board has adopted the
policy of lowering the salary of these persons to the State
minimum salary. This reduction forces the resignation of
many married women.

7. THE APPOINTMENT OF LOCAL AND NONLOCAL CANDIDATES

The general S'aila1i,011. Many systèms prefer to give
teaching positions to local applicants provided other factors
are approximately equal. Many other systems have adopted
regulations prohibiting local applicants from being appointed
either at all or until they have secured experience elsewhere.
The National Education Association has repotted from a
recent inquiry that 57.7 per cent of the cities have policies
giving preference to local candidates and that 42.3 per cent
give preference to nonlocal applicants.

Provision8 made in school system8 .Some systems have
rules giving preference to local candidates, but others have
rules giving preference to nonlocal applicants. Among systems
having no definite regulations some prefer local, others non-
local candida*. As shown in Table 12, a great many
systems hive ò rule or stated preference for either local or
nonlocal *candidates. They attempt to secure the best
teachers regardless of residence and many believe that there
are few cases of equally desirable candidates, because if the
two applicants are judged accurately one is usually superior
to the other. Many of these superintendents attempt to
make their decisions on merit rather than by giving preference
to candidates on the basis of their being from within or with-
out the locality. Local applicants are favored in 19.2 per
cent of the systems lind nonlocal candidates are given pref-
erence in about 16.2 per cent of the city systems. Inde-
pendent secondary schools have-definitive rules in a smaller
percentage of the systems than do city systems, and county
systems more fequently give .preference to local applicanta
than do either the independent secondary schools or the city
systems.

6 National Education Amooistion, Research Division, op. cit., p. V
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NATIONAL SURVEY OF SECONDARy EDUCATION

Tkisla 12.Percentages of system with.' I:1 practices relative to the
appointment of local and widow' applicants

Regulation con burning the
angliornent of local and
nonlocal applicants

Group Region

army E W 13

Preference given to local can-
dictates

Preference given to nonloeal
candidates

¿No rule or stated preference_ _

Other provisions

11 214. 004.11

2L 6121. 0 15. 6
44L &A 3

L& L2 .5

i.

19.

2.

19.31121L3
91.

`14

14. 945.

gen. 2
1 WM OP Mar =1.

11,

Differences among groups and r- From 55 to 69 per
cent of the city school systems of the different groups re-
ported no definite policy with respect to the employment of
local residents. dities of from 30,000 to 100,Q00 population
and of the East and Middle West' tend to have rules more
frequently than cities of any other group or region. In
nearly all groups and in two of the regions some systemeare
reported in which different policies prevail with respect to the
employment of local applicants for positions in the elementary
and the senior high schools.

illustrations of provisionz.Nine of the systems reported
under " other provisions" in Table 12 have policies which
differ for the elementary and secondary-schoollevels. In
eight of these cases local teachers are employed altogether or
are given a preference for teaching in the elementary grades.
One system reported that all teachers in the first four grades
may be local residents, that 25 per cent of the teachers in the
last four elementary grades may be local, and that 50 per cent
of the teachers in high school may be local.

ewes with eity teacher- *LiE .1 schools fivor the employ-
ment of persona, graduated from the local school particularly
for elementarrschool positions. Frequently these persons
are given preference o er somewhat superior outiide teachers
because of the fact t their training in the city teaches
training school has p umably given'them an insight into the
local ponditions. An ustration of this situation is found in
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BEL ECTION AND APPOINTMENT OF TEACHERS

Jersey City m which nearly all elementary-school teachers
graduates 9f the State normal school. In addition, prac-
y all the junior high scho61 teachers are promoted from

the ranks of the elementary-school teachers. When it is
remembered that the student body of a -normal school in a
city of good size is composed largely of local students, it may
be seen that nearly all elementary and junior high schilbl
teachers in Jersey City would be local resident&

8. APPOINTMENT OF RELATIVES OF MEMBERS OF THE SCHOOL BOARD

State laws and regulation . Both Anderson and Dean g
. list 20 States in which laws govern the appointment of rela-
fives of boird members. In many of these States'. school
boards are not permitted to appoint relativist-% of any members
except by a unanimo-us or three-fourths vote.

Local ru s.---In addition to the State regulations governing
the selection of teachers in.certain States, many city boards
of education have also adopted policies concerning -the em-
ployment of relatives of school board members. Data not
presented in tabular form, indicate that local rules restricting
the appointment of relatives of board members have been
adopted in approximately 7 per cent of the school systems.
Smaller cities -have formulated them more frequently than
have the larger systems. Schools in the South have adopted
them in about 22 per cent of the cases as contrasted with
from 5 to67 per cent in all other regions.

In some systems no member of the immediate family may
be appointed; in others relatives of any school board member
must be chosen by a unanimous vote; and, in others relatives
of board members are used only as substitute teachers. In
one Southerd city elementary-school teachers are nominated
by the board members from the ward or district in which the
school is located. In this city board members may not nom-
inate their own relatives, but may nominate the relatives of
other board members.

7 Anderson, Earl W. 'Ilia- Umber's Contract and Other Legal Phases of 'Neel* Status.
Teachers Cons*, Columbia University. Contributions to Education, No. MC 1927. pp.
164-186.

I Dean, Remick O. A Study of Teachers' Contracts. Unpublished Master% Thesis,
University el Pittshorili, I p.
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NATIONAL SURVEY OF SECONDARY EDUCATION

9. OTHER LOCAL REGULATIONS CONCERNING THE APPOINTMENT
OF TEACHERS

Local conditions in the smaller communities frequently
lead school boards to adopt certain rules regulative of the
appointment of new teachers. Some boards have a regula-
tion to the effect that only one person of the same household
or immediate family may teach in the same system or in
the same school. In one system the board tries to avoid
" employing teachers who have relatives in the town,"
another will employ no "minister of the gospel actively at
work," and another stipulates nonsmokers. Such rules as
these illustrate the unusual factors which sometimes assume
major importance in selecting teachers in some of our smaller
communities.

10. SUMMARY
ea.

Superintendents and school boards should formulate defini-
tive policies with respect to the type of teachers which they
wish to employ for gervice in their system. These policies
should be formulated during a period when the problem of
selecting teachers is not immediately pressing. This usually
permits more careful and less prejudiced consideration of the
problem.

Among the policies usually receiving attention are:
(1) The minimum educational qualifications of new

teachers.
(2) The amount of experience desired of new teachers.
(3) Minimum and maximum ages.
(4)-.Regulations concerning the employaant and retention

of married women.
(5) Regulations concerning the appointment of local and

nonlocal candidates.
(6) Regulations concerning thé appointment of relatives

of the board.
(7) Other regulations wtlich may -seem to those who enact

them important in a given community.

1
-41s

30
..0.41110

O

s

;S

k34.Z,. e ¡..1

::117.*:*": i!!
.`

a. :44i» " i .141i,'-,;i. 'Z.*.
.i ,

-

-.1 ..',14' t**r.. 1%1 .k'W:i14`1114,4*.11' t: .t.! Illiff.,,2.4vEy.,ft Ii .).1 1 ":1.; i I . 't 7.,:::::elal,' ":,,ZW.u.',,,t,.11'

1

ibe

I

..

.4. A Z'si7,..... `:444S114/.19';;ii"
%.* -fek;. 1:

44114-j"%-j* * ILJ ra&t. r.
.

[

4



-'

CHAPTER IV : LOCATING PROSPECTIVE TEACHEAS

I. AGENCI4 THROUGH WHICH NEW TEACHERS ARE LOCATED

After the board of education has determined the qualifica-
tions of teachers which it desires to employ, the next logical
step is the location of possible candidates will whom t,g fill
the vacancies occurring. If a vacancy exists the superin-
tendent -will be desirous of locating the best available teachers.
If teachers need positions they are desirous of securing thé
best possible ones. The problem of locating desirable
teachers and the problem of locating desirable positions are
merely different aspects of the more inclusive problem of
placing teachers in positions for which they are best fitted.

SLIM IINT Alr-SCHOOL !RACEMES

Differences among population roup8.The data set forth
in Table 13 show in detail the percentages of new elemen-
tary-school teachers located through the different agencies

for the systems reporting. New elementary-school teachers
employed for the year 1929-30 were located by superin-
tendents chiefly through the teachers' efforts. The per-
centages of new elementary tiachers located through the
placement bureaus of higher institutigns increase as the
population of the groups decrease.", That is, placement bus,
reáus of higher institutions are utilized least frequently in
large cities and most frequently in villages and small cities.
Also the percentage of first contacti made through private
teachers' agencies increases inversely as the size of the cities.
The same is true also with respkt to the utilization of State
appointment bureaus.

Since the large cities do not 'utilize the placement bureaus
of higher institutiono, of private agencies, or of State depart-
ments of educatiön so frequently as do smaller localities,
what sources do they utilize? In the citie8 of Grout. I the
first contacts were made with teachers through individual
teachers' applications for almost half the new elementary
teachers epiployed in the systems reporting for 1929-30.
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NATIONAL SURVEY OF SECONDARY EDUCATIÓN

Teachers were located through the city teacher-training
schools in about a third of the cases. In cities of Group II
the proportion of teachers located through teachers' applica-
tions was almost three-fourths of the total number of new
elementary teachers employed for the year 1929-30.

TABLE 13.Percentages of new elementary-school teachers employed forthe year 1929-30 located by various methods in the systems reporting
.

Method used in locating teachers

Group All city
sys-
tams
oom-

bined
(3,405)

County
sys-
tams

(17368)

........

I
(590)

II III IV
all - 00 (574)

V
(346)

1
-

. 2
.

3 4 5 7 8

Placement bureaus of higher institutions.. & 4 10. 0 12.0 21 1 23. 4 l& 1 11 6Applications by individual teachers._ _ ....... 49. 3 71 6 61 0 50. 8 61. 2 GOAPrivate teachen' agencies 2.2 &O 11.8 16.2 150 10 2.45Visits to other schools or systems 1.0 L5 &6 2.3 16 17 L4State appointment bureaus . 2 .5 L 4 3. 2 . 7 .3State teachers' association bureaus......._ .. . 3 .8 .2 .9 . 9 . 6 . 4Visits to higher instItutions to interview
department heads L2 19 &9 L6 1.7 15 &8Visits to higher institutions to observe

ice teachers_ L7 L4 13 .6 LS .1Lists from higher institutions of candi- .
.5dates available_ a ......_ Ll Ai &aCity teacher-training schools____....,........... rd. 4 3. 6 7. 4Other agencies 7.1 . 6 18 2.4 . 8 10 & 9

. ,

NoTz.Tbi numbers in parentheses indicate the number of new teachers employed in theelementary schools of each group.

Differences among regioni.Sinee only small differences
exist among the various geographical regions with respect
to the proportion of teachers located through the higher
institutions these data were not presented in Table 13.
However, in the South, superintendents rely more largely

. upon the applications of individual teachers than in any
other region, but utilize private teachers' agencies', visit

t higher institutions, and visit other schools and school sys-
terns less frequently than do superintendents of other regions.

o In other words, superintendents of scho9ls in Southern States
rely, either from choice or from necessity, more largely upon
the individual efforts of teachers do the superintendents
of other parts of the country.

County school systemCounty piperintendents located
new elementary teachers for 19*40 through teacher?
applications in about two-thirds of the oases, through
ment bureaus of higher isstitutions and through visits to
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SELECTION AND APPOINTMENT OF TEACHERS

higher institutions in approximately 14 and 6 per cent of the
cases, respectively.

1-

JUNIOR Blot SCHOOL Timmins
Differences among population groups. New junior high

school teachers employed for the year 1 929-30 were located
chiefly through applications of individual teachers. (SeeTable 14.) Placement bureaus of higher institutions are
utilized for locating less than 2 per cent of the new junior
high school teachers in cities of Group I as compared with.
nearly 34 per cent who were first locited in tjais manner in
the smaller communities. In general, the lirger cities rely
upon the ' *vidual applications of teachers for locating a
much larger proportion of the new junior high schbol teachersthan do the sinaller cities. Private teachers' agencies are
utilized somewhat more frequently in small than in large
cities for locating junior high school teachers.

Differences among rep-. ri .'Placement bureaus of higher
institutions were reported as having been* used least fre-
quently in the East, and most frequently in the Western
States, private teachers' agencies are utilized most frequentlyin the East and West, and superintendents of Southern
cities, more than in any other region, rely upon the,individual
efforts of teachers.

TABLE 14.Percentages of new junior high school teachers ethployedfor the year 1929-30 located by various agencies in the systemsreporting

Method used in locating teachers

Group

Place&ent bureaus ot higher institutions_ _
Applications by individual teachers....
Private teachers' _ . 11PeaPda albaoba,*
Visits to other schools a systems...4i...
State appointment berms
State
Visits to bighwall=tátinonsbunsto Interview

department Wads
Visits to blew Institutions to observe

from
-

higher institutions ofcandidatesavailable
city teacher4rain1ng schools-
Other ...... ........eseraweeeaes

L6
86.3
5. 6
.8

5. 6

II
(346) (244)

Ail
city

iirstems
V °Gill'Dined

(940) (81)

County
teals

4

18. 8 14.
6L6 . 4
13.3 14.3
19 .8

L 2
1 0 .8

3

9
.9

e ID la a air e .10 OD e CO

IlIesaaa

5 s 7 8

2L7 33. 8 16.6 2
47.6 4L 5 la 2 6( 2
18.2 12.8 13.5 4.9
Le &2 21e, ea. e oes 3

eeeeaSee
eareeeeee

La L2
5.9 L5 2.5

.1

. 3 15
. 5
a

AD le III e e

a, a a

Nars--The numbers In parentheses indicate the numb, of new teachers employed In tilejunior high schools ol each group,
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NATIONAL SURVEY OF SECONDARY EDUCATION

SRNIOR OR 44TRAR HIGH SCHOOL TRACER'S

Difference8 among population groupi.-Definite relation-
ships exist between the size of city and the sources for locatirg
new senior or 4-year high school teachers. These data are

presented in Table 15. As the size of city decreases the
percentage of new senior high school teachers located through
placement bureaus of -higher institutions tends to increase;
In contrast to this inverse relationship between the size of
city and the percentage of siew teachers located through
placement bureaus of higher institutions is the number of
new teachers who were first located through their omit
applications.

Differences. among regibm.--Placement bureaus in higher
institutions are utilized most frequently in the West, and least
frequently in the systems of the Dist. Teachers' appli-
cations are the source for locating a greater proportion of
new high-school teachers in the Southern States than in any

other region. Private teachers' agencies are utilized more

frequently in the smaller cities and in the Eastern States
than in large cities and in the South and West. Visits to
other schools and school systems or to higher institutions
are used most by the superintendents of the smaller cities
and in the systems of the East.

TABLE 15.-Percentages of new senior or 4-year high school teachers
employed for the year 1929-50 located by various agencies in the systems
reporting

Method used in locating teachers
- I- --

Group All city
systems

com-
bined

Inde-
pond-
ent

second-
!try

schools

County
systems

. .

III IV V

(254) (394)........... (386) (30 (331) (1,725) (425) (468)

I 2 4
,

I I 7 83

Placement bureaus of higher in-
stitutions & 1 19.0 15.8 30.3 82.8 21.0 29.8 19.7

Applications by individual teach-
NV 83. 5 4.8 451 85.3 30.8 47.9 30.8 48./

Private teachers' agencies..... _ s_ _ 8. 7 I& 7 27. 5 23. 1 26. 3 N. 9 25.9 7. 1

Visits to other schools or systems.. L 6 & 4 & 7 2.8 2.1 3. 8 1.4 & 1

State appointment bureaus 15 1.6 2. A . 6 L 1 .5 L I
State teachers' association bureaus
Visits to higher institutions to in-

.. -78 1. 8 L 8 .8 7.1 P 4
or

terview department heads__ _... 1. 2 1. $ 2 8 & 0 1. 8 2. 1 2. 1 9.4
Visits to higher institutions to-ob-

serve practice teachers 2 8 3 O 4
Lists from higher institutions of

candidates available 8. 0
,

. 3 2. 4 1.2 .9 7.9
City teacher-training schools .... ..._ -__ _ ......
Other des :8 .8 . 5 I. 5 . 8 I. 6 . 4

Noirs.-The numbers in parentheses Indicate the number of new teachers employed in the
senior high schools of each group. 134
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SELECTION AND APPOINTMENT OF TEACHERS

Indepen&nt .!econdary schools.The reports of principals
of independent secondary schools dhow that they locate
approximately 30 per cent of their teachers through place-
ment bureaus of higher institutions and about 31 per cent
through individual applications. It is to be noted that a
greater próportion of the teachers for independent secondary
schools than for city systems are locited through burea4us of
higher institutions and a smaller proportion through individ-
ual applications,

These data (see Table 1 8) make clear the following facts:
(1) that principals of independent secondary schools do not
rely so completely upon teachers' applications for available
candidates as do the superintendents of either city or county
systems; juid (2) that the'y utilize placement bureaus of
higher institutions, private agencies, and State teachers'
associations more frequintly. These differences may be
either of choice or qf necessity on the part of the school offi-
cers employing the teaching personnel. It may be that the
principals of independent secondary schools desire to use
thbse agencies in preference to teachers' applications, or it
may be that they are forced to resort to them because of the
fact that relatively few well-prepared teachers make applica-
tions for positions in these schools. The latter is undoubt-
edly an important factor in the small towns and in many of
the small independent secondary schools.

aft

TEAC1llt8 OP ALL LEVELS COMBINED

Data are presented in Table 16 for all school levels com-
bined concerning the agencies through which the new teach-

e
ers employed for the year 1929-30 were first located. Sys-
tems in cities of less than 16,000 population and the inde-
pendent secondary schools use the placement bureaus of
higher institutions more frequently than do the lair. places.
Cities of more than 10,000 population rely more extensively
on applications from individual teachers than do the smaller
cities. The private agencies seem to aid more frequently in
towns of less than 10,000 population. In the cities of more

, than 100,000 population the city teacher-trainingschool fur-
Ashes about 20 per cent of the new appointees. Altogether,
the placement buieaus of higher institutions, private teach-
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SELECTION AND APPOINTMENT OF TEACHERS

ers' agencies, applications from individual teachers, and the
city teacher-training schools served .1929-30'as means of
locating from 80 to 92 -per cent of aif new appointees in the
different &Coups.

It should also be pointed out that placement bureaus of
higher institutions are used more frequently iz the West
than in the East; that applications from teachers are used
more frequently in the South than in the East, that private
agencies are used more frequently in the East than in the.
South; and that visits made to óther schools or to higher
institutions locate greater proportions of the new teachrs in
the East than in the West.

Noteworthy differences exist among the various school
levels in the percentages of new teachers located through thé
various agencies. These may be noted in Tables 13, 14, and
15 and may 'be summarized as follows:

(1)- Placement bureaus of higher institutions are utilized
somewhat more frequently for locating teachers of junior
high schools than of elementary schools anabsomewhat more
Caen for locating senior high school teadhers than junior high
school teachers.

*(2) ,...A2plications of individual teachers are used most
frequeAy for junior high school teachers and least ofien for
senior high school teachers.

(3) Private teachers' agencies are used least often for
locating elementary teachers and most frequently for locating
senior high school teachers.

.(4) Yisits to other schools or systems are 'made most
frequently in locating senior high school teachers.

(5) City teacher-training schools were reported as supply-
ing only elementaryrschool teach0i.

(6) locating teachers, for elementary schools a wider
variety of methodi are uted than in locating teachers for
either the junior high schools or 40.,senior high schools.

I. PREFERENCES OF SUPERINTENDENTS FOR THE USE
. OF vARIOUS.-4GENCIES

,
N,T

The piefeienee given bY superintendeas,-of some systtems
to the uSe of (gip particuiir tiource over all others is frequently
due to local conditions or to the contacts and acq*ntaiiiiec
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made by Iffie 1110'r-U3mndents. Many prefer to use bureaus
in higher institutions because they may have attended- the
institution from which they receive their teachers or because
they have come to have confidence in thè candidates recom-

. mended by persons in some particular higher institution.
A study of the efficiency ofiteacher-placement atenciis

reported by Willett shows that of 853 superintendents of the
North Central area reporting, 547 indicated that _they first
notified bureaus of higher institutions and 248 indicated that
they first notified private teachers' agencies. Various types
of favorable and unfavorable comments have been made with
respect to both types of bureaus. The testimonials of
private agencies were reported unfavorably by 229 superin-
tendents as compared with 122 superintendents who object to
thbse used by institutional bureaus. The wide range and
availability of candidates of private agencies received favor-
able comment from many superintendents. Promptness in
handling requests by private agencies was commented on
favorably by 142 superintendents and principals. On the
other hand, private agencies were reported =favorably by
many superintendents on the grounds that they `' place the
commission before service," they "do not list poor qualities
of the applicants," there "are too many applicants for the
position," and "because the best teachers do not enroll"
with private agencies.

-Pb Many superintendents and principals utilize several sources
for locating teachers. For example, a superintendent .of a
large high school in the Middle West made 10 new appoint-
ments for the year 1929-30. Of this number, I was located
through al- bureau of --a higher institution, 7 through private
teachers' agencies, and 2 from applications of teachers. The
superintendent feels that the types of teachers located by
him through any one of the various agencies are not greatly
different from those located through-any other agency. He
feels that private agencies have a broider range of activities,
that the colleges of the State haye little to offer him in the
way of "acceptable material," and that teachers frequently

I Willett, CI. W. The Efficiency et Teacher-Plaoement Bureaus. North Ouptai Mood&
tion Quarterly, Vol. III, 14. 2, September Wig. pp. 187-190.
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°SELECTION AND APPOINTMENT OF TEACHERS

enroll with a private teachers' ageficy as well as with the
bureau of the institution from which they were graduated.

Many of the larger cities, such as Boston, Rochester, and
Jersey City, use the individual teachers' applications and
judge the applicants by an examination system. The
superintendent in a small Ohio system reported that he
preferred the "college bureaus" because he knew "most of
the directors and had confidence in their statements con-.
earning the candidates." Other ilhistrations of preferences
of superintendents and principals might be mentioned but
space does not permit their inclusion.

3. SUMMARY

The foregoing discussion has brought out the following
facts:

(1) Nearly 57 per cent of all new teachers employed in the
systems reporting for the year 1929-30 were located through
the teachers' own individual applications. Approximately
16 per cent were located through placement bureaus of higher
institutions and about 13- per cent were located through
private teachers%iagencies.

(2) Greater proportions -of new teachers are located in
larger cities than in the smaller cities through teachers'
applications, but smaller cities utilize the placement bureaus
of private ageiicies and of higher institutions more frequently
than the largef systems.

(a) Larger proportions of junior high school teachers than
of teachers on any other level are first located through the
placement bureaus of higheeinstitutions and through the
teachers' individual applications; . greater peicentages of
senior high school teachers than of teachers on any other
level afre located through private teachers' agencies and visits
to other schools and school systems. Teacheri in the
elementary schools are located through a wider variety of
methods than *tie the teachers of the secondary lvels.

(4) Teachers for independent secondary schools are located
somewhat more frequently through placement- bureaus of
higher ihstitutions and private agencies than are City school
tea'ehers.
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NATIONAL SURVEY OF SECONDARY EDUCATION

(5) The county teachers are located more frequently than
those of other types of schools through individual applica-
tions and less frequently through private agencies.

(6) The rank of the various sources for obtaining teachers
of all levels combined were reported as follows: (1) applica-
tions from individual teachers, (2) placement bureaus of
educational institutions, (3) private teachers' agencies,
(4) city teacher-training schools, (5) visits to other schools or
systems, (6) visits to higher institutions, (7) visits to observe
practice teachers, (8) State appointment bureaus, (9) State
teacheis' association bureaus, and (10) lists of candidates
from higher institutions.
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CHAPTER V : METHODS- OF COLLECTING INFWMATION
ABOUT PROSPECTIVE TEACHERS

1. .THE PROBLEM AND THE SCOPE OF THE CHAPTER

Mter superintendents and boards of education have
located prospective teachers, the next step should be the col-
lection of as much reliable information, about these persoRs
as is necessary to insure wise selections. Although the
sources from which it is possible to collect information con-
cerning applicants are varied, the following are among those
most frequently employed: (1) individual applications of
teache (2) unifornrapplication blanks, (3) uniform refer-
ence bl . z, (4) letters of recommendatiop, (5) interviews,
(6) visitation of candidates in other schools, (7) written and
oral teachers' examinations, (8) physical yaminations, (9)
photographs, and (10) other methods of securing information.
It is the purpose of this chapter to present data concerning
these sources of information.

S. FILES OF AVAILABLE CANDIDATES

Number of systems keepim Aka. The policy of keeping
files of available candidates is much more prevalent in the
larger cities than in the smaller ones (see 'Figure 1). The
percentages of city systems keeping files 6f candidates range
from 77 in places of less than 2,500 to 100 in cities of more
than 100,000 population. Almost no difference is present
among the percentages of sysfems in the East, South, and
West keeping files of candidates, but the percentage so re-
porting in the Middle West is slightly lower. Principals of
independent secondary schools do not keep files of candidates
so frequently as do superintendents in city systems.

Leortith-' of time kept.Data which are not presented in
tabular form indicate that applications of teachers are kept
on filé from 1 to 10 years. Superidtendents in the larger
cities in the East tend to keep applications on file slightly
longer than elsewhere. However, the differences are slight.
The average length of time they are kept on file ranges from
1.7 to 1.9 years:

usseras---4 (411
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GROUP. REGION, AND
TYPE OF SCHOOL

CITY
SYSTEMS

POPULATION

GROUPS

Group I

Group

Group 111

Group

Graup I

REGIONS

East

Mile West

South

West

ALL
TYPES

ALL an' SYSTEMS

INDEPENDENT SECONDARY
SCHOOLS

COUNTY SYSTEMS

0

100.0

96.6

968

89.9

77.1

922

862

91.8

93.0

Si
61.6

89.3

PER CENT

ea 80 100

II

tit

71 #

novas 1.Percentages of systems keeping flies of desirable candidates.

GROUP. REGION AND
TYPE OF SCHOOL

CITY
SYSTEMS

POPULATION

GROUPS

Graip 1

Comp I

Group

Croup N

Grog,

REGIONs

East

Alide Wad

South

West

ALL
TYPES

ALL CITY SYSTEMS

INDEPOIOENT IIECONDARY
SCHOOLS

COUNTY SYSTEMS

PER CENT

20 40 60 80

100.0

893

87.8

87.4

842

772

93.6

95.8

87.7

S1.6

84,7

II

t.

Pious 1Percentages of systems requiring applicants to fill out application blanks.
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SELECTION AND APPOINTMENT OF TEACHERS

3. APPLICATION BLANKS
NUMB OP &MIMS USING APPLICATION BLANKS

Some type of foimal application blank is almost universally
used as a convenient method of securing certain desirable
information concerning prospective teachers. The per-
centages of superintendents and principals in the different
groups and regions who reported the use of application blanks
are presented in Figure 2. The practice is somewhat more
frequently followed in the larger cities and in the Middle
Western and Western States. The blanks are used least fre-
quently in the East. Principals of independent secondary
schools reported the use of uniforme application blanks in
only a little more than half of the systems, whereas county
superintendents reported their use in4most 85 per cent of
the counties.

The data shown for the city systems are' in almost complete
agreement with those reported by- the National Education
Association.'

ANALYSIS OF APPLICATION BLANKS

Available studies. veral studies have been made of the
form and content of the application blanks. Keller' analyzed -

72 application blanks used in school districts of Pennsylvania
of leas than 1,000 enrollment. Adams 3 analyzed 71 applica-
tion blanks from cities of all sizes in Texas. Crawford
analyzed 120 blanks coining from cities at large and ranging
from about 10,000 population to more than 250,000 popula-
tion. Several other investigations have been conducted by
Davis,' Nietz,6 Wang,7 and others. Davis analyzed blanks
from 148 cities, Nietz from 41 large cities, and Wang analyzed

I National Education Association, Research Division. Administrative Practices AffectingClassrobm Instruction. Raearcb Bulletin, Vol. X, No. 1, Isitiary 1932. p. 24.
Keller, Frank. Use of Teachers' Application Blanks. Unpublished Muter's Thesis,University of Pittsburgh. 1918.

I ACkink Logan S. Moab& Assigning, and Starting the New Teacher. UnpublishedMaster's Thesis, Univemity of Taus, 1925. 100 p.ms.
Crawford, Lawrence T. The Selection of Teachers. Unpublishe& Master's Thesis,

University of California, MO. 88 p.ms.
s Davis, O. O. What Qualifications Are Demanded of Teachers? Nation's Schools,: 31-84 January; 0:14. Fool , 7146, May; 46-50, June 1929.
O Niels, John A. The Current Use of Umbers' Application Blanks. American SchoolBoard Journal, 78: 55-4114 March 1931

eT.. *barks K. A. A study ot the Bade Information Utilised in Employing Teachersin the United Ststa. Eficeatiou, 48; 1554744 February 1921
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NATIONAL SURVEY OF SECONDARY . EDUCATION

190 blanks from cities of 5,000 to more than 50,000 including
from county superintendents, and 21 from private teach-

ers' agencies.
Number and &unification of items.Wang reported that

the median number of items on applicition forms ranged only
from 39.6 for cities of from 5,000 to 10,000 popuration to 42.7
for cities of more than 50,000. County superintendents
reported the use of somewhat shorter forms than did city
superintendents. The range in the number of items among
the áchools was from 11 to 75.

The items of information called for on application blanks
may be classified into about six general categories: (1) gen-
eral inforMation, (2) personal data, (3) educational prepara-
tion, (4) educational experience, (5) references, and (6) miscel-
laneous information. The frequency with which the items
are found in these categories will be discussed briefly as
reported by Wang.

(1) Items of general information.--Items such as the name
of the applicant, the date, the address of the applicant, posi-
tion desired, telephone number, and the like were reported in
from 60 to 100 per cent of the blanks.

(2) Item of a persolizi nature.--The items of age, height,
weight, health, salary, religious affiliation, marital status,
were reported in from 78 to 96 per cent of the blanks. Other
items of a personal nature such as the qtatus of the applicant
as widowed or divorced, race, birthplace, and condition of
sight or hearing were found in only from 8 to 26 per cent of
the blanks.

(8) Items of educational preparation.Items such as high
school attended, years in high school, normal schoorattended,
years in normal school, college attended, years in college,

degree, and time of graduation from collige were
reported on from 70 to-- 96 per cent of the blanks. Other
educational items such as number of hours in education, ele-
mentary schools attended, high-school credits, normal-school
credits, college credits, and educational courses were found
on from 11 to 20 per cent of. the ,pplication blanks analyzed.

(4) Items of educational expierience.6The location of school,
number of months taught, grades or subjects taught, and
inclusive dates of experience at various schools were reported
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SELECTION AND APPOINTMENT OF TZACHERS

by Wang in from 70 to 85 per cent of the application blanks.
Other items such as reason for leaving position, salary re-
ceived, and number of teachers in the system were found in
from 17 to 25 per cent of the blanks.

(5) Item reque,stinf names of rerence,..--More than 95
per cent of the application blanks request the names of
references acquainted with the work of the applicant.

(6) Miscellaneous informaiion.More than 61 per cent of
the blanks requested a photograph of the candidate, attout 43
per cent asked when work could be started. A large number
of other miscellaneous items are found on application blanks,
but not many are found on more than a few forms.

The items reported by Wang as included in more than 50
per cent of the application blanks are listed in Table 17.

TABLE 17.Peral., ires of frequency of individual items on 244
application blanks

Percentage
Item of frequency

1. General information
Name of applicant... 100
Present address.... 95
Date of application... 89
Permanent address_ Ma M, an. glab 84
Grades or svbjects pre-

ferred____ MIMMIMPOM MaDMMI

Position desired....
Telephone number...

2. Personal data
.Age- UP INDubillIGNI
Height....
Weight...

111-416-111101120-111,411111P

411P lb mbr sib MI ID

Teaching certificate_ MI MD

Marital status_
Present salary....
Health spismael

MO

do. dosomoabas iso as

Religious affiliation....
Ability to teach special

subjects...O.-- -
Acceptable salary...-. -

8. Educational preparation
College attended.
High school attended_
Normal schot attended
Years in oasis__

MID ab MD

Percentage
Item of frequency

8. Educational preparationCon.
Years in ,normal school__ 75
College degree______ _ 73
Time of graduation from

college 70
Years in high school__ _ _ 70

75 Time of graduation from
62 normal school 66
61 Time of graduation from

high school
96 Graduate or special
88 school attendance_ 59
85 Degree or diploma from
79 normal school___ 59
78 4. Educational experience
69 Location of school_ 85
69 Number of months
67 taught 80

Grades or stibjects
52 taight 78
50 Inclusive dates of expe-

rienoe 70
97 5. General information
96 References 95
96 Photograph 61
76
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4. REFERENCE BLANKS

IIIIICSNYAGES o arsrsma USING RSPIIIINCS ISLAM;

If the applicatioiis of candidates are seriously considered,
superintendents usually desire to learn something concerning
their previous experience and to obtain estimates of their
ability from those under whom they ha9 taught. This is
sometimes done by iheans of a personal letter to persons listed
as references. In many other systems it is done by means of
a more or less formal inquiry blank.

Superintendents in cities of More than 100,000 use the
blanks in a greater proportion of the systems than do those
of any other group of cities (see Figure 3). Superintendents

GROUP. REGION, AND
TYPES OF SCHOOL

CITY
SYSTEMS

_ -

POPULATION
GROUPS

Group 1

Group I

Group

Group IF

Group Y

REGIONS

fist

Medal West

South

West

ALL
TYPES

ALL CITY SYSTEMS

INDEPENDENT SECONDARY
SCHOOLS

COUNTY SYSTEMS

o

7&I

64.4

624

6&8

70.8

2o

PER CENT

40 60 ao too

I I I

514

765

542

87.1

67.7

352

39.9

7

4

1

hams 11.Percentages of systems sending reference blanks to persons listed as references.

in the East and South use them least frequently and less than
40 per cent of the principals of independent secondary schools
and county superintendents use reference forms.

ANALYSIS 07 allilSNCI BLANKS

Available studies.----Studies by Davis, Nietz,9 Crawford,'"
and Wang 11 have indicated the variety of forms used and the
large number and types of items included. These studies

Davis, C. O. op. cit.
Niets, John A. Current Ulm of Tambora' Reference Blanks. American School BoardJournal, 70: 41-42, March 1926.

I. Crawford, Lawrence T. op. dt.
u Wang, O. IL A. op. cit.
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SELECTION AND APPOINTMENT OF TEACHERS

will nôt be drawn upon here. Instead, repOrt will be made
from the findings of an analysis of reference blanks returned
by school officers with the inquiry forms sent out in connec-
tion with this investigation of the selection Ind appointment
of teachers. These blanks were classified in the same groups

*and regions as the responses to the inquiry forms. Space
permits only a brief summary of the findings of the analysis
of 367 reference blanks.

Name of blank.--The analysis of the names carried by the
367 reference blanks shows that 213 have no definitive title,
The majority of these blanks are in printed form with a short
letter of three or four lines preceding the body of the blank.
The letter explains the nature of the request and usually asks
for aceurate and confidential information. Seventy-five
forms bear some such title as "Recommendation Blank" and
20 bear the name "Inquiry Blank " or "Teachers' Inquiry
Blank."

Method of reply required.The 367 reference blanks have
many types of questions and several methods provided for
answering these questions. gome forms have one mode of
response uniform tiroughoub the blank, while others have
different methods of reply for different types of questions.
Some blanks request only a general statement concerning the
applicant, others require answers to as many as 50 or 60
different specific qvestions. No attempt has been mnad
analyze the different combinations of methods of response
because it was believed sufficient to show the methods bywhich
the majority of the questions are to be answered.

of the 367 forms, 29 call 'only for a general statenkent con-
cerning the candidate, his fib:less for the position for which
applying, and possibly one or two more traits. Ninety-
eight make provision either for written answers to specific
questions or for written opinions on a list of traits. Some
type of a check list by means of which the respondent checks
certain traits on a scale of from 3 to 10 points is provided on
162 of the forms. Provision is made for underlining the most
appropriate term on about 76 forms. Often, howevir,
practically no difference in met4octexists 'between checking
on a stale of four polits and underlining an appropriate term
out of four possible gradations of ability.

[ 47

V.
-11111-

Igo

a*

.

to

.

.

. -

.

..**

"4'ttei'.7f !4 ..", - X
PV":17.40.ki

fir+, . : . ,

kZi ; .;;;k4

elo."

,V



NATIONAL SURVEY OF SECONDARY EDUCATION

Two interesting forms were discovered in which the rtepon-
aents were to check a list of traits on what might be termed a
graphic scale. Along 'the scale of frequent intervals are
descriptive terms to guide the respondent in locating the
place where he should like to rate the applicant. Those forms
will be given special atteniion later.

Similarity of reference forms.---The similarity of reference
forms is due in many cases to the fact that many school
systems purchase these blanks directly from publishing
houses. Of the 367 blanks studied, four sets of identical
reference blanks stand out for their widespread use. One
published in Missouri was found used in 30 schools ; another
published in Iowa was found used in 20 schools; another also
published in,jowa was found used in 1 7 schools; and a form
published in Illinois was used in 17 more schools. All the
blanks mehtioned are published and largely distzibuted in a
limited area of the Middle West. The blanks used in cities

* of more than 30,000 population are in almost all cases designed
for particular systems and each blank differs considerably
from blanks used in other cities.

Confidential nature of the forms but 72
make specific mention of the fact that all information sent by
the respondent will be held in strict confidence. The factor
of geographic location seam to play little or no part in this
connection, but blanks from cities of more than 10,000 are
much more likely to omit mention of the fact that informa-
tion will be held in confidence.

Number and nature of ilems on reference blank8.It has been
shown that 29 of the forms asked for only a general letter con-
cerning the applicant. Since there is no way of determining

. the number of items implied by such a request, these forms
were 'omitted from the tabulation whia folkiws. The range
in the number of items requested on the remaining forms
extendifrom 5 to 56. (See Figure 4.)

An attempt was made to tabulate the different iteips found
on reference blanks. Difficulty was encountered because so

many of the items have almost identical meanings but insofar
as possible, thritems were classified under the term judged
most nearly to exiresortheir true meaning. In this way 267

different items were_ included in tdhe tabulation of the rider-

.
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SELECTION AND APPOINTMENT OF TEACHERS

ence blanks._ No attempt is mute here to snow more than a
partial list of these items.

Only 8 of the 267 different items were found on as many as
50 per cent of the reference blanks from city school systems.
This indicates a striking disagreement of opinion among
schoolmen as to what items are essential to a reference form.

It must be recognized, however, that the disagreement may
be due in part to the many synonymous or nearly synonymous
terms used %in the reference blanks. The great majority of
the items appear in relatively few of the reference forms as
evidenced by the fact that in all groups laid regions between

GROUP. REGION, AND
TYPE OF SCHOOL .

CITY
SYSTEMS

POPULATION
GROUPS

a

Group I 7.56

Gimp I 649

Group 5-35

Group If 9.38

Grog/ 747

J

REGIONS

tad 5-45

lift wad 7.47

bit t-34

Vint 1651

ALL
TYPES

ALL CM MIMS
INDEPENDENT SECONDARY

SCHOOLS

COUNTY SYSTINII

S56

9-53

8-35

MEDIAN

10 15

15

16

21

24

18

21

24

11

21

p.

noun lg.Median numbers of items on reforms forms according to population groups and
geographical regions.

130 and 180 of the 267 items appear on less than 5 per cent of
the forms.

The number of itemeappearing on more than 20 per cent
of the forms for the five groups are as follows: Group I, 19
Group II, 19 ; Group III, 28; Group IV, 35Kiroup V, 43 and
for the total of Groups I to V, inclusive, 38. As the size of the
city decreases, there seems to be more agreement as to what
items thould be included within the reference forms. These
data niftybe noted in Table 18 even though only Groups I and
V, the iiidependent secondary schools, and county systems
are presented in tabulai f6rm. No such tendency is apparent
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NATIONAL SURVEY OF SECONDARY EDUCATION

for the geograpMcal regions, also omitted from the table, but
the county systems show even more marked lack of &ment.

The differences between groups may be partially accounted
for by the fact that published forms are used more &fitly
in smaller cities. However, since most of the- published
forms are used in the Middle West and only small differences
exist among the regions the effect of this factor seems small.

TABLE 18.-Items appearing on at least 00 per cent of the reference
. blanks and the percentages of forms in which they were found

.

I ,

Item
.

Group

Total

Ind&
pendent
second-

ary
schools

n'I'll'systems
S

V

,
w

3 4 5 6

Discipline 64. 7 '-' 91. 9 M. 1 84. 0 83.3
General statement or remarks 7& 5 82. 4 76 8 76. 0 63 1
Health 41.2 s3.8 73.9 72.0
Appearance 47.0 60.8 63.4 56 0 3& 9

8cholanhlp 58. 8 64.9 63. 8 7& 0 n. 8

Skill in Instruction 1 70. 5 5& 2 63. 0 84.0 SO: el

Character 41.2 44.6 54.3 44.0 44. 4

Would you employ - 52. 9 52. 7 sa. 3 40. 0 71.1
Tact 2:1. 5 59. 5 52. 5 40. 0 22. 3

Best suited to what grades or subjects_ _ ______ _ 35. 3 58. 1 46. 4 52. 0

Cooperation 23,5.l 40.5 44.2 3&0 44. 4

Initiative 11. 7- 54. 1 40. 9 44. 0 16. 7

Daily preparation , 11.7 50.0 37.3 16.0 11. 1

General estimate of applicant 29. 4 52. 7 36. 2 40. 0 22. 2

Voice 17. 6
,

4& 9 31. 5 24. 0 XL I
,

leof English
eakest points *
f-control

11.7
29. 4
17.6

44.6
25. 7
28.4

30.4
29. 0
28.3

28.0
20. 0
24.0

25 0
13. 9
13. 9

Professional growth and interest 5. 9 35. 1 28. 6 4. 0 & 3

Personality , 35. 3 l& 2 27. 9 28. 0 38 9

Loyalty i i 29. 4 31. 1 26. 8 2& 0 33. 0

Strongest points 17. 6 28 4 26. 1 12. 0 11. 1

Understanding of children &9 29. 7 25. 4 : &O & 6

Care of room 39. 2 2& 0 4. 0 8. 3

Attention to individual needs 59 36 5 24.3 8.0 & 6

Defecb-meutal and physical 17. 6 338 22. 1 12. 0 11: I

Has applicant taught under your supervision_ 11. 7 32. 4 , 21 1 S WO =. 2
Entbun 5. 9 24. 3 21. 7 . 8. 0 11. 1

Motivation 27.0 20. 3 4. 0 8. 6

Opportunity for farming Judgment of applicant. 29. 4 & 9 20. 3 32. 0 19. 4

I Skill in instruction in this table is a co te
to instruct, success in instruction, teaching

of these items: Skill In instruction. ability
er, and teaching ability.

The 30 items appearing on at least 20 per cent of the refer-,
ence blanks of all cities in Groups I and V are shown in Table
18. No effort will be made here to enumerate all items.'
Rather, emphasis will be placed on, significant differences
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SELECTION AND APPOINTMENT OF TEACHERS

existing between the groups and regions. Iffn inverse relation
exists in the frequency with which items appear on reference
blanks and the size of the city in which the blank§ are used.
The item "discipline " illustrates the point in question. In
cities of Group I this item -appears on about 65 per, cent of th6'
forms; in Group II, 67 per cent; in Group III, 851Sser cent;
Group IV, 90 per cent rand Gro-up V, 92 per cent.

Other frequently men49nea items in which this inverse
relation seems to hold are: " Tact," "grades or subjects to
which best suited," "daily 'preparation," "voice," "use of
English," "professional growth and interest," and " attention
to individual needs."

Differences among the groups and regions exist throughout
the list, but space does not permit their discussion. It seems
that the city systems are more interested in learning about
the "preparation," "weak points" of the applicant's teaching
ability, and ixer.,"projessional growth and interest" than are
independent secondary schools and county systems. On the
other hand, the independent secondary schools are more
interested in the relations of teachers to pupils, tos the admin..
istration, and to other teachers, and the extent to which
applicants can aid in extracurriculum activities.

Examples of fu with unique provisions eference forms
differ considerably in giving adequate .1 tions toth9e7
respondent. While it is true that a great majority of ire
blanks are relatively so simple that no specific directions seem
necessary for their use, a considerable number of forms
request information on rather indefinite items. Whenever
this occurs, some explanation is usually necessary either to
tell how the rating should be done pr to define the traits or
qualities listed. Yor example, the trait " character " islisted
on a large number of forms. When the respondent is asked
to check oq a 5-point scale of superior, above average, aver-
age, below average, -and poor, questions like the following
may arise in his mind: "Whet is meant by character?"
"What does the superintendent receiving the form mean by.
character?" "Uider what conditions should An applicant
be marked. 'superior '?" Many forms give no indication of
the answer to such questions. Some schools, however, have
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sought to make the returns more valuable to themselves by
defining the terms employed on the form.

Two of the methods used for overcoming these objections
are found on the blanks from Des Moines, Iowa, and Minne-
apolis, Minn. The former rates applicants as superior, poor,
and average in terms of the per cent of teachers who should
be Irated within each category. No mention is made of the
attributes included within the term "character." The blank
from Minneapolis uses the words superior, good, fair, and
poor and places them on a horizontal line at equal intervals
across the page. The words are defined as shown in Figure
5, which illustrates the organization of the inquiry blank:
INQUIRY BLANK MINNEAPOLIS PUBLIC gptioccs

boo applied for pukka la des Illampois *dunk.
Will you assist as by main tbs following laiereaseien at year earliest ceavesinece. We trust drat year
interest in ocbool children, more essikyour desire to ¡serve the candidate, laving year reply. We appreciate
yews mangey. YOU" reply will be osaidered coalldostiaL

years
C. IL REID, Iloperimeendsat

RATING

to twist y ea le 1.6

Soli
the soda M ao a V " ea the Sae beads each bear

Its& el the Wore below kaiak. as a eve poise nab es which gelssall II Uwe be= Welly

Om mob. pea
=

k Wiles hs robe Os gralidsla, yaw any mho uairellas leaerr dusty 411=ras.
A au $rimisi -aimed. and Mir Pear

a. MISS=

MINIMA=

tee"
vanst.-sias

1_

11111111...1

noun 5.The first three items of the inquiry blank used in Minneapolis, Minn.

This device gives a scale for rating in terms of words of com-
mon usage and gives definite aid to the respondent for judging
and interpreting the trait under consideration.

Among the items listed on the form from Hamtramck,
Mich., are 11 to be checked on a r»point scale of very poor,
poor, medium, good, and eicellent. Each of these 11 terms -

is given an explicit definition. An interesting blank also
comes from the Dawson County High School and Glendive,
Mont., city schools. This blank has 9 of its 12 items ar-
ranged for rating on a 5-point scale of lowest, low, average,
high, and highest. Provision is made for definition of both
the traits to be rated and the scale by means of which the
rating is made.
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SELECTION AND APPOINTMENT OF TEACHERS

The form from Pasadena, Calif., requests eight general
items of information on the front and contains a graphic
rating report of six items on the reverse side of the form.
The report contains definite instructions for its use, explains
the scale used in rating, describes in considerable detail each
item upon which information is requested, and provides space
for miscellaneous renywks for each him. The instructions
and the first two items are shown Figure 6:

5. OTHER TYPES OF COMMUNICATION WITH REFERENCES

Personal 14ter8.As shown in Figure 3, about 32 per cent
of the superintendents of city systems, about 65 per cent of
the principals of independent secondary schools, and about

GILILIPIDC RATING MOST
babTadlutp,lir aloft. Isports

L Deem rafts fia a irivau waft, mad issoripaira of Um quality vimI. 143, I6st aa Wool wallow yea an Owe is any gait, la 1 sadL animal in as pod ao time WM pos kaw agar haws, plum i cloak mot st 1; li as pear as doe peen^SO 41611# ant ai 19; If ear about ~aim pima do Ault mark at I at 6;
IL Mktg at 8 or aim "ID la regarded as a trwarabie !stale.

Yaw toiL el alarm kg pour Were* is Wilma. rada ass at dais sa ha 4 New Ia e 6 the applissat. Arpin pier motor.
QUALITITS MMUS

L Mow. VIrtia.wv
Cassias, the isgras 66141

Its =b=dtre:
*Ft Italteelitt21 .71.'r
au Maim.

--mot

1 s 3 4 e io
MI6
liareitat

lump
Low

11. *1111TAL Mainline ow,
Ogaridar 44pas

Zrrel= Irs=
giddily, is us SW goblin to

rar sillaatiaaa, lad to artive

ailla tu 6 6

Itemaaria:

Wife
law

not= 6.Tbe first two items on the beck of the Warms form need in Pawkier*, Calif.

60 per cent of the county superintendents do not use any
type of formal reference blank. Many of these school
executives write personal letters of inquiry to references
listed by the applicant because they feel that they are enabled
to obtain a more honest and frank statement of the candidate.
Particularly is this practice followed when the reference is
well known to the superintendent or principal who is employ-
ing a teacher.

Open kiters."Open letters of recommendation " and the
" to wh m it may concern testimonials" are not given much
consideation by the majority of school sutierintendenta.
It was found from data not shown in tabular form that such
letters sire considered in from 17 per cent of the systems in,
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NATIONAL SURVEY OF SECONDARYzaEDUCATION

Group V to 44 per cent of the systems of Group I. In the
independent secondary schools they were reported used ires
28 per cent and in tthe county systems in 32 per cent of the
systems.' Of the total limber of city superintendents
reporting concerning thig question, 24 per cent indicate that
they consider these references.

6. STUDIES OP THE VALUE OF WRITTEN RECOMMENDATIONS

Studie8 made of recommendation g.Inasmuch as so many
systems make use of reference blanks and other types of
written communications with references the question natu-
rally arises as to the value of these recommendations. Vick,"
in a study of the written recommendation as a factor in
selecting teachers in 176 Illinois schools, comes to the con-
clusions that (1) written recommendations are used in the
selection of about 90 per cent of the high-school teachers,
(2) the forms of the recommendations deáired 1:T sdperin-
tendents most frequently are (a) answers to specific questions,
(b) general letters in answer to specific questions, and (c)
underlined words and phrases, and (3) the 10 traits most
desiréd in teachers by superintendents and principals are in
the order of their rank: Understanding of children, coopera-
tion and loyalty, discipline, integrity and sincerity, profes-
sional interest and growth, adaptability and resourcefulness,
sense of justice, self-control, initiative and self-reliance, skill
and care in assignment.

The study by Vick implies that because superintendents
use written blanks they consider them to be one of the most
useful sources of information concerning prospective teachers.
Dozier 13 analyzed 1,132 letters of recommendations in the
files of the teachers' appointment committee of the Uni-

, versity of Texas and concludes that: (1) the value of recom-
mendations varies with the ppint of view and training of
those whe oirite them, (2) great care should be exercised in
the formulation of rating aheeta for collecting data concerning
the ability of teachers, (3) Itch forms should fit the point
of view and training of those who make use of them, (4) the

n C E. A Study of the Written Recommendation Es Factor in the Selection
of Teachers. tpub1IaMd Master's Thesis, Univenity of Illinois, 1929. 01) p. ms.

Dozier, Medm. Confidential Recommendations as s Buis for Selecting Teachers..
Journal of Educational Research, 14225436, December 1925. .

so
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SELECTION AND APPOINTMENT OF TEACHERS

value of recommendations depends in a measure upon the
amount of detail recorded, and(5) all writers of recommenda-
tions place large emphasis upon the social qualities of
teachers.

Letters of recommendation vary in length, inform, in
quality, and in content. Also the individuals who recom-
mend and interpret may differ considerably in the meaning
attached to descriptive terms and phrases. At present the
method of writing letters of recommendation varies so
greatly that practically no degree of standardization exists.

Suggested improvements.In order partially to rectify this
situation Weidemann 14 devised a new type of recommenda-
tion blank for grades 6 to 12. This blank seeks to standard-
ize the interpretation of the words used, to standardize the
rating of traits, and to present a more uniform list of traits
upon which ratings should be made. The study oilers sug-
gestions which will be of value to superintendents and prin-
cipals who are desirous of improving their methods of
securing information from persons given as references by-
candidates.

Since written recommendations are used so extensively in
selecting new teachers, it appears that superintendents con-
sider them to be a indium through which information con-
cerning prospective teachers may be obtained. Care should
be exerciltd in the use of such forms because of the different
meanings attached to descriptive terms and phrases.

7. THE PHOTOGRAPH

Unreliability of judging teachers by photographs.Nearly all
superintendents and principals require that a photograph ac-
company the application of prospective teachers. Several
studies show that this procedure aids very little in the selec-
tion of competent teachers. One of these is by Johns." This
investigator submitted a set of 24 pictures of superintendents
and principals, high-school instructors, elementary-school
teachers, and kindergarten teachers to palic-school superin-
tendents in Nebraska, secretaries of boards of education, and

Weidemann, O. O. A New Type Letter of Recommendation for Teachers. EducationalResearch Record. University of Nebraska, 267-71, 7446, Deoember 1929.
"Johns, Walter B. The Value of the Photograph in the Selection of Teachers. Unpub-lished Muter's Thesis, University a Nebraska, 1928. 48 p. ma.
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NATIONAL SURVEY OF SECONDARY EDUCATION

to secretaries of placement bureaus throughout the country.
A total of 148 replies were received. From the correlations
between the marking of candidates for the different classes
of judges Johns concludes that " there is no value in a photo-
graph in determining ability to teach." Tiegs '6 also reporta
little value in the use of photographs in determining the
teaching efficiency of prospective teachers. The rating of 25
teachers by 11 judges when correlated with the actual rating
of these teachers by general supervisors, principals, together
with the estimate of the assistant superintendent, show a
nentive relationship of low degree. The coefficient of corre-
lation was reported as .08.

The value of the photograph.One should not assume, how-
ever, that the photograph has no value at all. In both
studies referred to the photographá submitted were of teach-
ers in service and probably of persons of fairly pleasing ap-
pearance. If superintendents and principals desire to use the
photograph not for the purpose of attempting to select can-
didates on the basis of photograph so much as to'obtain a
general impression of the applicant, they are probably en-
tirely justified in requesting a picture of the candidate. Such
a procedure enables them to guard against interviewing or
selecting strikingly unattractive candidates, "provided, of
course," says Johns, " that the art of photography did not
too well cover up the actual situation." "

8. EXAMINATIONS

The problem. Teachers have long been examined in some
manner or other to determine iheir conipetence for the posi-
tions for which they make application. In the earlier days
the judgment of the board of education or superintendent
was adequate for all purposes. Simple written examinations
were given to applicants by the county superintendent or by
an examining committee. A certificate earned in this way
served all needs on the professional efide.la On the personal
side, however, other considerations were frequently deter-,
mining factors. Personal and political frie#dshiPs, church

u Tiegs, Ernest W. An Evaluation of Some Techniquip of Teacher Selection. Blool.ming-
ton, Ill., Public School Publishing Company, 1928. p. 46.

17 Johns, Walter B. op. cit. p. 36.
is Cubberley, E. P. Public-School AdMinistration. Boston, Houghton, Mirnin Coat 1916.

p. 199.
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SELECTION AND APPOINTMENT OF TEACHERS

relationships, party affiliations played a part. The daughter
of an estimablo citizen, the young woman who needed aid to
support her widowed mother, the young widow, or the wife
whose husband had deserted her were persons given added
consideration out of public. sympathy.19 The public attitude
was that anyone could "keep school."

The selection of teachers has now become a complex and
highly important administrative funCtion. Minimum quali-
fieations for teaching have been formulated and put into
effect by accrediting agencies, State departments of educa-
tion, and by local school boards. Teachers are being trained
in universities and colleges from which they are graduated
with more or less adequate academic and professional train-
ing. The responsibility for the certification of teachers is
rapidly being assumed by the State. Under these conditions
the need for examining applicants is greatly decreased except
in the large cities.

Methods of examination vary considerably from city to
city. In some systems relatively simple written extmina-
tions are administered, in others difficult written and oral
examinations are given.

Written examincaion .---This and other studies have shown
that approximately 3 to 4 per cent of the school systems use
the written examination as a feature of their method of choos-
ing the instructional staff.2° The data for the present study
are reported by size of city, geographical region, and type of
school. (See Fig. Z.) Data concerning independent secon-
dary schools have been omitted from this figure because such
schools do not maintain grades at the elenientary or junior
high school levels and because no data were reported at the
senior high school level.

Written examinations are seldom used except in cities of
more than 30,000 population. Of the cities of less than 30,000
population, written examinations are used in selecting ele-
mentary-school teachers, junior high school teachers, and
senior high school teachers in less than 1 per cent of the
systems. None of the 159 independent secondary-school

9 Ibid., pp. 199400.
*National Eduostion Association, Research Division. Administrative Practise Affect.

ing Classroom Teams. Resserob Bulletin, Vol. X, No. 1, January IOU p.
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NATIONAL SITRVEY OF SECONDARY EDUCATION

principals and only a few county superintendents reported
the use of writtentexaminations.

Examination system in selected citits.----Among the cities
reporting special examinations for prospective teachers Fort
Wayne, kd., Jersey City, N. J.; Rochester, N. Y.; and
Boston, Mass., illustrate the policies and practices relating
to examination systems..,

GROUP. REGION,
AND TYPE OF SCHOOL

CITY SYSTEMS

POPULATION
GROUPS

REGIONS

344
345
313

O 10

PER CENT

20 30 40

ALL CITY SYSTEMS

Gm,

COUNTY SYSTEMS

0.6

0.7

0.6
12
0.7

&o
17
7.5

ZO
2.3
1.3

0.0
ao
ao
sh
5.5
4.6

4.4

12
12
13

FIOUILI 7.Peroentages of school systems requiring candidata for teaching positions at vari-
ous school levels to take special examinations.

(1) Fort Wayne. Fort Wayne is an illustration of a city
school system which gives examinadons only to new inex-
perienced elementary-school teachers. The plan has been
followed for about three years, and is reported to be a
tinct aid in eliminating all but the best inexperienced appli-
cants. The scores made on the examination are givei
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weight in the program of teacher selection approximately
equal to that given to the applicant's transcript of record
and references.

(2) Rochester.--In Rochester both oral and written
examinations are given to candidates for permanent appoint-
ment. The oral examination is usually held the day of the
written examination and is ordinarily from 15 to 20 minutes
in length. This examination is in reality an interview with
one or more of the members of the examining committee.
Each candidate is given a personality rating on the assump-
tion that 80 is about the average rating of all applicants.

The written examinations are of the essay type and deal
chiefly witlythe psychology of the particular subject for
which intended. Some of these tests are constructed by
members of the board of examiners, some by heads of
departments, and others by the directors of subject fields.
The examination procedure is somewhat as follows: All
candidates for "first appointment" who have been given a
"first assignment" must take an examination during the
course of the first year. Persons graduated from the city
teacher-training school or who hold masters' degrees are
excused from the written examination. Candidates for
junior high school or senior high school positions take testa
in 'their subject fields, but elementary-school teachers must
take examinations in six subjects and in psychology, except
that for each year of successful experience elsewhere they
are excused from oie examination of their choke excepting
psychology. Candidates are placed on an eligible list from
which all appointments are made, provided that one-third
of the sum of twice their score on the subject examinations
plus their personality score equals or exceeds 70.
*4 At the time the data were obtained from Rochester,
committees were at work on a plan of reorganizing the
examination system and of eliminating some of what seemed
to the authorities as rather obvious defects.

(3) Jersey Jersey City the board of examiners
is comPosed of one board member, the superintendent, two
assistant superintendents, one principal of a high school,
one principal of an elementary school, and one member of
the research department,

t
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All candidates must have had three years of successful
experience and must hold . "limited secondary certificates"
to teach the subject for which application is made. Written
examinations, usually of the essay type, must be successfully
passed in the subject for which the candidate is an applicant.If applicants pass the written examination, an oral examine,-
tion is given by the whole board of examiners. This exami-nation is general in nature and is for the purpose of judgingthe experience (including references), preparation, back-ground, methods of teaching, and knowledge of the subject.Each member of the board makes an estimate and the
applicants' score is the average of these individual estimates.
Candidates are placed on eligible lists according to the
scores blade on the written and oral examinations. Appli-cants are appointed in order of their rank on the eligible
lista. Provision is made whereby the person rinking num-ber one on the list may refuse to accept about three appoint-..)
ments before being dropped from the eligible list.

(4) Boston.Another city with a comprehensive plan for
examining prospective teachers is Boston. High-school
teachers must take an examination in a major subject andin the two minor subjects prescribed to be taken with the
particular major subject chosen. Candidates must make amark of 70 per cent. on the major .subject and an average of
70 per cent for the -total of all three examinations. In
addition, the candidate must give a demonstration lesson
before an examiner or a specialist in the subject beingtaught. The amount and quality of experience are alsogiven consideration. In order to be placed on the eligiblelist an applicant must have at least 420 points of a Possible
600 on the subject examination, a. score of 210 points of a
possible 300 'oil the demonstrition lesson, and may increasethe fina score as much as 100 points depending upon the
amount and character of experience, Candidates are placed
on eligible lists &wonting to subjects for which eligible andare chosen in the order on the list.

The value of written examination..The value of written
uaminations as one sof the bases for selécting teachers. liesin the manner of their administration and interpretation.
Well-constiucted tests, carefully administered by eduoa-
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SELECTION AND APPOINTMENT OF TEACHERS

tional experts may be of considerable value in aiding school
executives to choose teachers wisely. On the other hand,
studies made of the relationship existing between various
types of professional examinations and teaching efficiency
have shown that the scores made on such testa have little
value in prediciing teaching success. Boardrhan " has
shown that there is little relationship between classroom
efficiency of teachers as judged by ratings of pupils, teachers,
supervisors, or combinations of these on the one hand, and
intelligent scores, or scores on tests of professional informa-
tion, or scores on testa of knowledge of teaching procedures
on the other. 'fps should cause school executives to exer-
cise considerable caution in the use of tests and examinations
as a basis of judging the fitness of applicapts kr teaching posi-
tions until we are more able than at present to measure
accurately those qualities predictive of teaching success.
This leads the Research Division óf the National Education
Association to conclude that "unless a school system is able
to do the job *ell, it would ptbably do better to have no
written examinations for selecting and promoting teachers." n

9. HEALTH AND PHYgICAL EXAMINATIONS

Number of systems requiring.Many school systems now
require that a certificate of health be filed with the superin-
tendent before the appointment is made. The National
Education Association 28 reports that for 1,494 city systems
physical examinations are required in from 8.9 per cent of
the systems from 2,500 to 5,000 population to 49.4 per cent
of the cities of more than 100,000 population. Approxi-
mately 16.5 per cent of the total number of cities reporting
require physical examinations.

Who makes the examinationtPractice varies in regard to
the persons making the physical examination. Some cities
require only a health certificate issued by any reputable
medical doctor whereas others require that they examination
be performed by a doctor employed by the b6ard of education.

I Boardman, Charles W. Professional Tests as Measures of Teaching Efficiency in High
School. Teachers College, Columbia University, Contributions to Education, No. 3X,
1928. P. 66.

National Education Association, Research Division. Pracdots Affecting Teaching
Personnel. Research Bulletin, Vol. VI, No. 4, September 1918. P. 223.

National Education Association, Research Division, op. cit. Vol. X, No. 1, p. Si.
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10. INTFAVIEWING APPLICANTS

Value of th4 personal inti, ."1% .n.e of the most widely
used methods of securing information concerning applicants
is the personal intervievi. Lewis states, "There is no
substitute for the personal interview." " Hines, in speaking
of the problem of teacher select& for Cincinnati, adds,
"No applicant will be employed without an interview.
The object of this intervie* is not to permit personal judg-

\ment,the
but to verify and expand the information contained in

application blank." 25 It should not be iderred, however,
that the personal interview is an infallible tool. It is, how-
ever, a valuable method when employed by those train
its use.

Extent to which pereonal interview i8 utilized.Nearly all
school systems, both large and small, make use of the personal
interview. The data relating to the percentages of systems
where an interviim is neither required nor suggested are
presented in Table 19. The data for cities of var¡ous sizes
agree fairly well, where comparable, with those repprted by
the National Education 4ssociation.*
TABLE 19. Percentages of systems in which a personal

neither suggested nor required

Group or region

School levels

Elemen-
tary

teachers

øi

Group111 go, moeme

woo eas mb dome.

Region:
East
Middle West
South
West 1.

All city nima combinedIniit secondary schools
County systems..............- - MO el ecee

7. 4
L 1

Juniorhigh
school

teachers

Senior or
4-year
high

school
teachers

Mi levels
Combined

not
used

a

& 8
& 9

7. 4
1. 6

6. 1
& 3

5. 4

1. 2

2. 7
2. 1

1. 3
4. 1
0. 4
2. 3
2. 5
4. 6

7. 1
L 3

a

am

4.
10.
2.
2. 5
5. 4

N Lewd" Z. Z. Peraound Problems of the Teaching Staff. New York The Ceatury Co.
1925. p.

Is Hines, Harlan O. The Selection of Teachers for the City of Cincinnati. AmericanSchool Board Journal, GO: 40, July, MM.
National Education Anooistion, Research Division. Administrative Practices AffectingClassroom Practices. Beards Meting Vol. X, No. le January, 1032. p. Si.
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SELECTION AND APPOINTMENT OF TEACHERS

Relatively slight differences exist in school systems in
regard to interviewing teachers of the various levels. In
general, if a superintendent interviews teachers for senior high
school positions he also interviews teachers for junior high
school and for elementary-school positions. Differences
between cities of various size are relatively small, but some
tendency exists for teachers to be , interviewed somewhat
more frequently in the East and Middle West than in the
South and West.

,The official8 who interview candichtes.The superintendent
interviews candidates for positionfrin city school systems in
49.5 per cent of the systems, the principal interviews them
in about 15 per cent of the systems; and members of the
teachers' ceommittee of the board and individual members of
the.board iii about 6 per cent of the systems. Considerable
differences exist among cities of various sizes, among regions,
among types cif Khools, and among school levels. Table 20
shows these differences in detail.

(1 ) Inerriews, by the school board.As the size of the city
decreases the rôle played by school board members in the
interviewing of teachers increases. School boards also seem
to play an important rôle in interviewing teachers in the
Middle West, in the South, in the independent secondary
schools, and in the elementary and senior high schools. A
probable reason.for the smaller part played by school boards
in interviewing candidates for positions in junior high schools
lies in the fact that most of the junior high schools are in
large cities and in these larger cities the boards assume less
responsibility for interviewing teachers than in the smaller
localities. Practically no difference exifits between the
extenrto which the various board members interview elemen-
tary and senior or year high school candidates.

(2) Interviews by superintendenia.The superintendent
interviews candidates most frequently in cities of from 2,500
to 80,000 population. bi cities of less than 2,500 population
the itle played by the board causes him to interview can-
didates in fewer cases; in cities of more than 30,000 the
increasingly complex school organization frequently causes
superintendents to delepte this function to heads of depart-
ments, supervisors, or assistant superintendents. In the

).
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largetities, the board of examiners or the director of personnel
frequently has this responsibility. Superintendents inter-
view more frequently in the South and Middle West than
they do in the West or East. They are also somewhat more
likely to interview elementary than junior or senior high
school teachers.

TABIX 20.-Percentages of systems classified according to group, school
level, and type of schoq, in which candidates are interviewed by various
persons

Inde-
pendent
second-

ary
schools

(290)

Persons interviewing County
systems

(7ee)

3

President of school board
Chairman of teachers com-

mittee of board
Members of teachers com-

mittee of board
Members of school boardPriiV s of school wheretzgis needed
Head of department where

teacher is needed
Genes* supervisors .
ape= subject sopervison.__
An assistant superintendent

of schools
Superintendent of schools _Oths

& 7 4. 2 & 7

&7 4.8 4.4

10.4 8.5 &3
19 15.0 7.6 66

118 10.9 11.2 19.0

5. 4 .6 1.4 8.4
5.9 7 4.4 1.8

l& 2 3.1 2. 8

21. 1 ..... 6 3. 4
22. 5 47.5 51. 5 47. 3
16.7 .4 12 1.5

3. 6

4.4

CI
6.4

15. 4

2. 9
3. 4

3.9
49. 5

1.9

11.0 6. 3'

1.7 .9

8.8 2.1
19.6 10.3

40.3 1& 9

8.4 1. 2

1.8
9

.3
17.2
1 4

1. 0
44. 8
10. 9

The numbly of reports shown do not equal the number of systems because applicants--often interview more than one person and because data for all levels bate been thrown to-getber. The number shown is the total of the frequencies with which 'various mesons werereported u interviewing applicant.

(3) Interview by principals.-Principals of schools inter-
view from 10.9 per cent of the candidates in places of less
than 2,500 population to 20.1 per cent in cities of from
10,000 to 30,000 population. Principals of Rh9ols in the
East and West also interview teachers more frequ'ently than
do the-principals of cities in either the South or Middle West.
Elementary-fichool principals interview candida least
frequently and senior or 4-year high school princip inter-

t.

view candidates most frequently.
we
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SELECTION AND APPOINTMENT OF TEACHERS

(4) Interviews by head8 of departments and supervisors.
Heads of departments and supervisors also interview some
applicants. This practice is reported most frequently in
the larger cities and ,the Western States.

(5) Independent 8econdary schools and county systems.
School boards of independent secondary schools interview
teachers much more frequently-tban do boards of city
systems, but since racist of these schools are in small com-
munities this is not unexpected. The practices in county
systems are reported to be but little different from those
employed in city systems.

Number of teachers iriterviewed.In the systems reporting,
the number of elementary-school teachers interviewed before
appointment for 1929-30 was 6,907; junior high school
teachers, 1,292; senior or 4-year high school teachers,. 3,171.
The average number interviewed per system reporting was
found to be 11.5, 3.6, and 5.0, respéctively, fodi elementary,
junior, and senioi high school teachers. A comparison of
these averages with the average number of new teachérs
appointed for 1929-30 indicates that approximately 43 per
cent 0f the new elementary-school teachers, about 74 per
cent of the junior high school teachers, and approximately
93 per cent of the senior high school 'teachers werq inter-
viewed before appointment.

In spite of the fact that the reports of superintendents
show practically no differences among the various- levels in
regard to the policy of requiring interviews, the data relating
to the Waal number of teachers employed for the year
1929-30 adicate that elementary-school teachers are much
more frequently employed without an interview than are
juniór or senior high school teachers.

Reimbursement of applicants for expenses incurred in 8e-
curing personal interview.---The expenses incurred by candi-
dates in securing persimal interviews must be borne largely..
by the applicants themselves. Partictilarly is this true if
the applicant is later employed. Only' 5 per cent of the cities
make any provision for paying either all or part of the can-
didates' expenses if employed. Only 10 per cent make any
provision if the applicant is not employed. (See Table 21.)
119wever, provisions are sometimes made for reimbursing
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candidates in special instances if requested to come a con-
siderable distance for an interview. Almost 5 per cent of
the systems do this when the applicant is employed and
slightly more than 8 per cent when the candidate is not
employed. Provisions for reimbursement of candidates are
made most frequently in cities of from 10,000 to 30,000
population and in cities of the Eastern States. Independent
secondary schools reimburse applicants in nearly 12 per cent
of the systems when candidates are not employed. Coimty
superintendents reported that from 2 to 3 per mitt of the
systems make provision for reimbursing candidates when
employed and nearly 5 per cent when not employed.

The =punt of reimbursement made for expenses incurred
varies considerably. Almosts a third of the superintendents
reported either all railroad fare ot full expenses, nearly a
third reported about one-half ot the incurred expenses,
about 20 per cent reported that it depended upon the cir-
cumstances and the distance traveled.

tABLE 21.-Percentages of systems in which applicants are reimbursed
for expenses incurred in personal snkrview

e

Group and region

t is Whoa applicant is
not employed

Appli
cants re-
imbursed

Group:

Iv
V

Region:
East
Middle West
South
west

All city systems oombined
Independent secondary schools.
County systems

6. 5
4. 7
& 2
4. 5
2. 7

7. 8.
4.7
2. 7
L 5
& 0
1 5
1. 9

mats
80132e-

times re-
imbursed

Appli-
cants re-
imbursed

ants
some-

times re-
imbarsed

6

& 2
4. 7

1L 5
4. 5

8. 4
2. 5
6. 4
L 0
4. 8

. 6
& 1

6. 5
11 0
13.
10. 7
6. 4

14. 2
11. 2
&
1. 4

10. 1
11.7
4. 9

6. 4
8. 7

16. 0
a 1
2. 6

11 1
6. 0

4. 3
& 3
1. 8
4.9

Technique for oral interview. Definite techniques for con-
ducting the bial interview are reported to have been devised
by abofit 28 per cent of the superintendenta of city school
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systems. Superintendents in the East and Middle West
reporfed the use of a technique slightly more frequently than
did the superintendents of the South and West. The super-
intendents in the cities of more than 100,000 population re-
ported such a technique in half of the cases, but those in
cities of less than 100,000 population ret3orted a technique
in only from 22 to 30 per cent of the systems. County super-
intendents reported a technique in only about a fifth of the
systems.

11. VISITING OF CANDIDATES IN OTHER SCHOOLS
%to

Advan4age8 oJtding can4idate8.Probably one of the best
single devices for judging an applicant is to observe his work
in a situation with which he is familiar. Nuperous super-
ittendents follow the policy of narrowing the choice for new
teachers to a limited few and then either visiting them per-
sonally in their classrooms or sending staff members to observe
their work. Sometimes the candidates must come to the city
and teach ft prepared lesson. Sometimes, if the candidate
is inexperienced and in a teacher-Craining institution, visits
are mach; to interview her supervisor and to observe her in
practice teaching.

The advantages of such plans are apparent. They allow
the superintendent to observe what an applicant is able to
do in a teaching situation. However, several cautions should
be kept in mind cone:. the use of these plans. A great
deal of the superintendents' time and a considerable expendi-
ture of money are required in comparison with other methods
of teacher selection. It should be asserted, however, that
the expenditure of a reasonable amount of money in locating
and securing competent teachers js a highly desirable invest-
ment for any school board to make. Good teachers require
less detailed supervision, do better classroom work, and if the
salary schedule is 'adequate to pay them sufficiently for their
services, their tenure will be longer than would be the case
with inferiór teachers.

The superintendent should also bear in mind that one visit
is a very brief time in which to pass judgment. Many factors
which may cause, a visit on any one day to show the teacher
as poorer or better thari she actually is, need to be taken into
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consideration. In spite of the possible objections, the visits.-
tion of candidates is highly desirable provided conditions are
such to make it practicable for a superintendent to utilize
the plan.

Percentage8 of voter- in which candidates are visited in
other 8ch0018.-Superintendents report that it is their policy
to visit applicants who teach in other schools for the purpose
of observing their work if conditions make it at all practicable
to do so. The extent to which superintendents follow this
plan in cities of various sizes, in the various geographical
regions, and in the various types of schools is set forth in
Table 22. Slightly more than 42 per cent of the city super-
intendents reported that it is their policy to visit, and almost
17 per cent more added that they sometimes visit in order to
öbserve the applicants' work. Superintendents in the East-
ern States reported visitation in a far greater proportion of
the systems than did the superintendents of the West and
South.

TABLE 22. Percentages of systems in which candidates are visited by
staff members before appointment

_

Group and region Visit
Some-

, times
visit

Do not- visit

1 2 I 4

Group: .

I 35 5 16. 1 48.4
II 411. 3 17. 8 88. 9
III 53. 2 17. 7 29. 0iv 30. 6 1 19. 4 40.9
V 36. 8 12. 9

Region:
But 66. 9 14. 5 18. 7
Middle West 86.0 1 16. 6 47. 4
South 26. 4 20. 8 82.8
West 21. 7 I8. 8 50.4

All city systems oombined_ 42.2 1&6 0143
Independent secondary schools 24. 1 & 1 70. 9
County systems 28. 0 8. 8 II 11

I Includes one case in which elementary-school teachers are visited, but high-school teachers
are not visited.

The data for the city school systems compare favorably
with the data reported by, the National Education Associa-
tion," but percentages of systems using the method are some-

National Irdnostiob Association, Bssestoh Bulletin, Vol. X, No. 1, January 1932, p,
AN.
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SELECTION AND APPOINTMENT OF TEACHERS

what less than reported by Gough." The difference probably
is largely accounted for by the fact that the systems used in
his study are located wholly within the Middle West and East,
and the superintendents of these regions reported a larger
percentage of systems following the policy of visiting pros-
pective teachers.

Number of teachers visited in previous porilion8.About 715
elementary-school teachers were visited prior to their appoint-
ment for the year 1929-30; 153 junior high school teachers
were *isited prior to appointment; and 365 senior or 4-year
high school teachers were visited and appointed. The aver-
age number visited per system reporting was found to be 1.4,
0.5, and 0.8, respectively, for elementary junior high school,
and senior high school teachers.

A comparison of these averages with the average number of
new teachers appointed for the years 1929-30 reveals that
very small percentages of the teachers appointed were visited
prior to appointment. Obviously, however, if inexperienced
teachers were appointed, they could not be visited in previous
positions. Approximately 5.3 per cent of the new elementary
school teachers appointed were visited before appointment,
about 8.7 per cent of the junior high school teachers were
visited, and about 121 per cent of the senior high school
teachers were visited prior to appointment.

Persona making vim:hieThe data show that in city school
systems 1,745 visits were made by staff members to observe
the work of 1,233 new teachers who were visited' before
appointment for the year 1929-30. Consequently, some of
these teachers were observed by more than one staff member..
The average number of visitations to teachers who were
observed is 1.4.

The percentage of the total number of visits made to other
systems by staff members #ccording to groups, regions,
school levels, and types of schools included in the study is
shown in Table 23. In all city school systems combined the
superintendents were reported to have made approximately
45 per cent of the total number of visitations, and principals,

a Gough, H. B. The Procedure Followed in the Employment of Teachers in Cities of
2,4004,000 Population. Unpublished Master's Thesis, University of Minnesota, 1918.

pp. 4647,
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assistant superintendents, general supervisors, and special
subject supervisors were reported to have made from 1 0 to
about .18 per cent each. School board members made about
4 per cent of the visits.

In the larger sirstems superintendents do little visitation
themselves, but delegate this function chiefly to principals
of schools, to the assistant superintendents, and to super-
visors. Superintendents in cities of from 10,000 to 30,000
themselves make most of the visits. Superintendents in
the East and West visit more frequently than do superins,
tendents of the Middle West or South. Superintendents
also iend to visit elementary-school teachers in a somewhat
greater proportion of thé cases than they do junior or senior
high school teachers. This isilargely accounted for by the
fact that principals of junior or senior high schools make
more visits than do principals of elementary schools. Prin-
cipals were reported as making a larger percentage of visits-
tions in cities of more than 100,000 and in the Middle Western
cities. Supervisors and assistant superintendents were also
reported to make a greater proportion of visits in the Middle
Western States.
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Boards of education or their committees play a more sig-
nificant part in the cities of less than 2,500 population, and
in the East and Middle West. Almost no difference exists
between the role played by the board for elementary and
senior high school teachers. The smaller percentage of
instances in which board members visit junior high school
teachers is probably accounted for by the fact that junior
high schools are found more frequently in the larger cities
where the boards of education assume less direct responsi-
bility for visiting prospective teachers.

li SUMMARY

The use of application bknks.Information concerning
teachers is collected in a variety of ways, but the use of appli-
cation blanks is common to riearly all systems. It is impos-
sible to state an ideal number of items for application blanks.
They should be as short y possible and yet serve the function
for which they were devised, namely, to furnish school exec-
utives with essential information concerning the applicants
for teaching and wiministrative positions. The range 'of
the number of items is large. The lower extieme may indi-
cate that some systems are not réquesting certain valuable
information, while the upper extreme suggests that other
systems are requesting items of useless information. Of
course, it .must be recognized that complete uniformity of
application blanks is not desired, but it is safe to assume
that many of the long application blanks call for informa-
tion which is of little value in selecting the teaching personnel.

The we of reference blanks.No attempt is made to set up
an "idea " reference form. Although frequency of items is
no true criterion of the importance of particular items in any
given school system, it is indicatiye of present practice. The
large number of items on some forms and the small number of
items on many others show either that school superintendents
do not agree among themselves as to what information is
important to reference forms or that local conditions vary so
much as to necessitate the request for wide varieties of infor-
mation.

Reference blanks, if they; are to be used with greatest suoP"
cess, should conform to certain general standards. They

[721 ---
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should be brief enough to insure careful marking of all traits
by the respondent within a reasonable amount of time, they
should contain only relevant material and all information
which may be obtained by other means should be omitted;
they should be so construcfed as to be attractive and in a
form which may -be rapidly and accurately filled out, and
They should contain enough descriptive information concern-
ing the rating scale and the traits listed to insure that the
respondent and the's'uperintendent receiving the form have a
common understanding as to the traits upon which the appli-
cant is to be judged.

The use of examination8.Written and oral examinations
are held in only about 4 per cent of the systems and then in
only the larger systems. The value of an examination sys-
tem lies in the manner in which the tests are constructed,
administered, and interpreted. The consensus of opinion,
however, seems to be that unless a city is prepared to under-
iake a comprehensive system of examinations it should not
attempt this method of selecting teachers.

Other methods of collecting information.Open letters are
given some credence, the photograph is usually requested,
health and physical examinations are frequently required,
candidates are interviewed in almost all of the systems, and
candidates, if teaching, are visited by staff officers from about
60 per cent of the systems prior to appointment.

Effectiveness of method9 and devices used.Studies made of
the effectiveness of most of the techniques used show a low
predictive value. The photographlas little predictive value;
the reliability of superintendents' recommendations may often
be questioned, academic and professional tests correlate rela-
tively low with teaching success; few superintendents judge
candidates on an interview or in observation of their teaching
except through personal impression.

Tiegs " says,
The reasons for the present low status of prediction techniques appear,

in a general way, to be clear. Teaching success can not be satisfactorily
predicted unless teaching service can be adequately evaluated when it is
observed; and in the past teaching service has, to a large exient, not
been correctly evalttated because rating officers have attempted to work

* Tiegs, Ernest W. An Evaluation of Some Techniques of Teacher Selection. Blooming-
ton, Ill., Public School Publishing Co., p. 76. ,

126462*-31-6 [ 73 ]
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NATIONAL SURVEY OF SECONDARY EDUCATION

with concepts so general in nature as to require their personal reactions
to facts of teacher and pupil activity, rather than a faithful recording
and adequate understanding of these facts themselves.

Although the problem of predicting teaching success is far
from solved, superintendents and principals of schools should
keep in mind that the selection of teachers is one of the most
important functions of school executives. The superintend-
ent who is cognizant of this fact should attempt to obtain as
much reliable information as possible about both the inex-
perienced and the experienced teachers who are being con-
sidered for positions. He should then in cooperation with
principals and supervisors weigh all the evidence and nomi-
nate only those persons who possess every qualification that
he and his principals and supervisors think essential.

411.
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CHAPTER VI : PROCEDURES IN APPOINTING THE
TEACHING AND ADMINISTRATIVE STAFF

1. THE PROBLEM

Steps involved in selecting per8onn4.The actual selection
and appointment of teachers involves several steps among
which are: (1) the selection of the candidates, (2) the nomi-
nation of the selected candidates, (3) the ratification of the
nominations by the board, (4) the signing of contracts or
issuance of formal notices of appointment, (5) and the assign-
ment to specific positions. It is the purpose of this chapter--
to discuss only the actual procedures followed in the selection
and appointment of candidates for teaching ant. administra-
tive positions. Attempts will also be made to relate the
methods used with other factors.

Related 8t114ie8.Much has been written concerning the
persons or agencies who should selea the teaching personnel
but most of the investigations have been limited in one way
or another. Some are too old to be of value in showing
present-day conditions, some attempt to investigate the
problem in a single State, some attempt rather general investi-
gations in several States, and many attempt to investigate
only one phase of the problem in considerable detail.

Ballou in 1915 reported a complete analysis of methods
followed in the appointinent of teachers in 73 cities. This
investigation reprefiento one of the best studies of the prob-
lem, but the author made no attAimpt to discover the proce-
dures followed in locating teachers, gathering information
_concerning applicants, or interviewing candidates. His re-
port deals with the methods used and.the extent to which
the various administrative authorities cooperate in the ap-
pointment of teachers. The date of the study makes it
valuable chiefly for comparative purposes.

I Bailout Frank W. The Appointment of 'Nowhere in Cilia Harvard University Press,
Cambridge, Man., 1906. 202 p.

VP swam-
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NATIONAL SURVEY OF SECONDARY EDUCATION

Johnson,' Adams,' Burgeson,4 and Wait' are among those
who have made studies of the selection and appointment of
teachers in a single State. Obviously, such studies, while
they are of value in certain restricted areas, do not treat the
problem from a national point of view.

Many studies have been made dealing with specific phases
of the problem, but these usually treat a particular technique
for locating or judging available candidates. They seldom
discuss the methods and procedures involved in the actual
selection and appointment of teachers.

Gough has reported a comprehensive study of 234 school
systems in cities of 2,500 to 5,000 population in eight North
Central and two Eastern States. This study is one of the
better investigations in the field, but is of limited value in a
national- survey of the problem because of its restricted
scope both with respect to the size of cities studied and also
with respect to the geographical distribution of the cities.

This brief analysis of the extent to which previous studies
have treated the actual procedures followed in the selection
and appointment of teachers shows that none has concerned
itself with many phases of the problem for cities of different
sizes, for cities of different geographical' regions, for different
types of schools, and' for both elementary and secondary-
school levels.

N. PROCEDURES USED IN APPOINTING TEACHERS

Methods used in city school gy8tem8. Through a compre-
hensive inquiry form the survey obtained data concerning
the procedures used in the appointment of teachers by re-

: questing superintendents to check, in a list provided, the
procedure followed in their systems for each of three school

Johnson, Heide; R. Analysis of Certain Factors Concerned in the Selection of Teachers
kkthe Smaller Sch:ool Systems of Minnesota. Unpublished Master's Thesis, University of
*moots, 1928.

*Adams, Logan S.- Selecting, Assigning, and Starting the New Teashw. Unpublished
Master's Thesis, Uni0ersity of Texas, 1926. 100 p. ms.

6 Barroom, W. Bernard. Current Factors Affecting Teacher Selection in South Dakota.
Unpublished Master's Thesis, University of South Dakota, 1929. 36 1). mi.

Wait, Wallace T. A Study of the Criteria for the Selection of High-School Teachers.
Unpublished Master's Thesis, University of Wuhington, 1926.

Gough, H. B. The Procedure Followed in the Employment of Teachers in Cities ol
2,500 to 6,000 Populationt Unpublished Muter's Thesis, University of Minnesota, mos.
126 p. ms.
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SELECTION AND APPOINTMENT OF TEACHERS

levels, namely, elementary school, junior high school, and
senior an& 4-year high school. The procedures listed are
as follows:7

A. Does the board of education or a committee of the board appoint
teachers without official participation by the superintendent?

1. The board makes the appointment.
2. A committee of the board takes the initial step and the board

makes the appointment.
3. A comniittee of the board makes the appointment, subject to

approval by the board.
B. Does the superintendent take the initial steps by nominating

candidates?
1. The supetintendent takes the initial steps, and the board makes

de appointment.
2. The superintendent takes the initial steps, a committee approves

the action, and the board appoitnts.
3 The superintendent takes the initial steps, a committee appoints

subject to the approval by the board.
C. Does superintendent make the appointment to be confirmed or

rejected by the board?
1. The superintendent makes the appointments and the board

approves.
2. The superintendent makes the appointments, a committee

of the board approves, and the board confirms.
3. The superintendent makes the appointments, subject only to

rejection by the board.
D. Other procedures.

During the course of th discuipion and in the following
tables, reference will frequently be made to these procedures
by letter and number. The general procedures (A, B, C,
and D as listed above) used in the selection and appointment
of teachers in city systems of various sizes in the different
geographical regions, and for each of the three school levels
are presented in Table 24. The ensuing discussion at this
point* deals only with the methods used when a single
method is reported by the superintendent of a school system.
Although Table 24 shows the combinations of methods used,
the discussion of the combinations of methods Will be Oven
in a later section.

(1) Differences among methods.Of all the superintendents
reporting (see Column 11, Table ?A), less than 12 per cent
indicated that the board of education or its /committees

I Taken bun Balk% op. cit. pp. 1.41
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appoint teachers without the official participation of the
superintendent; about-46 per cent repo-rted that the super-
intendents take the initial- step by nominating candidates;
about a fourth reported that the superintendent makes the
appointment to be confirmed 6r rejected by the board;
nearly 3 per cent reported miscellaneous or other methods.

(2) Differences among school levels.-Little difference exists
among the procedures followed in selecting teachers at the
different school levels. Not only does' this conclusion hold
true for all groups combined but it also obtains for each of
the groups and ons . Differences in no case, are larger
than 5 per cent o the number of reports and they are usually
considerably less.

TABLE 24.-Percentages of city school systems and indePendent secondary
schools using certain procedures in the selection and appointment of
teachers

V

Elementary-school teachers:
A

C.

Combinations ott methods.
Junior high school teachers:

A

Combinations
Senior or 4yesr high school teachers:

A
B.

Combinations of methods

4 8

0.8 O. r 4.6 1. 2
. 247. 1 37. 849. 1
221. 6\19. 832. 7

1.6._ _ 3.8 3.7
1. 230.6)14. Oa& 3

a.
- 44.

ao.
2.

18.

2. 6 91/4 1.
845O 43. 6

19 7 25. 3.
& 7 3. 6 2.

17. 3 24.4 19.

1.
4&
30.

& L 2
7 4s. 1
OM& 8

3. 4 3. 7
12.4 23. 2

2.
18.

1.
47.
24.
2,

Z.

24.

1. 1
47.
24.

24. 1

aal

& 2
41. 1
24.7
L 2

22 8

I A. Boardvi education or oceniiittee of th, board swains towbars without Metal wild-
s= by the sa 6 II tendent. B. Superintendent initial steps by nominating caadi-

C. Su - a tending makes the appohstment to be confirmed or rejected by the board.
D. Other se . (Nods and procedures.

I No independent secondary schools reported elementary junior high school grades.

(3) Differences among population groups.--Boards of echi-
cation in the smaller cities assume the responsibility inde-
pendently of the superintendent more often than in the larger
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SELECTION AND IPPOINTMENT OF TEACHEI03

cities. Superintendents jn the smaller cities take the initial
steps by nominating candidates to be approved and appointed
either by a committee or the whole board only slightly more
often than in the larger cities. Superintendents in cities of
more than 100,000 make appointments more frequently thau
in smaller cities and a positive relationship exists between the
size of city and the percentage of superintendents making the
actual appointments. Other methods are employed almost
altogether in the cities of more than 100,000 population.

It should be rememberedthat the reports on these different
procedures were made by superintendents who generally are
well versed in modem educational theory and practice. Since
schòol board initiative in the appointment of teachers is gen-

.* erally condemned by authorities on school administration, it
May be that a smaller proportion of replies fas received from
superintendents who do not nominate teachers than from
those who do. If such was the case, the part played by
boards of education or their committees generally would be
greater than is indicated in this study.

(4) Differente8 among geographical region8.--Boards of
education assume the respongibility slightly more often in
the systems in the Middle West; superintendents in the
South nominate the candidates more often than in any other
region; and superintendenis of the Middle West appoint
teachers most fréquently. In the Middle West superintend-
ents nominate candidates somewhat ieg; frequently and in the
South they appoint least frequentlir. Although the differ-
ences are small, these conclusions hold for all school levels.

The conclusions to be drawn concerning the methods used
for selecting and appointing teachers seem to point towards
the fact that boards of education wholly perform the function
in less than 2 per cent of the systems; that the superintend-
ents nominate in, somewhat less than half the systems; that
the superintendents appoint in about one-foiirth of the sys-
tans; and that combinations of methods are used in nearly
one-fourth of the system': Boards of education assume
greatest responsibility in small cities and in the Middle
West and superintendents appoint most frequently in the
large cifies. Practically no differences exist between the
methods of choosing teachers at the various school levels.
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Methods used in independent secondary schools.School
boards of independent secondary schools select and appoint
teachers without the official participation of the administra-
tive head of the schools more frequently than do the boards
for city systems. Superintendents or principals of these
schools nominate teachers less frequently but appoint teachers
in about the same proportion of the systems as do superin-
tendents of city systems. (See Table 24, Column 12.) One
possible explanation for this is the fact that independent
secondary schools uently found in the small communi-
ties where the bo assumes more administrative control of
the school system than boards in larger commtinities.

Methods used in county systems.For the county systems it
was necessary to secure data in a slightly different form. As
a result, the inquiry form sent to county superintendents not
only asked concerning the items of inforniation requested
from city superintendents but also included an additional
item relating to the appointment by local district school
boards. .

The county board appoints teachers at any level without
participation of the comity superintendent irr less than 4 per
pent of the counties. (See Table 25.) Superintendents
nominate elementary-school teachers in about-one-fourth of
the counties and nominate junior and senior high school
teachers in almost one-third of the countieti.

TABLE 25.Percentages of county systems using certain- piocedures
exclusively in the selection and appointment of teachers

Procedure

School level

Klemm-
tary

school
timbals

Junior
high

school
teachers

Senior or

4-brilrh
school

teachers

A. County bard appoints without Ledal partlOpation of
county superin

B. County superintendent nominates candidates
C. County superintendent appoints candidata subject to

amoral of board_
D. Local district boards Dominate or appoint teachers_
E. Other methods_
Combinations ot above methods_

2 4

1. 2
25. 7

l& 2
111.6
2. 4

36. 9

dodo

3. ?-
U. 8

15. a

3. 7
3& 4
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SELECTION AND APpOINTMENT OF TEACHERS

County superintendents appoint teachers at all levels in
about 8 per cent fewer systems than in city school systems.
Local district boards select or appoint teachers in from nearly
9 per cent of the counties for junior high school teachers tò
nearly 19 per cent for elementary-school teachers. A com-
parison of data in Table 25 with those reported in Table 24
discloses that county superintendents both nominate and
appoint candidates less frequently than do superintendents
of city systems; that the county boards also assume the func-
tion in a slightly greater proportion of the systems; and that
local &staid boards frequently play an important role in the
nomination and appointment of teachers at the different local
schools. 4

Part played by committees of school board 8.The rules and
regulations pertaining to the selection and appointment of
teachers frequently provide for the participation of school-
board committees in this function. This participation may
be of such a nature that the committee has considerable au-
thority in the matter of choosing the personnel or it may be
such that its action is largely a perfunctory r9,utine duty.
Since it is dearly apparent (see Table 26) that committees of
boards assume little more responsibility for the selection of
teachers at one school level than at another, _the following
discussion will be limited entirely to the rôle played by school
board copimittees in the selection of senior or 4-year high
school' teachers.-

Cmmmittees of the board take the initial step (see Items
A2 and A3) in ldss-than 1 per cent of the school systems re-
porting. Superintendents take the initial step by locating,
selecting, and noininating candidates for teaching positions
to school board committees (see Items B2 and B3) in about
16.8 per cent, and superintendents appoint subject to the ap-
proval of a committee of the board (see Item C2) in 3.7 per
cent of the systems. Consequently, in about a fifth of the
city school systems the appointment of teachers either is
made by a 'committee of the board or is approved by it.
School board. committees play a considerably less important
rôle in the independent secondary schools and function prac-
tically notot all in the county systems. This may in part be
attributed to the fact that local school trustees in several of
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the county-unit States are delegated some authority in
selecting teathers.
TABLE 26.-Percentages of systems in which committees of the board

nominate, approve the nomination, or actually appoint teachers
[Methods used singly]

Procedures for-

Elementary schools:
A21
A3
B2
B3
C2

Total

City school systems

Group

I II

Junior high schools:
A2
A3
B2
B3
C2

Total

III

3

1. 1

16 1 31 1
1. 1

6. 6 6. 7

0 8

16 0
2. 4
1. 6

All
com-
bined

7

0. 7
0 7 7
8.9 ft. 3
4.4 1. 9
3.8 3. 2

0.
4

14 3
2. 5
& 8

Inde-
pendent

second-
schools

8

County
syNteMS

9

O. 6
L 8

22. 6 40 0 20, 8 17.8 14. 8 21 5 2. 4

Senior or 4-year high schools:
A2
A3
B2
B3
C2

Total

1. 5

14. 3 32. 4

7. 1 5 9

l& 9

Z 2

7.8
t 9
4.9

21 4 39 8 21 1 17.6

9 9
2. 5

12.. 4

O 3

l& 9
1. 4
4. 1

- - ----- - 1. 2

21 7

1 1

15. 6 za. 2
2. 3

it. 3 6. 7

21. 9 39. 3

16. 9 9.2
. 8 4.5
. 8 3.9

la 5 17.7

9. 0
1 . 4,
3. 4

0. 4

14. 6
2. 2
& 7

13. 8 20. 9 10. 7 1. 9

1 AZ A committee of the board takes the initial step and the board makes the appointment.
A3. A committee of the.bbard makes_ tk appointment subject to the approval of tbe board.
B2. The superintendent takes the MiftMep, a committee approved, and the board appoints.Br. The superintendent takes the initial step a committee appoints, subject to aproval by
the board. C2. The supertntsndwt makes tbe appointment, a committee of the board approvesIt, and the board conrms it.

A positive relationship exists between the percentage of
systems in which school board committees participate and
the size of city except for cities of more than 100,000 where
the rôle played by the school board committees decreases
considerably in importance. Facts not presented in Table 26
indicate that in the South committees participate in only
about a tenth of the systems as compared with almost a
fourth in the Eastern or Middle Western States. In all of
the groups and regions 'the chief functions of the school
board committee in selecting teachers are; (1) to approve
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SELECTION AND APPOINTMENT OF TEACHERS

the nomination of candidates by the superintendent and
present them to the aboard, (2) to approve appointments
made by superintendents and present them to the board,
and (3) to appoint the candidates nominated by the superin-
tendent and present these appointments to the board for final
confirmation.

Criticism of participation by board committees.Inasmuch
as the reports made by superintendents 'probably minimize
the extent to which school boards assume the initiative in
selecting teachers, the number of systems inVhich school
boards or their committees select teachers may ]e consider-
ably greater than as reported. As a result of this, even in
spite of the modern tendency to delegate the responsibility
for selecting the teaching personnel to the superintendent,
many systems may be found in which the selection of teachers
is not considered a professional task. Educational leaders
consider this highly unfortunate. This point of view is well
illustrated by a survey report of the Public Schools of Nash-
ville, Tenn., which states: 8

Obviously, if any duties ought to be reserved as the sole function of
the Board's trained executive officer, the superintendent, these duties
are those concerned with the selection and management of the personnel.
There can be no equivocation on lids point. To do other than what is
proposed is to rob boys and girls of that efficiency in the classroom to
which they are entitled.

Cubberley also stresses the same point by stating:°
No one can be more interested in securing the best teachers available

than is the superintendent of schools; no one knows the needs of posi-
tions better than he; no one is likely to be able to discriminate better
as to preparation, professional attitude, and adaptability than is he;
and no one is less likely to engage in nepotism or politics or to be in-.
fluenced by pull than he. He will from time to time make some mis-
takes, to be sure, but he will make a much smaller nalber than will
teachers' committees or boards of education. 1111111 F

Nomination and appointment of teachers by superinten-
dents.It hás been shown in Table 24 that superintendents
take the initial step in locating, selecting, and nominating
candidates for senior high- school positions in.47.2 per cent

s Bachman, F. P., et el. Public Schools of Nashville, Tenn. Division of Surveys and
Field Studies, Owns Peabody College for Teachers, Nashville, Tenn., 1931. p. 835.

Cubberley, -E. P. Public School Administration. New York, Houghton_Mifilin Ca,Me. .pp. 905-201).
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NATIONAL SURVEY OF SECONDARY EDUCATION

of the systems. The nominations made by superintindents
are approved by a committee in about 16.8 per cent of these
systems and are presented directly to the board for approval
in the remaining 30.4 per cent. Superintendents appoint
candidates for secondary-school positions in 24.6 per cent of
the systems. In these cases, appointments are approved or
confirmed by a committee in 3.7 per cent of the systems and
are presented directly to the board of education invade
remaining 20.9 per cent of the systems.

Other procedures used in selecting teachers.It has also
been pointed out that other mèthods for selecting and ap-
pointing teachers are used in about 3 per cent of the city
systems. These methods are used most frequently in cities
of more than 100,000 population. Among these plans are:
(1) automatic selection and appointment of candidates from
eligible lists, (2) the employment of teachers by director of
teacher employment, by an examining board, or by a per-
sonnel department, and (3) final appointment by the superin-
tendent without approval of the board of education. More
detailed discussion and illustrations of the plans will be made
later in the report. It was asserted previously that superin-
tendents and principals do not always report the use of a
single method of selecting teachers to the exclusion of all
other methods. Frequently two or even three methods are
reported on the inquiry forms. The following discussion
seeks to show the different combinations of methods used by
school systems for appointing teachers at the different school
levels, in cities of different sizes, and in various geographical
regions of the country.

Differences among the combinations of methods used in
appointing teachers to the different school levels are prac-
tically nonexistent. (See Table 27.) Not only are the per-
entages of f&stems reporting the use of two or more methods

ost exactly the same for all levels but the percentage of\;ystems reporting the use of each of the different combina-
oils of methods are almost identical at the three school

le els.
e combination used most frequently is a combination of

methods whereby superintendents sometimes only nominate
candidates to the board or one of its committees for final
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SELECTION AND APPOINTMENT OF TEACHERS

approval and sometimes actually appoint the candidates.
This combination of methods (B and C) was reported for
the appointment of secondary-school teachers in about 17
per cent of the systems. This situation usually exists be-
cause in the spring when the whole problem of teacher
selection is under consideration superintendents only nom-
inate candidates to the school board, but during the summer,
immediately preceding the opening of school, or during the
year when an unexpected vacancy occurs superintendents
are permitted to make the actual appointments subject to
the later approval by the board.

The next most frequently mentioned combination for or
high school teachers is that caused by the different proced-
ures within "Method B " in which the superintendents only
nominate candidates. Sometimes the nomination is made
directly to the board of education but at other times the
nomination is submitted to a school board committee. A
combination of methods in which the board sometimes
assumes çomplete authority and sometimes delegates to the
superintendent authority to nominate candidates was re-
ported in 2.4 per cent of the systems. No other combina-
tions were reported in as many as 1 per cent of the systems.

allIP

TABLE 27.-Combinations of procedures used in the selection and appoint-ment of senior or 4-year high school teachers in city school systems

Combinations of
ures used

Per cent of systems using each combination of methods in-

Group Region

IV V E

Combinations of method:
Al

Combination of A and B
-IA and C.
B *nd D
C and D
A, B, C

Total

9. 4
.1M .1Io ea

gim

9. 4

1 1
5. 7
1 1
3. 3

14. 7
1. 1

1. 7
3 3
4. 2

20. 5

MW

7

AU
com-
bined

he 11

27. 0 31. 4

O. 4
3. 9 O. 7 3. 1 2. 1

. 6 . 4
2.0 .7 4. 3 .9

n.3 11.0 13. 4 14. 7
6

. 7 . 6
1. 4 . 6 . 4

30,9 12.4 23.2 18.9

2. 7 3. 1
1. 8 3. 1
4. 0 1. 6

25. 4 23. 4

1. 3 1. 6

0. 2
2. 6

. 9
2. 4

16. 9
. 2
. 2
. 7

34, 7 82. 8 24.1

I A. Board of education ar committee of the board appoints teachers without official par-
a on by the superintendent.

critluperintendent takes initial steps by nominating candidates.
O. Superintendent makes the appointment to be oonfirmed or rejected by the board.D. Other methods and procedures.
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NATIONAL SURVEY OF SECONDARY EDUCATION

5.METHODSUSED FOR SELECTING THE ADMINISTRATIVE STAFFe
Source of ckaa.Data relating to the methods used in

selecting the administrative and supervisory staff were
obtained from inquiry forms mailed to superintendents of
city school systems in connection with another project of the
survey, relating to the administrative and supervisory staff.
Returns were received from 357 superintendents. These
returns were classified into the same geographical regions as
were the returns for this study. The population Groups I,
II, and III arefthe same. Group IV in the project relating
to the adminiRtrative and supervisory staff includes cities
from 5,000 to 10,000 only and no cities were included of less
than 5,000 population. The data were collected by modify-
ing the page of the inquiry form used for ascertaining prac-
tices relating to teacher selection. Consequently, the data
relative to the methods used for choosing the administrative
staff are comparable to those collected relative to methods
used for choosing the teaching corps.

Procedures used in appointing stag dicers. (1) Similarity
of data.The most significant tendency to be noted from a
comparison of the data relating to the manner of selecting
and appointing the administrative and supervisory staff is
that the various methods are reported in almost exactly the
same proportions of school systems for all school levels as
were reported for the selection of classroom teachers. (See
Tables 24 and 28.) The similarity of the data points strongly
to the general conclusion that the administrative staff mem-
.bers are selected by exactly the same methods as are class-
room teachers. It also tends to show the reliability of the
data on both 'projects.

(2) Differences among school /eve/B.Differences among the
school livels are in general very slight and usually amount to
no more than 1 or 2 per cent. In view of these small differ-
ences among the school levels, attention will be given chiefly
to the selection of staftmembers for the senior or 4-year high
schools.

(3) Differences among population groups.Differences
among the methods reported for classroom teachers and staff
officers differ considerably when compared by population
groups. Yet in spite of this, the results for all superintend-,
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SELECTION AND APPOINTMENIF OF TEACHERS
AP'

ents combined agree almost perfectly for all school levels.In the larger systems administrative staff officers are nom-
inated somewhat more frequently by the superintendent than
are classroom teachers. On the other hand, in the smaller
systems classroom teachers are nominated more frequently
by the superintendent. In the larger cities, classroom
teachers are appointed by the superintendent more frequently
than are staff officers. Combinations of methods while
varying greatly with revect to the selection of teachers,
differ relatively little in the selection of staff officers.

TABLE 28. Procedures used in the selection and appointment of theadministrative and inipervisory staff

Methods and procedures

Per oent of systems using each method in city school
systems

Group Region

Elementary school:
A
BZ
D.
Combination

Junior high school:
A

D
Combination

Senior or 4-year high school:
A

Combination

2

II III IV M W

All
com-
bined

le

1 6 1 8 a 9
52.7 50.8 4& 3 44. 5 56.9 39.3 49. 2 36.7 47. 222.3 17.9 23.4 28. 3 17.5 30.3 23.7 20. 23. 69 9 . 325.0 31.3 27.8 27. 2 22.9 29.5 27. 1 43. 3 28. 1

2.8 1 3 1 2
58.7 52.6 49.3 41.4 56.2 41.8 57. 5 40. 8 49. 417. 2 19. 3 20. 3 31.0 18. 7 27. 9 20.0 18. 5 22. 31 1 1 3 . 424.1 28. 1 27. 0 27. 6 72. 5 29. 1 22. 5 40. 7 27. 0

2. 7 2. 4 2. 9 1 9 1. 754. 3 52. 3 44. 1 42. 3 55. 2 39. 7 48 2 36. 722.8 20.0 22.9 29.4 19.0 31.2 23.2 20.0 24. 2
9 1 0 . a22.9 27.7 29.4 25.9 21.9 27.2 286 43.3 27. 2

A. Board of education or committee of the board appoints staff members without partici-pation by the su e tendent. B. Superintendent takes initial steps By nominating candi-dates. C. Su o tendent makes the appointment to be confirmed or rejected by the board.D. Other II,. and procedures.

(4) Differences among geographical region8.-In the East
the superintendent of schools nominates staff officers more
frequently than does the superintendent in other sections of
the country. In the Middle West he appoints such offic'ers
inore frequently than does the superintendent in other
sections.

361;
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NATIONAL SURVEY OF SECONDARY EDUCATION

ROle played by 8chool board Because the differ-
ences in the role played by school board committees vary so
little among the three school levels, Table 29 and the following
discussion treats only the methods of appointing the adminis-
trative personnel of senior or 4-year high schools. Relatively
slight differences are found between the rôle assumed by com-
mittees for the selection of senior high school teachers and
administrative officials of secondary schools. Committeés
were reported as taking the initiative in only about 1 per cent
of the systems, but as pointed out previously, this percentage
probably minimizes the extent of this practice. School
board committees have a part in the selection and appoint-
ment of staff members in about 27.8 per cent of the systems.
Superintendents nominate both high school teachers and
administrative staff officers more frequently .in cities of
30,000 to 100,000 than in any other population group.
TABLE 29.-Percentages of city systems in which a committee of the board

either nominates, approves the nomination, or actually appoints members
of the administrative staff in senior and 4-year high schools

[Methods used singly)

.

Procedures

Group Region
-......, All

oom-r , ,

e
I II HI IV E M W 8 W bined

1 3 3 4 1 I 7 8 1 le

A2 I ________ 1.8 1.2 1.0 1.9 ......_ __ _. 1. 0B2 2& 7 29. 2 22. 0 10. 6 2t 8 25. 2 12:5 6.7 20. 7B3 4. 6 . 9 2. 4 3. 9 1. 8 IL 3 2 0C2 5.7 1.5 4.6 4.7 &8 4.9 3.6 8.3 4. 1
1 4

Total........ 31. 4 35. 3 29. 3 18. 9 29. 6 35. 9 17. 9 13. 3 27. 8
. .

I A2. A committee of the board takes the initial step and the board makes the appointment.B2. The superintendent takes the initial step, a committee approves, and the board appoints.B3. The superintendent takes the initial step, a committee appoints, subject to approvalthe board. C2. The superintendent makes the appointment, a committee of theapproves it, and the board confirms it.

Combinations of methods used. Although the percentage of
'systems reporting the use of a combination of methods for
choosing the administrative staff members was larger than
the proportion using a combination for the selection of class-
room teachcfrs, the types of methods used are much more
limited. Of thé 27 per cent of the systems reporting the use
of a combination of methods, 24.5 per cent report the com-
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SELECTION AND APPOINTMENT OF TEACHERS

binition to be nomination by the supeiintendent and some-times appointment by the superintendent. Only three othercombinations are reported at all. (See Table 30.) Theabove conclusions hold true for all school levels to approxi-mately the same extent even though the percentages varysomewhat from group to group and from region to region.
TABLE 30.-Percentages of city systems in t'vhich cominnations of proced-urea are used in the seWlion and appointment of the admimstrativsand supervisory staffs for senior and 4-year high schools

Combinations of prooedures

Per oent of systems using each oombination of methods

Group

ON*

II III IV

Combinations of Method B
Combination of A and B

B and 0_ _ _
B,

Total

22. 9 28. 2
1 5

1. 9
1. 9

25. 6

Region

E M W

1 2
2. 4 1. 0

22. 3 20. 9

1 0
1. 0

24. 2
1 0

1. 8
26. 8

22. 9 27. 7 29. 4 26. 9 21. 9 27. 2 28. 6
.1%

blued

10

8. 7
& 3

3& 3

1. 0
1. 4

24. 5
.

43. 3

4,-

27. 2

I A. ftoard of education or committee of tbe board appoints teachers without official partici-pation by the su tendent. B. Superintendent takes initial steps by nominating candi-dates. C. Su tendent makes the appointment to be oonfirmed or rejected by the board.D. Other met ods and prooedures.

4. PART PLAYED BY SECONDARY-SCHOOL PRINCIPALS
Source -of data.--Data showing the part played by second-ary-school principals in selecting the staff for their schoolswere collected by means of another inquiry form used in theproject dealing with the administrative and supervisory staff.Principals of 464 secondary' schools furnished usable dataconcerning this question. The practices by which principalscooperate with superintendents in this function are varied.These data are presented in Table 31. In many systems theprincipal plays no part at all, in others he advises or conferswith the superintendents, in still others he actually selectsand nominates the new teachers.
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NATIONAL SURVEY OF SECONDARY EDUCATION

TABLz 31.-Percentages of city secondary-school principals reporting
their responsibility in the selection 'of teaching personnel

Part played by principal

Population group

(128)
II

(91)

2

III IV
(139) (106)

All
com-
bined
(464)

1. No part
2. Advisory only; at times consulted by superin.

tendent
3. Aid in rating candidates; interview and eve

opinion
4. Confer with superintendent-joint action._ _
5. Principal recommends to superintendent
6. Nomination by principal, approved by super-

intendent and board__ _ _ _

7. Selected by principal from highest on eligible
list

8. Principal ¡elects and recommends to board

32. 0

l& 4

1. 8
1& 4
26. 8

& 2

8

1& 7

11.0

t 4
37. 4
25. 3

3. 3

11 5

19. 4

7. 2
30. 2
20. 9

& 6

2. 2

20. 8

15. 1

7. 5
42. 5
12. 3

.9

. 9

22. 2

15. 9

5. 2
30. 6

3. 7

. 2
1. 1

Non.-Tbe numbers in parentheses indicate the number of reports from secondary-schoolprincipals in each group.
rip

The items listed in Table 31 may be classified hit() four
general groups representing a gradation from no responsibilityir to complete responsibility by the principal as follows: (1)
Principal plays no part-item 1; (2) principal serves in an
advisory capacity-items 2, 3, and 4, (3) principal recom-
mends candidates ti superintendent-items 5 and 6; (4)
principal selects independently of superintendent-items 7
anc18.

How principal participates .-Between a fifth and a fourth
of the principals claim that they have no part whatsoever
in the selection of the teachers assigned to them. They
must take what they get regardless of the fact that the
principal is the person who must work with these teachers,
supervise them, and largely be held accountable for their
success or failure. Lewis 1° has stated in unmistakable
terms, "The person who has to work with the teacher should
always be consulted before the selection is made. No
piincipal or supervisor should be deprived of the right of
passing judgment on new teachers that he-directs."

Slightly more than half of the principals report that they
only advise, and about a fourth report that they nominate
to the superintendent. The superintendent is actually

1 Lewis, E. K. Personnel Problems of the Teaching Staff. Niter York, The Century
Company, 1925. p. 117.
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SELECTION AND APPOINTMENT OF TEACHERS

responsible for the nomination or the appointment of teachersin all but about 1.3 per cent of the systems.
Differences among groups and regions.In the cities of morethan 100,000 the principals of about a third of the secondaryschools have no voice in the selection of their teachers¡ incities of 10,000 to.30,000 they have no Part in 16.5 per centof the schools. In addition an inverse relationship existsbetween the percentage of school, where the principal servesin an advisory capacity and the size of city in which theschool is If:Kited. Likewise, a direct relationship existsbetween the size of city and the percentage of schools in whichthe 'princiPals make nominations to the superintendent. Al-though the differences are relatively small, data not presentedin Table 31 indicate that principals of the Middle West andSouth have a part in the selection, of the staff somewhat morefrequently than do the principals of the other regions.
5. METHODS OP APPOINTING SECONDARY-SCHOOL TEACHERSAS RELATED TO OTHER FACTORS

The question ,at issue.Is 'thére any relationship betweenthe various methods used in the actual selection and appoint-ment of teachers and factors such as (1) the methods usedin locating teachers, (2) the visiting of candidates, (3) theinterviewing of candidates, and (4) the training 6f the super-intendents? Is there any relationship between the extent ofthe participation by the principal and factors such as (1) thesize of school, (2) the total educational experience of theprincipals, and (3) the degree of centralization in the organi-zation for the administration of educitional affairs? Thefollowing discussion presenta data bearing on these questions.Methods of selexting teachers as related to methods of locatingteathers.In systems in which superintendents nominateteachers to the board or to a committee of the board, abouta fifth of the secondary-school teachers are located throughplacement buleaus of high& institutions, about half throughapplications by individual teachers, and wore thaR a fifththrough private teachers' agencies. (See Fig. 87 Whensuperintendents actually appoint teachers, placement bureausof higher institutions and of private agencies are used morefrequently than where the superintendent only nominates.
[911
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When a combination of methods is used, applications of
individual teachers are utilized less and placement bureaus
of higher institutions are uiilized more than they are when
other methods are used for selecting the teachillg corps.

Methoù of selecting teachers as related to visits to =nth-
dates. In systems where the superintendents only nominate,

CONDITIONS

METHODS OF LOCATING TEACHERS

Placement tams ol higher intitutions

Applications el individual teachers

Private Widen *noes

POUCIES OF VISITATION
Systems there teachers are visited

4upenntendent visits

Principa visits

POUCIES CONCERNING INTERVIEW
Require interview

Preter interview

Neither sums( nor require interview

PERSONS INTERVIEWING
School board members

Ammimmil

Serene

School board and stperintendent

Superintendent and administratiwi staff Oars

TRAINING OF SUPERINTENDENTS

No degrees

Badwiort degrees

lissiere degrees

0

20.9
23.3

51.5
48.7

21.6
23.3

39.1
52.6

73.4
823

22.2
11.7

37.1
35.3

20.3

&4
3.1

0.7

1.6
0.7

322
46.4

26.5
5.1

26.5
34.6
I

9.4
42

45.6
35.2

422
592

20

PER CENT

io 60 ao 100

r,erOffee",,471MA

LAMM

,

FIGURE 8.Percentages of superintendents who follow.various methods and policies in nomi-
. luting or appointing teachers, with added data on the training of superintendents in relation

ship to nominating or appointing power.

teachers were reported to be visited in their positions in .

39 per cent of the systems. (See Fig. S.) But ill the systems
where superintendents appoint, teachers were reporied to be

visited in more than half of the systems. Furthermore, m
systems where teachers are visited and the superintendents
only nominate, the visitation is made by superintendents in
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SELECTION AND APPOINTMENT OF TEACHERS

about 73 per cent of the systems, bist when superintendents
make the appointment they visit in almost 83 per cent of
the systems. Such differences as these point toward the
fact that superintendents exercise möre care in choosing
teachers when they bear the whole responsibility of locating,
selecting, and appointing the candidates.

Methods of selecting teachers as rekaed to the use of the
personal interview apparent differences exist between the
policies with respect to personal interviews with applicants
for secondary-school positions in systems where superintend-
ents only nominate and in systems where they appoint.
(See Fig. 8.) Since superintendents who appoint teachers
report a somewhat greater degree of visiiation, it is not
surprising to note that a slightly greater percentage of the
superintendents who only nominate applicants require per-
sonal interviews. It should be asserted, however', that the
difference just mentioned is offset by the slightly -larger'
proportion of superintendents who only nominate candidates
and neither ask nor suggest an interview at all: Consë-
quently, it appears that thé method of selection used bears
no appreciable relation to requiring personal interviews of
applicants.

When superinten :tits only nominate candidate§ for high-
school positions they z nally interview applicants in about
a third of the systems. I 4

. :n they actually appoint appli-
cants they personally intervie th6m in almost half of the
systems. The difference is even greater with respect to the,
proportion of applicants for elementary-school positions
interviewed by the superintendents when only nominating
as contrasted with when actually appointing. These facts
are highly significant and tend to substantiiite the conclusion
made with respect to the visitation of candidates, namely,
that when supetintendents are delegated the sole responsi-
bility of locating, selecting, and appointing the staff, they give
more personal attention to the problom of the selection of
personnel.

Methods of selecting administrative and supervisory stag as
related to training of supertiaendent.The differences in types
of defame held by superintendents wha only nomina4 and
who appbint are striking. (See Fig 8.) Superintencteks
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NATIONAL SURVEY OF SECONDARY EDUCATION

who have the most advanced training most frequenq
appoint staff members subject only to the approval or con-
firmation of the board, One should not conclude from the
data shown that boards necessarily allo* superintendeni's
with advanced training more freedom in the matter of per-
sonnel selection. It may be true that they do, but it is also
entirely possible that the type of school board which is par-
ticularly desirous of having a good school system and employs
a well-trained superirktendent, also recognizes the tact that
the selection of the teaching and administrative staff is. a

CONDITIONS

ENROLLME4
OF SCHOOL

less than 500

500 999

1000- -1499

1500- 1999

Over 2000

PER CENT OF SCHOOLS
or

100

1 ittEEISMI , ,;;;r;

41:
r (in

Less than 10
EDUCATIONAL

19.9
EXPERIENCE'

OF PRINCIPAL
20

IN YEARS
40 and orar

!RCMP

Y-Ategft31.1,x-,
04103C1114V9.0414:47117*/:

i 1 11V.

1011 \

1.1

1.2

13

Highly centralized

DEGREE OF moderates" =tatted

ICENTRAUZAT1ON Mei$um centralization

IN SYSTEMS *dam*, dmentrakzed

dear** ad

If ::..1111tEr..1!? ;aril

irm te7ftt=i2 :4ff144

0.0

.7

1.2

.6

A

0.9

0.0

0
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4

f
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Flouras 9.Extent of participation by secondary-school principals in the selection of their
staffs. ,

technical eduettional function for which they as laymen are
not well fifted. Accordingly they may delegate to the super-
intendent the' resporisibility for 'locating, 'selecting, -and
appointing teachers.

Pailicipation of principala8 rekded to eiiralment of school.
As may be noted in Figure 9, principals of schools enrolling
2,000 or iitore pupils takrip.art less frequently in the selection
.4. -g teachers than do the principali of mailer schpols. On
the other hand, a greater percentage of principals of the
larger high schools recommend, teachers. Principals of high
scho9ls ,enrolling- fewer than 500 pupils. recommend less fro-
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SELECTION Aiip APPOMTMENT OF TEACHERS

0.quently than d opals of larger schools. Principals of
schools enrolling' frQm 500 to 1,000 pupils advise with the
superintendent relative to the selection of teachers more fre-
quently than do principals of smaller or larger schools.

Participdion of principal as related to the total educational
expekence.Except for the grdup of principals who have
had less than 10 yre:ars of experience, a direct relationship
was found between the number of year's experience and the
percentage a principals who report that they have notling
to say concerning the selection of teachers. More than
.57 per cent of the principals with from 10 fo 20 years of
experience report that *they advise with superintendents,
whereas 43.5 per cent of the principals with more than
40 years of experience so report. Recommeddations con-
cerning the selection of the teaching staff are Aide most
frequently by principals with from 20 to 30 years of expe-
rience. Principals select teacfiers independently of the
superintendent in less than 2 per cent of the schools.

In general, the only apparent tendency is thit principals
with more than 30 years of educational experience have less
to say concerning the selection of the teachers assigned to
them thar have principals with less than 30 years of expe-
rience. PrincipAls advise somewhat more frequently when
they have less than 20 years of experience. Attention should

e be called to the fact thát many of the principals with
extremely long tenure are located in large centralized systems.
This fact should be kept in mind in interpreting the data
presented.

Partkipation of principal as related to the degree of antra&
zation.The inquiry form to secondary-school principals re-
quested from them an esthnate as to the degree of centrali-
zation in de drganization for the administration of education-
al affairs on a,scale of five gradations extending from highly
matralized to highly decentralized. Do principal,
secondary schools in highly centralized .systems have as
much fesponsibility for selecting teachers as do ,principals
in systems reported as deceiitralized? The evidence indi-
cates that the answer to the question is n ative. It seems
that is' the degree of centralization increases the arcentage
of prihcipals repOrting that they have' no part in the selection

[ 95 ]

%it

of

e
-.

11,

.

..* .

e

t.
k

,
14.6

. .
.

:214a- ja.

a

a



-

NATIONAL SURVEY OF SECONDARY EDUCATION

of their teachérs also increases. This tendency is to be
expected, for centralization of authority would often involve
assuming responsibility for the selection and appointment of
teachers. Also as the degree of centralization increases the
peicentage of principals who recommend candidates de-
creases considerably. In the systems reported as highly
decentralized the percentage of principals recommending
teachers is more than 36 per cent as cpntrasted with only
about 23 per cent in the systems reported te highly central-
ized. It is also significant,t even though thve number of in-
stances is small, that principals select teachers independently
of the superintendent almost altogether in the highly de-

,centralized systems.
6. SUMMARY

Methods wed by superintendent8.Superintendents of
school systems recommend the appointment of new senior
high school teachers to the board or to one of its committees
in almost half of the systemk and appoint applicants subject
to the confirmation of the board in about a fourth of the
school systems. In addition, cowbintations of the two
aforementioned methods are used in approximately a fifth
of the systems. In all, in more than 91 per cent of the
systems new ieachers are either nominated or appointed by
the superintendent.

Part played by whoa boarc I .School boards appoint teach-
ers without the participation of the superintendent in about
1 per cent of the systems. However, the school board ac-
tively participates with the superintendent in an additional

IV 2.6 per cent of the sistems. Committees of the board ap-
prove or appoint applicants on the recommendation of the
supe- Li;'1.,ndent

. in slightly more than 20 per% cent of the sys-
tems. School boards of independent sedemdary schools
assume complete responsibility for the teaher-selection
function considerably more often than do schobl boards of
city school systems. Local district boards are delegated the
responsibility for nominating or appointing teachers in a
considerable proportion of the county systems. The nature
of the returns, however, indicates the probab. *ty of greater

.*
contrO of the selection of teachers by school boards than is
showli by the data reported.
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SELECTION AND APPOINTMENT OF TEACHERS

Selection of staff members. Administrative and supervisory
officers are appointed in almost exactly the same manner as
teaèhers, with the exception that certain rather significant
differences exist between the methods of selecting and ap-
pointing teachers and administrative officers in the various
groups and geographical regions.

Part played by principals.Secondary-school principals
play no part in choosing their teachers in about 22 per cent
of the schools, serve in an advisory capacity in almost 52
per cent, recommend candidates in nearly 25 per cent, and
actually select candidates independently of the superintendent
in about 1.3 per cent of the schools.

Methods of selection as related to other factors As would be
expected, a rather marked tendency appears to exist for
superintendents who have been delegated almost complete
responsibility by the board in selecting and appointing
teachers to give the problem their close personal atten-
tion. When superintendents actually appoint teachers, as
contrasted with merely nominating them, they are more
likely to have vvisited them in their classroom, more likely
to have interviewed them personally, and are more likely
to have sought teachers from higher institutions rather than
waiting for the personal applications of teachers. In ad-
dition,, superintendents who appoint teachers hold more
advanced degrees than do superintendents who only nomi-
nate teachers. Principals have least responsibility in the
selection of teachers in the large schools and principals in
highly centralized systems have less responsibility in the
matter of selecting teachers than do principals in decentralized
systems.

The tendency seems to be that boards allow the better
qualified superintendents, when qualificatioil is measured by
degrees held, more responsibility in the matter of selecting
teachers. The superintendents who are granted this re-
sponsibility seem to give the Rroblem greater personal
attention. Secondary-school principals are usually con-
sulted and often recommend candidates.

4$
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CHAPTER VII : ILLUSTRATIVE PLANS FOR
SELECTING TEACHERS

1. EXAMPLES OF' BOARD RESPONSIBILITY FOR TEANIER SELECTION

The visits which were made to school systems in connection
with the work on this project make possible the presentation
of concrete illustrations of the different methods of selecting
and appointing teachers as these have been described in
Chapter VI. A few of these illustrations will be given in
order to depict the general procedures followed by super-
intendents or boar& of education in choosing the teaching
personnel for their schools.

In several of the cities visited, the school boards, through
their committees, practically control the selection of the
teaching personnel. In one -city all candidates for high-
school positions file their applicalions with the high-school'
principal, are interviewed by him,t'and are then sent to see
the superintendent. If the principal and superintendent are
favorably impressed, the applicants are directed to the three
members of the school' board committee on "teachers and
instruction.'? After the interviews have ileen held with
prospective teachers, the principal, the superintendent, and
the members'of the teacheri" committee confer and come to
agreement concérning the persons to be appointed. The
recommendatioris of the principal and superintendent need
not be accepted by the committee, a condition demon-
strated by the fact that the committee has in the past sub-
stituted applicants of its own choice. This% is done fre-
quently in places where the practice is possible under the
school board rules governing the selection of teadiers.
Authorities in educational administration, as pointed out
in the preceding chapter, universally condemn thee use of
this- method.

The superintehdent in the citty referred to, however, con-
templates no change in the present method because it enables
him both to escape the responsibility for unwise selections
and to use the teachers' committee as a buffer against the
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SELECTION AND APPOINTMENT OF TEACHERS

criticism of disappointed applicants. Unless superintendents
are willing to assume complete responsibility for the sele.ction
of teachers, boards of education will not delegate to them the
function of selecting and nominating new teachers.

Nashville, Tenn., is the only large city visited in which the
school board almost completely dominates the employment
of personnel. At the time the system was visited during the
spring of 1931, tie situation was found to be as described
in a survey report of the public schools of the city:'

Neither has the Board considered the appointment of its employees
as a professional task, for by both rule and practice teachers and prin-
cipals are selected by the Instruction Committee, which recommends
their election to the Board. Even the assignment,of teachers is referred
to the Instruction Committee * * * (*hich) assigns or transfers
them, with or without advice from its executive officer.. Applicants
for positiolla seem to think it necessary for them and their friends to
"see" members of the Board. The question appears to be not, Am I
qualified for the position? but, who is my "friend v?

Studies by Theisen 2 and Olsen 8 have pointed out that
th`e function of boards óf education in regard to the selection
of the Waching corps is officially to appoint teachers only
on the recommeudation of .the superintendent of schools,

s. ILLUSTRATIONS OF NOMINATION AND APPOLNTMENT OF TEACHERS
BY THE SUPERINTENDENT

It was shown in Chapter VI that the major portion of the
systems follow the plan of delegating to the superintendent
the responsibtity. of locating, selecting, and nominating
candidates for consideration by the board or one of its com-
mittees. In these systems variations of procedure are often
found. In some systems the superintendent nominates to
the board of education as a whóle while in others be nöminates
tò ft committee of4he board which approves and presents
the nominations to the board. In some cities the committee
or the board may substitute candidata for those mominated
by the superintendent while in others the board may only
reject nominations. In some systems the superintendents

I Public Schools of Melville, Tenn. George Peabody College for Teachers, Division of
Surveys and Field Said* 1931. pp. 381-336.

1 Theisen, W. W. The City Superintendent and the Board of Education. Teachers
College, Columbia UniversitY. Contributions to Education, No. 84, 1917. 137 p.

I Olsen, Hans C. The Work of Boards of Education. Teachers College, Columbia Uni-
versity. Contributions to Education, No. 213, 1926. 163 p.
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appoint candidates subject only to the confirmation by the
board.

Montclair, N. J. ..Sylvania, Ohio, Fort Wayne, Ind.; and
Allegany County, Md., are examples of systems in which the
superintendent nominates candidates to the board or its
committees for final approval. In practice the candidates
are informed that the appointment or offer made by the
superintendent must receive the approval of tile board
before it becomes a legal offer. Seldom, if ever, does the
board of education in these systems refuse to appoint teachers
nominated or appointed according to this plan.

In Montclair the usual procedure is somewhat as follows:
The principal on learning of a vacancy notifies the central
office. He may or may not suggest possible candidates.
The file of available applicants is searched and the choice of
candidates is narrowed to a relative few by a careful study of
blanks of applic4bn and reference. The most promising
candidates are usually visited by either the superintendent
or the principal and an agreement; reached as to the best
available candidate. No appointment to a teaching position,
except in emergencies, is made without consulting the prin-
cipal. The person agreed upon by the principal and the
superintendent is offered the position subject to approval
or rejection by the board. No nominee has been rejected
during the eight years the superintendent has served in his
present position. A plan of this nature definitely places the
responsibility for the selection of the teaching staff on the
superintendent. It allows the principal to participate in
the selection of the teachers assigned to him. The method is
generally considered by authorities in educational adminis-
tration as a desirable one for cities to follow unless their size
is such as to make necessary the development of special
devices for examining and evaluating prospective candidates.
s. ILLUSTRAT10.118 01P OTHER METHODS USED IN SELECTING TEACHERS

Appointment by superintendents. In Torrington, Conn., an
innovation in ,the manner of selecting teachers was inaugurated
by the board a number of years ago. According to the super-
intendent, the board is composed largely of business men who
allow him á considerable degree of freeitom in the manage-
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SELECTION AND APPOÌNTMENT OF TEACHERS

ment of the sOiools. D e the month of April the boardip

authorizes the superinten ent to employ the teachers for the
following year. The minutes of the board meeting pertaining
to the employment of teacher's usually read about as follows:
" To hire the teacliirig and supervisory staff according to
the best of his judgment and according to the salary schedule."
He then proceeds to locate and select the best possible can-
didates and after reaching a decision, mails a contract to the
applicant for signature and later signs it on behalf of the
board. This step concludes the action. There is no need
to report to the board the personnel chosen except perhaps
to state that the staff has been completed.

Competitive examination, 8.In many of the larger cities a
more complicated form of organization is used for the selec-
tion of teachers and must of necessity be delegated largely
to persons responsible to the superintendent. Time and
space will not permit the detailed treatment of the more or
less elaborate plans followed in any large number of cities.
A few have been selected to present', the outstanding features
of these methods.

Most of the large systems check the qualifications of
teachers in order to ascertain whether they meet satisfac-
torily the minimum qualifications set by the school board
with respect to training, experience, age, marital condition,
and health; examine them both in the content of the subject
or subjects to be taught and the methods of teaching °these
subjects; and either interview them orally or abserve their
classroom teaching. 6n the basis of these facts candidates
for teaching positions are rated, raIked, and placed on
" eligible lists" from which teachers are selec :es he order
of their rank.

Boston, Washington, D. C., Jersey City, Rochester, and
Pittsburgh are examples of cities where:plans of this kind
are followed.

(1) In Boston written examinations are held each year
during the, Christmas vacation for all candidates seeking
ippointment in the Boston schools. Ail candidates must
take an examination in one field termed a "major" and in
the two minor fields which liave been grouped with the
." major " chosen. Any person meeting the minimum quali-
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SELECTION AND APPOINTMENT OF TEACHERS

fieations may take the examinations. A board of three
exazniners is given complete responsibility for examining
prospective teachers.

In order to pass successfully the examination candidates
must make at least 420 of a possible 600 points on the written
examination. Candidates must also teach a lesson to
demonstrate their ability to conduct a class. The applicant
must earn at least 210 points of a possible 300 in order to
pAss this part of the test. Furthermore, candidates may be
given as many as 100 points of additional credit depending
upon their length of experience, educational training beyond
the minimum qualifications, quality of references, and per-
sonal qualities as rated in the personal interview. The maxi-
mum number of points for the examination, teaching demon-
stration, and the additional credit which may be earned is
1,000. Candidates who pass are placed in order of rank onthe total number of points on the eligible list for the subject
in which they took -their major examinations. Those lists
are submitted to ale superintendent and board for final ap-
proval and when adopted all positions in the school system
must be filled from these lists according to rank.

Head masters of secondary schools have little voice in the
selection of teachers. If a vacancy develops the head mastitismust take the candidate ;anking first on the list for that
subjéct except in case he feels that the particular candidate
would not fit into his school. He then may, with the con-
sent of another head master, persuade a teacher from the lat-

, ter's school to request a transfer to his school in which event
the person on the list would be appointed to the position left
vacant by the transferred teacher.

Head masters also have some choice at the end of the year
when a number of candidates are to be selected in the vari-
ous schools. The head masters meet and discuss the candi-
dates who rank at the top of the list and agree among them-
selves as to which will be appointed at each school. In this
manner preferences may be indicated. However, if 10 posi-
tions are to be filled in a subject, the, first 10 persons on the
eligiblq list in that subject must be offered appointments be-foie the eleventh candidate is appointed, A candidate has
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NATIONAL SURVEY OF SECONDARY EDUCATION

some option in waiving an appointment in order to be eligible
tor one at a later date in another school.

(2) In Jersey City a board of examiners composed of a
board member, the superintendent, two assistant superin-
tendents, the principal of a high school, the principal of an
elementary school, and a member from the research depart-
ment conduct both written and oral examinations of all appli-
cants. More emphasis is placed on the oral interview, or ex-
amination, in Jersey City than in Boston. The board sits as
a body and interviews each candidate who successfully passes
the written examination. The interview is judged by each
member of the board of examiners on the ba..iis of 100 per
cent. A. candidate must, have an average score of at least 75
per cent to be successrul. The scores made by candidates
on the oral and writted examinations are combined and the
applicants placed on eltible lists from which they are called
in order of rank when vacancies occur.

(3) A modified form of an examination system was in use
in Rochester, N. Y., when that school system was visited
during the spring of 101. Applicants for secondary-school
assignments prosent their credentials to the director of teacher
employment who pasgts on them, interviews the teacher, and
refers the candidate to two or three secondary-school prin-
cipals. These principals interview the candidates and, if
favorably impressed, place them on their list of eligible teach-
ers who are subject to call for temporarror first assignment.
The direclor of teacher employment is notified of °the candi-
dates being placed on this list so that the applicant may be
also made available to other principals. When vacancies
occur principals have practically full responsibility for filling
the positions for the "first assignment." During the couise
of this first year the teacher must successfully pass both an
oral and a written examination.

The written examinations are marked and the oral exami-
nations judged on the basis of a perfect score of 100 with 80
being the score, for the average applicant. One-third of the
sum of the score made on the oral examination plus twice the
score made on the written examinations must equal or exceed
70 if the calididates are to be0igib1e for "first appointment."
The plan is one in which the measurement of the ability of
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candidates both on the type of written examinations used
and the oral interview is rather subjective. Secondary-school
principals practically control the "first assignment" of new
teachers.

(4) The Pittsburgh Board of Public Education has ruled
that beginning with the school year 1932-33 all initial ap-
pointments to vacancies in the Pittsburgh public schools
shall be made from the three highest on a competitive eligi-
bility list.' The competitive eligibility list is made up ofiwo
groups of persons: (1) those who are not now in the serAce
of the Pittsburgh School District and (2) those who are mem-
bers of the Pittsburgh schools and desire promotion. The
functions of selecting, grading, promoting, and dismissing
teachers are performed by a personnel department established
in June, 1929, for the purpose of improving the teaching serv-
ice in the Pittsburgh public schools..

4. ILLUSTRATIONS OP COMBINATIONS OP METHODS USED IN
SELECTING TEACHERS r

11.

111

Two types of combinations of methods are frequently used
for selecting teachers. One of these types exists when super-
intendents sometimes use one method and sometimes another.
The second type exists when one method is used for selecting
teachers at one level and another method for those at a dif-
ferent level.

Illustrations of the former type are found when the board
sonietimes assumes complete responsibility and at other
times delegates the responsibility to the saperi4tendent.
Other illustrations are found in systems in which the super-
intendent is permitted only to nominate candidates but on
other occasions is delegated almost complete control and
authority in making the actaal selection.

The Joliet Township High School in Illinois serves to
illustrate this situation. During the regular school year
when the-problem arises of choosing. the teaching sta:ff for
the following year, the superintendent makes nominations to
the board of education. During the summer months or in
emergencies ihe superintendent is permitted to make the

4 Data concerning tbe methods used in selecting teachers in 7ittabusgb were neared frontpersonal aniespondence with the superintendent of abode, May 9, 1942.
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NATIONAL SURVEY OF SECONDARY EDUCATION

appointment to be later confirmed by the board. This
practice seeMs in line .with common sense and expediency.In a number of systems One ',;%thod is followed in employ-
ing elementary-school teachers and another in employing
secondary-school teachers. The school system in Genoa,
111., illustrates this divergence. The _township high-school
board and the elementary-school board jointly employ a
superintendent for. the administratioq of the school system.
The superintendent reporis that in die selection of elemen-
tary teachers he makes the nomination to the committee, the
committee makes the appointment, and the board confirms
the appointment. In the selection of high-school teachers
he nominates directly to the boardwhich makes the
appointment.

5. ILLUSTRATIONS OF HOW TEACHERS SECURED POSITIONS

During visits to school systems teachers were frequently
interviewed for the purpose of gaining insight into how they
located the position held and the methods used in securing
the appointment. Several interesting facts became, known.

In a Middle Western city where the teachers' committee
dominates the selection of teachers, situations came to the
attention of the investigator. The members of the teachers'

, committee interview all teachers who are appointed. One
teacher found it necessary to make twoetrips to this city
because the administrative personnel changed before his
appointment had been made. In another instance the
principal and the superintendent recommended the appoint-

. ment of one teachdr but the teachers' committee substituted
another. The person employed was considerably older
than the recommended peii3on and was, in the opinion of the
principal and superintendent, somewhat less well qualified.

At Sylvania, Ohio, all teachers interviewed bore out the
evidence reported by the superintendent to the effect that
the boord of education allows the superintendent almost
complete freedom in choosing teachers. No teachers were
interviewed by board members.

In another city, where the superintendent has 'been Me=
gated the responsibility of making appointments s4bject to
the confirmation of the board, 'one teacher secured 4her pod.-
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tion by interviewing only the superintendent. She was,
however, the niece of a board member. She was attracted
to the position because she had a sister teaching in the
system and because it was her home city. She felt that her
uncle's membership on the board helped her secure the
position.

Another similar situation was reported in which the.
principal of a secondary school and the superintendent
recommended the dismissal of- two incompetent teachers.
The board approved this recommendation and the teachers
were dismissed. The board of education, a political body
appointed by the mayor, was almost evenly divided for and
against the superintendent. Two members of the board
were bank directdrs. One .of the teachers dismissed was the
son of an influential business man who thieatened to with-
draw his large bank deposits from the banks with which these
directors were nnectect. Unfoitunate putnicity resulted
and the teachers were retained by the board.

These situations have been described to show what factors
sometimes play important parts in the seleçtion of teachers.
Political influence, personal friendships, and school-board
relatives sömetimes serve as valuable assets to persons- seek-
ing new positions or desiring -to hold those obtained. How-
ever, according to the statement of policies and practicies
reported in Chapter VI for large nuMbers of school systems,
these influences are infrequently brought to bear and the
superintendents of city systems are delegated almOst com-
plete freedom in choosing the te4aching and administfativ.e
personnel.
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klIAPTER VIII : METHODS OF RETAINING TEACHERS
OF HIGH QUALITY

1. TYPES OF METHODS USED

After competent teachers have been appointed the problem
of how to retain them for a number of years arises The
types of methods used by school boards to ihduce teachers of
high quality to remain in the system are numerous. A partial
list of these methods as found in educational 'literature is as
follows:

Retirement and pension provisions
Tenure provisions:

Written contracts
Term of employment
Tenure regulations (State cr local)

Salary schedules depending in part on factoNsuch as the following:
Number of years of service
Amount of academic and professional training
Rating given by administrative and supervisory staff
Poidtion held in system
Travel
Acquisition of additional training
Performance of extra dtities
Other factors

Definite lines of promotion
Leaves of absence (with part or full pay")

Personal illness
Death in immediate family
%Ring other schools
AttInding eduCational meetings
Religi9us holidays
Stu i y and professional improvement
T ; vel

Reduci4 teaching load to permit Igach
to do research work

Other methixbr
,

Assisting teachers to get started
Good prograuk of supervision
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SELECTION AND APPOINTMENT OF TiACHERS

S. METHODS REPORTED MOST EFFECTIVE

It is not in the province óf this report to summarize or
appraise the merits 4$ the different methods nor to show the
status with regard to the current use of these methods. The
National Education Association in a recent bulletin has
presented these data in excellent form.' The purpose of the
present discussion is to report the judgments of city super-
intendents with regard to the effectiveness of these methods
in retaining teachers of high quality.

The opinions of 573 superintendents telative to the number
and percentages of systems in which the different methods
were reported as being effective and unusually effective are
presented in Table 32. SalarY schedule13 were reported by
the largest proportion of the supérintendents as being the
factòr which is most effective in retainin&, teachers of high
quality; retirement and pension provisions rank second ;

tenure provisions rank third; and definite promotions, fourth.
The proportion of superintendents wporting the methods

as being unusually effective- are in most cases relatively small
in comparison with the percentage of superintendents report-
ing the plans as being effective. The one exception to this is
the method relating to the scheduling of salaries. This
item is reported as being unusually effective in about half as
many cases as it is reported as being simply eff:ctive.
TABLE 32.Numerical and percentage frequency with tch various meth-

ods were reported by superintendents of 673 city s i el systems as being
either effective or unusual, effective in retaining teachers of high quality

Method

,

Systems inwhich methods
were found

effective

Systems in
which methods

were found
unusually
effective

Total

Nam-
ber

Per
cent

Num-
ber

Per
cent

Num-
ber

Per
cent

1 s s i s s 7

Retirement and pension provisions
Tenure provisions
8&I&FYethedUIes s
Ad&ultllneofpromotlona
Leaves of absence
Reduction of teaching load
Other methods.

139
116
286
110
68
00
53

24. 3
20. 2
49. 9
19. 2
11. 9
10. 6
O. 2

25
21

149
26
8
6
8

4. 4
3. 7

26. 0
4. 4
1. 4
1. 0
a 5

164
147
435
136
76
66
56

Z. 7
U. 9
7& 9
23. 1

11. a
9. 7

I National Education Association, Research Division. Administrative Practices Affecting
Classroom Practices. Research Bulletin, Vol. X, No, 2, March 1932.
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NATIONAL SURVEY OF SECONDARY EDUCATION

The practices differ greatlyramong systems in the various
population ups. This is. not surprising for one wduld
expect that .1 larger cities would find it possible to utilize
many more methods with greater degrees of success than do
the smalleer communities. To illustrate thiá fact attention is
called to the inability of most small cities to pay salaries which
compare at all favorably with those paid by the larger cities.
Small communitieq, often can not pay salaries large enough
to hold teachers of high quality when they are offered posi-
tions in other sistems. Retirement and pensions provisions,
tenure provisions, leaves of abst.3'nce, and promotions find
more general use in the larger -cities. The relationship be-
tween the size of city and the effectiveness of these methods
are direct and obvious.

Differences among the geographical regions are almost as
large. Provisions for the retirement and pensioning of teach-
ers are reported as effectively holding teachers much more
frequently in the East than in any other region. The same
is true, but to a somewhat lesser extent for tenure provisions,
promotions, salary schedules, leaves of absence, and other
methods. Principals of independent secondary schools and
county superintendents both report the use of effective
methods of retaining desirable teachers in smaller proportions
than do city systems. This may be expected because these
systems under normal conditions find it very difficult to' keep
good teachers due to their being drawn away to city systems
where they are paid higher salaries and have more social
advantages.

Since most methods for retaining teachers of quality seem
better adapted to the larger cities, the question arises as to
what smaller schools may do to develop within teachers a
feeling of satisfaction and &desire to remain with their work?
Superintendents in numerous cases report that close social
and professional relationship between the administrative staff
and the teachers, good working conditions, assisting the new
and particularly the inexperienced teachers in getting started,
the development of a good program of constructive supervi-
sion, and encouragement are factors which often aid in hold-
ing good teachers.

s
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CHAPTER IX : SUMMARY AND IMPLICATIONS

1. IMPORTANCE OF WISE TEACHER SELECTION

The study of the practices in the selection and appoint-
ment of teachers indicates that the specific method& em-
ployed in locating, selecting, and appointing teachers differ
considerably in cities of várious sizes, in different regions of
the country, and in the various types of schools.

In 1930 about 8 per cent of the secondary-school teaching
staff and about 15 per cent of the teaching staff of elementary
schools were newly aPpointed in the city school spitems report-
ing in this study. In the independent secondary schools and
county systems the proportion of the staff made up each year
of new appointees amounts to more than one-fourth of the
total number of employees. The fact that many new teace-
ers are needed each year ma4s it necissary for school execu-
fives to exercise very great care in the selection of teachers.
Poor teachers are, in the long run, expensive teachers.
Through the careful selection of personnel, provision for satis-
factory working conditions, and adequate salary schedules
the teaching corps may be continually improved from year to
3ear. With proper procedures good teachers can often be
retained and new teachers of high quality selected to fill
vacant positions.

I. SCHOOL BOARD RULES GOVERNING THE TYPE OF
NEW TEACHERS DESIRED

. It is generally conceded that school boards and superin-
tendents should have definite ideu on the types of teachers
which they desire both in specific positions find in the system
as a whole. These ideas which school boards and superin-

. tendents put in operation constitute their policy with respect
to teacher selection. These policies should be clarified and
definitely set forth as rules or regulations cdncerning the em-
ployment of personnel.

Educational literature frequently indicates the advisability
of formulating rules and regulations setting forth the mini-
mum =pions of employment at a time when the school
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board is not immediately concerned with the question of
selecting new teachers. Such a policy not only enables school
boards to give more careful. aitention to the problem but also
enables them to give more unbiased opinioralTucerning the
employment of various types of teachers.

The rules and regulations adopted by school boards on the
type of teachers desired usually take into consideration the
following:

(1) Minimum, qualifications as to training.
(2) Minimum qualifications as to experience.
(3) Minimum and maximum age requirements.
(4) Marital status of women.
(5) Appointment of local and nonlocal applicants.
(6) Appointment of relatives of the school board.
(7) Other factors which may be of local importance in de-

termining the type of teachers desiied.

3. METHODS OF LOCATING NEW TEACHERS

Teachers were reported by superintendents of the various
city systems as having been located in more than half of the
cases through individual applications of teachers, in about
a sixth of the cases through placement bureaus of higher
institutions, and in about an eighth through private teachers'
agencies. Large cities are able to rely more completely on
the applications of teachers than are the smaller la unities.
Elementary teachers are located through teachers' applica-
tions more frequently than are senior or 4-year high school
teachers; senior or 4-year high school teachers are located
more frequently through private teachers' agencies than are
either elementary or junior high school teachers.

Superintendents do not agree as to the methods by which
the most desirable candidates may be located. Many super-
intendents prefer so far as possible to use the placement
bureaus of educational institutions and to use the bureaus
of private agencies as.a later resort. Others, however, prefer
to use private agencies almost altogether.

.8t3die8 do not show the relative effectiveness of teachers
lóidapd :by the various Methods. Until vore complete data

&vials* each superintendent who is responsible for
the employment of teachers must utilize the methods or
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SELECTION AND APPOINTMENT OF TEACHERS

combinations of methods which seem most serviceable to
him. It would appear that superintendents should .attempt
to search out andirto locate good teachers. This, of course,
may be done more easily by sytitems in larger communities
which have more to offer as inducements to teachers.

4. 'METHODS OF COLLECTING INFORMATION CONCERNING API'LICANTS

An important element in any program of teacher selection
is the collection of accurate information and sufficient data
concerning applicants. The following are among the methods
most frequently employed by superintendents:

(1) Permanent files contiining the names of available and
desirable candidates.

(2) Application blanks.
(3) Reference blanks.

..(4) Other types of communications with references.
(5) Photographs.
(6) Written and oral examinations.
(7) Health and physical examinations.
(8) Interviews for prospective candidates.
(9) Visitation of candidates in other schools.
Availible studies which have sought to discover' the quali-

ties by means of which the teaching success of prospective
teachers might be satisfactorily predicted tend to show that
no single method enables predictions to be made with any
high degree of success.

Applicatiozi forms are used in about 90 per cent of the
systems and reference forms in almost 70 per cent of the
systems. Candidates are interviewed in almost all systems'
and visits by staff members to observe teachers are made in
approximately 60 per cent of school systems. Studies do
not shdy how valuable application and reference blanks are
in selecting competent teachers, but the dAta do indicate 4'

that interviews and visits are frequently conducted in such
a manner as to be of little real service in appraising prospec-
tive teacheis.

Photographs have almost no value in teacher selections.
"Open letters" and writteh letters of recommendation fre-
quently are of such a general nature as to be of little value
because the qualities listed and the terms used are easily
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NATIONAL SURVEY OF SECONDARY EDUCATION

misunderstood and tend to present only the most favorable
qualities of candidates. Written examinations according to
several studies have relatively low predictive value in select-
ing prospective teachers.

The problem of securing accurate information and of in-
terpreting it correctly is far from solved. Until we are able
to determine better what information is needed, schools will
probably tio well to collect information concerning prospec-
tive teachers from as many sources as pqssible. The evidence
collected should be carefully itnalyzed and the selection made
only on the basis of estimated competence.

6. METHODS AND PROCEDURES IN APPOINTING NEW TEACHERS

Superintendents in more than 91 per cent of the systems
a. have an important part in nominating or appointing second-

ary-school teachers of city systems. In nearly half the sys-
tems superinjendents nominate teachers- either directly to
the board .pr to one of its committees. In about a fourth
of the systems superinteridents appoint subject to the ap-
proval of the board. -

School boards were reported by superintendents as either
appointing teachers indeliendently of the superintendent or
as sometimes assuming a very important role in selecting
teachers in less than 4 per cent of the systems. However,
as pointed out in Chapter VI this percentage probably repre-
sents the situation as better than it actually is.

A rather significant relationship seeps to exist between
the training of the superintendent and the extent to which
superintendents are given a free hand in the selection of the
teaching personnel. In addition, superintendents who ac-
tually appoint teachers seem to take a more personal interest
in interviewing and visiting prospective teachers.

Secondary-school principals are consulted in the appoint-
ment of teachers in aboiit half the schools, they recommend
teachers in almost a fourth of the schools, appoint them in
very few cases, and have no part whatever in slightly over a
fifth of the systems.

_ It must be recalled, however, that the data presented have
been reported by schoolmen, presumably persons reasonably
well versed in modern educational theory with respect to the
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SELECTION AND APPOINTMENT OF TEACHERS

acCepted practices for selecting and appointing the teaching
staff. Consequently, there may be a tendency for some super-
intendents to report conditions as better than they actually
are. This factor should be taken into account in appraising
the results of the study. This caution appears to have the
support of the results of inquiries at the time of visits to a
number of school systems. Desirable policies, methods, and
procediires were often reported, but visitation revealed that
political influence, personal friendships, and blood relation-
ships sometimes played important parts in the selection of
teachers.

Cubberley 1 states "one of the first steps in improving con-
ditions surrounding the selection and retention of teachers
is to get rather clearly in the minds of the board and the
community generally certain fundamental principles of
action which relate to the work of the schools." One of
these principles has been set forth as follows: "The schools
exist, in no sense, to afford places for teachers. No one is
entitled by right to a teacher's position, except on the one
basis of being the best-prepared and the most professionally
in earnest teacher available. In no way should the schools
be made local family affairs, or used for local charitable,
political, social, or religious purposes." 2

6. METHODS OF RETAINING TEACHERS OF HIGH QUALITY

All superintendents desire to attract and retain good
teachers. The methods used to hold teachers, inch as good
salaries, tenure, retirement provisions, and leaves of absence,
are particularly adapted to the larger city systems. The
small locality has comparatively little to offer either in the
way of educational advancement or remuneration for the
services given. However, all systems can do much to make
the work of teachers pleasant aild effective. If good teachers
can not be offered higher gala*, and if they are interested

, in securing positions elsewhere, they should b'e aided and en-
couraged not only for their own sake but for the sake of the
beliefits acbruing to the profession through the extension of
their services to a larger field of activity.

.

Wubberlay, E. P. Public-School Administration. New York, Houghton Mifflin 0o.,
1910, p. 202.

Ibid.
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7. THE INVESTIGATIONAL PROBLEM OF THE FUTURE

This and other studies show that new teachers are located,
selected, and appointed by a variety of procedures. As yet,
however, little real evidence has been published to show which
of the methods are most effective in obtaining competent
teachers.

It is, therefore, needless 'to say that further study thould
be made of the problem of teacher selection. ' Additional
study of present practices in locating, selecting, and appoint-
ing teachers may not be needed, but it seems evident that
studies to ascertain the best criteria for predicting the future
success of inexperienced teachers and for appraising the
work of teachers already in service should be, undertaken
by some educational agency. Several questions need to be
answered. Among these are: (1) What:constitutes teach-
ing success? (2) How may future success of inexperienced
teachers be predicted? (3) How mhy the success of teachers
in service be measured? When these questions are answered
the problem of teacher selection will be well on its way to
solution.
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