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Selection Criteria Used by High School Principalsin Virginia When Hiring First-Y ear
Career and Technical Education Teachers

James C. Dunton 111

(ABSTRACT)

The purpose of this study was to determine what high school principals look for when hiring
career and technical teachers, the relative importance of that criteria, and whether certain factors
(such as school district size, community size, and years of experience as a principal) affect their
opinions toward the selection process. Surveys were mailed to 160 principals and 146 responded,
yielding aresponse rate of 91%. A series of 2-group t-tests and standard regression analyses
were used to answer the research questions.

The most desired hiring criteria cited by principals (in order of importance) were enthusiasm, an
applicant’ s ability to communicate effectively, an applicant who is student-centered, an
applicant’s beliefs on classroom management, and their knowledge of a variety of teaching
strategies.
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Chapter 1

I ntroduction

The omnipresent concern of the teacher educator is. “Will our curriculum provide the
experiences necessary to prepare our students to represent our field of study and fulfill
expectations of principals?’ (Hickner, 1977, p. 162). One possible indicator of appropriate
preparation is the likelihood that a student teacher will be hired following graduation.
Information concerning the selection criteria used by principals will provide teacher educators
with the knowledge needed to increase the chances that students will be hired upon completion
of their college degrees. In order to provide quality preservice education to all students, itis
imperative that teacher educators have an accurate idea of the selection criteriathat principals
desire when hiring new teachers.

Although selection criteriafor teachersin all disciplines might have certain similarities,
special considerations need to be made when hiring career and technical teachers. Career and
technical education is competency-based, and the curriculum content, dictated largely by leaders
in the various career professions, is constantly changing to stay current with the needs of
business and industry. All career and technical teacher education faculty strive to prepare
students to enter the field of education with the competencies necessary to perform asteachersin
their chosen vocational specialties. College graduates are judged to have these competencies as
evidenced by satisfactory completion of the preservice education. Upon completion of the
preservice preparation, teachers are no longer formally evaluated by professional teacher
educators. Rather, they are evaluated by school administratorsin the hiring process. The school

principal hiring a college graduate is the ultimate judge of that individual’s ability to adequately



enter the teaching profession. If al individuals have basically the same preservice preparation
based on the state licensure standards, what is the basis for determining who is hired and who is
not hired as a career and technical teacher? What are the specific criteria used by high school
principals to differentiate among applicants when hiring a career and technical teacher? Itis
likely there are other factors that are important to school administrators in addition to academic
competencies.

In October 1995, the University Council for Workforce and Human Resource Education,
in cooperation with the National Center for Research in Vocational Education and the U.S.
Department of Education, sponsored a national summit in San Diego. Nearly 100 educators
wrestled with the reform of career and technical teacher education. From the conference speakers
and the research community came several themes to guide reform. One such theme was:
“Teacher education programs as a whole need to devel op close ties to those they serve directly,
particularly the K-12 schools. Colleges of Education should become the learners rather than the
teachers’ (Lynch, 1997, p. 48). Therefore, one of the things teacher educators should do is work
more closely with school systems. This study is an effort to devel op those closer ties. This study
isalso uniquein that the focusis on career and technical teachers, whereas most research found
on selection criteria does not address career and technical teachers.

The selection of faculty in public education typically involves several quasi-independent
steps, the sequence of which is determined by the local district and legal restrictions (Gorton,
1993). This process begins after ng the personnel needs of the district, determining the
selection criteria, and initiating the recruitment of candidates. The process begins with the
collection of “paper” credentials such as application forms, test scores, transcripts, and

recommendations. After close examination of credentials, the most promising applicants are



selected for an interview. Gorton (1993) stated that any desired quality or characteristic can be
measured by looking at an applicant’ s academic credentials or by participating in an interview.
After the interviews are completed, the principal hires the candidate he/she feelsis best suited for
the position. While this may seem like a simple process, present-day public education is anything
but simple. Principals are frequently called upon to implement the process of screening and
selecting the candidates for teaching positions in their buildings. Are these principals able to
identify and articul ate the talents they are seeking in filling the positions within their building?
Are principals hiring teachers who fit these “talent” profiles? It is assumed that the employment
mission of each district is to recruit and employ only the most talented educators for its
classrooms. Further, the individualsin charge of hiring must have a clear understanding of what
characteristics are associated with outstanding teaching and be knowledgeable in determining the
presence or absence of these characteristics through the selection process.

May (1994) sought to discover characteristics of successful teachers by conducting
interviews with teachers whose principals had labeled them “ outstanding teachersin their field.”
From the interviews he was able to identify common traits and qualities that make a teacher
successful. Some of those qualities included being student-centered, enthusiastic, open
(approachable), and knowledgeable in both subject matter and instructional strategies needed to
convey that subject matter. Also important was the ability to manage a classroom and
demonstrate respect for all students. He concluded that applicants with these qualities have a
higher probability of success than applicants without these qualities. In addition to May’s
findings, a number of studies (Ducharme, 1990; Greaves, 1992) suggested a positive relationship

between student teaching performance and success in the early years of teaching. As aresult,



these researchers indicated that the evaluation by the cooperating teacher is a strong indication of
the applicant’ s ability to succeed in the field of education.

Castetter (1976) also studied the selection process and hiring criteria and found that one
of the problems with evaluating selection criteriais that some teaching positions require
characteristics and qualities that are unigque to a specific subject area. He indicated there are
certain criteria (such as effective classroom management skills and good communication skills)
that can be applied to every teaching position but some subject areas require different criteriafor
success that must be taken into consideration. Castetter (1976) stressed the importance of finding
congruence between the needs and abilities of the candidate and the characteristics of the
position. Hersh (1980) agreed by concluding “the qualities required of a successful teacher are
dependent on the grade level, subject matter, and the particular demands of the community” (p.
65).

Selection Theory

Theory in selection research is essentially atheory of work performance (Schmitt &
Chan, 1998). In 1993, Campbell and his colleagues proposed a “theory of job performance’ that
hypothesized that this construct comprises eight major dimensions (Campbell, Gasser, &
Oswald, 1993). In general, Campbell defined performance as “goal relevant actions that are
under the control of the individual, regardless or whether they are cognitive, motor,
psychomotor, or interpersonal” (p. 40). The eight general factors listed below are meant to
describe the universe of things people do across all jobs, though one or more of the factors may
be missing or irrelevant in any given job. Job-specific task proficiency behaviors are those
technical or core tasks that are central to the job. These define the substantive content of what

gets done by computer programmers, college professors, carpenters, and so on. Task proficiency



of a non-job-specific nature includes those things that people across jobs are often required to
perform in organizations. For example, in many workplaces, all individuals are required to help
keep the workplace clean and to be watchful of unsafe conditions. Many jobs require that
individuals be proficient in various written and oral communication tasks. People in most jobs
are required to demonstrate effort, in that they must commit themselves to the performance of
work tasks, exert a high degree of effort, and persist in that effort. They must also exercise a
degree of personal discipline, in that they are required to arrive at work on time, avoid substance
abuse problems, and abide by company rules and policies. In many jobs, an important el ement of
performance is the degree to which workers facilitate peer and team performance. Thisincludes
hel ping colleagues with work-related and personal problems, serving as arole model, and
promoting participation of colleagues in the organization’s work. Supervisory/leadership
behavior is directed at influencing the behavior of subordinates. Management and administration
tasks include those tasks that help to manage, report, or define what an organization does without
direct interaction with subordinates, as would be the case for supervisory tasks.

Campbell’ stheory is based on an analysis of the job and the organizational context in
which the work takes place (Schmitt & Chan, 1998). One result of the job analysisisthe
specification of important work behaviors. Using these work behaviors, the researcher generates
aset of required knowledge, skills, abilities, and other characteristics (KSAO).

Knowledge refers to the foundation upon which abilities and skills are built. Skills refer to
the capability to perform tasks with ease and precision. Abilities usually refer to the cognitive
capabilities necessary to perform ajob function. In addition, there are other characteristics that
must be taken into consideration when selecting a candidate —such as willingness to work under

adverse conditions—and certain personality traits (e.g., persistence, tolerance of others



viewpoints). The distinctions among knowledge, skills, abilities, and other characteristics are not
important; what isimportant is the notion that each type of human characteristic should be
considered in the generation of a comprehensive list of selection criteria (Schmitt & Chan, 1998).
Measures of these KSAOs are subsequently developed, and scores on these measures constitute
selection criteria

Onceit is determined what attributes are desired for a position, the final step isto
determine how these attributes will be assessed. Rosse and Levin (1997) suggested using a
Performance Attributes Matrix. This model lists attributes developed from the job analysisin
rows of the matrix and the various hiring tools are included in columns of the matrix. The matrix
isthen filled in with Xsto show which hiring tools will be used to assess each attribute.
Examples of hiring tools include applications, interviews, reference checks, and work samples.
The matrix provides a simple visual representation of complex information that makes it easy to
ensure nothing from the job analysis has been left out. It also organizes the process of selecting
hiring tools around their real purpose—assessing applicants’ job-relevant attributes, rather than
irrelevant factors such as biases and personal preferences regarding different tools (Rosse &
Levin, 1997). An example of the Performance Attributes Matrix is shown in Table 1.
Tablel

Performance Attributes Matrix for a Teacher

Attributes Credentials | nterview Reference
Good classroom mgt. skills X
Effective communication skills X

High Standardized Test Scores X

10



Some researchers suggest that to determine the appropriate KSAOs on which to make
selection decisions, all one needs to know isthe general job family to which ajob belongs (i.e.,
teacher, rather than the more specific “career and technical” teacher). But most disagree,
including Campbell (Schmitt & Chan, 1998). My study is based on Campbell’ s concept that
every position, regardless of how similar it might be to another position, is unique and that
different KSAOs will be required in that job analysis. The nature of the career and technical
teacher’'sjob is very different from the nature of the English teacher’ s job. Career and technical
teachers prepare students for specific career areas and rely on close relationships and
communication with community businesses. Career and technical teachers are also charged with
supervising student work experiences. They are required to continually monitor their field for
changes based upon awhole host of factors such as technological advances. All of these
requirements have little in common with those of an English teacher.

Campbell’ s theory focused on an outline for hiring applicants but it is also important to
understand the role that information processing can play in making personnel decisions.
Motowidlo (1986) created an information sampling model that suggests the way interviewers
sample information will affect the accuracy of their judgments when hiring applicants. The
model assumes a hypothetical domain of bits of information which consists of al the positive
and negative items which could potentially have been learned about a person during an
interview. From this domain, the interviewer samples a subset of information bits and forms an
evaluative impression for each bit and storesit in memory. A sample of these impressionsisthen
retrieved from memory and determines the favorability of the evaluative judgment.

Two kinds of automatic processes transform observed and experienced eventsinto

evaluative material in memory. First, an event that is perceived as good or bad about the
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applicant is automatically transformed into a positive or negative eval uative impression. Second,
the frequencies with which positive and negative impressions of an applicant are formed are
automatically tallied and stored in memory. On this basis, when an interviewer tries to form an
evauative judgment on the applicant, what comes to mind is a sense that there were plenty of
good things and a few bad things, or plenty of bad things and a few good things, without the
events that led to these impressions necessarily being recalled at all.

Dipboye (1982), who conducted studies on information processing, suggested that
information presented before the interview caused the interviewer to form an evaluation of the
applicant’s qualifications even before the interview has begun. The pre-interview evaluation
influenced the manner in which the interviewer conducted the interview, his or her perceptions
of the applicant’ s performance in the interview, and causal interpretations of the applicant’s
performance, which affected the evaluation and hiring decision. Thisimplies that information in
the application distorts the processing of interview information presented later and affects the
favorability of interviewer evaluations and decisions. Dipboye, Stramler, and Fontenelle (1984)
found support for that possibility. Students who read an unfavorable application before watching
avideotaped interview portrayal recalled fewer positive items from the interview and rated the
applicant’s effectiveness in answering the interviewer’ s questions lower than did students who
watched the same interview after reading a favorable application. However, another study by
Dipboye, Fontenelle, and Garner (1984), in which students actually interviewed a simulated job
candidate, found that interviewers who previewed an application gathered more correct
information from the interview. Tucker and Rowe (1977) also found that previewing an

application does not necessarily reduce the effectiveness with which interview information is
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processed. Despite some ambiguities, these results generally support the idea that the nature of
information presented early can disproportionately affect the final evaluative judgment.

Thereis also evidence that interviewers' judgments of a candidate are sometimes affected
by the favorability of their judgments of candidates evaluated immediately before, although these
contrast effects may not always be large enough to be practically important (Cooper, 1981). For
example, Wexley, Y ukl, Kovacs, and Sanders (1972) had students rate three videotaped
interviews in succession. The first two set the “frame of reference.” Evaluations of the third
interview were examined for contrast effects. Wexley et al. found that, when the third interview
was preceded by two favorable interviews, it was rated less favorably than when it was preceded
by two unfavorable interviews. So it isimportant when attempting to understand the selection
process, that in addition to the hiring process, factors that affect decision-making should also be
taken into consideration in order to get a broader conceptualization of what isinvolved when
choosing candidates for a position.

Developing models or theories for teacher selection isa complex process. A study by
Sievers (1989) attempted to design just such a paradigm. Interviews of district level
administrators and principals formed the basis for Sievers' teacher selection theory. Sievers
interviewed twenty-four administrators, seven district-level administrators, and seventeen
principals. Constant comparative methodology was used to simultaneously collect and analyze
data. From these data a“ ground theory” was established regarding teacher selection.

The selection process was based on three clusters or theoretical propositions. First,
selection of teachersis contingent on the climate within the building, the principals' perception
of the climate within the building, and the principals self-perception. Second, conditions of the

teacher selection process are influenced by the supply and demand of teachers, the personal
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interview, and the role of the principal. The last cluster suggests that the final decisionis
grounded in the principal’ s belief that the candidate fits the particular circumstances or “context”
which the job site presents, and that the candidate understands this fit within that setting. The
criteriafor teacher selection were directly related to the particular needs or contexts of the
building at the time. Teacher selection was predicated on values, attitudes, philosophy, and goals
within the respective building. The final decision combines selection criteria and process, but
ultimately restsin the principal’s perception of whether the candidate fits into the scheme of the
building context.

Both Campbell and Sievers place alarge emphasis on the organizational climatein
which the work takes place. Campbell states, “It isimportant to assess the organization in which
the work is being done. Organizational features such as |leadership practices, the reward system,
and structure have direct effects on employee behavior. These features may constrain or enhance
the degree to which individuals are able to use their abilities, or may change the nature of the
tasks performed and the KSAOs required ” (p. 44). The mgjor difference between the two
theories was that Campbell’ s view of selection was more objective with the eight dimensions
while Sievers stressed “fit,” which tended to be subjective.

In summary, it is a combination of selection criteriaand “gut feeling” that ultimately
decides which applicant is hired for ateaching position. The principal clearly has a great deal of
power in determining who is hired and who is not. For this reason it is imperative that teacher
educators learn as much as possible about what principals look for when hiring teachers so that
they can better prepare students for career sin education.

Statement of the Problem
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Place and Drake (1994) indicated that available research has not sufficiently answered

such questions as: (a) What criteria are important in the selection of classroom teachers? (b)
Which of those criteria have been determined most significant by the individuals using them to
select classroom teachers? (c) What are the variables that influence priorities of individuals
making these selections? In addition, little research has been found addressing selection criteria
asthey relate to career and technical teachers.

Between 1996 and 1997, nearly one million classroom teachers were hired in the United
States. More than any other factor, the quality of a school district depends on the quality of its
staff. Therefore, a hiring initiative of such magnitude represents awindow of opportunity for
school districts (Swinehart, 1997).

School principals are responsible for selecting classroom teachers but, according to
Jensen (1986), often do not select the most promising teachers. Possible reasons offered included
the complexities of the teaching function, inadequate attention to hiring, and insufficient
selection techniques.

If selecting the most desirable teachers from the beginning is preferable to retraining
ineffective teachers, then the criteria used for initial teacher selection are of major significance.

Purpose of the Study

When college graduates seek employment, they are hired or not hired on the basis of
some criteria. Educational institutions make assumptions that certain criteria are valued in the
work place; however, the ultimate judge of student employability is the school principal. The
purpose of this study was to determine what high school principals ook for when hiring career
and technical teachers and also whether certain factors (such as school district size, community

size, and years of experience as a principal) affect their opinions toward the sel ection process.
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This study was designed to determine the relative importance of criteria used by hiring officials
when selecting first-time career and technical teachers. Thisinformation will add to the
knowledge base used to redesign teacher education programs in colleges and universities. For
example, knowing that communication skills are valued above all else would aid teacher
educators in selecting what to emphasi ze to ensure that their programs prepare students
adequately. Results of the study will assist in answering practical questions regarding the
importance of the following types of teacher selection criteria: academic credentials, interview
credentials, and career and technical credentials.

Significance of Study

The results of this study could be extremely beneficial to several groups. First, career
and technical teacher educators could use the results of this study to better prepare career and
technical teachersfor their first teaching assignments. Second, individuals considering career s as
career and technical teachers could gain valuable insight concerning qualifications, personal
attributes, and other credentials regarded as most significant by hiring officials. Third, principals
could provide valuable information that would help teacher education faculty develop the criteria
that they seek in teacher applicants, thus supplying them with awork force they desire.

Research Questions

1. What criteriado principals consider most important when hiring beginning career and
technical teachers?

2. Do criteriadiffer depending on whether the career and technical teacher’s job requires or
does not require a minimum of a bachelor’s degree?

3. Towhat extent do ratings of criteria differ depending on principal and school

characteristics?
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A. Towhat extent do ratings concerning academic credentials differ based on
community size, school district size, or years of experience as an administrator?
B. Towhat extent do ratings concerning career and technical credentials differ based
on community size, school district size, or years of experience as an
administrator?
C. Towhat extent do ratings concerning interview content differ based on
community size, school district size, or years of experience as an administrator?
The rationale for variables chosen in this study will be presented in Chapter 2, the review of
literature.
Assumptions
The study was based on the following assumptions:
1. School principals desire to employ the most suitable applicants for their school settings.
2. Thelevel of acceptability of each applicant will vary even though the applicant has satisfied
equivalent programs of preservice preparation.
3. The responses to the questionnaire items accurately reflect the opinions of the participants.

Delimitations/Limitations

The study is delimited to the opinions of public school principals (career and technical
and comprehensive schools) in the state of Virginia. Therefore, the results of this study may be
generalizable only to principals of comprehensive and career and technical high schoolsin
Virginia. There may, however, be implications for other states.

Definition of Terms

1. Vocational or career and technical teacher: An educator who teaches career courses in one of

the following areas: (a) agricultural education, (b) business education, (c) family and
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consumer sciences education (called work and family studiesin Virginia), (d) health
occupations education, (€) industrial cooperative education, (f) marketing education, (Q)
technology education and (h) trade and industrial education.

. School principal: The school official delegated the responsibility from the school board to
make final recommendations on which applicant to hire (Berg, 1998).

. Selection criteria: Those qualities, attributes, preservice qualifications and experience used in
varying degrees by employing officials to rate teacher candidates (Alberti, 1984).

. Preservice teacher: A student preparing to become licensed to teach a subject in a high school
or middle school (Berg, 1998).

. Academic credentials: Records of applicant information and achievement. For example, test
scores from the Praxis Examination; overall grade point average; education coursework
grade point average; subject area grade point average; professional references (college
professors, cooperating teacher, etc.); and student teaching evaluation (Berg, 1998).
Interview content: Intangible knowledge of qualities such as enthusiasm, appearance,
willingness to participate in extra-curricular activities, and communication skills, to name a
few (Alberti, 1984).

. Career and technical credentials: Those criteriathat are unique to career and technical
teachers. For example, work experience in avocational area and knowledge of technology as
it relates to the workplace.

Standards of Learning: Minimum requirements that set reasonabl e targets and expectations
for what teachersin Virginia need to teach and studentsin Virginianeed to learn. The
standards set clear, concise, measurable, and rigorous expectations for young people.

Standards of learning have been developed for the following academic subject areas. English;
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Fine Arts; Foreign Language; History and Social Science; Math; and Science
(www.vapen.org).

Organization of Study

Chapter 2 will present areview of literature dealing with the teacher selection process as
well asthe results of studies conducted in the area of teacher selection. Chapter 3 will outline the
survey design for this study, population, data collection procedures, and data analyses. Chapter 4
will present the results of the study and Chapter 5 will present the conclusions and discussion of

the conclusions as well as implications and recommendations for future studies.
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Chapter 2

Review of Literature

Thisreview of literature examines studies dealing with various criteria that influence the
selection of public school teachers. | will begin by discussing what the literature says about the
selection and hiring process in general and then look at the components of the selection process
asthey directly relate to education and the hiring of public school teachers. Thiswill be
followed by research used to justify my independent variables and an examination of studies that
sought to discover the most desired criteriain the selection of teachers. And finaly, | will
provide a summary of selection criteria as they pertain to career and technical educators. The
lack of research available in this specific area (career and technical education) should serve as an
indication that further studies should be done to add to the limited knowledge base that currently
exists.

The Selection Process in General

An applicant’s credentials and his/her performance in the interview process are the major
determinants in whether an individual is chosen for a particular job (Guion, 1976). While hiring
practices vary from field to field, and business to business, there are at least two steps to which
every applicant is subjected. Thefirst isareview of the resume and the second is the formal
interview (Drake, Kaplan, & Stone, 1978). Many employers will include a variety of tests before
the interview is conducted. Since the interview is seen as the most important procedure used in
employee selection, it stands to reason that the majority of research done in the selection process
focuses on the interview (Guion, 1976).

The Interview

20



Millions of interviews are held each year between job seekers and employers (Arvey &
Campion, 1982). Acuff (1981) stated that obtaining the information required to make accurate
hiring decisions is the primary purpose of the employment interview. It isan aid to gathering
facts on the applicant’ s appearance, voice, poise, conversational ability, alertness, warmth,
maturity, and job interests. These characteristics are then compared to standards and measures of
success or failure in the position for which the individual is being considered (Acuff, 1981).
Hakel and Schuh (1971) noted that job applicant attributes resulted in two content clusters. One
involved the applicant’ s personal relations variables; the other revolved around “good citizen
attributes’ such as trustworthiness, dependability, conscientiousness, responsibility, stability, and
so forth. Tschirgi (1972) noted that recruiters visiting the California State University campus
stated that the most desirable attributes for a career in the business world included good
character, an outgoing personality, and the ability to use proper English. He shared that these
attributes can only be obtained through the interview component of the job selection process.
However, it should be noted that grade point average, extracurricular activities, and work
experience, while not the most desirable attributes, were also taken into account when making
hiring decisions.

Problems with the Interview

Thereislittle evidence that information gained from the typical hiring interview is
predictive of subsequent job performance (Dipboye, 1982). The weakness of the hiring interview
asapredictor for job success is due to several factors (Avery & Campion, 1982). Interviewers
are subjected to a number of biases that affect their objective evaluations of interviewees.
Interviewers may be strongly influenced by the gender, race, physical attractiveness, and dress or

appearance of the interviewee—factors which are usually unrelated to effective job performance
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(Dipboye, 1982). Interviewers are also apt to make “snap judgments,” arriving at an early overall
evaluation of the interviewee from the first few minutes of the interview (Siegfried & Pearce,
1981). Thus, factorsin the dynamics of the typical hiring interview may adversely affect the
validity of the hiring process.

The Teacher Selection Process
An Overview

Teacher selection is the process of singling out one individual from a pool of candidates.
This processis guided by the mission of selecting the individual whose characteristics, training,
and experience most closely match the requirements of the position to be filled (Castetter, 1986).

The primary aim of selection isto fill existing vacancies with personnel who meet

established qualifications, who appear likely to succeed on the job, who will find

sufficient position satisfaction to remain in the system, who will be effective contributors
to unit and system goals, and who will be sufficiently motivated to achieve a high level of

self-development (p. 221).

To achieve this goal a number of major stages are involved. Many of the recent authors
who have concerned themselves with the functions of administration of public schools agreed
that selection of staff isa critical step in developing and maintaining a quality education process
(Castetter, 1986; Gorton, 1983). The application process is multifaceted and is designed to create
for the district an identity of the candidate with reference to background, training, experience,
and a strength-and-weakness profile. Well-designed application forms provide information
concerning the applicant’ s background and training relative to the minimum requirements for the
position as expressed by the district. An instrumental part of the candidate’ s application isthe

request for responses from the candidate’ s college or university with regard to coursework,
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student teaching experience, grades, and letters of reference and recommendation. Examination
of these placement documents has, asits main purpose, to determine which applicants should
continue in the selection process and be invited for a personal interview (Gorton, 1993).

Who Does the Hiring?

“Those that consider themselves a success today probably have ateacher to thank.
Because it is the teacher who inspires and motivates to learn, achieve, and ultimately succeed’
(Arvey & Campion, 1982, p.54). It is an understatement then, to say the role of the teacher is
indeed an important one in the context of education. Before an understanding of qualities and
credentials desired by those hiring new teachers can be reached, it isimportant to first understand
who makes the hiring decisions and by what framework these decisions are based.

Gorton (1993) surveyed approximately 8,600 principals and found that they perceived
themselves to have primary responsibility for selecting teachers. School principals are, in most
school districts, charged with the responsibility of determining which prospective educators are
appropriately prepared and capable of best serving the needs of students. Swinehart (1997)
interviewed 27 principals and found that over half ranked hiring as the most important of all the
decisions they make. One principal remarked, “Y ou can work on programs and curriculum all
you want but it doesn’t matter if the teachers are not good with the students or can’t work with
other staff” (p. 120).

Parameters for Selecting Applicants

Arnold (1988), in a study conducted in Owensville, Montana, discussed maintaining a
first-rate faculty. He suggested that principals and superintendents who make hiring
recommendations to boards of education consider prospective applicants in terms of the

following nine criteria: (a) previous failures, (b) personality and values, (c) philosophy of
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education, (d) level of education, (e) prior teaching experience, (f) teacher training grades, (g)
teaching techniques, (h) discipline methods, and (i) recommendations. Although the final
decision to recommend a candidate rests with the principal, Arnold suggested involving other
staff membersin the selection process.

The Credentials

Principals attach a great deal of importance to the applicant’ s paper credentials. One
guestion asked by Braun (1987), when studying how school administrators screen and select
teachers was, “when a credential fileisreviewed, what variables are considered in offering an
interview?’ The criteria gleaned from a survey of administrators in Wyoming were as follows:
(a) proper use of English; (b) letters of recommendation; (c) evaluation of student teaching; (d)
previous employment experience; and (e) neat arrangement of materials.

The Interview

Ash (1992), in a study conducted in Wellesley, Massachusetts, credited the employment
interview as the most significant component in the selection process. However, he suggested
limiting first-time encounters to brief and businesslike 10-minute screening interviews that
typically afford time for only six or seven questions or scenarios. Questions and scenarios should
be selected to reveal qualities desirable in effective teachers. Qualities mentioned include: (a) a
sense of mission and enthusiasm for teaching, (b) oral and written communication skills, (c) an
ability to vary instruction and effectively communicate knowledge of a curriculum area, and (d)
the capability to serve as an appropriate role model for children. Interestingly, given the
importance placed on the interview, Harris (1975) described the personal interview as the most
abused sel ection technique due to inadequate planning, unconscious bias, and the lack of follow-

up after the interview to validate the interviewer’s conclusions. In any case, the contact between
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the interviewer and the candidate during that period of time typically remains a critical
influencing factor in making the ultimate decision in the hiring process, as noted by O’ Hair
(1989), who sampled over 300 school administratorsin Texasin thisregard. Many of those
sampled indicated that the interview was believed to be an indispensable way to assess valued
teacher qualities such as enthusiasm. In addition to oral communication, body language can be a
strong source of influence during the interview and may suggest to the interviewer some
indication of the candidate’ s enthusiasm, honesty, and motivation.

Nicholson and Mclnerney (1988), in writing about the teacher selection process, also
were concerned about the critical part that the interview takes in attempting to choose the best
teachers. They indicated that “the real crux of the matter is the interview, and the problems are
numerous’ (p. 90). They stated that:

Too frequently the interview process is not standardized, making comparisons difficult at

best and therefore more subjective than iswise. Unsophisticated interviewersfail to

listen, interpret answers unevenly, tend to come to premature decisions, and tend to allow

personal biasesto color their opinions (p. 90).

K opetskie (1983) also examined the interview process. In a study conducted in
Fleetwood, Pennsylvania, Kopetskie offered administrators a candidate comparison instrument to
use as a guide in selecting teachers. The chart listed 10 areas of compatibility considered
important factorsin job performance. Although the original categories remain unchanged,
guestions within each category vary according to the position vacancy and the candidate
interviewed. Categoriesinclude: (a) philosophy of education, (b) age and grade level suitability,
(c) subject matter competency, (d) discipline and classroom management, (€) lesson planning

skills, (f) flexibility within ability levels, (g) adaptability to administrative decisions, (h)
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expected relationship with peers, (i) extra-curricular interests, and (j) plans for professional
development. Useful questions within categories are determined according to current needs.

Changing With the Times

The basic teacher selection framework, like education itself, is continually changing.
Through the years principals have added components to their selection process, such as a
portfolio or avideotaped lesson. A professiona portfolio is one means of demonstrating
competency. Such a portfolio should include “...a demonstration of ability to bring about
specific instructional outcomes’ (Shalock, 1970, p. 6) aswell as evidence of attainment of the
competencies most desired in candidates: ability to work cooperatively with others, interpersonal
relations and communication skills, ability to work with awide range of individuals, and
leadership skills (Ostroth, 1981). Administrators mentioned they would like to see evidence of
the following skillsincluded in the portfolios: (a) knowledge of subject matter, (b) problem-
solving skills, (c) curriculum knowledge, (d) knowledge about learners and learning, (e) student-
specific pedagogy, (f) class organization and management, (g) rigor in academic standards, and
(h) student impressions of teaching effectiveness.

Independent Variables: Variables that Affect Teacher Selection
Principal Bias
There appeared to be a consensus among principals concerning the most important criteriain the
selection of teachers (Ash, 1992; Kopetskie, 1983; Schuttenberg, 1976; Swinehart, 1997). But
responses from these studies seemed to depend a great deal upon personal preference, biases, and
school characteristics such as location and school size (Swinehart, 1997). Merritt (1971), in
studying 150 principals as interviewers in Ohio, found these administrators more attracted to

candidates with educational perspectives similar to their own. Candidates presenting strong
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gualifications were selected by principals “only” if they conveyed attitudes toward education
which were similar to the hiring principal’s attitudes. Those candidates who were less qualified
were preferred over those who were more qualified if they articulated an attitudinal perspective
more like that of the principal. This strongly implied to Merritt (1971) the strength of interviewer
bias with regard to attitudinal factors during the selection process and also gave rise to questions
regarding the need to be cognizant of objectivity during the selection process.

Influence of Demographics on the Interview

Prior research suggests that interview outcomes are associated with various interviewer
and applicant characteristics. For example, Marlowe, Schnider, and Nelson (1996) conducted a
study on hiring in a business setting that looked at the relationship between managerial
experience in years and gender and attractiveness biases. They found that the more years of
experience, the less likely a manager was to exhibit gender and attractiveness biases. Conversely,
the less experienced the manager, the more likely he/she was to exhibit gender and attractiveness
bias. This brings forth the notion that years of experience may affect hiring decisions. In
addition, other studies have found that younger candidates received higher evaluations than older
candidates (Avolio, 1982); female interviewers rated all applicants higher than did male
interviewers (London & Poplowski, 1976); women generally received lower evaluations than
men (Dipboye, Fromkin, & Wibeck, 1975); interviewers rated more positively those applicants
whom they liked and whom they perceived to be more intelligent (Keenan, 1977); and qualified
and attractive candidates were more likely to be recommended for hiring regardless of sex
(Dipboyeet a., 1975).

Size of School District and L ocation of the School
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Garman and Alkire (1993) conducted a study of schools to determine the criteria and
procedures utilized by hiring officials in selecting beginning public school teachersin small rural
schools in Ohio. Significant differences existed for preferred teacher characteristics among
various sized school districts. The most important of the criterialisted for the small school
districts was vitality and enthusiasm. For the medium-sized school districts, the most important
criterion listed was personal integrity. The hiring criterion ranked most important for the large
school districts was control of student behavior. Garmen and Alkire also studied hiring criteriain
small communities versus large communities and found significant differences as well. Rural
school officials looked for teachers who were emotionally well adjusted while urban school
officials desired teachers who possessed a variety of instructional strategies and exhibited respect
for cultural differences.

Dunathan (1980) also found a difference between criteriadesired by rural principals and
those desired by urban principals. He found that, due to great shortages of teachersin rural areas,
principals desired teachers who possessed dual certification.

Empirical Research on Academic Credentialsin Teacher Selection

| will now take a closer ook at empirical research done with relation to the teacher
selection process. In this section, | will describe the research related to academic credentials
desired by principals, studies that reveal the qualities principals want to see in the interview
process, and studies that focus solely on criteria desired when hiring career and technical
educators.

Schuttenberg (1976) collected responses from 50 Cleveland, Ohio schoolsto find out
what credentials were most important to principals when hiring first-year teachers. The ranking

was as follows (with 1 being the most important): (1) comments by the candidate’ s cooperating
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teacher, (2) comments by candidate’ s university supervisor during student teaching, (3) student
teaching grade, and (4) academic grade point average. In the mgjority of studies doneto learn
what credentials principals most desire in first-year applicants, the response that ranked in the
top three on most lists is comments from the cooperating teacher who observed the applicant in
the school environment. Johnson (1976) collected responses from 104 Ohio principals and found
that 92% preferred that a candidate have a strong letter of reference from the cooperating teacher
to be considered for the position. One principal commented, “ An applicant can be an A student
in the classroom, but if this person cannot control a group of twenty students, then | don’t want
that person working in my school” (p. 4). And while Johnson found grade point average to be an
important credential, the majority of studiesfound this not to be the case. O'Hair (1989)
researched the teacher employment interview and discussed a survey of more than 300 Texas
personnel directors and principals, all who hired recent college graduates. Credentials including
test scores and grade point average ranked lowest on alist of 28 employment criteria. Travers
(1989) studied employment applications and the interview processin 41 St. Louis, Missouri
schools. His goal was to make prospective teachers aware of qualities considered desirable in
potential employees. Travers generalized from his data that successful experiencesin areas other
than academics are important to hiring officials but scholastic achievement is considered
insufficient by itself as a criterion for selection as ateacher. Place and Drake (1994) surveyed
320 elementary and high school principals from Ohio and Illinois. In their study, the principals
were given alist of nine criteriato rank in order of importance for the selection of teachers.
Grade point average ranked last on the list. Swinehart (1997) interviewed principals to discover
desired credentials and found that some principals wante