
Examining the Selection Process

for Effective Staffing

in the Public School System

by

Patricia E. Bowslaugh

A Thesis

presented to the

University of Manitoba

in fulfillment of

the thesis requirement

for the degree of

Mæter of Education

Brandon, Manitoba

@ Patricia E, Bowslaugh, 1993



&*K N€t¡onal ubrary

Acquisit¡ons and
Bibliograph¡c Serv¡ces Branch

395 Wellinglon Slreet
Otlawa, Onlario
K1A ON4

Bibliothèque nationale
du Canada

Direction des acquisitions et
des services bibliographiques

395, rue Wellinglon
Onawa (Onlario)
KlA ON4

fou¡l¡tø votê.élërcrÊa

A!¡hte Nate tété¡erÊc

THE AUTHOR HAS GRANTED AN
IRREVOCABLE NON-EXCLUSIVE
LICENCE ALLOWING THE NATIONAL
LIBR,ARY OF CANADA TO
REPRODUCE, LOAN, DISTRIBUTE OR
SELL COPIES OFHIS/HERTHESIS BY
ANY MEANS AND IN ANY FORM OR
FORMÀT, MAKING THIS THESIS
AVAILABLE TO INTERESTED
PERSONS.

THE AUTHOR RETAINS OWNERSHIP
OF THE COPYRIGHT IN HIS/HER
TIIESIS, NEITIIER TI.IE TIIESIS NOR
SUBSTANTIAL EXTRACTS FROM IT
MAYBE PRINTED OR OT}IERWISE
REPRODUCED WITHOUT HISÆ{ER
PERMISSION.

L'AUTEI]R A ACCORDE TINE LICENCE
IRREVOCABLE ET NON EXCLUSIVE
PERMETTANT A LA BIBLIOTIIEQIJE
NATIONALE DU CANADADE
REPRODTIIRE, PRETER, DISTRIBUER
OU VENDRE DES COPMS DE SÀ
THESE DE QI.JELQUE MANIERE ET
sous QUELQUE FORME QIJE CE SOrT
POIJR METTRE DES E)GMPLAIRES DE
CETTE THESE A LA DISPOSITION DES
PERSONNE INTERESSEES.

L'AI'TEI'R CONSERVE LA PROPRIETE
DU DROIT D'AUTEIjR QUI PROTEGE
SA TIIESE. NI LA THESE NI DES
EXTRAITS SUBSTANTIELS DE CELLE-
CI NE DOIVENT ETRE IMPRIMES OU
AUTRET4ENT REPRODUITS SANS SON
AUTORISATION.

ISBN 0-315-98962-9

CanadTi



Nome

neorìy describes the conlenl of your dissertotion. Ènter $e
coleoories. PIeose select lhe one subiecl which mosl
fourãigit code in the spoces provideå,

Disserlolion t5

Æøueøtnol ên*rtnttsrø.a*¡ad øWtw {_JVf.l
SUB,IEcllERM SUBJECI CODT

............0ó2ì
...............038¿
. . .. .. . .. . .... .4ó22
...............0ó20
...............0ó23
.. .. 062A

............0625

..........0989

............03¿9

..........0ó32

............0.451

@



EXA}IINING TEE SELBCTION PROCESS FOR EFFECTIVE STÁI'FING

IN TEE PTIBLIC SCEOOL SYSTEM

BY

PATRICIA E. BOWSLAUGH

A Thesis submitted to the laculhy of G¡aduate Studies of the University of Manitoba in partial

fulfillme¡rt of the requi.rements for the degree of

MASTER OF EDUCATION

@ 1993

Permission h¡s been granied b the LIER {XY OF TI{E LfNTyERSIY OF ]rjJ\ITOBlâ. to lend or

sell copies of this thesis, io the N.4,IIONAL LIBR {RY OF C!\ADA to sricrofiIm this thesis a¡d

to lend o¡ seu copies of the ñlm. a¡d UNTÍERSITY MIGOFILIÍS to publish a¡r abstract of ttlis

thesis.

The ar¡ihor rese¡r¿es other publications rigits, and neithe¡ the thesis no¡ exte¡sive exEacts .Érom it
may be printed or otherrise reproduced without the autho/s permìssion-



I hereby declare that I am the sole author of this thesis.

I authorize the University of Manitoba to lend this thesis to other institutions for

the purpose of scholarly research.

Patricia E. Bowslaugh

I further authorize the University of Manitoba to reproduce this thesis by

photocopying or by other means, in totål or in part, at the request of other institutions or

individuals for the purpose of scholarly research.

Patricia E. Bowslaugh



Acknowledgments

I appreciate the ongoing support and guidance of my committee members: Dr.

Jack Lam and Dr. Dale Hayes of Brandon University, and Dr. Romulo Magsino of the

University of Manitoba. lvithout their assistance and astute reflections this thesis would

not have reached fruition. My gratitude is also extended to Carol West for her work and

Ken Bessant for providing his anaìytical expertise.

I also acknowledge the support of my colleagues of Brandon School Division #40

for providing the initial data for this study and principals throughout Manitoba who

providing the second set of data. Special appreciation is extended to Syivia Taggart and

Lois Ross who served as mentors and offered reflections and encouragement during the

critical phases of this endeavor.

I acknowledge the patience and support of my family- Cliff, Brad and Scott as

they endured the mounds of materials which evolved during this process. To my mother,

my relatives, friends and staff who gave me encouragement throughout this mission I am

very grateful.

And to Chris Ross, I shall be forever indebtod. As studen{s we learned and grew

together- a true example of how the pursuit of knowledge bridges the generations with

ease.



Abstract

The purpose of this study was to examine the relative importance of staff

selection stages to choosing elfective public school staff members.

Based on existing literature, a sraff selection model incorporating components

considered relevant for educational institutions was developed. The model included six

steps that are preparatory in nature, five details pertaining to the actuai interview and four

aspects that represent the assessment stage of the staff selection process. A research

instrument was then constructed to collect data from ninety-eight public school

administrators.

Key characteristics of effective teache¡s were categorized according to

personality, professional qualifications, and the performance of the candidate.

Administrators were then asked to assess the effectiveness of teachers whom they had

hired based on those criteria.

It was hypothesized that the more thorough the staff selection procedure, based on

the fifteen staff selection steps, the greater was the potential to recruit and hire effective

teachers as defined by personality, qualifications and performance criteria.

This study consisted of two stages: a pilot study followed by a major survey.

The analysis revealed that attention to a consistent method of shortlisting, care in

scheduling interviews, and the provision of a conducive environmenl in which to conduct

the interview were critical factors contributing to higher rates of success in the

recruitment of effective teachers.

The study also revealed a lack of awareness and/or the consistent inclusion by

many administrators of specific details of søff selection. The use of a written job

description, a thorough method of shortlisting candidates, details of scheduling

lv



interviews, and a standa¡dized method by which the candidates' responses are compared

\{ere the details to which attention was least frcquently given.

Findings underscore the need for a comprehensive reflection of the current

practice of staff selection proceedings and effective staffing for school administrators.

Evidence supports the need for pre-service and inservice training in these areas. Such

efforts would hold promise for improving the quality of education in public schools.



Table of Contents
Ack¡owledgments

Chapter One: The P¡oblem

1. I Inhoduction........,.

1.2 The Problem.,,..,,,.

2. 1 Introduction

a

I

...........................6

..................8

1.5.2 Teacher Effecüveness.......,.........

1.8 Limitations

2.3 Types of Interviews

2.3. I Directive versus Non-directive Interviews

2.3.2 Standard versus Non-standa¡d Interviews......

l1

t2
13

2.3.7 Behavior Description Interviews.......................

2,3.8 Overall Assessment of Interview Sty1e.............. t6

2.5.4 Conclusion



Chapter Ttuee: Framework of Study

3,2 Conceptual Framewo¡k

3.3 The Hypothesis...........

,....42

,....45

3.4 Op€rational

3.6 Assumptions.

3.7 Pilot Study....

3.7.1 Purpose

3.8.2 Sample .......53

.......533.8.3 Instruments....,

3. 8.4 P¡ocedures......

3.9 Methods of Analyses

54

48

49

49

.......54

3.9.1 Staff Selection Practices ...

3.9.2 Analysis of Staff Selection

3.9.3 Aralysis of Teacher Effecti

Practices Questionnaire ..,...........,......,5

..'...........'..'.,''5

5

5

5

5

61

69

3.9.4 Statistical Analysis

3.9.4.(a) Conelational 4na|ysis............, .........................55

3.9.4.(b) CN Square Aralysis (X2)...................

3.10 Summary ....

Chapter Four: Analysis and Interpretation...... ...................57

................57

..................................56

..................,...............56

4. 1 Inüoduction...,..,

4.2 Pilot Study.... 57

57

60

4.2.1 Results of Staff Selection Process Research

4.2.2 Resulfs of the Teacher Effectiveness Questionnaire Rating Process....................59

4.3 Major Study

4.3. I Profiles of School Administrators........................

4.3.2 Gene¡al Profile of Staff

4.3.3 Hypothesis Testing....,,

................ ó0

4.3.3.(a) Hypothesis I - Preparation

il



4.4.2 Exprieîcæ in Hiring............

4.4.3 Number of Intervieweis .........

.75

.77

,78

4.5 Discussion ,,,....78

4.5.3 Teacher Effectiveness.............

4.5.4 Contextual Facto¡s................

4.5,4,(a) Administrative Experience

4.5.4,(b) Expcricnce in Hin ng ......,,

4.5.4.(c) Number of Interviewers. . . .

.......... ,... 85

......83

......84

,...,.84

85

85

86

4.5,4,(d) Setring

4.6 Summary................

Chapter Five: Conclusion.......... ..................... 88

5.4 The Findings.

5.4.2 General Stâff Selection Procedures.................

5.1 Inûoduction..

5.2 Development of Instruments...,

5.3 The Resea¡ch Process ...............

88

88

89

90

.................91

5.4.4 Contextual Findings

5.5 Limitalions of Study..............

5.8 Summaty

Bibliography......

.....96

.....98

102

103

III



List of Tables

ComparisonofAnecdotalReportstoQuestionnarreReports,.......,................,,..,............,........58

Distribution of Effective Teachers as Related to the Effectiveness of Staff Selection...............59

Conelation Coefhcients of Percentage of Effective Teachers Hired to Characteristlcs of
Effective Teachers ...........

Type of School ..............,,................61

Position of Administrator '''''''''" óI

Mean Scores Relatirìg to Use of Staff Selection Criteria

Frequeucy of Responses on Stal-f Selcction Questionnaire,..... ,,....................ó4

Frequency of Different Categories of Teachers Hired by Sampled Adnìinistrators.............,,.... óó

Percentage of Effective Teachers Hired by Administrators ,... .....,.................68

Conelation Cocfficients of Staff Selection Steps to Percentage Effective Teachers..................69

Conelation Coefficients of "Preparation Steps" of Staff Selection to Effective Teacheis .........70

Conelrtion Coefficients of "Interview" Steps of Staff Selection for Effective Teachers...,.......72

Coffelation Coefficients of "Assessment" Steps of Staff Selecrion for Effective Teachers .......73

Administ¡ative Experienc€......,...,, ..................................,74

62

Frequency of Teachers Hired (Positions Filled).

Frequency of Number of Interviewers.,.......................

Location of Administrator. ........,......,.."78

..............7ó

..............77



List of Figures

Sâmple Shortlisting Grid......,...,..,

Characteristics of a Good Teacher

................23

................38

A Schematic Model Depicting the Relationship Between Staff Selection and Teacher
Effectiveness....... ..................,..............44

Types and Frequency of SchoolsinSample.,.,.....,..... .................................50



3

Chapter One: The Problem

1.1 Introduction

"The single most valuable æset of any organization is the people who work for

if' (Preskin, 1971, p.3). The public school systom is one organization which, by virtue

of the importance of the services provided to its patrons and the profile of the service to

the paying public, requires highly competent, credible employees.

Teachers are generally perceived to be the critical component affecting the quality

of education. Holtman (i986, p.7B) states that "research has found the quality of

instructional personnel to be much more importånt to student learning than the quality or

the availability of facilities, equipment or supplies". Therefore, "the recruitment and

retention of top-flight teachers hæ been a recent concern as greater attention has been

placed on [details] intended to forge a pool of capable and qualified teachers" (Nardiii

and Antes, 1990, p.27).

Practices in the hiring of teachers have varied throughout the history of the

public school system and they still vary among various school jurisdictions as well æ

among individual administrators within a given school jurisdiction. However, with the

current large number of candidates entering the field of education, and with the current

focus on educational accountåbility and costs, "every school administrator responsible

for or involved with the selection of personnel would concur that the selecrion of staff is

the most importånt aspect of his or her job...and lthat] the results of personnel selection

impact more heavily upon the over-all effectiveness of ths school than perhaps any other

factor" (Engel a¡d Erion, 198a, p.304).

Yate(1988) reports the premise that when people are promoted to administrative

positions, they become mystically endowed with all the skills necessary to manage and

create a team which completely fulfills the needs of the system, This, of course, is a
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fallacy. Further Yate(1988, p.18) states that "less than two in ten administrators are ever

encouraged to read a book or attend a seminar about prudent hiring practices".

The personal experiences and observations of the writer plus literature indicate

that adequate preparation and thought have not always gone into the hiring of teaching

staff. There are numerous examples of situatíons in which an inadequate search for

qualilìed, competent candidates is made, an insufficient number of candidates is

considered, thorough interviewing is not employed, or hasty or biased decisions are

made. Engel and Erion (1984, p.304) affirm that "proportionate to the other tasks an

administrator performs, little time is devoted to this function lof staff selection]".

Serious staffing problems can be the consequence of insufficient attention to all the

details of the hiring process. This thesis is an attempt to explore the staff selection

process and suggest how it ca¡ be orchestrated to minimize the incidences of

inappropriate choices while selecting staff.

1.2 The Problem

While it is obvious that the successful recruitment of competent teachers is

essential there is every indication that the practices generally used by many

administrators in selecting competent teachers is, at best, "hit and miss". This

inadequacy could relate to a lack of experience, lack of awa¡eness of a systematic

seìection process, a lack of commitment to the recruitment process, or, more bluntly, the

lack of knowledge to recognize a competent teachei when there is one.

1.3 The Purpose

Selecting competent teachers is an administrative challenge. Therefore, the

purpose of this study is to explore current par¿ìmeters and practices in staff selection in

the public school system and to identify those procedures important to selecting effective

teachers. The information should provide an insight into what the cunent sraff selection
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practices involve. This would then allow a judgment on whether the perceived problem

is factuai.

However, in order to assess the relative effectiveness of these staff selection

practices, the study will require a second aspect, This will be an assessment of the

competency level of teachers hired through the current processes. Through these

assessments the relationship between the sclection process and its results could be

ascertained.

1.4 Research Problems

Very little literature is available concerning the topic or design of a selection

process for the hiring of teachers. CurrÒnt sources of the literature on interviewing

practices are mainly business and industry oriented. From these sources, the aspects of

the process applicable to the selection of teaching staff are related to the following

questions:

1. What constitutes an effective process when selecting teaching staff?

2. How would one know when an effective teacher has been selected?

3. What is the relatíonship between staff selection process and the degree of

success in selecting effective teachers?

To address the first two concerns, the literature provides information on many

elements of a selection process; the literature also identifies characteristics of effective

teachers. One of the fundamental challenges is how lhese two bodies of information can

merge in order to develop an effective staff selection format which will resul¡ in the

selection of effective teachers.

In addition, there is an apparent lack of research illustraring the degree to which a

staff selection process impacts upon the hiring of effective teaching personnel (or other

employees of school systems). There is a need to explore the cuffent practices of those

responsible for the hiring of personnel for the field of education and to examine these
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practices in terms of their results by verifying the level of effectiveness of the teachers

whom they have hired.

1.5 The Research Questions

1 ,5,1 Staff Selection Process

Addressing the research problems consists of answering the following questions;

I ) What are the predominant patterns of a staff selection process?

2) To what extent are administrators currently employing these staff selection

processes?

a) What steps in a staff selection process are most consistently being included in

current staff selection practices?

b) What aspects of staff selection processes are most consistently omitted in

current staff selection practices?

3) Are there any other personal variables and experiences in the staff selection

process that impact upon acquiring an effective teacher?

1 ,5,2 Teacher Eflectiveness

I ) What do administrators see as the predominant characteristics of an effective

teacher?

2) What is the percent"age of effective teachers hired by administrators using their

current selection method?

1.6 Underlying Assumptions

There are a number of assumptions that the author of this study makes at the

onset. First, it is assumed that there will be identifiable, significant staff selection "steps"

which, when placed in chronological order, will provide an effective staff selection

process.

Secondly, it is assumed that a set of descriptors can be identified to describe

"effective teachers".

Thirdly, it is assumed that an integrated process can be developed to maximize

the potential of selecting effective teachers.



1.7 Significance of the Problem

The significance of an effective staff selection process can be the hiring of the

"best" person for the position. Hiring thc best teachers is presumed to enhance the

potential for learning by the students and is germane to those concepts of creating

effective schools as espoused by Goodlad(1984). Effective teachers, whether working

alone or as a school team, are more able to understand, design and deliver programs

which impact upon the learning and achievement of students.

Hiring a teachcr who is not selected appropriately for the position may result in

an incompetent and ineffective teaching perfornrance. This impacts negatively on the

students and the effect can be far-reaching and long lasting.

Furthermore, if termination of the unsatisfactory teacher is required, there iould

be a long, costly, and deleterious legal process. This process of removing an inadequate

teacher involves heavy demands on the administrator and includes lengthy, dstailed

documentation of the teacher's activities. It may be followed by a due process procedure

which allows the teacher a fair hearing. This procedure could extend from court to

subsequent appeals. Even if the process ends in the termination of lhe teacher, no one

has really "won". Scenarios such as these jeopardize administrators' credibility, cause

personal trauma, and lower the staff's morale.

The complexity and difficulty of "damage control" is such that some school

administrators may shy away from the challenges of addressing difficult situations. As

such, it is likely that the unsatisfactory teachers continue to stay in the system, causing

the school to perform below optimal level.

Unfortunately, from the conceptual perspective, there are few theories or models

in cunent research dealing with the staff selection process for the public school system.

Such a void is serious to the extent that the selection of teachers is often a chance

phenomenon as opposed to a well orchestrated process which carefully attends to details,
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Details which would lead the administrator(s) to make the ideal match between their

needs and the candidates' skills have the potential to enhance students' leaming.

Increæing administrators' awa¡encss and knowledge of staff selection techniques

provides the potential of avoiding many of the pfesent pitfalls. In many cases,

administrators are lured into hiring a particul candidate because of one particular

factor. The more obvious variables such as appearance and communication skills have

the potential to influence the decision. This inlluence can be either positive or negative

and, in either case, may lessen the attention to the other necessary characteristics and

qualifications which are equally important.

1.8 Limitations

There are several limitations to the thesis. Some of the variables which might be

contributing to the effectiveness of the teacher include the teacher's:

1. gender
2. age
3. marilal status
4. teaching experience
5. length of time with the specific grade assignment, and
6. length of time in the school.

Although these variables have a high potential to impact on teacher effectiveness,

it was assumed that administrators would give an overall assessment of the teacher.

Appraising them on a continuum of "above average", "average", and "below average"

had the potential of having the above variables consciously but subtly included.

Researching each of these additional variables had the potential of expanding the data

base but also losing the focus on the st¿ff selection process.

Additionally, as the study depends heavily on principals' own perceptions and

assessments, there is the problem of subjectivity. This had the potential of skewing the

results. For example, exaggeration could occur when the principals are assessing the

effectiveness of teachers whom they have hired. Principals may have an inherent desire
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to clone themselves or they may have an affinity towards a particular personality type but

not be able to report this to the researcher. In either case, personal preference may

obscure objectivity in assessing teacher effectiveness.

Finally, the research procedure did not assess the origin of the administrator's

skills in staff selection. A further study could explore whether administrators' successful

selcction of staff is a product of training, experience or inherent ability.

1.9 Structure of the Study

The format of this study includes an overview of the literature as it relates to

interviewing as part of ståff selection, as well as the activities related to preparing for the

actual interview, plus the stage in which the interviews are assessed and a choice made.

In addition, literature regarding the qualities and characteristics of effective teachers is

reviewed in Chapter Two.

In Chapter Three the conceptual framework of the study and the hypotheses of

the postulated relationships between thù staff selection process and effective teachers are

proposcd. Chapter Three also includes the ressarch methodology, the design of the

study, the procedures for the dat¿ collection, as well as the proposed methods by which

the data will be analyzed.

In Chapter Four there is an analysis and interpretation of the data. Each of the

original questions posed in Chapter One is addressed.

In conclusion, Chapter Five presents the results in reference to the hypotheses' as

well as to the staff selection model and the instrument used to ass€ss teacher

effectiveness. A consideration of several other variables is made in reference to their

potential impact in hiring effective teachers. A summation of the research is then

presented in reference to its implications to both current use and future study'
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Chapter Two: Review of Related Literature

2,1 Introduction

This chapter contains four main sections. The first section establishes the

definitions for the key terminology used throughout the study. The literature is then

reviewed. Initially, the history and the various formats of interviewing are presented as a

background to the process of staff selection. An extensive examination of the literature

then is undertaken to establish the parameters of the stafT selection process. This is

followed by a review of the characteristics of an effective teacher.

2,2 Definitions

In the literature the term "interview" is used frequently to define the process in

which two or more persons hold a dialogue. The entire process through which managers

involve themselves to hire new staff is also frequently referred to as an "interview".

(Bingham, Moore, Gustad, 1959; Preskin, 1971; Stewart and Cash, 1974; Weiss, 1988;

Yate, 1988; and Drake, 1989)

Richardson, Dobrenwend and Klein(1965, p.7) define the interview as

"essentially a method of collecting information". When Bingham, Moore, and

Gustad(1959, p.3) say that "Interviewing is a conversation directed at a definite purpose

other than satisfaction in the conversation itself," it is evident that there are many

identical components in an interview and a conversation. These include speaking and

listening by both the interviewer(s) a¡d the interviewee; a verbal interaction. However,

depending upon the type of interview, the format of an interview is different from that of

a cæual conversation. That difference appears to be in the fact that an interview has a

"definite purpose," which is to evoke particular data.

Gordon(1980, p.3) confirms that interviewing is more than 'Just talking

people". This author sees the interview "as a major source of information needed

to

to
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carry out (a) central task," and therefore interviewing is the process of gathering this

information. Gordon's definition continues by identifying several æpects of this process.

Kahn and Cannell(1957) move the concept of an interview even further in their

definition. They refer to the interview as a specialized pattern of verbal interaction -
initiated for a specific purpose, and focused on some specific content area, with

consequent elimination of extraneous material, These authors see the role relationship of

interviewer and respondent as being highly specialized and depending somewhat on the

purpose and character of the interview. In addition, these authors perceive the

interviewer as possessing special skills that enable him or her to achieve the required

pattern of interaction.

While "interview" does define the actual event of the interviewer(s) meeting with

the candidates, it also hæ been used to describe the process of preparing for and

implementing the interview, and deciding upon the successful candidate. In this process

of "interviewing" the "interview" becomes one of the steps.

For the purpose of this study the term, inteniew, will be used consistently to

describe the actual meeting of the candidates with the members of the hiring team who

are asking the questions. The term, staff selection process, will encompæs all of the

detailed steps in preparation for hiring, including the interviewing through to the

appointment of the successful candidate.

2.3 Types of Interviews

The literature describes a wide variety of interviewing styles. Since an

"interview" is the part of the staff selection process in which a dialogue between the

interviewers and candidates takes place, a brief review of these styles is in order. Such a

review offers the interviewers an awareness of various formats for interviewing.

Frequently these are adopted by the interviewers as a match to their own personalities

and comfort levels.
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While the literature provides descriptions of interviews used for a wide variety of

purposes, this summation will deal with interviewing styles only as they relate to staff

selection.

2.3,1 Direct¡ve versus Non-directive lnterviews

Stewart and Cæh(1974) state that there are two bæic types of interviews. They

choose to identify them as direcrive and non-directiv¿. The interviewer in the directive

interview establishes the purpose of the interview and controls the pacing of the

communication situation. Conversely, the non-directive interview is one in which the

interviewee, by decision of the interviewer, is allowed to control the purpose, subject

matter to be discussed, and pacing of the interview.

Through an understanding of the values of each type of interview, it is obvious

how each can facilitate and/or hamper the results of the interview. For example, the

directive interview, the kind most widely associated with George Gallup (The Gallup

Poll, 1972) is one in which the questions are direct. According to Stewart and

Cash(1974), it is eæy to learn, takes less time, provides quantifiable data and can be used

to supplement other methods of data collecting such as questionnaires, interaction

analyses and observations. It is often used because it is so easy to learn, quick to

administer and reasonably objective.

Unfortunately, this method has an equal number of disadvantages. Foremost of

these disadvantages are its inflexibility, its limitations in variety and depth of subject

matter and its limitations on the use of a broari range of techniques.

Non-directive interviews are most frequently associated with Ca¡l Rogers(1942)

and employed more commonly with counseling and therapy. These interviews provide

an opportunity for the interviewee to deai in depth with a wide range of subject matters.

They also allow the interviewer greater flexibility and subsequently provide a bæis for

an ongoing relationship between the interviewer and interviewee. This format is often
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used in st¿ff selection when there is more than one .r¿t of interviews. This format allows

the interviewer(s) to "chat" with the candidates and get to know the candidate better.

One of the disadvantages of this non-directive approach is the time factor.

Stewart and Cæh(1974) also suggest that this method requires acute psychological

insight and personal sensitivity, and frequently generates non-quantifiable data.

2.3.2 Standard versus Non-standard lnterv¡ews

Gordon(1980) examined types of intcrviews in the context of st¿ndardized or

non-standardized formats. The standardized interview is designed to collect precisely the

same categories of information from a number of respondents and the answers of all

respondents must be comparable and classifiable. It is assumed that any differences in

the answers reflect genuinely the differences in the respondents. Gordon does

acknowledge that it may be necessary to use different wordings to convey the same

meaning to two respondents of different social backgrounds in order to clarify the intent

of the question.

Gordon(1980) describes the non-standard interview as not posing "all of the same

questions to all respondents, and there is no way the information can be statistica.lly

summarized to reflect the aggregate response of the groups or to compare one

individual's response with another". Because the non-standardized interview is

essentially formless, Cordon's sub-types are classified according to purpose. For

example, the preparatory non-standardized interview may be used to prepare for a more

st¿ndardized interview. It would explore such parameters as vocabulary used by

different respondents, a¡d the quatitâtive or quantitative range of answers, or the context

which respondenta use to interpret the meaning of questions. The preparatory interview

can investigate the appropriate time and place for the interview, the types of resistânce

the respondents might put up in ænsitive areas and other elements needgd to construct a

comprehensive standardized, scheduled interview.
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The independent non-st¿ndardized interview was used by Gordon(1980) in

situations where there is no necd either to compare one set of responses with a¡other or

summarize the responses.

2.3.3 Scheduled versus Non-scheduled lnterviews

Further, Cordon(1980, p.46) distinguished the standardized interview as either

"scheduled" or "unscheduled". The scheduled interview not only specifies the questions

in advance but also uses the questions in the same order with each respondent. The

"unscheduled" gives the interviewer some choices. These may include varying the order

of the questions, or attempting alternative wordings of tne sa;e question, plus the

freedom to use neutral probes if the first. response to a question is not clear, complete or

relevant.

The completely non-scheduled interview is one in which the interviewer is guided

only by a central purpose and must decide for himælf the means. In ståff selection this

would equate to the individual who "drops in for a visit", gives a personal history and

hopes to leave a lasting impression for future hiring. In contrast to this, the completely

scheduled interview spells out the objectives in terms of specific questions which must be

asked in a fixed sequence, using specific words.

2.3.4 Struclured to Non-structured lnlerviews

Milkovitch, Glueck, Barth, and McShane(1988, p.396), however, designate types

of interviews as being "structured, semi-structured and unstructured".

The structured type compares to Stewart and Cæh's directed type of interview or

to Gordon's sønda¡dized type of interview. In each case the interviewer prepares a list

of questions in advance and does not deviate from it,

Conversely, the "unstructured interview" is similar to the non-directive interview

of Stewart and Cash or Gordon's non-standard. This interview involves little preparation

but has the overriding advantage of the non-directive approach in the freedom it allows
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the interviewer to adapt to the situation and to the changing mood of applicants. This

approach can be very effective but it is necessary to have a highly trained interviewer to

analyze the interview.

A third type which Milkovitch, Glueck, Barrh, and McShane(1988, p.396)

defined is the "semi-structured" in which only the major questions to be asked are

prepared in advance, though the intervicwer may also prcpare some potential follow-up

questions in a¡eas of interest, This approach appears to combine preparation with a

degree of flexibility that allows the seeking of faotual information.

2,3,5 Stress lnterviews

Yate(1988) describes a type of interviewing in which a constant banage of tough,

tricky and negatively phræed questions are designed to keep the candidate off balance

while the interviewer(s) evaluates poise and quick thinkìng under pressure. This

penetrating style can be effective if the administrator is hiring an employee for a situation

in which undue stress, thinking under pressure and making crucial decisions quickly are

prevalent. However, to employ such techniques throughout the interview, there is a

danger of so thoroughly unnerving the candidate that ajob offer would be refused.

2.3.6 Situational lnterviews

Situational interviewing is based on the theory that the closer you can get to a real

work situation, the better your evaìuation will be. An example of how this could be

incorporated into the hiring of teachers would be to ask the candidates to perform a

specific task. Taking each physical education teacher candidate to rhe gymnasium and

asking them to demonstrate their skills in teaching a game to a group of students would

give the interviewers an opportunity to observe each candidate's skills in action. The

choosing of a music teacher would be another opportunity for a situational obs€rvation.

These situational ploys allow the interviewers to get closer to the real job than any other

technique. While it has many positive aspects it is not perfect on its own because all of
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the information the interviewer needs to know is not available without direct dialogue.

Therefore, it must be combined with some of the other types of interviewing already

addresæd,

2,3,7 Behavior Description lnterv¡ews

Behavior description(BD) interviewing as reported by Milkovitch, Glueck, Barth,

and Mcshane(198ti) has been researched by Janz, Hellervik, and Gilmore(l9tl6) who

refer to the use of a structured pattern of questions designed to probe the applicant's past

in specific situations, selected for their rolevance to critical job events. The questions ale

designed to reveal behaviors that differentiate between effective and ineffective

performers by subsequently allowing for each applicant's responses to be assessed

against specific behavioral job dimensions, In this way, the rating process cements the

direct relationship between job interview and interview content.

Yate(1988) explains that this interviewing style hinges on the belief that an

individual will do at leæt as well in the new situation as he or she has done in the past.

Past behaviour can predict future actions. These researchers report that BD interviewing

accuracy exceeds traditional interviewing accuracy by three to seven times.

2.3,8 Overall Assessment of lnlerview Style

In analyzing these methods of interviewing, it becomes obvious that each method

is characterized by a specific format. The literature does not propose that there is any

specific method which is most beneficial to use in the interviewing of teacher candidates.

It is evident, however, that many of the methods have characteristics and techniques

which, when combined, would precipitate a style that would enha¡ce the opportunity to

conduct an effective interview.

The directive interview described by Stewart and Cæh(1974), for example, is

probably the one used most frequently. It is familiar to many administrators for it is

probably the process they experienced when they were hired. By staldardizing the
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questions as proposed by Gordon(1980), there is less chance for the interviewer to get

sidet¡acked by the candidate or to be inconsistent because of such variables as fatigue or

forgetting what hæ been æked of other candidates.

For the novice administrator, a standard or structured interview is probably the

safest for the reasons already described. Experienced administrators may feel

comfortable using a semi-structured format. In it they are less focused on reading the

questions while concentrating on having the interview flow smoothly in an atmosphere

that allows them to study the candidates.

A very valuable format is the incorporation of the "Behaviour Description" niodel

in combination with one of the formats described above. A behaviour description

technique allows the interviewer to offer scenarios to which the candidate can respond.

Presenting these real life situations allows the administrator lo heaÍ how the candidate

would han¡Jle the situation, The administrator can analyze the responses and predict

more accurately how the candidate would manage the challenges of the position in the

school.

Not only do the descriptions of behaviour provide an opportunity for the

candidates to illustrate their thinking and problem solving skills, there is less opportunity

fbr the candidate to come with well rehearsed answers to predictable questions. Hence,

the greater success rate offered through Behaviour Description interviewing makes it

very desirable.

2.4 Steps in Staff Selection Process

In the previous discussion regarding types of interviews, there is a conspicuous

absence of information regarding other steps that ciearly need to be done while seiecting

a new st¿Jf member. For example, how a¡e the questions for the interview devised?

How a¡e the candidates cont¿cted? lVho arranges the time? How does one pick the best

candidate?
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Conceptuaìly, one could envision a staff selection proc¿ss which would consist of

three phases: i) preparation, ii) interviews, and iii) decision.

These three major stages of a staff selection process consist of specific steps to

which attention must be given. Milkovitch, Glueck, Barth, and McShane( 1988) offer

many details from their experiences in the business field. Many of these det¿ils are

consistent with the conclusions of authors such as Plachy(1987) and Yate(1988). There

are fifteen specific steps detailed by various authors. As part of the process of

constructing a staff selection format they are hereby discussed.

2,4.1 The Preparation

a) Job Analysis - In embarking on a staff selection process the first

consideration must be to assess the current situation into which the candidate will be

hired considering both the existing assets and the needs. Situational contingencies

are the environment¿l conditions sunounding the job that may facilitate or constrain

performance and are beyond the employee's control. In this context, a job analysis is

"a systematic process of collecting data and making certain judgmenLs about all of the

important information related to the nature of a specific job" (Milkovitch, Glueck,

Barth, and McShane, 1988, p.154). lvithout this there is a very strong chance of a

mismatch between the job requirement and the candidate selected. Yate(1988) refers

to this as not being able to recognize the right person when they see him.

Once the job responsibilities are identified, the parameters of the position can

be defined. This is a preliminary but fundamental step in the process of developing a

job description.

An example is the hiring of a Grade II classroom teacher. Upon reviewing

the qualifications of the currently employed team, it could be assessed that there is a

need for a person whose personality would provide for a collegial team development

with the cuÍent members, whose educational experience reflects the current school
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philosophy and whose particul aptitudes may be appropriate to offset any voids in

the skill bank of the cunent team. The culmination of these assessments will then

result in a list of qualities that should be sought in the candidates. These include

having:

a) experience wiüì prinìary level children
b) an understanding of the Early Ycårs Philosophy
c) t-tìe ability teacb music to the class (prefer ability to play piano)
d) understållding and acceptance of tlìe parânìeters of mainskeanìing
e) understanding of how to work wit¡ instructional âides, ând
f) a personality which could be perceived as having the potenúal to b€ collegial

with the cunent team,

b) Job Design- The position advertised can be mosi readily described by a

'job description'. A better term used by Milkovitch, Glueck, Barth, and

McShane(1988, p.144) is a 'Job design". A.lob design "integrates work content

(tasks, functions, relationships), the rewards (extrinsic and intrinsic), and the

quaiifications required (skills, knowledge, abilities) for each job".. Further to this,

"both theory and research indicate job design affects both employee and organization

effectivcness". However, a job design for a classroom teacher is frequently

unavailable. There are some fairly specific qualities which are usually identified by

the employers as being prerequisites for the position. Other qualifications could be

considered an asset but not necessarily mandatory. In many cases the qualifications

needed may also be interdependent with the qualifications of the cunently employed

stâff and therefore the search is for a candidate whose qualifications will complement

the team.

Using the same job description time after time does not address the specifics

of any particular position and gives birth to potential problems. To design non-

generic job descriptions, Yate(1988) suggests concentrating on the maior functional

responsibilities of the position, the specific educational training which is necessary to

do the.lob and the depth of experience desired.
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Although there is no sta¡dard format for a job design, it typically contains

identification, definition and description of the job. While some job designs are

results oriented in format, others are duty oriented. Plachy(1987, p.55) tends to

believe that the results oriented format is preferred "because it gives the employee a

sense of purpose and participation by clarifying why the specified job duties are

performed," thereby capturing the essence of the job through expressing job duties in

relation to the desired results.

Regardless of the format of the job design, its importance and value result in

the provision of a concrete outline which defines the work the candidate will be

required to do.

c) Recruitment procedure - Milkovitch, Glueck, Barth and McShane(i988,

p.321) define recn¡itment as "the process through which the organization informs,

searches for, and attracts a sufficient flow or pool of applicants with the necessary

abilities, attitudes, and motivation to offset shortages identified in 'human resource

planning"'. Acquiring the best candidates is importånt. By not reaching out to all

possible candidates the degree of opportunity of getting the best person for the

position will be diminished.

Milkovitch, Glueck, Barth, and Mcshane(1988) identify two basic sources of

applicants. These include internal sources (i.e., current employees) and external

sources (i.e., those potential applicants who a¡e not already part of the system).

Intemally, candidates may be recruited through such mears as job postings,

recommendations of present staff or a search of applications already on file at the

central office.

"Recruiting decisions involve where to find candidates (sources), how to

recruit them(methods), and how to judge the results (evaluation)" (Milkovitch,
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Glueck, Barth, and McShane, 1988, p.321). Each of these aspects is equally

imporlant in the process of achìeving effective staffing.

There are many reasons why the recruiter must consider recruiting locally,

whether from within the current organization or from the local community. Qualified

local applicants should be seriously considered in the shortlisting process. This

acknowledges both local expertise and the skills of current personnel; "it serve(s) as

an important public relations function on behalf of the organization" (Milkovitch,

Glueck, Barth, and McShane, 1988, p.322).

However, individuals brought into a company (school system) today may still

be working there in 30 years or more (Milkovitch, Glueck, Barth, and McShane,

1988). Therefore, an investment in finding the candidate with the "best" potential is

essential. It may be possible to find the candidate with the necess¿ry skills internally,

or even locally. However, there are situations where the required expertise is not

available locally, at which time recruiters serve an important public relations function

on behalf of the organization by finding candidates from beyond the local base.

This latter fact emphasizes the point that recruiters must look beyond their

immediate job recruitment area and address the organization's long term goals. It is

an accepted fact that school administrators with different types of programs and

clientele (students) need different types of people as staff to address these needs.

These differences address not only academics, training and experience but also

include personaiity characteristics and traits, and other skills.

The practice of job posting merits special attention for this is the st¿ndard

method through which those employees already on ståff are informed of openings.

Yate(1988, p.33) claims that "with every position that opens up, you should look first

in the ranks. It saves time, money and embarrassment and increases morale and staff
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uptime". However, to handle job postings there must be a well managed personnel

format to administer the system effectively.

It is recognized that within the current staff there are people who may want a

change of position. Postings invite people to make a change without either being

overlooked or having a change imposed upon them. People with new qualifications,

talents or skills see a growth opportunity as well as an opportunity to market

themselves internally; it facilitates employees' career path changes. Internal moves

can be refreshing and rejuvenating. Not least in importance is that job postings make

the process appear more fair. They advertise open communication in the system and

there is a greater potential to have a higher staff morale.

Recruiting from external sources allows for the infusion of people with new

ideas. These candidates may be looking for change for the same reasons as the

candidates who come forth through the internal posting, but they may not be as

entrenched as the candidates currently in the system.

There are other methods of attracting new employees. Some will hear about a

vacancy through word of mouth and apply. Others may have submitted résumés in

an effort to be considered on an ongoing basis. Cunent staff may suggest and

promote the hiring of candidates they know and, occasionally, a colleague may offer

to "give" or "share" a prize employee.

Extemal recruiting includes advertising in newspapers, joumals or faculty

postings and also includes unsolicited applications or résumés. These methods may

attract people who are from faculties of education, or are from other provinces.

Yate(1988) hastens to point out that unless unsuccessful internai applicants

æe made fully aware of hor,v they were lacking in comparison to the chosen

candidate, there is a high potential for disgruntlement and demotivation.
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Once the bank of applicants is determined the next step is analyzing the

applications.

d) Shortlisting - Yate(1988, p.4l) discusses résumés as a "distorted image of

reality whose main function is to deceive the eye". Skeptical as this sounds, it is

challenging to decipher a résumé and focus on the qualifications and experience one

is seeking. While the applícants have the right to show themselves in their best light

via their résumés and letters of application, administrators in charge of the hiring still

have the right and the responsibility for carefully selecting the ones they want to see,

deciding which to disregard and which to save for another occasion (Yate, 1988). In

many cases, there are qualifications which are imporlant to the position. A Special

Education Certificate, for example, is essential for teaching a Trainable Mentally

Handicapped Clæs, or a verifiable proficiency in français is needed in order to teach

basic French classes. Therefore, there is very little point in investing time in

interviewing candidates whose minimum quaìifications and training do not match

such criteria.

People shortlist in many different ways. Yate(1988) suggesrs a personalized

matching shect. Another method to facilitate the shortlisting process is to create a

grid listing the requirements and to make a quick taily as each application is received.

A grid for candidates for a French position may be designed as in Figure I.

Figure I

landidate ?roficiency ir
lrench

lears of
;tudy

Where
Taught

Number of Years
Teaching French
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Once the applications are reviewed, the employer must decide which

candidates will be interviewed. Establishing a set of criteria on the basis of the needs

of the position provides for objectivity in shortlisting the candidates.

Employers are required, by law, to observe the protocol outlined in Section 15

of the Canadian Charter of Rights and Freedoms(1982). The charter guarantees

equality and rights to individuais. In addition, local hiring policies and practices may

include statements on affirmative action or employment equity which have been

"designed to eliminate discriminatory barriers and to provide in a meaningful way

equit¿ble opportunities in employment,"(Abella Commission, 1984, p.7) for people

in special groups. These groups are categorized according to gender, disability,

visible minorities and aboriginal status. Violations of equal employment opportunity

regulations may make the empioyer liable to charges of discrimination.

In addition, caution is necessary in doing an adequate background check on

candidates. In Manitoba, school authorities may do criminal record checks through

the R.C.M.P. files or through the Child Abuse Registry kept at the Department of

Social Services. Employers who recruit teachers from other provinces will need to

allow a greater amount of time in accessing this information. While there is a

reciprocity understanding among provinces, this extra time needed must not be used

as an excuse to avoid doing rhis essential investigation.

e) Developing the Interview Questions - Yate(1988) emphasizes that

gathering information is the key to competent interviewing because it is with such

information that you make your decision. This process involves an awareness to the

variety of interviewing techniques (æ previously discussed) and the desired

qualifications being sought for the advertiæd position. Developing questions which

have the potential to solicit responses and reveal the pertinent information is esæntial

to performing an effect-ive interview.
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In order to have maximum utilization of the questions, Hobaft( 1979)

considered it wise to have an organized format of questions and ask all the candidates

the same question. In this way the candidates will all be judged on the same criteria.

Preskin(1971) discusses how experience teaches the ínterviewer to ask certain

questions, to make certåin assumptions about the probability of future success or

failure based upon the applicant's answers to interview questions and the applicant's

history and biography; to assume a physical posture with appropriate facial

expressions, and to use the language (or interview approach) that he finds works best

in a set of given circumstances. The questions developed for the interview should

provide the opportunity to collect the data needed to assess the existence of the

professional criteria required for the position. In addition, carefully worded questions

will provide the interviewer with the opportunity to make some judgments regarding

personal qualifications such as verbal ability, intellectual capacity, conceptual ability,

enthusiasm antl poise. Details of the candidate's perceptions of how to operate in the

classroom can also be shared if questions are worded effectively.

Yate(1988) spends a great amount of time discussing not only the content of

the questions and clarifying what needs to be learned about the candidates' qualities

and skills, but also discusses the art of formulating the question to maximize its

value. Close-ended questions elicit limited value "yes" or "no" responses while an

open-ended question demands an explanatory response.

"Past performance" questions are based on the premise that past actions can

predict future behaviour. These are quite similar to the behaviour description(BD)

interviews described by Milkovitch, Glueck, Barth, and McShane(1988) and can lead

to "negative balance" questions if the answer porftays a picture that is too positive.

An exampie of a "negative-balance" questions could be- "Was there ever an occæion

when things didn't work out quite so well?" Yate(1988, p.65)
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Leading questions encourage the respondent towards a specific type of

answer. Therefore Hobart(1979) suggests that one should be certain to phrase

questions so that they do not indicate a desired response.

In addition to the focus ând the format of the question, it is desirable for the

effective interviewer to have the skill to formulate auxiliary questions as the

interview proceeds. Frequently these are necessary to clarify a point or probe gently.

These questions are not usua.lly part of the bank of questions and may vary from one

candidate to another.

Once the questions have been formulated the candidate must be brought to the

interview. This step is described as scheduling.

f) Scheduling - "In the usual interview situation, the intervier.ver is free to

ask questions that he feels will elicit answers helpful to him in making a decision

about the applicant"(Preski n, I9'11, p.2). In order to do this, the interviewer needs an

adequate amount of time. When scheduling, it is wise to plan to interview all

candidates within a reasonable span of time and to allow an adequate amount of time

with each candidate. Being short of time imposes stress on the situation which is

counter-productive to achieving the desired results. The interviewer's task, therefore,

is to judge accurately the length of time needed to complete the interview.

Completing an interview does not refer only to the actual interaction between the

interviewee and the interviewer; the interviewer needs some time between

appointments to assess the previous interview, complete notes, perhaps interact with

others if there was an interviewing team, as well as provide for a personal recess to

relax and prepare mentally for the next session. To do less than this denies the

interviewer the opportunity to be alert, focused on the task and able to process the

responses,
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2,4.2The lnterview

The interview is defined as the opportunity at which the candidate meets with

the interviewer(s). Conceptually, the interview consists of five components:

a) The Environntent/Tone - The employment interview can be an unnatural,

phony and uncomforf¿ble affair (Yate, 1988). To avoid these pitfalls, the interviewer

is responsible for setting the tone of the interview by understanding and catering to

the psychological state of the interviewee. The interviewer's ability to put the

candidate at ease and to interact with the candidate is advantageous in eliciting

responses which reflect truly the interviewee's abilities, characteristics and attitudes.

The lack of this atmosphere may cause the responses to be distorted by fear or

discomfort. Therefore, making the candidate comfortrble and relaxed as quickly as

possible pays dividends in that the candidate is more likely to respond in an open and

honest ma¡ner. Yate(1988) suggests that this begins with the receptionist knowing

the details of the candidates' arrivals so they can be welcomed and made comfortable

at that time and that ultimately one of the interviewers should greet the candidate in

the waiting area, extend a firm handshake and accompany the candidate to the room

to be interviewed.

The tone setting is essential for developing a more conducive environment.

In addition, suitable seating aüangements for optimum comfort and eye contact,

provisions for eliminating interruptions such as phone calls, distracting noises and/or

intrusions, and considerations for reæonable room temperature and ventilation are

recommended. It is also advisable to have all the relevant information about the

position such æ job description, employment details and interviewing questions in

place before the candidate is brought in.

b) The Questioning Process - Having all the aforementioned factors in

focus, the interviewer(s) embarks upon the process of the actual interview. In this
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process, listening intently, possibly making notes, assessing, evaluating the responses,

and observing the interviewee's physical and emotional reactions are critical. As

listening skills are essential for all interviews, some authors (Drake, 1989) remind

interviewers of techniques of how to listen and encourage others to talk including:

I . asking questions

2. accepting responses

3. res[ating and reflecting feelings

4. pausing or being silent

5. using nonverba.ls

However, in order to listen, verbalization must be encouraged. Phrasing

questions to begin with words such as "what", "why", "how", or "tell me" encourage

the interviewee to talk in a relatively non-defensive climate as opposed to the closed-

ended "yes-no" answers evoked by such words as "do", "have", "is", "was", "did",

and, "are". Open ended questions allow the interviewer to learn not only about the

applicant's history and qualifications, but also abovt how the applicant responds

(Drake, 1989). As the interviewee responds, the interviewers are using the time to

evaluate and collect data.

The most common error encountered in interviewing is the tendency of the

interviewer(s) to dominate the conversation. Yate (1988) suggests using the 80i20

rule in which questions are asked 207o of the time so that 807¿ of the time can be left

for listening. The interviewer learns little or nothing about the interviewee while

doing the talking and must remember only to guide the discussion from one topic to

the next, Hobart(1979) reminds interviewers that all candidates should do the

majority of the talking during the interview.

Preskin(1971) discusses how the interviewers' perceptions of the world are

based on their life experiences, emotional state, their undersmnding of the

environment, their goals, needs and values. As the interviewers interact with the
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applicant, all these factors impact on the ass€ssments being made of the candidate's

responses.

However, the interviewer is to be cautioned not to allow his attitude toward a

response show for it may influence a reply to later questions (Hobarr, 1979). The

interviewer must pace the interview by asking only one question at a time and not

straying from the basic structure of the interview. Neither can the interviewer begin

to contradict, argue, or cross-examine the aspirant but rather seek only the candidate's

viewpoint on the issues being presented.

c) Recordíng Responses - As the interviewer(s) embark upon the task of

meeting the battery of candidates it would seem appropriate for the interviewers to

have some means by which responses may be recorded. Although literature does not

explore the recording of responses extensively, the value of this step soon becomes

obvious.

As the interviewer(s) work through the task of exploring the potential of each

candidate the interviewers expect much of themselves if they pretend to be able to

remember the exact phrasing and response of each of a series of candidates.

However, the use of some method of recording answers and making notes provided

the interviewers with data which can be referred to later for content and comparison

of responses.

An obvious value of having responses recorded is the access to a broader

range of information which may be used when making a decision. This information

can contribute to a more objective decision and help to balance the perspective on

those candidates who may have either one particularly strong or weak cha¡acteristic.

It is also germa¡e to remember that retaining data obtained through the interview

may be used to defend the decision made by the interviewing team in the event that
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unsuccessful candidates should lodge ar arbitration on the decision or ask the Human

RighLs Commission to challenge the appointment.

Recording of responæs may take a variety of tbrms. Some interviewers

prefer to use a blank sheet of paper on which they 'Jot down" specific items for each

candidate, Other interviewers construct rating scales which they check off with a

value as each question is answered. A further method is a combination of the above

which includes a rating scale with accompanying space for comments. Smart(1989),

for example, has devised an extensive and comprehensive set of checklists which may

be used as examples for prudent interviewers. His lists extend beyond the "question -

response" part of the interview to include what he calls "rapport building".

Smart(1989) also has developed batteries of "specifications" for various

positions. He then assigns a maximum numerical weight to each of the specifications

according to its relative importance. For example, "analytical skill" and "creativity"

may be assessed as extremely importånt and carry a '"veight of four. "Poiitical

savvy", as required for a teaching position may be advantageous but not at all

mandatory and therefore carry a weight of two. Then, as the interview proceeds, the

interviewer assigns a value tbr each specification according to the candidate's display

of same and relative to the maximum value.

Drake(1989) recognizes that interviewers must have prodigious memories in

order to avoid taking notes. Thus he balances the obvious potential distraction of the

note tåking process by suggesting that note taking be a continuous ongoing process

throughout the interview with the proper positioning of the note paper to avoid being

a distraction. This author emphatically underscores his opinion that the gain or

subsequent value of the notes far outweigh the potential loss.

d) Candidate's Questions - Once the interviewers have completed the formal

fact finding portion of the interview, it can be helpful to provide time for the



3l

candidate to ask questions as well. Frequently, this opportunity provides an arena for

further exposure of the candidate's personality and abilities, as well as clarification of

details which may impact upon the candidate's decision to accept the position.

This point is not to be confused with what Yate(1988, p.72) calls rhe

"talkative candidate" who "insists on chattering away to no real end" and must be

refocussed.

e) Closing - Having completed the tbrmal dialogue in the process, it is

courteous for the interviewers to inform the candidate as to when the decision will be

made and how the decision will be communicated to the candidate. Arrangements

pertinent to these details such as where the candidate may be reached and at what

time should be clarified at this time.

It is also important for the candidate to be aware of the type of employment

contract that will be offered: i.e. "term" or "permanent" plus any other details which

are pertinent to the position or may impact upon the candidate's decision. These

details would be those not already outlined to the candidate through the sharing of the

formaljob description as described in the section so titled (p. l9).

The candidate may also want to know about employee benefits or other

details relevant to the possible acceptance of the position. It is important for the

interviewer to be cognizant of these details and to offer a written information sheet or

to be able to refer the candidaæ to the appropriate person for answers.

Remembering that it is advantageous to interview all the candidates within a

fairly restricted time frame, one must also be sure that, with each candidate, the steps

(b, c, d, e) above are repeated carefully in an attempt to treat each candidate fairly

and give the interviewer(s) every opportunity to recall and compare the candidates'

respons€s and the characteristics displayed.
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The mutual initial impression thc candidate and the interviewer(s) have for

each other is verified throughout the interview. The confirmation of these

impressions are included in the closing messages both verbally and by gesture.

Accompanying the candidate to the door and extending a closing handshake reflects

the courtesy the candidate might expect as an employee.

Once all the candidates have been interviewed the interviewer(s) move on to

the final stage.

2,4.3 Assessment Stage

The æsessment stage of the st¿ff selection process is the time at which the

interviewer(s) must look at all the candidates and the responses and observations of

each. As proposed by this researcher and discussed in forthcoming sections, the

personality, the professional qualifications and the classroom performance indicators

are three distinct areas to be assessed. Unfortunately, "Interviewers often leap to

erroneous conclusions, at enormous cost to them, their employer, and those

mishired". (Smart, 1989, p. i08) Often interviewers want to make quick judgments

based on "gut feeling" or initial impressions and they fail to evaluate the interview.

These steps address the points which need to be thoroughly considered during the

assessment stage.

a) Analyzing the Responses - We are reminded by Preskin(1971) that when

analyziflg the responses, the applicant will generally answer any questions, even

though some may be difficult or even embarrassing, because he wants employment

and believes that the interviewer will not æk a question that is not germane. The task

of the interviewer is then to assess the responses not only in terms of their relevance

to the question but in relation to the totâl interview. This process is essential so that

the interviewers' analysis becomes a tot¿l reflection of the candidaæ. Ultimately,

each ca¡didate will be compared with all other candidates in the shortlist.
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Smart(1989, p.8) counts on interviewers øking thorough notes rather than

relying on memory and then suggests "reviewing interview notes three times" (rather

than trusting a gut feel at the end of the interview). When several candidates are

being interviewed, notes allow the interviewer(s) the opportunity to recall and review

the variety of responses.

Preskin(1971) retlects that the interviewer relies on his knowledge of people

to evaluate the quality of each answer and the interview as a whole and unfortunately

there tends not to be any simple answers or formulæ that can be memorized or

applied.

Smart(1989) warns that interviewers are legally bound to controi their

prejudices and stereotypcs while evaluating the various candidates.

Any attempt to evaluate the quality of each answer may have to involve a

rating of predicted answers with an accompanying numerical weight for each type of

answer prepared prior to when the interview takes place. Although there is very little

literature on this process, Smart(1989) does encourage a technique which requires

careful analysis of answers with an æsessed value tbr each answer. He used a five

point scale consisting of4 =excellent,3 = good, 2 = only fair, 1 = poor, and 0 = verY

poof.

For example:

Question: (Hiring a teacher for Trainable Mentally Handicapped children) What
training do you have which would qualify you for the position of Special
Education Teacher for this clæs?
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Predicted types of responseVweights/values of response

I have no course pertaining to Special Education (0)

I have få-ken (x number) of courses towa.¡ds my Special Edùcation Certificare (l)
I have worked wit-h handicapped children (Z)

I have a Special Education Certificate (3)

I hâve a Speciâl Education Certif¡cate, bave attended appropriate confer- (4)
ences/workshops, and have worked with Special Education Students.

When an interviewer reviews the background of an applicant, analyzes the

applicant's responses during (and after) the interview, and weighs the results of other

screening methods, the interviewer is, in fact, making judgments about the behavior

of the applicant and these judgments are of paramount importance in the final

decision on who will be the successful applicant (Preskin, 1971). Ironically, the

judgment also reflects the interviewer's skill in hiring and achieving the goal of

putting in place an employee who will be a¡ effective staff member. It is essential to

remember that these assessments may have to be justified in the event that the choice

of the successful candidate is challenged by any of the other cândidates.

Therefore, to be effective in assessing, the interviewer must avoid making

judgmens too soon or allowing a relatively minor attribute to determine a hire/

not-hire decision (Drake, 1989).

b) Analyzing the Candidate - In addition to the questions posed to the

candidate, there are other criteria which may be revealed as the interviewing process

is occurring. For example, enthusiasm and poise are not always determined by a

specific answer but rather how the candidates conduct themselves during the

interview. Zanella(19'19) notes that with the teacher surpius today, most applicanrs

will rake a job anywhere, and therefore the degree of enthusiasm must be assessed

for its validity and sincerity for the position for which the interview is being

conducted.



35

Personal mannerisms such as nervousness, communication skills (both verbal

and non-verbal), facial expressions and a sense of humour are not determined by

specific questions but through careful observations by the interviewer. Zanella(1979)

warns that these traits are tell-tale signs of a person's ability to interact with students,

so the interviewer should be cognizant of them.

Smart(1989) hastens to advise that attention must be paid to negatives in

personality. The display of strong beliefs may be accompanied by rigidity and

intolerance while other mannerisms are indicators of lack of commitment. While

assessing the candidate the interviewer(s) need to wonder if they could accept the

person as presented and if there are accompanying shortcomings. People have

patterns of behaviour which, in many cases, are very resistant to change. Therefore,

it is the task of the interviewers to match the skills, qualifications, experiences and

characteristics (including personality) of the applicant with the duties, responsibilities

and characteristics of the specific position (Holtman, 1986).

"Staff selection is an attempt to tìnd a perfect match" (Holtman, 1986, p.4)

between the applicant and the position. As part of the process in finding this perfect

match, the reference checks are performed by the interviewer(s).

c) References - Checking references on candidates being considered

seriously t¡kes an additional amount of time and effort to contact those who are

available to give references. Remembering that a candidate is unlikely to submit the

name of a person who will give a non-supportive reference may put an automatic bias

on the reference. Sma¡t(i989, p.84) warns that "references tisted in a résumé

sometimes include the candidate's brother-in-law, insurance agent, and priest.

However, when a candidate includes a former boss, that fact is a plus.

Smart(1989) suggests also that one should obtain writæn permission to

conduct reference checks. However, one of the fundamental forms of reference
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checks is the preliminary check to confirm basic facts included on the résumé. In this

case, the interviewer(s) may not even have met the candidate.

The validity of a reference is often greater if the interviewer k¡ows the referee

personally and thus is able to put the referee's comments in perspective. However,

not often does one have the luxury of knowing the referee and therefore a solid trust

and rapport must be developed. This includes the promise and commitmcnt to honor

total confidentiality.

Oral references are frequently more candid and allow for more intense and

perceptive questioning of the referee when compared to written references. Many

referees are reluctant to commit to paper a reference which is not positive,

Therefore, the context in which a reference is obtained must be considered carefully.

References must be studied ca¡efully and matched with the candidate's

responses, noting any discrepancies. Zanella(1979) always considered the source of

the reference, the relationship between the referee and the applicant, and the variety

of references listed.

d) The Appointment - A person who is able and willing to do the work,

someone with team spirit and who is marageable, a professionai who fits (the needs

of the school) and who is personally compatible is the generic choice (Yate, 1988).

Once the information is weighed and the decision is made, it is imperative to

communicate it to the successful candidate first to confirm their availability. They

may have reconsidered and not want the position for which they were interviewed or

they may have accepted a position in another jurisdicrion.

In this context, rank ordering of other candidates to which the interviewer

may have to turn if the prime candidate turns out to be unavailable is a necessity.

However, courtesy demands that once the decision hæ been confirmed, ail
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unsuccessful candidates be notified. There are varying opinions regarding how much

information is given to the unsuccessful candidates but the type of communication

may depend also upon whether the interviewer may want to maint¿in the candidates'

interest for future positions.

Although the literature does not address extensively the topic of files and

notes made during the intervíew, it is advisable to handle carefully this confidential

information. It may be required to return résumés to central file. Notes, however,

are personal property and the interviswer may want to save them for future reference.

The alternative is to dispose of the notes appropriately.

2.5 Teacher Effecti veness

The most important æpect of the staff selection process is the outcome in ierms

of hiring an effective person. However, identifying and/or predicting the effsctiveness of

a teacher can be an elusive skill, Oftentimes administ¡ators are influenced by one

particular aspect and fail to consider all the necessary qualities. Some administrators are

unaware of what qualities are needed and are unable to identity them even if they are

present.

Fortunately, there are a number of authors such as Holtman(1988), Milkovitch,

Glueck, Barth, and McShane(1988), Beck(1990) and Murphy(1990) whose writings

identify characteristics which are common to effective personnel including effective

teachers. Identification and evaluation of these criteria during the hiring process would

presume a greater potential for hiring the best or the most effective teacher. However,

much of the literature does not categofize characteristics. Instead, lists such as the

characteristics identified by Holtman(1986) are available:

. attitùde towards children . enthusiasm

. self-concept

. sense of humor

. maturity/ judgment . initiatlve

. patience/ tolerancel . cr€ativíty
flexibility
. interpersonal skills . p€rsonality
. sp€cial interest

. wamrtl/ approachability

. stamina./ energy



38

Milkovitch, Glueck, Barth, and McShane(1988) also created a list of criteria

which may be considered when defining the effectiveness of a teacher. The authors' list

included:

l) Personal characteristics- asserliveness, confidence, appeafance, maÍncrs, poise and
friendliness

2) Maturity- realistic self-assessment and goals, judgment indicated in evaluating and
arswering questions

3) Desi¡e/Ambitior- self-responsibility, goal-orientation, efforts and activities, necd to
achieve

4) Communication skills (written arìd oral)- command of language, voice, sincerity

5) Interest (in job/career applied for)- long-range developmentcareer goâls,

enüìusiasm, attitude

ó) Work Experience- relevance, diversity, degree of responsibility/ sup€rvision
exercised, work attitude.

7) Extracurricular activities- spo¡ts, hobbies, student govemment, volunteer activities

8) Academic record- class standing (available from résumé or copies of academic
reco¡ds).

Murphy(1990) obtained responses from a variety of constituent groups in

education including students, parents, teachers, and administrators. Part of her research

is portrayed in Figure II.

Figure II
Characteristics of a Good Teacher

I
2
3

4

Charâcteristics
Helpful
Kind
Nice
Cares/ Caring
Understånding
Very Smart/ Knowledgeable
Communicate Ef fectively

* | (28.5E )
* 2 (l8.0To)
* 3 (l'7 .0Vo\

4 (16,0%)

5 (l3.ïTa)
6 (< 10.0Vo)

not listed

+ 2 (224a)

3 | (23To)

t5
t0

* 3 (15Va)

not listed

l3
6 (< l07o)
9 (< l07o)

*l (187o)

4 (tjEù
+2 (157o)

l5
*3

* Rânked placement of characteristic
(70) indicates the percentage of tolal response allocated (o specif¡c item

After reviewing these factors one can find commonaifies amongst these authors.

For the purpose of clarity and discussion these characteristics are being categorized into

tlree domains: personality, professional qual.irtcations, and performance.
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2.5.1 Personality

To focus on personality traits of a teacher is a challenge. Many traits listed by

researchers are desirous in any employee; many traits are desirous in any human being.

Therefore, the traitJ presented in most literature are generic and are categorized to

describe the personality of an individual. Professional n'aining and performance are

increasingly specific to the teaching profession.

Milkovitch, Clueck, Barth and McShano(1988) as well as Murphy(1990) Iist

conimunication skills (both written and verbal) as highly desirable. These same authors

identify intellect or mental abilíty in terms of being "very émarl knowledgeable",

"academic record" or ability to conceptualize.

Holtman(1986) states that enthusiasm, sense of humour, patience, tolerance,

flexibility, maturity, warmth, and stamina are base components in a teacher. From the

perspective of the business world Milkovitch, Glueck, Ba¡th, and McShane( 1988)

confirmed the qualities of maturity, the display of desire and ambition, or initiative, self-

concept or confidence, and enthusiasm. While Holtman(1986) sees special interests as

being important Milkovitch, Glueck, Barth, and McShane( 1988) identif y the involvement

in extracurricular activities such as sports as being the opportunity to be seen as a team

player.

Appearance, appropriate dress, a¡d mannerisms are anticipated qualities for all

people. It can be argued that the identification of these characteristics is subjective in

nature. This is quite true but illustrates the point that they are qualities which impact as a

"first impression" when the candidate is first met by the interviewer.

2.5,2 Professional Oualifications

The variables which distinguish a persona.lity from a teacher are the professional

qualifications. Two individuals may have very comparable personalities. Both might

make high.ly effective teachers. However, only the person who is certified may Íeach.
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Teacher qualifications may be defined as those attributes ranging from the

training for certification through to special training (such as music or sports). Actual

teaching experience or related experiences that are relevant to teaching such as camp

counseling, coaching, Ieading groups or volunteer activities may enhance the professionaì

attributes.

Holtman(1986) suggcsts that where teachers "have demonstrated a greater

understanding of the structure and substance of the control area being taught", children

have learned more successfully. This knowledge of content taught is an integral aspect

of an effþctive teacher and is often a reflection of the teacher's commitment to upgrading

professional skills. This latter aspect also provides for an enhanced understanding of the

principles of learning. While Holtman(1986) is quite specific on these professional

attributes, Milkovitch, Glueck, Barth, and McShane( 1988) also reflect commitment as

essential to a career and commitment is partially illustrated by attending school regularly.

Goodlad(1984) in his discussion on the effectiveness of schools noted that

teachers find themselves confronting problems for which they are ill-prepared. This

confirms the importance of both training and experience, details which should be

explored when attempting to identify the qualifications in a teacher who is expected to

perform effectively.

2,5.3 Classroom Performance

Engel and Erion(1984) report that one of the more solíd predictors in the search

for an effective teacher is a person with a successful past. These authors also report on

Paul Schumann who seeks applicants who possess a background of working with youth

in such cxperiences as scout leader, parks or recreational leader, or church youth leader.

This is usually a confirmation of their interest in working with youth and a desire to

teach.
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These experiences, if successful are a.lso somewhat indicative of a potential for

effectiveness in the absence of actual classroom experience. They are an avenue in

which specific characteristics such as a positive attitude towards children as prescribed

by Holtman( 1986) can be verified.

Strong interpersonal skills such as warmth, caring, enpathy, understanding,

tolerance, and being "helpful, kind, and nice", Murphy(1990, p.40), are consistently cited

qualities. Holtman(1986) sees these classroom performance criteria as basic to teachers

in their ability to help children define and explore problems. In addition he is quite clear

on the teacher's performance consisting of "active teaching", as opposed to assigning

"busy work". In this way maximum learning activities are generated as long as the

teacher is seen as an effective disciplinarian.

2.5.4 Conclusion

Beck(1990) has evaluated the effectiveness of teachers in terms of ongoing

growth of intellectual depth, poÌitical sophistication, respectful interaction with students,

and social, moral and spiritual traits. However, Engel and Erion(1984, p.304) warn that

"the behavioral characteristics of effective teachers are almost too complex for

generalization" and that "the total individual must be assessed". They also suggest that

an emphæis should be placed upon understånding the uniqueness of the individual in

relation to the specific needs of "the community, the educational philosophy of the

school, the attributes desirable to maintain staff balance and any special skills necessary

for the subject or grade level to be taught".

When these points are considered, in relation to what the candidate illustrates

throughout the interviewing process, the roots of the effective interview for the choosing

of effective staff are being implemented.
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Chapter Three: Framework of Study

3.1 Introduction

This chapter consists of three main sections. The first deals with the conceptuai

framework on which this study is undert¿ken. In this section, terms will be defined and

clarified and the hypothesis proposed.

Secondly, the methodology will be discussed. Included in this section are the

presentations of the research design, sampling, a discussion regarding the various

instruments and a description of the data collection procedures. These methodology

components are presented ror both the Pilot study and the Major study.

The last section gives and overview of the methods by which the resea¡ch will be

analyzed.

3.2 Conceptual Framework

There are six components which are the basis of the present conceptual

framework:

1. the staff selection process

2. major aspects of teacher effectiveness

3. the relationship between st¿ff selection and teacher effectiveness

4. the operational definitions of key terms

5, additional contextual factors

6. assumptions

These components have emerged from the literature review completed in Chapter

II. The following explanation encompasses the details of each,

Within the literature review presented in Chapter II various steps were identified

as part of a staff selection process, (e.g. Preskin, 1971; Zanella, 1979; Hobart, 1979;

Plachy,1987; Milkovitch, Glueck, Barth, and McShane, 1988; Yate, 1988; Drake, 1989;

Smart, 1989). Fifteen steps reflect what is done before, during and after the meeting of

the prospective employee with the employer(s). The use of these fifteen steps (which
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constitute the three major stages of the staff selection process) are postulated to increase

the probability of hiring effective teachers.

The qualities of effective teachers were discussed in the literature, (e.g. Engel

and Erion, 1984; Holtman, 1986; Milkovitch, Glueck, Barth, and McShane, 1988;

Murphy, 1990; Beck, 1990). Effective teachers were operationally defined in the context

of three areas. These areas are personality, professional qualifications and performance.

Acknowledging that there is no real consensus about what consistently constitutes

"effectiveness", the present researche¡ focuses on these three areas to provide a

simplified and convenient, albeit static, version of "effective teachers". Nonetheless,

such an oversimplification wæ deemed essential in providing a consistent, brief and non-

ambiguous reference description of an "effective teacher" for the sampled administrators

in this study whose task it was to assess the teachers hired by them to their current

teaching staff. The provision of the instrument outlining these "effective teacher" criteria

was an attempt to assure the validity of the results of this study.

The third component pertains to the postulated relationship between the vatious

steps and stages of the stâtT selection process and the proportion of effective teachers

whom the sampled principals and vice-principals had hired during their tenure in their

specific school. These postulated relationships are hereby presented in the three

hypotheses in the following section.
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3.3 The Hypothæis

In testing the postulated relationships between the staff selection process and the

proportion of effective teachers selected by the sampled administrators, three hypotheses

were advanced:

1. The more thorough the preparation on the part of the recruiters, the greater

will be the proportion of effective teachers selected.

Operationally, the more time the school principals and/or members of the

recruitment team spend in the analysis of the position opening, in.preparing a written job

description, in recruiting candidates from a variety of sources, in analyzing objectively

the applications for shortlisting, in developing interviewing questions or an instrument

which is appropriate to the position, and attending to the det¿ils of scheduling, the higher

would be the proportion of effective teachers selected by those recruiters during their

tenure in that school.

Mathematically, the null hypotheses ståtes that there is no relationship

between the thoroughness of each preparatory step, prior to the actual interview and the

proportion of effective teachers hired during the administrators' tenure.

2. The more thorough the attention to the details of the actual interview the

greater will be the proportion of effective teachers selected.

Operationally, the more attention ths principals and/or members of the

recruitment team spend in setting a conducive tone for the interview, leading the

candidate to do most of the talking, recording key points of the candidate's responses,

allowing the candidate to ask questions and focusing on bringing the intervie\ to a

reflective and cordial ending, the greater would be the proportion of effective teachers

selected by these administrators during their tsnure in that school.
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Mathematically, the null hypothesis states that there is no relationship

between any of the details of the actual interview and the selection of effective teachers

by those sampled administrators during their tenure in their cuffent school.

3. The more thorough the attention to the steps in the interview assessment

stage, the greater will be the proportion of effective teachers hired.

Operationally, the more time and attention the principals and/or members of

the recruitment team spend on comparing the candidates' responses, analyzing the

candidates' personal and protèssional qualifications, verifying the accuracy of the

information and perceptions through reference checks and by attending carefully to the

sequence of informing the candidates of the decision, the greater would be the proportion

of effective teachers selected by these recruiters during their tenure in that school.

Mathematically, the null hypothesis states that there are no relationships

between these assessment steps of the selection process and the proportion of effective

teachers hired during the administrator's tenure in that school.

3.4 Operational Definitions

To help crystallize some of the key terms employed in the hypothesis, the

following operational definitions are presented:

a) Staff selectio¡? is an attempt at finding the perfect match between the sklls,

qualifícations, experiences, and characteristics of an applicant with the duties,

responsibilities and cha¡acteristics of a specific job (Holtman, 1986, p.4).

b) An intemiew may be defined as "a meeting of people face to face to confer

about something; as an interview between an employer and an applicant for a job".

(Webster, 1960) Interviewing is therefore the process of holding an interview.
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c) An effective inteniewing process is one that "produce[s] a definite or desired

result" (Webster, 1960). The definite or desired result in this cæe is the acquisition of an

effective teacher.

d) An effective teacher, lrom the viewpoint of school administrators and for the

purpose of the present study, is identified by three aspects - personality, professional

qualifications, and performance in the classroom.

3.5 Contextual Concerns

Among the numbcr of contextual factors which have been identified as potentially

influencing the chances of selecting effective teachers are:

(a) years of administrative experience of the interviewer,

(b) number of teachers the administrator has hired,

(c) number of people involved in the recruitment team,

(d) school setting.

Yeæs of administrative experience is one contextual factor which needs to be

considered. Years of experience can be presumed to provide hiring opportunities for

school administrators. However, one must hasten to point out that years of experience

rnay not be directly proportional to number of teachers hired. An administrator in an

area where there are few resignations may not acquire as much experience in hiring when

compared to an administrator in an area where there is a mobile teacher population.

Therefore, the second contextual variable, relating to the number of teachers hired

by the administrators in their present. schools becomes an important consideration.

Presumably, as more teachers are hired, school administrators acquire a greater practicaÌ

knowledge, understanding and ability in the hiring process.

Increæingly, it is customary to have more than one person involved in the

selection of ca¡didates for a.job. For example, Yate(1988) contends that second and

third opinions should be sought because we realize the gravity of hiring personnel, and
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we know that everyone is reluctant to make the wrong choice. There are many

implications of having more than one or two people on the team. Ideally, the

interviewing team would have individuals with the appropriate expertise with which to

assess the candidates. Subjectívity or personal bias for any candidate by a single

interviewer hæ a greater potential to be neutralized by additional team members.

Involving more people in the process gives more people ownership in the decision and

has the potential to increase their future commitment to work with the chosen candidate.

In cases where a department head or consultant will be working closely with the

candidate, the interview becomes an arena in which compatibility can be tested and the

opportunity for a future working relationship to be explored. A decision derived from a

consensus is time consuming, but there is a greater opportunity to reflect upoh the

strengths and weaknesses of the candidate and collectively make a more comprehensive

judgment.

Finally, the research explored the impact of the locality on the hiring of effective

teachers. It was perceived that the more rural and remote the location of the school, the

fewer would be the number of candidates applying for the job and, even worse, the lo,rer

would be the availability of highly specialized candidates. Therefore, the hiring of

effective teachers may be related to locality rather than ability of the school

administration.

3.6 Assumptions

There are certain æsumptions that must be stated at the onset of this study in

order to verify the recognition of their existence relative to the study as a whole:

1. Each of the three s{.ages in the staff selection process is of equal importance in

hiring effective staff .

2. The order of the steps as presented in the present staff selection model is

sequential,
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3. The staff selection process is gender neutral; it is assumed t¡at the outcome is

independent of the gender of the candidates.

4. The staff selection process is subject to the normal constraints of time.

5. The st¿ff selection process is independent of the time of the year when the

recruitment takes place.

3.7 Pilot Study

3.7.1 Purpose

The pilot study consisted of surveying the school administrators in one urban

division. The purpose of this pilot study was to test the instruments being used before

emba¡king upon the major study which was designed to reach a wide variety of

administrators in different divisions and settings throughout the province.

3.7,2 Data Collection

In February 1992, a letter of request (Appendix I-1) was sent to every school

administrator (principal and vice-principal) in the large urban division. A total

sample of 30 subjects was approached to secure:

a) details of the staff selection process each employed.

b) an evaluation of each teacher hired to their school, by each of the sampled
administrators.

Of the thirty potential subjects contacted, twenty-four participated. The six

who did not participate cited one of two reasons:

1. an unwillingness to be a subject

2. work load leading to time conslraints

Therefore, the pilot sample consisting of twenty-four principals and vice-

principals provided a reflection on the recruitment practices. The characteristics of

this group who responded are portrayed in Figure 4,
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Figure 4
Tvpes and Frequencv of Schools in Samole

School Typ€ Administrators Percent

Elementary (K-ó) 10 41.1
Hish (7-9) z 8.3

6 25.0
2 8.3

School ll0-12) 4 167
T

Elementa¡y/ Junior High (K-9)
Iunior Higlr/ High (7 -12)

+ Note: Although the format for school systems is changing to t¡e Eârly years (K-4), Middle yeats (5-8),
Senior years (9-12) philosophy, the actual assignnents of grades to schools was in t_he process of
changing and úìe cuffent grade assignments did not parallel üìe philosoplìy. However, ùis was not
deemed to have a significant effect on any part of tlìe study due to it being perceived as unrelated to the
vâriables being considered.

3.7.3 Development of lnstruments

Three instruments were designed to gather data in this phase of the research. An

initial instrument recorded variables such as those of the participant's current assignment,

experience as an administrator, and experience in interviewing (as illustrated in

Appendix I-3).

Part five of this instrument (Appendix I-3) served as a control to the second

instrument (Appendix I-6) which provided the research data regarding current hiring

practices. The third instrument (Appendix I-9,10) focused on rating teacher effectiveness

in order to determine the percentåge of effective teachers hired.

3,7,4 Format of Pilot lnstruments

1. The first two instruments were designed to assess the current hiring practices

employed by administrators. The collection of this data involved a two step process:

a) a "spontaneous account" of how the administrator sets about to hire a new

employee. This initial analysis (Appendix I-3) serves as a check to verify the

reliability of responses to a subsequent questionnaire. This instrument does not

suggest any of the steps specified in staff selection research but depends upon an

anecdotal account of the individual's current practices (question 5). One point

was assigned for each separate step which could be identified in the anecdotal
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report, A maximum score of fifteen could be obtained on this anecdotal report of

the initial instrument.

b) an interview with each administrator using a standard questionnaire instrument

to research the use of each of fifteen identified aspects of the staff selection

process. This instrument is found in Appendix I-6. These fifteen questions

reflect directly the sequential steps of the selection process as suggested in the

literature. The questions are designed to assess both the inclusion and fi.equency

of use of the steps by the administrâtor.

As the questions (1-15) were presented to each subjecr (administrator) rhe

researcher tallied the subject's responses in terms of "never", "sometimes", or "always".

A weighted value of one was assigned to "never", three to "sometimes", and five

to "always" so that the maximum rating is 75 and the minimum value is 15. The sum of

the weighted values is presumed to be an indicator of the frequency and intensity of use

of each of the fifteen steps.

2. The second aspect of data was obtained through an assessment using the

"Effectiveness of Teacher" questionnaire (Appendix I-9,10). The administrators were

asked to rate the effectiveness of those teachers whom they had been responsible

personally for hiring through the st¿ff selection process just described in the previous two

instruments.

This second instrument addressed those characteristics of teachers which,

according to the literature, are deemed essential characteristics of effective teachers.

These characteristics were classified under three categories. These inciuded "Personal

Qua.lifications", "Professional Qualifications", and "Classroom Performance". The

sample administrators lvere asked to evaluate each teacher whom they had hired in a tot¿l

of forty areas. They were asked to rate the teacher in terms of "low", "average", and
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"high" in terms of their effectiveness. A weighted value of one(I) was assigned to

"low", "average" received a weighted value of three(3) while "high" was assigned a

rating of five(S). The cumulative score would be the basis to distinguish "effective"

from "ineffective" teachers.

3.7.5 Procedures

Following the acknowledgment of the initial letter (Appendix I-l) by the

prospective participants, the researcher followcd with a second letter (Appendix I-2) and

the initial questionnaire (Appendix I-3). By telephone, contact was then made to set an

appointment.

At the appointed time the researcher:

a) received the initial data questionnaire (Appendix I-3)

b) read the directions for the staff selection questionnaire (Appendix I-5)

c) administered the staff selection questionnaire to the principals

(Appendix I-6)

d) helped the principal choose the subjects for the next step (Appendix I-7)

e) read the directions for the "teacher effectiveness" questionnaire

. 
(Appendix I-8)

f) had the subject assess each leacher (whom heishe had personally hired and

who was stiil on hiVher stafÐ through the use of the teacher

"et'fectiveness" questionnaire (Appendix I-9, I 0)

g) Step 'f' was repeated orally until all the teachers identified in step 'd' had

been assesæd,

There was a total of 88 teachers hired by the 24 school administrators in the Pilot

Study and they constituted the basic pool for clæsifying "effectiveness" of teachers.

Due to the sensitivity of the data sought in the "Effectiveness of Teacher"

questionnaire, it wæ essential that the names of the subjects remain anonymous to the
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researcher. Each teacher was identified only by a number and the name was known only

to the administrator, as he/she rated the staff hired.

3.8 Major Study

3,8,1 Purpose

With the completion of the Pilot Study it was then possible, with modifications to

the instruments, to proceed to the Major Study. The Major Study was designed to

address a larger and more diverse population of administrators .

3.8.2 Sample

In the Major Study, the scope of the sample was broadened to include

administrators from a second urban division plus nine rural and./or northern divisions.

Altogether 120 sets of questionnaires were distributed to which over 80 administrators

responded. However, only 74 returns had dat¿ which could be analyzed. The data from

the original 24 subjects of the Pilot Study were added to these 74 returns to provide a

totai of 98 subjects in this study.

3,8.3 lnstruments

The instruments which had been designed for the Pilot Study were modified tbr

the Major Study. The modification of the initial "Staff Selection Process" questionnaire

(Appendix I-3) included an expansion to acknowledge "total length of time æ an

administrator", data which had been gathered orally in the Pilot Study. To maintain

confidentiality, the researcher did not æk for the name of the administrator and copies of

an interviewing instrument were not requested (Appendix II-3).

Another modifícation on the "St¿ff Selection Practices Questionnaire" (Appendix

I-6) was to italicize the key words of the instrument, (In the Pilot Study this dat¿ had

been collected orally with the researcher emphæizing the key words.)

The major difference in the instruments for the Pilot Study and the Major Study

was the addition in the latter study of an instrument asking the administrator to identify
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the number of teachers hired who would be "above average", "average", and "below

average" (Appendix II-6). As in the Pilot Study, the sampled administrators were asked

to rate their teachers according to the forty criteria describing the personal, professional,

and performance characteristics (Appendix II-7,8).

3.8.4 Procedures

The procedures for this Major Study are as follows:

a) The packages containing the letters, directions, and questionnaires were

distributed through the office of the Superintendent of each of the nine

divisions. Therefore, directions and a time line were included in the cover

letter. (Appendix II- 1)

the directions for the "Staff Selection Process Questionnaire" were

provided in a short, concise manner. (Appendix II-2)

the questionnaire, "Staff Selection Process", as found in Appendix II-3

was presented.

d) the directions for the "Staff Selection Practices Questionnaire"

(Appendix II-5) were simplified in format to those found in

Appendix II-4.

e) The participarìts were directed to study the criteria of the "Effectiveness of

Teacher" rating instrument (Appendix II-7,8) and then report the number

of teachers who were assessed as being "above average", "average", and

"below average" in terms of effectiveness (Appendix II-6).

3.9 Methods of Analyses

The data for both the Pilot Study and the Major Study of the research were

analyzed both quantitatively and qualitatively. The data from the Pilot Study were

b)

c)
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analyzed initially to ascertain the reliability of the instruments. The data from the 98

subjeots were then subjeoted to a vadety of ana.lytical methods.

3,9.1 Staff Selection Practices

The analysis of the dat¿ provided in this questionnaire (Appendix I-3, Appendix

II-3) consisted of a simple tabulation of the information. For question five on the

qucstionnaire, the anecdotal reports were matchcd item by item for content. One point

wæ assigned for each step identified on the anecdot¿l report which was one of the fifteen

steps outlined in the contextua.l framework.

3.9.2 Analysis of Staff Selection Practices Questionnaire

The analysis of this questionnaire (Appendix I-6, Appendix II-5) was highly

objective. The participants' responses provided a score of one(1) for "never", three(3)

for "sometimes", and five(5) for "always".

The maximum score obtainable was seventy-five and it was proposed that the

higher the score, the greater was the attention to the details of the staff selection process.

This raw score was then employed in further analysis.

3,9.3 Analysis of Teacher Effectiveness

Forty key cha¡acteristics of an effective teacher were included in this instrument

(Appendix I-9,10 and Appendix II-7,8) to be used to assist the administrator in

objectively assessing the level of effecliveness of each teacher hired. These

characteristics were not proposed to be totally inclusive but are representative of the

characteristics in key areas of an effective teacher.

3.9,4 Statistical Analysis

Statistical analyses were then performed on the data to establish the degree of

correlation between effectiveness of staff selection process and the effectiveness of

teachers obtåined through the process.
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3.9,4.(a) Correlational Analysis

The type of analysis adopted for this study was the Pearson Correlation Anatysis.

Each of the variables for ståff selection was analyzed, in turn, with the percentage of

effective staff selected.

3.9.4,(b) Chi Square Analysis (I2)

The second analysis employed in this thesis is that of Chi-Square Anaìysis

detecting whether a systematic relationship exists between contextual variables and the

percentage of effective teachers selected.

3,10 Summary

The conceptual framework (Figure III) outlines the factors which were

researched. The main relationships considered are the steps of a staff selection process

and the teacher effectiveness assessment. Beyond these components variables were

identified and considered as possibly impacting on the choosing of effective teachers.

In the conceptual framework hypotheses were formulated. Methodology dealing

with research design, sample, instrumentation, procedure, and proposed data analysis was

presented.
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Chapter Four: Analysis and Interpretation

4.1 Introduction

This chapter addresses the analysis and interpretation of the data. The first

section deals with the Pilot Study which was designed to test the inslruments. The

second section deals with the Maior Study. This included a report on the profiles of the

administrator subjects, findings which support the hypotheses and the findings

concerning the contextual factors.

The focus of the analysis is first an examination of the staff selection process

adopted by Manitoba School Administrators followed by a scrutiny of the relationship

between the staff selection process and the probability of hiring effective teachers. The

effects of a number of contextual factors on selecting effective teachers were examined

also.

4.2 Pilot Study

The Pilot Study has two main components. It was designed to research the

practices of ¿rdministrators in staff selection, and to obtain a reflection from these

administrators as to the degree of effectiveness of each of the teachers they had hired.

The findings of the Pilot Study are reported under two areas, specifically Staff Selection

and Teacher Effectiveness.

4.2.1 Results of Staff Selection Process Research

To establish some means of assessing the reliability of the instruments to be used,

the researcher examined the anecdotal reports which sought to portray the sampled

school administrators' typical process of selecting staff. This initial assessment was

tallied as a score out of a possible fifteen points. Following this process, an objective

questionnaire response seekng the same information (with a possible score of 75) wæ

used. The results of these processes are depicted in Table 4.1.
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Table 4.1
Cornparison of Anecdotal Reports to Questionnaire Reports

Adminisfrato¡ Anecdot¿l Questionnake

I
z
3

4
5

6
7

8

9
l0
ll
12

13

t4
l5
l6
t7
l8
t9
20
zl
22
23

Sco¡e

5

5

2

3

It
3

2

4
3

-5

2
8

5

5

Score

63
62
67
6l
73
66
59
57

49
65
6l
63

7l
ó5
65
63

62
67
3l
67
59
69
56

6ls

On the anecdotal account the mean scorc obtained was 4.75 (out of a possible 15).

This score was supported by a median score of 5.0 and a modal score of 5.0. These

scores reflect that the administrators' anecdotal reports were somewhat brief; there was

not a great amount of detail provided regarding the steps of the staff selection process

which each use. However, the objective questionnaire yielded scores ranging from 31 to

73. The mean score for these first 24 subjecs was 61.912 indicating the reporting of a

more frequent and stronger degree of attention to each of the fifteen st¿ff selection steps.

The Pearson Correlation was administered in order to reflect the relationship

between the anecdotal report and the questionnaitz in reference to the staff selection

process of each adminisuator. The correlation analysis yielded a coefficient of 0.4806

which was significant at the 0,05 level. This verifies the existence of a sufficientiy high
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level of consistency between the anecdotal account and the questionnaire to illustrate that

the respons€s were not limited to a chance phenomenon.

4,2.2 Results of the Teacher Effectiveness Questionnaire Rating Process

a) There was a total of eighty-eight "Teacher Effectiveness" scores provided by

the initial trial group of twenty-four administrators, The "effectiveness scores" ranged

from 78 to 198. The mean score was 148.6. As it was suspected that the school

administrators could be lenient in æsessing the teachers they hired with respect to

effectiveness, a somewhat arbitrary but more conservative score of 160 was established

as the threshold score for equating a teacher to be effective. As a resuh of inserting such

a demarcation score, the frequency of effective and ineffective teachers selected by the

sampled schooi administrators were identified as recorded in Table 4.2.

Table 4.2
Distribution of Effective Teachers

as Related to the Effectiveness of Staff Selection

Number of
Subjects

Number of Teachers
Less

thañ FffÁ^tiua /n- t 50\

Number of
Teachers

trffÞ^ri Þ / I Án-rrVìl

24 1 Á6 6q"\ 1 (51 4E"\

For the purpose of testing the relationship between an administrator's staff

selection habits and the effectiveness of the teachers thus hired, a single index, i.e.

"Percentage of effective teachers" hired was adopted as the major criteria. This

percentage was calculated using the number of effective teachers (score of 160+) as a

portion of the total number of teachers hired by each subject.

The "Effectiveness" of the teachers was ascertained from three aspecls:

Personality, Professional Qualifications, and Performance. The relative "weights"

associated with each æpect towards "total effectiveness" were assessed by correlation

analysis (Table 4.3). The results tend to suggest thai the sampled administrators paid

greater attention to personality (0.892) than performance (0.847). The professional
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qualifications (0.713) wæ the least important factor when they came f.o assess teacher

"effectiveness".

Table 4.3

Correlation Coefïïcients of
Percentage of Effective Teachers Hired
to Characteristics of Effective Teachers

The significance of these analyses was such that the data reflected only marginal

variations among Personality, Professional Qualifications, 'and Performance as

determinants of an effective teacher. On the basis of this analysis, it was predicted that

the major study could be completed without an analysis of each of the three main areas

for they each were virtually equal determinants of the whole. Therefore, it was decided

to approach the sample of school administrators to have them assess each of the teachers

whom they had hired. Further to this was the fact that the assessment by the

administrators of each teacher was based on a sulsjective appraisal of an "average

teacher", and "above average" teacher or a "below average" teacher. Therefore, the

appraisal of teachers by administrators in the Major Study wæ designed to by-pass the

meticulous forty factor assessment and, instead, use the forty factors as a reference only

while interpreting the level of teacher et'fectiveness.

4,3 Major Study

4.3,1 Profiles of School Administrators

Based on the outcome in the Pilot Study, a tot¡l of 120 additional administrators

were contacted from which 74 usable responses were obt¿ined. Combining these

responses with the initial 24 responses provided a data base of 98 administrators as

reported throughout the following rables.

Personality P¡olcssional Qualihcations
0.8921*+ 0.7128**

** Signihcance was LE 0.01 (2-tåiled)
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This dat¿ base of 98 administrators represented more than six different types of

schools as depicted in Table 4.4. As predicted, the administrators represented schools at

all grade levels. Although there was a bulk of responses from administrators of K-6 and

K-9 settings, the overall data provided by the sample should provide an adequate profile

of staff selection for all grade levels.

Table 4.4
Type of School

Type of Frequency Perc€nt
School

K-6
'7 -9
K-9

7 -r2
t0-12
K-12
Other
Total: 2! W.0%

Data on the formal responsibilities held by school administrators who were

subjects in the Major Study is summarized in Table 4.5. It was not surprising to find thar

close to 8470 of the sample were principals, as thcy are usually more involved in hiring

staff than are vice-principals. (Many schools do not have vice-principals. )

Table 4.5
Position of Administrator-ffiffi

Vice-hincipal 15 15.34o
Not Stâted

28

5

36

28.67a

5.17a

36.7 Vo

5.lE
t3.3%
5.LVa

6.lEo

5

l3
5

6

'I l.ÕVo

Tota.l: 98 JØ.0%.

4,3,2 General Profile of Staff Selection

In addition to the above administrator profiles, the steps in selecting staff taken by

the sampled administrators are profiled in Table 4.6. These steps ale presented in

ascending rank order format for an easier assessment of the varying degree of attention

paid to each.
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Table 4.6

In examining the frequency of use of possible steps in staff selection taken by

these administrators, it was found that nine items rate a score of 4.0 or better out of a

possible score of 5.0 indicating a much higher than average attention to these steps of the

staff selection process.

Item 5, "printed list of key questions", and item 8, having the interviewers

"record responses" each had a mean score of 4.0. A mean score of 4.0 is exactly half

way between "sometimes" and "always" on the interval scale which was provided tbr use

of the administrators to rate their frequency of attention to each step.

Doing a "reference check" showed a mean score of 4.2 which indicates a

relatively frequent use of this practice.

Two factors netted mean scores of 4.4. "Leading the candidate to do the talking"

and a "conducive environment" were the two parts of the interview stage which were

shown to have received a fair amount of attention. Also rating very solidly, as part of the

interview stage, was the provision of "information for the candidate" with a mean score

of 4.8. "Allowing the candidate to æk questions" and "assessment of needs" each had a

mean score of 4.9. These latter two scores indicate a virtual "always" response from the

ninety-eight administrators for those two steps.

to Use of Staff Selection

l. 12. Standardized compafison of responses 2.9
2. 2. Wrinen job desffiption 3.5
3. ó. Details of scheduling 3.6
4. 4. Consistent method of sbortlisting 3.7
5. 15. Communication of decision 3.7
6. 3. Multi-souÍce recruiünent 3.9
7. 5. tÌinted lisr. ofkey questions 4.0
8. 8. Record responses 4,0
9. 14. Reference check 4.2
10. 7, Lead candidate to do tålking 4.4
11. 9. Conducive environment 4.4
12. 13. Consideration of ArL qualifìcations 4,5
13. 11. Information for candidåte 4.8
14. L Assessment ofneeds 4.9
15. 10. Allow candidate to ouestion 4.9
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The step which proved to be one of the two which rated highest with a mean

score of 4.9 wæ the "assessment of needs" which was the first step of the preparation

stage. This illustrates a consistent effort by administrators to virtually "always" assess

their needs carefully and systematically.

It was significant to note that each of the five median scores, reflecting their

inclusion and attention, in the "interviewing" stage of the process were at a level of 4.0

or above. This would suggest that, as a whole, administrators were more cognizant of

appropriate steps to take and details to attend to in the interviewing stage than either the

preparation or assessment stages of a stafT selection process.

At the end of the staff selection process, during the ass€ssment stage, both the

"reference check" at 4.2 and "consideration of all qualifications" with a mean score of

4.5 were substantive enough to illustrate a reasonably solid degree of attention to thes€

details.

Six items rated a mean score of less than 4.0 with a "standardized comparison of

responses" being the item with the lowest mean score of 2.9. Using a "written job

description" (3.5), "details of scheduling" (3.6), "communication of decision" (3.7), a

"consistent method of shortlisting" (3.7), and "multi-source recruitment" (3.9) were the

six items with the lowest scores. This reflects how the administrators who served as

subjects paid the least amount of attention to including these items and/or using them

frequently, thereby lessening the possibility of having an effective interview.

Foliowing the examination of the mean scores which reflect the staff selection

habits of the ninety-eight administrators, the researcher deemed it appropriate to examine

the distribution of the administrators' responses to each of the fifteen steps. Table 4.7

illustrates the distribution of responses for each staff selection step among the three

response choices of "never", "sometimes", and "always".



Table 4.1

An examination of this table provides an insight into the tendencies of the

administrators as they perform staff selection t¿sks. Matching the distribution of scores

as depicted in Table 4.'1 with the mean score as portrayed in Table 4.6 gives a clearei

reflection of the trends of administrators in terms of theír responses.

For example, when examining item number 2 regarding the development and

availability of a job description, the mean score on Table 4.6 was 3.5. As portrayed in

Table 4.'l there were thirteen (13.3Vo) administrators who never developed a job

descríption as part of the process and only 38 administrators (387o) who always

dcveloped one. Considering that exactly forty-seven (48Vo) of the administrators

developed a job description soht¿tinxes, this provides an inadequate basis on which to

begin a sea¡ch for a teacher. According to Milkovitch, Glueck, Barth, and

McShane(1988) theory and reæa¡ch indicate job design affects both employee and

organizational effectiveness. It would appear negligent not to solidify a description of

work content (tåsks, function, retationships) and qualifications required (skills,

knowledge, abilities) before embarking upon the shortlisting process in the search for an

appropriate candidaæ. In this way a predetermined vision of an ideal candidate is

established and a match between job (description) and candidate is easier to make.

rtl9ó98
2t3473898
37375498
414 33 51 98
s ll 23 & 98
ó18285298
14207498
8 9 31 58 98
942t7398
10 l3 94 98
ll 339298
12 29 43 26 98
13 21 3 74 98
t43306598
t5 16 30 52 98
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Although this point did not prove to be significant in the hiring process, one could

speculate its vaiue in managing the employees.

The suggestion of item 3 to recruit from many sources was not obs€rved at all by

seven adniinistrators and another thirty-seven reported attention to recruíting from a

variety of sources sometimes, This meant that almos| 45Va of the administrator,s were not

involved in thorough recruiting. When recruiting is limited Lo a narrower segment of the

population it lessens the potential of accessing ALL the best potential candidates.

A quick glance at Table 4.'7 illustrates how items 1,7,9,1p,11 and 14 had fewer

than four examples in which administrators "never" use those particular steps in the staff

selection process. However, item 1 (assessment of needs), item 10 (ailow candidate to

question) and item 11 (information for candidate) were the only steps offset by very large

numbers of administrators adhering to these steps as an almost "always" frequency.

When this did not occur, as in item 7 (lead candidate to do talking) and item 9

(conducive environment), approximately 75 administlators had enacted these steps

"always" leaving the balance of administrator responses (20-30) at the "sometimes"

frequency.

The product oriented researcher may ponder the sums which would reflect the

total scores obtained by each of the 98 administrators in the study. The reader is

cautioned that the interval scale which was developed to differentiate the staff selection

habits reported by these 98 administrators was one in which "never" had a rated value of

i, "sometimes" was weighted at 3 and "always" wæ æsigned a score of five. Thus, even

if the administrator responded to every question with a response of "never", the

minimum score could still be fifteen. Therefore, a tot¿l score obtained by each

administrator on this questionnaire could not be assessed as an absolute. Also, given that

it rvas æsumed that each step rvas not of equal importance in the total process, it could
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have resulted in scores of equal size not necessarily equating to equal skill in staff

selection.

The administrators were then asked to identify the teachers whom they had hired

as being "average", "above average", or "below avcrage" based on the criteria listed as

"Effectiveness of Teacher" (Appendix II-7,8). Table 4.8 reports the number and

frequency of teachers assessed to each of these three categories of competency.

Table 4,E
Frequency of Different Categories

of Teachers Hired by Sampled Administrators

Below Average Teacbers Average Teachers Above Average Teachers

Frequency #of #of #of EO #of #of Hof

60 0 30 30.6 0 24.6 o

2¿ 2¿.5 21 9 9.2 I l7.1 l7

)o '7t

70 8 3-t t2 9.2 :ló

2.O t0 t.0 5.

6

'lo
IO IO I

lo to IO? IOO to to

l2 o 4 48

t3 1.0

t6

20 '7

tl lo
,t t-o 22

ta IO 25

4 4 120

ATI 3.1 120

1.0

50

s2 taì

to 70

ot 1¿ sß 907 9ß 329

o_t5t 0.255 3.357
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Table 4.8 reveals that the 98 administrators rate 74 teachers as "below average" in

competency, a group of 907 teachers as "average" and another 329 teachers as "above

average". Although the majority of the 1310 teachers were considered to be "average" or

"above average", thirty-eight administrators had been responsible for hiring 98 "below

average" teachers while 28 administrators admitted to nof. having hired any "above

average" teachers. In this latter group it was encouraging to have thc balance of 70

administrators being responsible for hiring 329 "above average" teachers.

This aspect of data in the Major Study was comparable with the results of the

Pilot Study. Since an attempt was made to analyze effective teachers as being a product

of an effective st¿ff selection process, a common criterion factor, i.e. the percentage of

effective teachers hired, was adopted by the researcher to denote the level of

effectiveness in staff selection by each of the ninety-eight school administrators.

For the purpose of obtaining this unknown variable, the number of "above

average" teachers (see column 3, Table 4.8) was calculated as a percentage of the total

number of teachers hired (Table 4.15) by each administrator, For example, an

administrator who had acquired 4 "above aveÍage" teachers out of the total of 5 teachers

whom he had been responsible for hiring would have been 80Vo successful in hiring

"effective teachers". (For the purpose of this study the criteria established was made

more stringent by NoT including "average" teachers as "effective". "Average" and

"below average" were considered as "ineffective" and used only as part of the total

number hired by each administrator in the calculating of "percent effective".) Table 4.9

portrays the results of these calculations .
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Table 4.9
Percentage of Effective Teachers Hired by Administrators

Percentåge Frequency Perc€nt Cumulatiye
Eff€ctlv€ness of Occurrence of Total Percent

026
13 I
202
252

26.5 26.5
1.0

2.0

1.0

1.0

4.1

27 .6

29.6

33.'l
34.7
38.8

2.0 31.6
r ,0 32.726

28

JJ
40
42
47
50
55
57
59
60
o4
67
69

L0 39.8
t.0 40.8

9.2
1.0

2.0
r.0
1.0

1.0

50.0
51.0
53. r

54.1

55.l
56.1

9.2 ó5.3

70
71

t)
78
80
83
100

Total:

1.0 66.3

t0 74.5

1.0 67 .3

3,l 70.4
3.1 73.5

1

I
3

3

I
5

3

1'7

5.1 79.6
3,1 82.7
l7 1 100

100 !_00

Table 4.9 reflects the "percentage of effective" teachers hired by each of the 98

administrators". It portrays 26 administrators as having hired no effective teachers \rhile

177o of administrators had hired only effective teachers. While further implications of

this data will be discussed later in the chapter, it was these percent elfective scores that

were used to explore the proposed relationship between the staff selection process and the

acquisition of eÍfective teache rs.

Using the mean scores (Table 4.6) obtained for each of the fifteen steps on the

"Staff Selection Questionnaire" (Appendix II-5) with the "Percentage of Effective

Teachers" (Table 4.9) a Pearson Conelation was calculated. These relationships are

presented in Table 4.10. They become the basis upon which the findings of the

hypothesis presented in this research are discussed.

9E
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Table 4.10
Correlation Coefficients of Staff Selection Steps

to Percentase Effective Teachers
Considered Co

3. Multi-source recruitment -0

l. Assessment ofneeds 0.0762
2. Written job description 0.1897

5. Printed list of key questions -0
Details of scheduling t 0.3

15. Communication of decision O 0611

7. Lead candidare to do rålking 0.
8. Record responses 0.
9. Conducive environment i 0.
10, Allow candidåtc to question 0.0549
I l. Information for cândidåte 0,1255
12. Sta¡dardized comparison of responses 0. 1809
13. Consideration ofArL qualincaûons 0.1327
14. Reference cbeck 0.1228

Consistent metllod ofshortlisting f 0.31

t Signif,icant at LE 0.01 (2 - tailed)

4.3.3 Hypothesis Testing

These were three hypotheses presented in this study. Each hypothesis addresses

one of the three separate major sections of the staff selection process.

4.3,3.(a) Hypothesis I . Preparation

Conceptually this hypothesis states that: "The more thorough the preparation on

the part of the recruiters, the greater will be the proportion of effective teachers selected".

Operationally, the more time school principals and/or members of the recruitment

team spend in the analysis of the position opening, in preparing a written job description,

in recruiting candidates from a variety of sources, in objectively analyzing the

applications for shortlisting, in developing interviewing questions or an instrument which

is appropriate to the position, and attending to the details of scheduling, the greater

would be the proportion of effective teachers selected by those recruiters during their

tenure in that school.
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The null hypothesis st¿ted that there is no relationship between the thoroughness

of each preparatory step, prior to the actual interview and the proportion of effective

teachers hired during the administrators' tenure.

This hypothesis was tested by establishing a Pearson Correlation co-efficient for

each of the six items which are proposed to be the vital steps in the preparation for the

staff selection process. Table 4.l1 displays these correlation co-efficients.

Table 4.1 I
Correlation Coefficients of "Preparation Steps"

l. Assessment ofneeds 0.0762
2. Vr'ritten job description 0.1897
3. Multi-sourcerecruitment

Consistent method of shortlisting t 0.3180
5. Printed list of key questions -0

Details ofschedulins f 0.

t Signihcânt at LE 0.01 (z-tailed)

From the six prepararion steps, there were two incidences where the null

hypothesis was rejected. Specifically, step 4 (consistent method of shortlisting) and step

6 (details of scheduling) were shown to be highly correlated to obtaining effective

teachers.

The datå suggests that a "consistent method of shortlisting" and "details of

scheduling" affected considerably the outcome of securing effective teachers,

The data imply that embarking upon a st4ff selection exercise without at leâst

shortlisting carefully is not going to facilitate or effect the hiring of a successful teacher.

Specifically these data suggest that the shortlisting should include the matching of the

candidates' qualifications to those required in the specific position for which hiring is

taking place. Secondly, the scheduling implies the allotment of appropriate time to

interview adequately, reflect upon the answers given, and judge the qualities and

qualifications of each ca¡didate.

of Staff Selection to Effective
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While these two factors were both shown to be significant, the null hypothesis

was accepted for four of the steps in the preparation stage. These fours steps, the

assessment of needs, a written job description, multi-source recruitment and a printed list

of key questions were not proven in this study to be ståtistically significant in hiring

effective teachers.

4,3,3.(b) Hypothesis II - The Interview

Conceptually this hypothesis states that: "The more thorough the attention to the

details of the actual interview, the greater will be the proportion of effective teachers

selected".

Operationally, the more attention the principals and/or members of the

recruitment team spend in setting a conducive tone for the interview, leading the

candidate to do most of the talking, recording key points of the candidate's responses,

allowing the candidate to ask questions and focusing on bringing the interview to a

reflective and cordial ending, the greater would be the proportion of effective teachers

selected by these administrators during their tenure in that school.

The null hypothesis stated that there is no relationship between any of the details

of the actua-l interview and the selection of effective teachers by those sampled

administrators during their tenure in their current school.

This hypothesis was tested by the Pearson Correlation Coefficient for each of the

five items which were proposed as being key steps in the actual in.terview. Table 4.12

provides the result of the analysis.



Table 4.12
Correlation Coefficients of "Interview" Steps

of Staff Selection for Effective Teachers
Item

7.
L
L

10.

T Coruidered Co.e{Iicient
Lead candidåte to do tâlking 0
Record responses 0
Conducive envirorunent. Ì 0
Allow candidate to question 0.0549

for cândidåre 0.12.55

I Significant at LE 0.01 (2-tailed)

Of the five inteniew steps that were includod in the null hypothesis, the results

showed that the null hypothesis was rejected on the basis of one factor. The "Conducive

Environment" was found to have a correlation co-efficient of 0.3279 which attained a

0.0i level of significance. The value of having a comfortable room with appropriate

seating and ventilation, and preventing undue interruptions were the factors considered in

the item. The information would imply that having such a conducive environment would

allow the interviewee to be relaxed and focused and the interviewers also to be focused

and perceptive.

4.3.3.(c) Hypothesis III - The Assessment

Conceptually, the third hypothesis stated that "the more thorough the attention to

the steps in the interview assessment stage, the greater will be the proportion of effective

teachers hired.

Operationally, the more time and attention the principals and/or members of the

recruitment team spend on comparing the candidates' responses, analyzing the

candidates' personal and professional qualifications, verifying the accuracy of the

information and perceptions through reference checks and carefully attending to the

sequence of informing the candidates of the decision, the greater would be the proportion

of effective teachers selected by these recruiters during their tenure in that school.

The null hypothesis stated that there would be no relationships between these

assessment steps in the selection process and the proportion of effective teachers hired

during the administrator's tenure in that school. A Pearson Correiation anaiysis wæ
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executed for each of these four steps. Once again, Table 4.13 shows the results of this

research.

Table 4.13
Correlation Coefficients of "Assessment" Steps

of Staff Selection for Effective Teachers

12. Slånd¿rdized compadson of responses 0.1809
13. Consideration of ALL qualifications 0.1327
t4. Reference check 0.1228
15. Communication of decision 0.061

As per the results portrayed in Table 4.13 the null hypothesis was accepted on all

four items. The four steps involved in assessing candidates for the teaching posiiions

were appafently not strong enough to exert a significant impact on the selection outcome.

While three of the fifteen steps of the ståff selection process attâined statistical

significance, it is of interest to note that most of the staff selection steps bore a positive

relationship wíth the percentage of effective teachers hired. This indicated that, on the

whole, systematic, careful approaches in preparing, interviewing and assessing

candidates are critical tasks, Therefore, thsy must be adhered to by those involved in

staff selection.

4.4 Impact of Contextual Factors

Four contextual factors were identified earlier as having potential impact in the

staff selection process. These four contextual factors were each subjected to additional

analysis in order to investigate the extent of this impact.

4.4.1 Admini6trative Experience

The number of years each candidate had spent as an administrator was predicted

as having a potential impact upon the hiring of effective teachers. Table 4.14 depicts the

variety in years of experience of each of the 98 administrators,



Table 4.14
Administrative Experience

Years Frequency Percent
I 6 6.1
2 9 9.2

4.t
5,1

3.1
8.2
1.0

4.1
1,0

8.2
2.0
3.1

2.0
3.1

5.1

2.0
4.t
3.I
4.t
5.I
t.0
5.1
4.t
2.0
1.0

2.0
1.0

Total: 9E 1$,0%.

"'- ttoill" 
r.#ådian 

ro soo

Although the years of experience ranged from 1 to 31 years, the average

experience of the sampled administrators was 12.4 years. Further, half of the

administrators had more than ten years experience. However, the modal score of 2.0

reflected almost 107o of the administrators as only being in rheir second year in the

position. This could mean that these administrators had not been involved in many staff

selections. It was noteworthy that, in total,27.6Vo of the participants had 5 or less years

experience as an administrator which also had the potential of limiting their experience in

hiring.

3

4

5

6
7

8

9

l0
l1
t2
l3
t4
l5
i6
18

l9
20
2l
23

25
28
29

30
3l
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This dat¿ concerning administrative experience and the "percent effectiveness"

(Table 4.9) obtained by the administrators for each of the 98 participanrs on the Staff

Selection Process instrument wæ subjected to the Pearson Correlation Analysis. The

correlation of 0.0787 reflects that there is no significant relationship between the years of

experience and the percent effectiveness. However, the Pearson Correlation Coefficient

between the years of experience and the number of teachers hired netted a score of

0.4343, significant at 0.01 level of confidence. This suggests thar the longer the subject

had been an administrator, the more opportunities there would have been to hire teachers.

4,4.2 Experience in Hir¡ng

In view of the sample characteristics regarding administrative experience which

has just been described, it was then imperative to equate the number of teachers hired to

experience in hiring as illustrated in Table 4.15. This table portrays the frequency

distribution of the number of teachers hired by the 98 administrators.
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Table 4.15
Frequency of Teachers Hired (Positions Filled)

Numbe¡ of Frequency Pe¡cent Cumulative
Teachers Percent

0
I
)
3

4
5

6
7

8

9

l0

12

t4
15

20
24
30
7Z

40

3

1l
t3
t2
7

4
8

.5

5

I
4

I
3

2
5

5

3.1

t1,2
13.3

3.1

L4.3

27 .6
12.2 39.8
7.1
4.1

8.2
5.I
5.I
1.0

4.t

1.I
2.0
5.I
5,t
1.0

1.0

1.0

1.0

2.0
1,0
).o

46.9
51.0
59.2
64.3
69.4
70.4
74.5

78.ó
80.6
85.7
90,8
91.8
92.9
93.9
94.9
96.9
98.0

too o

t.0 ?5.5

50
70
1\
Total: 98 l_00-0 l_00O

Mean 10.092 Median 5.00 Mode 2.00

Table 4.15 illustrates 51.0Vo of the administrators having hired five or less

teachers to that school. While the subject administrators had hired from 0 to 75 teachers,

the average was 10.092, with the modal score of 2.00. This means that more than

twenty-five percent of the administrators in the sample had hired two or fewer teachers.

The average number of 10 teachers hired is relatively low, considering two

administrators had each hired 75 teachers thus raising the average. However, this small

number of teachers hired could be a direct reflection of having only a few openings in a

tight job market for teachers.

The Pearson Correlation analysis was used to investigate a possible relationship

between the number of teaching positions filled (Table 4.15) by each administrator with

effectiveness of teachers (Table 4.9), This resulted in a correlation co-efficient of

0. 1429. Although positive, it did not prove to be a significant variable.
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One might predict that the greater the number of teachers an administrator hired

and, hence, the greater the experience one would have gained in hiring, the great€r would

be the chance of choosing an effective teacher. This did not occur as postulated. In fact,

a beginning administrator who had little experience in hiring had a comparable potential

of choosing an effective teacher as did someone with a great deal of experience. This

indicated that some of the veteran administrators had not benefited -ereatly from thcir

experience in hiring as was born out by the preceding dat¿ where years of experience did

not parallel success in choosing effective teachers.

4.4.3 Number of lnterviewers

Table 4.16 summarizes the size of interviewing team involved in the hiring

process as reported by each of the participants in the Major Study.

Table 4.16
Frequency of Number of Interviewers

I 14 t4.4
2 60 6t.2
3 15 r5.3
488.2

1.0

98 !000

This table reflects the very strong tendency to have two people participate in the

actual interview. Having two interviewers occuned more than four times more

frequently than the interviewer working alone and exactly four times more often than

three interviewers working together. Having five interviewers at the interview was

reported by one administrator.

When the Pearson Conelation co-efficient was calculated for "number of

intervicwers" (Table 4.16) and "percentåge of effective teachers hired" (Table 4.9) as

variables, the score was 0.0912. Again, although positive, this variable could not be

verified at a significant level.



78

This correlation did not verify any relationship between the number of

interviewers and the acquisition of effective teachers. Therefore, although one might

predict a greater degree of success in choosing effective teachers when there are other

interviewers with whom to collaborate, this was not supported by this research.

4.4.4 School Setting

The Major Study surveyed administrators in both urban and rural settings

proportionately. Table 4.17 displays this information.

Table 4,17
Location of Administrator

As depicted in the table, 57 Vo of the surveyed administrators worked in a¡ urban

setting while 43Vo were from rural settings. Although only two urban settings were

surveyed compared to nine ruraV northem divisions, responses from school

administrators in the urban school divisions were more numerous than for those in the

rural settings.

The Pearson Correlation provided no significant correlalion between the rate of

success of staff selection and the location from which administrators come.

Therefore, while one might have predicted that urban administrators may have

had a higher degree of success in acquiring effective teachers, due to a suggested

reluctance of candidaæs to leave the urban setting, this did not prove to be substantiated.

4.5 Discussion

4.5.1 The Hypothesis

The hypothesis had proposed that the fifteen steps comprising the preparation, the

interview, and the assessment stages of st¿ff selection would have significant impact on

the acquisition of effective teachers. This did not occur to the extent that was

Locale I Number Percent

Urban | 56 s'l.lE
Rural I 42 42 .9L
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anticipated. The null hypothesis was supported in all but rhree of rhe fifteen steps of the

staff selection process.

One might speculate why only three of the null hypothesis were rejected.

Possibly, the shortlisting could be viewed as having occurred only after the assessing of

needs in the vacancy and the rccruiting of candidates were complete and, therefore, were

implicit in the shortlisting step, Apparently, according to the analysis in this study, the

presence of a written job description and having a list of key questions is not significant

in the preparation stage to the success of hiring an effective teacher.

The strength of the hypothesis relating Ío fhe preparutio¿ for staff selection was

proven to be entrenched through the value of shortlisting and attending to proper dehils

of scheduling. This research would suggest, therefore, that these two staff selection steps

are important variables to be considered when planning for the hiring of new teachers.

In reference to the five factors of the "intervie\.v" stage of the staff selection

process, all wcre rejected except the consideration tbr a conducive environment. Again,

one could argue that a "conducive environment" would inciude encouraging the

candidate to do the talking and allowing time for the interviewers to record responses.

Although the other four steps of the interview stage were rejected to the extent of having

a significant impact on the hiring of effective teachers, their value as part of the process

could be speculated as being necessary for the efficient flow of the interview.

Of the three hypothesis, the assessm¿nt or final stage of staff selection was

rejected totally as impacting on effective staff selection. One can only conclude that

these latter four steps are "after the fact" details which may contribute to the process but

do not necessarily impact on the outcome in terms of hiring an effective teacher.
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4,5.2 Stalf Seleclion

As the compilation of the data began there was evidence both from the initial

questionnaire and the Staff Selection Questionnaire that many administrators were not

aware of, or willing to pay close attention to, the details of a staff selection process as

described in the literature. The results of this data collection is illustrated in the

portrayal of mean scores. Table 4.6 displays these mean scores.

Of great concern is the observation that six of the mean scores out of Lhe fifteen

items were 4.00 or below. Therefore, these indicated a less frequent degree of inclusion

of the item by the ninety-eight administrators as indicated in Tablb 4.6. This meant that,

more frequently, the administrators had not recognized the value of the step to either

include it or use it consistently.

For example, item number 4, the method of shortlisting was portrayed as being an

area of weakness in the staff selection process with a mean score of 3.7. Although

fourteen (14.37o) of the administrators did not have a consistent method for shortlisting,

forty-one (52%) did have a method which they considered to be consistent. One could

speculate that there would be an inhercnt difficulty in shortlisting when one does not

have a job description with specific criteria from which the shortlist could be developed.

An effort to match necessary work areas and qualifications of the job description with

those details presented in the candidates' résumés could produce a more orderly and less

biased product in the shortlisting process. Although it takes time to go through such a

shortlisting process, it affords the administrator the opportunity to consider all those

ca¡didates whose skills and qualifications appear to match the criteria and to save lime

by not interviewing those candidates whose qualifications do not meet the minimum

requirements. The importance of this step in hiring effective teachers was also strongly

supported by the Pearson Correlation Coefficient of 0.3180 significant at the LE 0.01

level.
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In reference to item number 6, scheduling, the mean score of 3,6 reflected

eighteen (18.47o) administrators who never considered scheduling details and another 28

who only sometimes considered them. Since appropriate scheduling details can enhance

the tone of the interview by allowing the interviewer some time to reflcct, re-organize

and relax between candidates' interviews, the scheduling details are important

consideratíons, Likewise, affording the candidates an opportunity to match their

convenience and availability for the interview lowers their stress level and enhances the

potential to have them provide a more relaxed and reflective interview.

The lowest mean score of all fifteen steps in the staff selection process was item

number 12, the use of a standardized method of comparison of the candidates' responses.

This factor had a mean score of only 2.9, making it the least used of all steps. The

twenty-nine (29.6Vo) administrators who never used any standardized method for

comparing candidatcs' responses were offset by a similar number (25.5V0) who reported

that they a/wa.¡'s used a standardized method. While the remaining forty-three (45Vo) of

the administrators reported they sometimes used a standardized method for comparing

responses ths actual method of comparing the candidates' responses was pursued by the

researcher. Responses such as "informal decision", "checking anecdotal notes", and

"checking with interviewing team" were the most commonly reported. These did not

reflect a 'standardized' method. Frequently responses reflecting even less standardization

such as "warm feeling" or "guf feeling" were provided. Only infrequently did methods

such as "the development of a charf' or the "assignment of weighted values" to answers

indicate an attempt to standardize the data collected through the actual interview.

Without predetermining åow the responses are going to be compared interviewers

may be prone to making a biased decision. The results could, for example, be racially

discriminatory by allowing one factor to outweigh other information of equal

importance.
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Conversely, a standardized method for comparison of responses affords the

interviewers the opportunity to make objective, informed, qualified decisions which have

greater potential to stând the scrutiny of challenge, thus avoiding the danger of biased

decisions or the "gut feeling" type of choice. Recognizing the po¡ential for scrutiny due

to Human Rights, Affirmative Action and other similar challengers demands quantifiable

data, This research would suggest the need fbr some training for interviewers to help

them make objective, wise choices when hiring.

Another factor, which had a less than "almost always" amount of attention paid to

it, was item 15, communication of the decision. This factor had a mean score of 3.7. It

is possible that communicating the decision of the committee to the successful candidate

is most often handled by the superintendents or trustees in rural and northern divisions, a

task not assigned to school administrators.

The remaining nine factors contributing to an interview rated between 4.0 and

5.0, out of a possible score of 5, which further confirms the inconsistencies between

various administrators. It also reflects that the habits of any given administrator are not

"always" consistent either.

As a strength, three factors were designated a mean score greater than 4.5 and

therefore showed a more consistent use by administrators. These included item number

1, "assessment of needs" at the onset of the process which had a mean score of 4.9; item

10, "allowing for candidate's questions" which scored 4.9 and item 11, "information for

the candidate" of when the decision will be made and how the decision will be

communicated, with a score of 4.8.

All this data would suggest that all administrators are not aware of the steps in a

thorough staff selection process. Some steps are addressed on a "by chance" basis and,

therefore, these data suggest that there are many weaknesses, both individually and

coilectively in the current methods of hiring by school administrators.
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Theæ data were analyzed. The Pearson Correlation allowed the resea¡cher to

identify the most significant of the fifteen components.

The analysis identified three steps which werc highly significant ar rhe 0.01 level.

These included shortlisting. One of the preliminary steps in staff selection, after the

recruitment, is to be able to carefully shortlist the candidates to a manageable number

which can be interviewed, and who have the potential to meet the criteria lbr the

position.

Attention to scheduling the interviews rated significantly æ a factor impacting on

successful interviewing. One can predict that not allowing adequate time to interview,

exchange and ciarify poinls, close the interview and make notes is going to affect the

results negatively.

Clearly connected to ca¡eful scheduling is the need for a conducive atmosphere.

This sets the tone for the interview and includes variables such as seating arrangements,

ventilation, freedom from interruptions, plus other details designed to reduce stress and

enhance the atmosphere for the interview.

4,5,3 Teacher Effectiveness

A review of the literature (Holtman, 1986; Milkovitch, Glueck, Barth, and

McShane, 1988; Murphy, 1990; Beck, 1990) provides support for the identification of a

wide variety of characteristics which are typical of an effective teacher. It appeared these

characteristics be categorized into three areas. Personality, professional qualifications,

and performance. The Pearson Correlation Coefficient in analyzing these variables

(Table 4.3) provided strong support for each variable as contributing equaily to the whole

of "Teacher Effectiveness".

For example, these dat¿ reveal a Pea¡son Conelation of 0.8921 between

percentage of effective teachers hired by administrators and the personality of the
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teacher. This illustrates the hígh significance of an individual's personality when being

assessed as an effective teacher.

Likewise, performance rated a Pearson Conelation factor of 0.8465 to the

percentage of effective teachers evaluated by the sample administrators. This confirms

that performance in the classroom is critical to being an effective teacher and that

administrators have consistently identified this factor.

The third criterion of an effective teacher is that of professional qualifications.

The correlation of this criteria to the percentage of effective teachers hired was 0.7128.

Although not as highly correlated to effective teachers as personality and performance,

professional qualifications maint¿ined a very high rating. A teacher must have

acceptable personality characteristics and be able to perform well in the classroom.

However, only upon receipt of certification is the person officially allowed to accept a

teaching position. Additional qualifications allow the teacher to perform effectively

according to the specific characteristics of the teaching assignment such as those needed

to teach physical education or français.

4,5.4 Contextual Factors

4.5,4,(a) Administrative Experience

The first of these was administrative experience (Table 4.14). While one might

believe that administrators with greater experience would "hire better" (choose more

effective teachers), this was not supported. This research did not attempt to identify, on

an individual bæis what was involved that assisted the administrator in knowing what to

do during hiring that would have helped them hire more successfully during their tenure.

Factors such as workshops, professional development sessions, or experience of working

with others were not explored as part of the administrators' experience.

The parameters of this data element could serve as a basis for further study. It

would be useful to analyze what experiences result in the development of an expertise in
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hiring. These faetors could then be applied in more thoroughly training administrators to

meet the demands of their roles.

4.5.4,(b) Experience in Hiring

Experiencc in hiring teachers (Table 4. 15) did not guarantee results in future

hiring. While this study reflected administrators' ratings on over 1300 teachers, the

occurrence of administrators hiring effective teachers occurred at a frequency of less that

one in four (Table 4.8). Twenty-eight out of ninety-eight administrators had hired no

teachers whom they could rate effective. Also, 517o of the administrators had hired a

total of five or fewer teachers which illustrates the limited experience many

administrators have in hiring. Therefore, this suggests an insufficient base of effective

hiring practices on which to make solid predictions.

4,5.4,(c) Number of Interyiewer¡

At a conelation of 0.0912 the number of interviewers (Table 4. l6) did not have a

significant relationship to the hiring of effective teachers, While the sharing of the

interviewing task gives ownership to more people it did not guarantee success. It is

noted that the greater majority of the interviews did occur with more than one

interviewer. One aspect of this item is the development of a sense of participation and a

sense of "ownership" in the development of the system on the part of the selection

committees. The implication for a further study could be a research as to how the role of

the interviewer (superintendent, trustee, department head, etc.) impacts on the hiring of

effective teachers.

4.5.4.(d) Setting

The fourth contextual factor was that of school setting (Table 4.17). Aithough

one could have speculated that the quantity and quaiity of teachers available to rural and

remote areas may have been less, the data did not bear this out. This verifies that,

according to the assessment of the administrators, there was an equal opportunity for

ruraVnorthem divisions to hire effective teachers or teachers whom they were satisfied to
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rate as effective, This may bc speculated as being a product of the current large numbers

of teachers available in the job market. Regardless of the reason, this information is a

reassurance to those rural and remote divisions who feel frequently that they get short

changed in the availability to them of top quality teachers.

4.6 Summary

The preliminary data obtained in the Pilot Study was used to test the research

instruments. Guided by thc Pilot Study, the sample was expanded in size to become a

Major Study.

The Major Study reported on the practices of 98 administrators. The specific

aspects which were researched included four factors contextual to the individual

administrator's situation, plus two reports on staff selection practices, and a tally of the

level of performance of the teachers hired.

The focus of the research was the assessment of the impact of staff selection

processes on the hiring of teachers. The hypothesis addresses fifteen steps in the three

stages of the staff selection process.

The data verified three steps in the staff selection process as having an impact at a

significant level in the acquisilion of effective staff, These included shortlisting,

scheduling, and an environment conducive to the interview.

To the extent that shortlisting and scheduling were part of the preparation stage

of the staff selection process, two aspects of the null hypothesis were rejected. Likewise,

of the five steps in the inîe,yiete stage, the null hypothesis was rejected for that of

"environment conducive to the interview".

In the final st¿ge of staff selection no significant relationships were found

between the staff selection process and the percent¿ge of teachers hired.
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Finally, there were four contextual factors i.e. administrative experience,

experience in hiring, number of interviewers and school setting which were assesæd in

terms of their relationship with "percentage of elfective teachers" hired. None were

found to be significant.

At the end of the chapter a discussion on all aspects of the data and its relevance

to the choosing of effective teachers wæ advanced. The impact of the data and its

implications, including its significance for future work, was explored.



88

Chapter Five: Conclusion

5.1 Introduction

The intent of this study was to idcntify factors which would contribute to the

effectiveness of a staff selection process based on factors which are characteristics of an

effective teacher. Efforts were made to explore the relationship between the variables

concerning the staff selection process and the levels of effectiveness of the teachers thus

selected.

In this chapter the study is summarized first and then the findings are discussed.

The limitations and implications of ths study are addressed before recommendations for

future study are introduced.

5.2 Development of Instruments

One of the initial problems addressed in this thesis was the identification of

factors which constitute an effective staff selection process. On the ba.sis of literature

research, very little was available in resources for the field of education. However, from

the numerous resources related to business and industry, combined with the limited

education material, a list of fifteen steps concerning staff selection was derived. These

fifteen steps, which were subdivided into the stages of preparation, interviewing and

assessment, became the basis for the portion of the study related to the staff selection

process. Specifically, these steps were researched via the Stâff Selection Practices

Questionnaire (Appendix II-5).

Conversely, there is an abundance of material on teacher evaluation. There are,

however, limited instruments by which a teacher can be analyzed objectively and

assigned a rating score on degree of effectiveness. From the extensive review of the

literature, it appeared viable to design an instrument which addressed the three key areæ

to which literature refened consistently r,vhen discussing the assessment of teachers.

These included personality factors of teachers, as well as their credentials, plus their
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application in terms of classroom performance. These three aspects were used to frame

the categories cont¿ining forty criteria which became the standard reference in

identifying effective teachers (Appendix II-7,8).

At the onset of the study it was decided to obtain preliminary information about.

each of the participants. These points then provided the profiles of the administrators as

well as data later referred to as "contextual factors". In addition, this initial questionnaire

asked the subject for an anecdotal summary of the steps taken to fill a staff vacancy.

This summary was used later in collaboration with the Staff Selection Practices

Questionnaire (Appendix I-6).

5.3 The Research Process

Once the instruments were designed a test phase of the research was engineered.

This Pilot Phase consisted of personally interviewing 24 subject administrators from one

urban division. Care was taken not only to collect the data needed for the research but to

check for any flaws in wording or design of the instruments.

Upon completion of the Pilot Stage it was deemed appropriate to simplify the

process of assessing the effectiveness of teachers. Obtaining an absolute numerical value

to reflect the effectiveness of each teacher hired by that administrator was not only

increæingly arduous for those administrators who had hired a larger number of teachers,

but their numerical assessmenß were consistent with a more simplistic and generic

assessment of "below average", "average" and "above average".

While the Pilot Phæe wæ limited to one urban division, the Major Study was

expanded to include a second urban division plus nine rural and/or northern divisions.

To access the total number of respondents (an additional 74 to those of the Pilot Study)

the format of the reæa¡ch was changed from personal interviews to written responses

returned by mail through the courtesy of the Superintendents of the various divisions.
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5.4 The Findings

5.4.1 The Hypothesis

Three hypotheses were proposed in this study, Specifically, the hypotheses

conceptualized that the attention to the steps in the three stage staff selection process

(preparation, interviewing, and assessment) as being directly related to the success of

obtaining effective teachers.

The null hypothesis was rejected on two steps related to the preparation st¿ge of

staff selection, namely shortlisting and scheduling. It identified these steps as being two

key factors to be included in designing a staff selection process arÍd, further, the omission

of attention to these details has the potential to lower the success rate in finding and

hiring effective teachers.

The null hypothesis was supported in reference to four other factors in the

preparation stage of staff selection, namely "assessment of needs", "written job

description", "multi-source recruitment" and a "printed list of key questions".

In the testing of the second hypothesis related to the inteniew stage, the null

hypothesis was rejected with respect to one of the five steps, i.e. "conducive

environment", Administrators need to be aware of the impact of this consideration when

conducting interviews.

With reference to the third hypothesis dealing with the assessment stage, the null

hypothesis was accepted on each of the four steps.

While there were three hypotheses proposed in terms of the stages of sraff

selection, the steps contained within each step were analyzed as being mutually exclusive

of each other. In doing so, the relative import¿nce of each step with the chance of

selecting effective teachers could be ¿rssessed. Therefore, the implication of having these

three steps, namely those concerning shortlisting, scheduling and environment, as being
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highly significant to the hiring of effective teachers is the provision of information which

should be known by all administrators who are involved in hiring staff.

5.4.2 General Staff Select¡on Procedures

Of the fifteen steps of staff selection practices examined, the steps which were

most frequently reported in attention and frequency were "allowing candidate to ask

questions" and the initial "assessment of needs" by the hiring team. Providing

"information for the candidate" was reported as next in rating of importance. In

descending order of use were "consideration of all qualifications", providing a

"conducive environment", "lead ca¡didate to do the talking" and doing a "reference

check". Having a "printed list of key questions" and "recording the (candidate's)

responses" had equal mean scores indicating similar inclusion and frequency of use of

each.

However, there were six steps which had been assigned a lesser degree of

attention in the administrators' hiring habits. Recent literature regarding effective staff

selection processes (Drake, 1989; Smart, 1989; Milkovitch, Glueck, Barth and McShane,

1988; Weiss, 1988; Yate, 1988) had referred to the importance of rhese sreps and, if rhis

prior research was being held credible, there was room for concern if school

administrators were not engaged in employing these steps.

Of greatest concern, with the lowest mean score at 2.9, is the fact that a

"standardized comparison of responses" was seldom us€d by many administrators.

Unfortunately, and to the disadvantage of the administrators, 29 reported "never" using a

standardized method while another 43 interviewers only "sometimes" used a standard

method of comparing candidates and their resp0nses.

The inherent danger of not having a strndardized comparison is the tendency of

allowing one aspect of the interview to impact disproportionately on the decision. While

the single factor may be either strongly positive, in which cases some of candidates'
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qualities which may be of lesser adequacy are ignored, or strongly negative in which cæe

the positive attributes may be sacrificed, the dangers are obvious. At a time when

policies such as Affirmative Action and Human Rights are important and required

considerations, those responsible for hiring will be held accountable for their decisions.

One must be able to justify the decision and, to do this, documentåtion of the process

towards the decision bccones the verification of the process. Hence, the value of

standardizing the comparison of candidates' responses can be emphasized for these

reÍLs0ns.

The availability of a "written job description", likewise, was always attended to

by much less than half the number of sampled school administrators. While business and

industry are quite accustomed to using job descriptions, the role of a teacher is more

nebulous to define and is, therefore, somewhat synonymous with the particular

credentials one must have to teach particular courses and/ or programs. (For example,

the need to have the specific ability to teach the French Language commonly takes

precedence over other skills which the prospective employer would like the teacher to

possess.) The availability of ajob description was proposed as being a focus from which

the interviewing questions could be designed in order to closely explore the candidates'

potential to match the needs of the employer. The implications of the findings of this

study are that the school administrators sampled in this research are not aware of the

value and the use of a job description. This sampling and the data originating therein

raise the concern that administrators who are unaware of the value of job descriptions

and who do not use such, may have a predisposition to less effective hiring practices and

thus reduce the effectiveness of their schools. Administrators need to know that a job

description may not only assist at the onset of interviewing but also clarify the

expectåtions of the role for the successful candidate once the appointment has been made.
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"Details of scheduling" did not merit due attention according to the results

obtained on the questionnaire. It was expected that there would be care given to allocate

adequate time to avoid a rushed interview, followed by time for the interviewer(s) to

make notes, reflect, and discuss the candidate. Because attention to this step was often

neglected one could predict a potentially negative effect. on creating a "conducive

environment" which, as the analysis showed, bears strong influence in hiring effective

teachers,

While both "consistent method of shortlisting" and "communication of (final)

decision" showed a higher frequency of the administrators' attention than "details of

scheduling", the former was later shown to be highly significant to the success of

acquiring effective teachers.

"Multi-source recruitment" rctrd a 3.9 mean score which placed it in a category

of more frequent use. The value of this step is obvious. The wider the exposure to

potential candidates, the more information the selection committee has, It follows that

there is then a greater potential of finding the "righf' candidate. Obtaining candidates

from a limited source (e.g. present employees, only applications on file, etc.) can also put

the selection committee at risk. Situations in which the selection committee is seen æ

having been biased can leave them in compromising and unfortunate circumstances.

Of all the steps identified in the staff selection procedures three factors were

found to be highly significant at the 0.01 level in relation to effective teachers hired.

These were "consistent method of shortlisting", "details of scheduling" and "conducive

environment".

It is importa¡t to note that while the "consistent method of shortlisting" had not

attracted much attention of the school administrators it plays a significant role in

successful hiring. Rea.listically, this information emphasized the need for administrators

not only to include it in their staff selection process but to know how to shortlist
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properly, Short.listing seems to imply the availability of a number of candidates from

whom they can choose; it also focuses on the need for a clear knowledge of what the job

entails (ob description) so that those minimum required abilities are identified in the

candidates' résumés and are a criteria by which the shortlist is made.

The "details of scheduling", hæ been identified as one of the three least

frequently used steps (mean score 3.7 out of 5.0), yet this step has a significantly high

relationship with obtaining effective teachers (Pearson Correlation Coefficient 0.3329).

The gap in this stage of the current recruitment practice is highlighted in this present

finding.

Finally, a "conducive environment" for interviewing was shown to be a

significant factor in obtaining effective teachers. The premise here is that unless both the

interviewers and the candidate have a supportive environment (uninterrupted,

comfortable, ventilated space) in which to conduct the interview, the performance of

both partíes deteriorates. This signifies a loss of opportunity in securing good candidates

for teaching.

The literature positions which were reviewed (Milkovitch Glueck, Barth and

McShane, Engel and Erion, and Drake) emphasize cleariy the importance of these steps

in implementing a process which would lead to thorough effective interviewing.

However, as the administrators in the Pilot Stage were being interviewed there were

comments that reflected that some of them were quite unaware of the possibility of

including these faclors in the process they employed in choosing new subjects. This

information would underscore the import¿nce for training in the practice of st¿ff

selection.

Unfortunately, many people have been erroneously led to believe that hiring a

person for a position consists of arranging for and conducting an interview. Few are

aware of a.ll the steps which constitute the staff selection process and the fact that the in
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depth pre-planning for each of these steps could actually facilitâte the hiring of srronger

candidates.

The development of a written job description, for example, clearly forces the

interviewer to commit to paper the actual tasks and therefore, the expectations which the

employer has of the employee. If these tasks are not communicated carefully to the

candidato the stage is set for faulty assumptions about the candidate's ability to perform

these tasks.

Those administrator subjects who used an interviewing instrument and who did

provide a copy of it to the researcher provided consistently "generic" instruments which

were applied to all interviewing situations. While the use of such an interviewing

instrument is very positive in that it provides organization, consistency, and the

generating of comparable answers, it may not cover important factors which are

characteristics of the specific positions advertised. Therefore, training in the

development of customized questionnaires for the purpose of interviewing would,

predictably, improve the quality of the process.

5.4,3 Teacher Effectiveness Model

There is a great body of literature on teacher effectiveness. The task for this

research was to identify those characteristics of effective teachers which appeared

consistently in the literature and to formulate an instrument which was comprehensible

yet objective and simplistic to administer.

When this instrument was devised it was evident that there were personaliÍy

factors which could be germane to any profession. However, the step between the

personality and the profession appeared to start with qualifications. These factors were

narrowed to ten criteria which were inclusive to "Professional Qualifications". In

addition it became evident that personality plus qualifications did not guarantee the
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effectivencss of a teacher, The actual performance in the classroom was critical and so

this area was also explored through ten specific factors.

The findings in this study designated clearly "personality" as the factor which

influenced administrators' assessment of "effective teachers". "Performance" rated

lower, while "professional qualifications" ranked a distant third.

It would appear that personality factors such as appearance, verbal ability,

enthusiasm, warmth and humour are qualities that provide the "first impression" during

the interview, as well as a criteria for assessing effectiveness after being hired.

Clearly, classroom performance is also essential to being an effective teacher.

While performance hinges on many personality factors, performance should be a factor

of greater importance than personality. Realistically, it is the performance that

determines the quaiity of teaching and students' learning. To relegate this to secondary

importance points to the possibility of a gross oversight on the part of the school

administrators.

The implications from the finding of this portion of the study suggest that

administrators who a¡e keen on choosing an effective teacher should spend more time is

clæsroom supervision. Unless effectiveness is identified with classroom performance the

quaiity of instruction, which is the focal point of public criticism, cannot be improved.

5,4,4 Contextual F¡nd¡ngs

Four contextual factors were identified as possibly being relevant to success in

obtaining effective teachers.

(1) Conceptually, it was predicæd that years as an administrator, by virtue of the

knowledge and experience gained through the years in the position would relate

positively to the hiring of effective teachers. In the study it was determined that

admínistratíve experience did not relate to expertise in hiring effective teachers.
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The implications of this dat¿ are twofold. One cannot expect that long tenured

administrators are necessarily more skilled in hiring effective teachers. Secondly, as

number of years experience does not necessarily indicate competency in hiring personnel

then specific training in processes effective thsreto is needed in administrative pre-

service and inservices.

(2) The next oontextual factor examined was the experience the administrator had

in 'hiring'. However, the Ít'equency of involvement in hiring did not correlate with

obtaining effective teachers. This reinforced our aforementioned concern that increased

experience in hiring did not guarantee success in hiring.

The necessity of upgrading administrators in staff selection becomes more acute.

From another perspective, in the data collected, only nine administrators (Table 4.15) had

hired more that twenty teachers during their administative tenure. Most school

administrators sampled had limited experience in hiring staff. This is not a surprise

given that. during a depressed economy, not many schools enjoy the luxury of hiring

extra, new staff.

On the other hand, for that minority who expressed frequent opportunities to hire,

it is safe to speculate that they must be in situations of high turnover rates. High turnover

rates could be indicative of a low leyel of staff retention or low morale of teachers. In

either situation, administrators' accuracy in the assessment of their staff could be

coloured. The relationship between the frequency of involvement and the probability of

hiring effective teachers could be contaminated with other contextual factors.

(3) The number ol interviewers was examined as a contextual factor which could

potentially impact on the acquisition of effective teachers. In this study no conelation

was found to exist between the number of interviewers present and the effectiveness of

teachers hired. This implies that there is not an optimum number to include in the

interviewing team. (The data had reflected quantities from 1 to 5 interviewers.)
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However, in reference to sharing the task, the data reflects the most frequently used team

consists of two people which suggests that administrators are already aware of the value

of involving the team in seiection of staff. Future studies could investigate the specific

conditions or specific individuals who could maximize team performance in recruitment.

(4) The fourth contextual factor to be examined was the rural versus urban

location factor, The Pearson Correlation Coefficient did not reveal any reference to

either location having a better opportunity than the other to hire effective teachers. This

finding does much to dispel the premise that rural divisions are not as fortunate in having

the opportunity to hire effective teachers. From these findings administrators in.rural

areas need to understand that, from their bank of candidates, they have the potential to

hire teachers who are equally as effective as those available to urban centers. Whil'e this

may be a product of the cunent surplus of teachers, there are other factors such as

preference for rural living environments, type of student clientele, working for smaller

divisions, or other enticing situations which encourage highly effective teachers to seek

positions in rural settings.

5.5 Limitafions of Study

As with any study there are certain limitations relevant to the circumstances in

which the research takes place. In this particular situation the data was obtained from the

subjects by means of a self-reporting technique. Therefore, the researcher is cognizant of

the inherent limitations due to the subjectivity of the self-reported steps. As the

administrators reported on their degree of involvement in, and attention to, the fifteen

steps of the st¿ff selection process, the researcher recognized that there would be

variations on the interpretation of the choice 'sometimes'. For example, 'sometimes'

could mean as infrequently æ 'once' or æ frequently as 'very often'. The subjecs may

also have been inclined to respond with 'always' as a personal confirmation of their

ability to incorporate the fifteen steps and therefore be perceived as 'competent'.
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A severe limitation is the fact that there is no consistent, objective way in which

10 truly verify the 'effectiveness' of teachers. For example, what is highly effective in

one circumstance and viewed as such by a particular administrator may not be viewed

with equal favour by another administrator. Lacking a convincingly acceptable criteria

of assessing effectiveness could distort the outcome of the present study.

As suggested by the findings related to the effectiveness of teachers, personality

is a factor which dominates over performarce and professionaÌ qualifications. Therefore,

it is inherent that some of the assessments made by the administrators could have focused

disproportionately on personality. This would mean that the importance of performance

in the classroom was not given adequate consideration. In a similar way, it could be

postulated that the administrators had not been considering carefully the qualifications of

their teachers.

As with most studies of this nature there are always concerns about the period of

time over which a study takes place. There are inherent variables which come into play

when the study is extended to gather resea¡ch at different times ol the year. In this

particular study the research was begun in January of 1992. January is not a time when

there are large numbers of staff changes and consequently the dat¿ gathered during this

period of time would not reflect, in most cases, a recent experience with the staff

selection process. Conversely, some of the data was gathered in June and early

September which would suggest that many of the administrators would have just

completed hiring for the upcoming school year. This situation of the latter group, would

suggest that their thoughts regarding the staff selection process would be recalled more

readily and, therefore, somewhat more detailed than those in the former group.

A further concern was the limitation of the very small number of teachers who

had been hired by some of the administrators. For those who had hired only one or two

teachers (one principal had hired none) it was difficult to predict if these populations
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were large enough to reflect a true picture of how effective that. administrator was in

choosing teachers. In fact, it is acknowledged that some of the vice-principals who

responded and were part of an interviewing team, became involved in hiring highly

effective teachers while their Staff Selection Practices score indicated a lack of personal

knowledge in the steps to effective sþff sclection. Of course, such situations also lcad to

a negative skewing of results in the research.

In this research there were other variables that could have been included. For

example, there was no attempt to explore the formal education and professional training

of school administrators which has the potential to play a key role in affecting their

ability in selecting ståff.

5.6 Implications

This study was initiated in response to the researcher's quest for knowledge in the

art of interviewing. It soon became evident that interviewing is simply one event in a

sequence of steps which constituted a staff selection process. The implications of the

knowledge gained through this study incÌude the fact that many administrators who are

now afforded the opportunity to choose their own staff really aren't knowledgeable in the

process. As many administrators now do their own choosing of sraff, they must also be

equipped with training in how to implement the process.

The information obtained in this study would underscore the urgent need to

upgrade inservice for administrators in the practice of staff selection and provide

adequate and effective pre-service training for those educators who are aspiring to

administrative roles. At the onset of this study the importance of having competent,

effective teachers was emphasized. It is not sufficient that teacher candidates have

training, credentials and the burning desire to perform the diverse teaching tasks and

meet the professional demands for the betterment of the educational opportunities and

children in the nation's classrooms. As well, administrators must be able to research the
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candidates' personal qualities, qualifications and potential to perform in order to

orchestrate the 'perfect' match between candidate and position.

While professional development for administrators focuses frequently on plant

and personnel management, curriculum implementation, evaluation, and budgets, the

specifics of acquiring effective staff are overlooked frequently. Yet, without effective

staff, the aforementioned factors- curriculum implementation, student assessment,

effective use of resources- will not be implemented properly.

5,7 Recommendations

Based on the findings of this study which included positive correlations between

the fifteen staff selection steps and teacher effectiveness, the following recommendations

are made:

i. Administrators must be trained in the staff selection process. This training can

not be a passive process but should involve the administrators in all steps which

have been addressed.

2. Administrators should learn to write job descriptions for vacancies.

3. Administrators must learn to read the applications, extrapolate the details reÌevant

to the position and shortlist accordingly.

4. Administrators must learn to compare objectively the information to make a

credible, unbiased, decision.

5. Administrators must leam how to explore skillfully the references provided by

the candidate as an impoftanr srcp in reaching a decision in staff selection.

6. The importance of attention to non-discriminatory hiring practices cannot be

ignored and must be stressed to administrators by those responsible for the

establishment of policy and regulations.

7. Administrators must learn to form and lead staff selection teams to increase the

potential of hiring the best people.

8. Including vice-principals, consultants, department heads, and teachers in the staff

selection process must be considered not only to provide a team approach but to

provide a training ground to develop their skills for the future. Sharing in the
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hiring also establishes ownership in the decision and has a greater potential for
the interviewers to work with the candidate towards successful team building.

9. The recommendations as outlined above towa¡ds the development of expertiæ in

staff selection could be extended to the selection of all public school system staff

including secretaries, teacher assistants, custodial stafï or lunch room supervisors.

5.8 Summary

The development of expertise in the selection of staff has led to an in-depth

research and discussion on this topic. The measure of effectiveness of st¿ff selection was

achieved through an examination of the effectiveness of the teachers hired through the

current process. The study wæ able to illustrate how the inclusion of important steps and

the attention to certain details had the result of obtaining teachers who were deemed to be

more effective. In addition, some of ths common assumptions made about administrators

and their hiring practices were not substantiated. The implications for restructuring

practice and procedures requisite to effective hiring practices extend from the rejection of

somc of those assumptions. Because "the single most valuable asset of any organization

is the people who work for it" (Preskin, 1971, p.3) this study addresses åo"*

administrators can work towards getting the best people to become the teams in their

organizations.



103

Bibliography

Anderson, Teresa, Readings in Canadian Financial Reporting, Clarence Byrd lnc., Chelsea,
Quebec, 1988

Arvey, Richard D. and Campion, James E., "The Employment lnterview: A Summary and Review
of Recent Research", Personnel Psychology, 1982, pp. 291-gZ2

Beck, Cl¡ve. Better Schools: A Values Perspect¡ve, The Falmer Press, Taylor & Francis printers,
Ltd, Great Britain, 1990

Bingham, Walter C., Moor, Bruce V., Gustad, John W, How to lnterv¡ew, Harper and Row, New
York, 1959.

Canada, Secretary of State, Canadian Charler of Rights and Freedoms, Department of Secretary
of Stale of Canada, 1987

Canadian Human Rights Commission Dossier 87-3, Minister of Supply and Servicês, 19g7

Castetler, William B. The Personnel Function in Educational Admin¡stration, Macmillan Publishing
Compâny, New York, 1986

Conslitution Act, The. Government of lhe United Kingdom, 1982; Section 15 (198S)

Dahl, Day€, and Patrlck Pinto, 'Uob Postingj An lndustry Survey'', Personnêl Journal, Jånuary
1977

Drake, John D., The Etfective lnterviewer - A Guide for Manaoers, American Mânagement
Associat¡on, 1989

Dunham, Randal 8., "Reácîions to Job Characteristics in Moderating Etfects of the Organization",
March 1977.

Engel, Ross A. and Larry Erion, "A Comprehens¡ve Review of lnterview¡ng Strâtegies for the
'80s", The Clearing House, p.304-307, Vol, 57, 1984

Fergusson, James E., "lnterviewing Teacher Candidates: 100 Questions to Ask', NASSP
Bu¡letin, Septembe¡' 1 983, p.1 18-120

Gallup, George H., Random House, New York, 1972

Goodlad, John D. A Place Called School. New York: Mccraw-Hill Book Company, 1984

Gordon, Raymond L. "lnterviewing: Strategy, Techniques and Taclics", The Dorsey Prêss;
Homewood, lllinois, 1980

Hobart, Richard 4., "Effective lnterviewing Key to Selecling Qualified Stâtt', NASSP Bulletin,
December 1979, p.24-U

Hochheiser, R.M. "Recruilment: A Prescription for Hir¡ng Headaches'', Personnel Journal, 1982



104

Hokel, Milton D., "Employmenl lntervievv' in Personnel Management; New Perspectives, ed, K.
Rowland and G. Ferr¡s, Allyn and Bacon Publishers, Boston, 1982

Holtman, Howard J. Staff Selection and lnterview¡ng Techniques prepared for M.A.p. Conference
Presentation, Apr¡l 198ô

Huberman, A. Michael and Miles, lvlatthew 8., lnnovation Up Close: How School lmprovement
Wo¡ks, Plenum Press, New York 1984

Janz, Tom, Lowell Hellervich, and David C. Gilmore, Behaviour Descr¡ption lnterview¡ng: New
Accurate. Cost Effective, Allyn and Bacon Publishers, Toronto, 1986

Kahn, Robert Louis and Cannell, Charles F., The Dvnamics of lnterviewing: Theory. Technique
and Cases, Wiley Press, New York, 1957

Leeds, Dorothy, Smart Questions, Berkeley Books, New York, 1988

McDonald. Donald.
Center for the Study of Democratic lnstilution, California, 1962

Milkovitch George T., William F. clueck, Richard T. Barth and Steven L. Mcshane Canadian
Personnel/Human Resource Management: A D¡agnostic Approach, Business
Publications lnc., Plano, Texas, 1988

Murphy, Dr. lrene,
p.39-45

Chanctet¡st¡cs oÍ a cood Teachet, Fall 1990

Nardini, Dr. Mary Lois, and Antes, Dr. Richard L, Teachers at Risk
Changing the Mission of Schools, Volume 57.1, Fall 1990

Nie, Norman H., Hull, C. Hadlow, Jenk¡ns, Jean G, Steinbrenner, Karin, Benl, Dale H., Statistical
Package forthe Social Sciences, Second Edition, Mccraw-Hill lnc., New York, 1975

Olian, Judy and Sarah Rynes, On the Education of the Job Match and Future Research
Directions, Working Paper, College Park, University of Maryland, 1983

Plachy, Roger J. 'Wriling Job Descr¡ptions That Get Results", Personnel, October 1987

Preskin, Dean B. Human Behavior and Employment lnlerviewing, Amer¡can Management
Association, United States, 1971

Quinby, Nelson. Educational Leadershio, lmproving the Place Called School: A Conversation
wilh John Goodlad. March 1985, p.l6

Richardson, Stephen A, Dobrenwend, Klein, lnterviewing. lts Forms and Functions, Bas¡c Books,
New York, '1965

Rogers, Carl, Houghton Mifflin
Company, Boslon and New York, 1

Royal Commission on Equality in Employmenl, (Abelfa Commission) Equity in Employment,
Min¡ster of Supply and Services Canada, Ottawa, 1984



105

schmitt, N. "social and situational Delerm¡nants of lnterv¡ew Decisions: lmplicâtions for the
Employment lnterview', Personnel Psychology, 29, no. 1, (1976)

Smart, Bradford D., The Smart lnterv¡ewer, John Wiley and Sons, New york, 1989

Smith, Herman, 'When a Board Hires..,Making Committee Hiring Work', Bus¡ness Ouarlerly,
Summer 1987

Starke, Freder¡ck 4,, Wayne R. Mondy, Arlhur Sharplin, Edwin B. Flippe, Management Concepts
and Canad¡an Practice, Allyn and Bacon Publishers, Toronto, 1988

Stewart, Charles J, and Cash, William B. lnterviewing: Principles and practices, Wm.C. Brown
Company Publ¡shers, Dubugue, lowa, 1974

Vornberg, James A. and Kelsey Liles. "Taking lnvenlory of Your lnterviewing Techniques,,,
NASSP Bulletin, January '1983, p.88-91

Weiss, Donald H, American Managemenl Association, New
York, 1988

Webster's New Twenlieth Cenlury Dict¡onary. Second Edition, Volume l, World publishing
Company, Cleveland and New York. 1960,

Wonder, Bruce D. and Keleman, Kenneth S., "lncreasing the value of Reterence lnformation",
Personnel Administrator, March 1984, pp. 98-103

Yate, Mart¡n John, Hiring the Best- A Manager's Guide to Effective lnterv¡ewing, Bob Adams, lnc.
Boslon, 1988

Zanella, Richard E., "The Art of lnterviewing", NASSP Bulletin, January 1979, p.66-69



106

Appendix I - Format for Pilot Phase

1. Letter to principals regarding participation in study. (I-1)

2. Letter to principals of 24 schools (K-12) to solicit information on current
interviewing format. (l-2)

3. Questionnaire to principals "St¿ff Selection Process" (I-3)

4. Letter to principals regarding follow up questionnaire (I-4)

5. Parameters of ar Effective Staff Selection Process: explanation for principal
regarding research instrument (objective questionnaire). (l-5)

6. Staff Selection Practice Questionnaire (instrument). (I-6)

7. Steps in Choosing Subjects for "Teacher Effectiveness Questionnaire". (I-7)

8. Teacher Effectiveness Questionnaire (directions). (I-8)

9. "Effectiveness" of Teacher (instrument). (I-9,I-10)
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November 24, 1991

Dear Colleague

I am cunently conducting a study as the final requirement for my Master of
Education program. I need to collect some dat¿ in order for me to complete this study.
The nature of this study is such that, wherever possible, a high level of objectivity in data
gathering is necessary. I would appreciate your sharing of your skills and experience to
help me in this data collection.

With your approval and cooperation I will meet with you to explain the
format. I must stÌess, in arjvance, that I am not wanting or needing access to ary
confidential information.

If you would be willing to assist me in this study through the provision of data
I would be very grateful. There would be virtually no preparation for this whatsoever.
Your involvement would require completing a brief questionnaire on a specific aspect of
your personal administrative functions determined by myself. It would be followed by
an interview with me of approximately one hour in which you would respond to two
questionnaires presented orally by me.

I will be contacting you by ldate] to verify your willingness to participate in
this project. Thank you for your anticipated cooperation.

Yours truly,

Pat Bowslaugh
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Appendix I-2

November 24, l99I

Dear Principal,

Thank you for agreeing to help me with the research I am conducting to complete
the requirements for a Mæter of Education degree.

I am currently researching the process of staff selection as a method of acquiring
school personnel (as opposed to inheriting staff or receiving staff by transfer). Would
you please provide for me an account of the format you would follow in staff selection
process? Please reveal all the details you would consider. If you use an instrument
(check list, interview questions, etc.) please attach a copy.

Thank you for your anticipated cooperation. I will be contacting you in the near

future to have you complete lwo questionnaires which constitute the final step of my data
gathefing.

Yours truly,

Pat Bowslaugh
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Appendix I-3

Staff Selection Process

(for School Administrators)
Name

Research data provided on: Idate]

Check appropriate information

1 . Elementary School K-6 D
Junior High 7-9 tl
Elementary/ Junior High K-9 D
Junior High./ High School 7- 12 U
High School 10-12 fl

2. Length of time as administrator in this school: _ years.

3. Approximate number of teaching positions filled by interviewing during my tenure
here _.

4. When conducting an interview I usually-

a) interview a.lone D
b) interview with a Vice-Principaì O
c) interview with Superintendent tr
d) interview with a department headE
e) other- please specify

5. Steps I take in preparing for staff selection to fill a vacancy: (Pleæe describe)
(Use the reverse side if necessary.)

6. I use an interviewing instrument- Yes D No E . If available, copy is att¿ched-

Yes fl No fl.



ll0

Appendix I-4

Letter (b)

Dear Colleague,

Thank-you for supplying me with the first set of data.

With your approval and co-operation I will meet with you at a convcnient time to

explain the final step of the format. I must stress, in advance, that i am not wanting or

needing to access any confidential intbrmation. The format of the study involves only

you and your assessment of a limited number of your staff. No staff members will be

directly involved. Each of the persons you assess will remain'completely anonymous

and identified by a number only. Therefore, only you will know the names of the

persons you are involving in the study.

There is no preparation for this data gathering session whatsoever on your part,

Your involvement will require an interview with me of approximately one hour.

I will be contåcting you by {date} to verify your willingness to participate in this

project. Thank you for your anticipated cooperation.

Yours truly,

Pat Bowslaugh
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Appendix I-5

Parameters of an Effective Staff Selectíon Process

These criteria will be expressed to the principal. He will be asked to ståte whether (the

principal's) use of each is:

Never I (The administrator never considers this detâil)

Somctimes 3 (The detail is considered but not consistently included)

Always 5 (The detail is always included)

Since the parameters (according to the literature) are deemed to be integral to an

effective staff selection process, the above numerical value for each answer can also be

tallied to elicit an overall "effectiveness score" for the principal's staff selection

practices.



Staff Selection Practices Questionnaire
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Appendix I-6

Researcher's NotesSometimes

35
35
1:ì

r35
r35

t4.

15.

35
Jf

L l assess the cur¡ent situation into wbich
candidate will be hired considering
cur¡ent school and staff needs.
I develop or have available a written
description for üe position prior
beginning l-be search for a ca¡didate,
identifÌed specifìc qualifications I will
in úìe candidåte.
I feel comfonable in recruiting
from more lian one source, e.g
Office List. *Wlìat are t¡ey?
I employ â consistent met¡od for
candidâtes. *Briefly desffibe.
I have a printed list of key questions wbich I
ask of a.ll ùe candidâtes.
I am aware of detaits of how to
interviews
* What scheduling dctails do you ernploy?

7. I lead the candidates to do most of t
ta.lking,
* Wbat kinds of questions do you ask?

8. I record the responses which I later anal
How do you recofd these?

I attempt to set a prop€r tone for
ir)terview by having ar
conducive to studying tlìe
responses and mannerisms.
I allow time for t¡e candidåte to ask
questions.

I inform the candidate of when the decision
will be made and how it will be

icaf.ed to those who are being interviewed.
I have å standårdized method for
the candidåtes' responses in order to
the best ca¡didate. \Vhat is it?
I take my time to consider ALL t¡e aspects

ttre caJìdidates' personal and professional
qualifications,
I check t-he references of all
cândidâtes.
t penonally contact all candidates whom
bave interviewed to communicâte the
decision.
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Steps in Choosing Subjects

¡'Evaluating Teacher Effectiveness"

Questionnaire
1) Ask principal for staff list

2) With principal verify which staff membcrs were at the school upon that
principal's arrival.

3) With the principal verify which teachers have taught in other schools [.{ THE
DtvtSIoN and are now in his school.

4) With principal verify which teachers have arrived since the principal's arrival.
Eliminate from the list those names determined in #2 and #3 above. This becomes
the list of teachers "interviewed" teachers list and hired by that principal.

5) Prepare individual slips of paper with the name of each teacher the principal.has
personally selected to his staff.

6) Have the pfincipal identify each teacher by a number oNLy.

7) Randomly choose a number and as each number is drawn the principal is asked to
rate the subject's (teacher) effectiveness on a three point scale (high, average, low) on
each of the criteria stated on the "Effectiveness of Teacher" questionnaire. (See

Appendix I-9)
* This process will occur until all teachers hired by him have been rated.

* Once the data is collected an analysis of same will take place. By comparing
and contrasting the results of the "Effectiveness of Teacher" questionnaire with
the method of acquiring staff, a comparison should either prove or disprove the
hypothesis that the more thorough the principal's interviewing practices, the more
successful the principal will have been in obtaining staff members that are
deemed highly effective.
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Teacher Effectiveness Questionnaire
For each teacher a set of criteria will be rated by the principal on a three point scale æ

follows:
1. Low: less effective than average number of teachers on staff
3. Average: basically about the same degree of effectiveness as most other teachers
5. High: much higher level of effectiveness than average number of teachers

Each assessment will carry the designated numerical value. Thus a highly effective staff

member will receive many "threes" and less effective staff members will receive many

"ones". Upon completion of the questionnaire the assessments for each criteria will be

tallied thus indicating a total weighted value to specify an "effectiveness" score for each

of the teachers hired by the principal.

Qualifier:

l. The resulls of the assessments done by each principal may not be broadly
comparable, i.e. a highly effective teacher in School A may receive a numerical score
somewhat less that a highly effective teacher at School B. This will not impact on
the results in so far as the final numerical score of each teacher will only be assessed

against the effectiveness of other teachers in that school.

2. It is obvious that not every aspect of the parameters of an effective teacher need to
be included in the questionnaire. Only enough indicators to provide for an

assessment of variation between an effective and less effective teacher will be
included.
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"Effectiveness" of Teacher
A Personal Qualifications Low Averaqe High
I Verbal ability
2 Intellectualcapacity
3 Conceptual abiliry
4 Enthusiæm
5 Personal self-concept/ poise
6 Flexibility
7 De monstrates a scnse of humour
8 Demonstrates warmth
9 Stamina./ energy level
10 Maturity/ good judgment
1 1 Demonstrates initiative
12 Demonstrates patience
13 Is fair
14 Is tolerant
15 Is respectful of others
16 Uses time effectively
17 Is creative
18 Is a team player
19 Is self-disciplined
20 Appearance: appropriate dress and

mannerisms

B Professional Qualiäcations Low Averase Hieh

35
35
35
35
35
35
35
J5
35
J)
35
35
35
35
35
35
35
35
35
35

I
,)

3
4
5

6
7

8

9
10

Certification
Special training
Teaching experience
Related experience
Understands the principles of iearning
Knowledge of content tâught
Knowledge of art of teaching/ teaching
ability.
Concern for upgrading professiona.l skills
Is committed to the career
Attends school regularly

Total:

35
35
35
35
35
35
35
35
35



C ClassroomPerformance Low
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Averase Hiph
1 Helpful
2 Kind
3 Understands characteristics of students
4 Ability to relate to students
5 Attitude toward students (cares)

6 Tolerance of differences (understanding)
7 Spends time actively teaching
8 Assigns minimal "busy work"
9 Generates maximum learning opportunities
10 Is an effective disciplinarian

Effectiveness score

Low +

Total:

A+B+C=
Average + High

35
35
35
35
35
35
35
35
35
35



Appendix II - Format for Major Study

1. Letter to prospective subjecs regarding parricipation in study. (II-l)
2. "Staff Selection Process" Questionnaire - Direcf.ions (II-2)

3. "Staff Selection Process" Questionnaire (II-3)

4. Parameters of an Effective Staff Selection Process - Directions (II-4)

5. Staff Selection Practices Questionnaire (instrument). (lI-5)

6. Teacher Effectiveness Questionnairc (directions). (II-6)

7, "Effectiveness" of Teacher (instrument). (II-7,II-8)
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August 19, 1992

Dear Colleague

I am ourrently conducting a study as the final requirement for my Master of
Education program. I need to collect some data in order for me to complete this study.
The nature of this study is such that, wherever possible, a high level of objectivity in data
gathering is necessary. I would appreciate your sharing of your skills and experience to
help me in this data collection.

I am cunently researching the process of staff selection as a method of acquiring
school personnel (as opposed to inheriting staff or receiving ståff by transfer). This
research consists of three steps. The research questionnaires and directions are attached
to this letter. The directions to each of the three steps are on a separate page prior to the
instrument you are being asked to complete.

If you are agreeing to act as a subject please complete each section BEFoRE

moving on the next section so as not to contaminate Lhe results of the data.

Pleasc note that the format for the collection of this data is designed in such a
manner that all participants are completely anonymous.

Thank you for your anticipated cooperation. I really appreciate your assistance in
helping me complete this endeavour.

Yours truly,

Pat Bowslaugh

Pleæe complete the questionnaire and submit it to your Superintendent by Friday,
September 4.

If you wish to be aware of the results, the thesis will be on file with Dr. Yee Lay Jack
Lam at Brandon University upon completion.
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Staff Selection Process

Questionnaire

Directions

On the following page is the 'StatT Selection Process Questionnaire' which seeks
preliminary infbrmation about you as an administrator.

It asks for a few important points which are being æsessed as variables in the study.

Question 5 asks for an account of the format you would follow in the process of selection
a new stålf member, Please reveal all the details you usually include in the process of
staff selection.
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Staff Selection Process

(for School Administrators)

Check appropriate information
1. Elementary School K-6 D

Junior High 7-9 tr
Elenentary/ Junior High K-9 tr
Junior High/ High SchoolT-12 D
High School t0-12 D

2. Length of time as administrator in this school: _ years.

3. Approximate number of teaching positions filled by interviewing during my tenure
here _.

4. When conducting an interview I usually-
a) intcrview alone B
b) interview with a (Vice)-Principal O
c) interview with Superintendent D
d) interview with a department head[
e) other- please specify

5. Steps I take in preparing for staff selection to fill a vacancy: (Please describe)
(Usc the reverse side if neccssary.)

6. I use an interviewing instrument- Yes E No E .
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Paraxneters of an Effective Staff Selection Process

Directions
On the next page are fifteen staff selection details which you are being asked to consider.

Please state whether you use of each is:

Never 1 (The administrator never considers this detail.)

Sometimes 3 (The detail is considered but not consistently included.)

Always 5 (The detail is always included.)

Where you are æked for comments, or if you wish to comment, please use the right hand
column.
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Staff Selection Practices QuestÍonnaire
her's Notes

I assess the cur¡ent situation into which
candidåte will be bired considering
current school and slaff needs.

2. I develop or bave available a written
description for the position prior
beginning the search for a carìdidate, hav

identified specific qualifications I will
in t-be candidåte,

3. I feel comfonable in recruiting
ffom more than one source, e.g
Office List. +What are l¡ey?
I employ â consistent method for
candidåtes. xBriefly describe.
I have a printed list ol key questions which
ask of all the candidåtes.

135
135

135

135
135

135

135

I am aware of details of how to
interviews
* What scheduling details do you employ?
I lead the candidates Io do tÌtost of f
rålking.
+ Wbat kinds of questions do you ask?

8. 1 record the responses which I later ânalyze.
How do you record these?
I attempt to sel a proper tone noÍ

interview by lìaving an

conducive to studying tbe
responses md m¿lflnerisms.
I allow time for the cdfidídare þ
queslions.

I infonn the candidate of ',vhen the
will be made ând how it will be

icated to those who arc being intcrviewed.
I have a standardized nßthod Íor
the candidates' resp1nses in order to
the best candidate. Wbat is ir?
I tåke my time to consider AtL the aspecls
the candidâes' personal and
qualifications.
I check ¡he references of all i

candidåtes.
I p€rsonally conlåct all candidåtes whom
have interviewed lo conmunicale lhe
decisiofl.
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Teacher Effectiveness Questionna¡re

DÍrections
Pleæe read the "Effectiveness of Teacher" rating instrument on the following two pages

carefully. The instrument uæs a three-point rating scale of "low", "average", and "high",

By definition,

1. Low: less effective than average number of teachers on staff.
(below average)

3. Average: basically about the same degree of effectiveness as most other
teachers. (average)

5. High: much higher level of effectiveness than average number of
teachers. (above average)

Now, consider the teachers whom you have personally hired and who are still on yo.ur
staff.

How many of the teaching staff would be considered to be:

Above average (indicate the number)

Average (indicate the number)

Below average (indicate the number)



ú.Effectiveness" of Teacher
A PersonalQualifications
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Averase HishLow
1 Verbal ability
2 Intellectualcapacity
3 Conceptual ability
4 Enthusiasm
5 Personal sclf-concept/ poise

6 Flexibility
7 Demonstrates a sense of humour
8 Demonstrates warmth
9 Stamina./ energy level
10 Maturityi good judgment
I I Demonsfates initiative
12 Demonstrates patience
13 Is fair
14 Is tolerant
15 Is respectful of others
16 Uses time effectively
17 Is creative
18 Is a team player
19 Is self-disciplined
20 Appearance: appropriate dress and

mannerisms

B Professional Oualific¿tions

35
35
35
35
35
35
35
35
35
35
35
35
35
35
35
35
35
35
35
35

Total:

Averase Hish
I Certification
2 Special training
3 Teaching experience
4 Related experience
5 Understands the principles of learning
6 Knowledge of content taught
7 Knowledge of art of teaching/ teaching

ability.
8 Concern for upgrading professionai skills
9 Is committed to the career
10 Attends school regularly

Total:

135
135
135
135
135
135
13s
t35
t35
135
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Averaee Hish
I
2
3
4
5

6

7
8

9

i0

Helpful
Kind
Understands characteristics of studcnts
Ability to relate to students
Attitude toward students (cares)
Tolerance of differences (understanding)
Spends time actively teaching
Assigns minimal "busy work"
Ccncrates maximum learning opportunities
Is an effective disciplinarian

35
35
35
35
35
35
35
35
35
35
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Appendix III - Coding System

Card I - Background and Selection Process
Background
Col l-2 Identification Number

3 Type of School
l: K-6
2: 7-9
3: K-9
4t 7-12
5: l0- 12

6: K-12
7: Other

4 Status
l: Principal
2: Vice-Principal

5-6 Totaì Yea¡s as an Administrator
7-8 Number of Years irì CuÍent School
9- t0 Number of Positions Filled By Administrators
I I Number of Interviewers
1.2-13 During the Interview worked with-

l: a.lone

2: principâUvice-principal
3: sùperintendent
4: depa¡tment head
5j consultånt (specialist)
6: teacher
7: trustee
8: otier

lleparations
Col l4-28 Anecdotâl description of st¿-ff selection process nìatched to stâff selecdon questionnaire.

1: unmatcbed
2: matched

29-30 Total anecdotal des$iptions matched
31 Uses an interviewing instrument

l: no
2: yes

Selection Practices
Col 32 l. Assessment of Needs

33 2. Written job description
34 3. Multi-sou¡ce recruitment
35 4. Consistent method of shortlisting
36 5. Printed list ofkey questions

37 6. Details of scheduling
38 7. Lead candidates to do tâlking
39 8, Record responses
40 9. Conducive environment.
41 10. Candid.ate's qùesl.ions

42 11. Information for candidate
. 43 12. Standårdized comparison ofa.ll responses

44 13. Consíderation ofALL qualifications
45 14. Reference Check
46 15. Communicating decision
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Appendix III - 2
Selection Practices - continued
Col 4748 Cùmulative score

49-50 Numb€r of ineffective teacllers selected
5l-52 Number of moderately effective teachers selected
53-54 Numbcr of effective teachers selected
55-57 Percentage ofsuccess in selecting effective teachers
58-59 School Division

l: Brandon
2: St. Vital
3: Flin Flon
4: Dauphin
5: Swan Va.llcy
6: Birdtail River
7: Beautiful Plains
8: Fort La Bosse
9: Souris
l0: Kelsey
1l: Frontier

60 Setting
l: Urbån
2: Rurâl

66 Unused

Card 2 - Background and Assessment of Te¡chers Hired

Background
Col I-Z Idcntification Number

34 Yeârs of Experience
5-ó Years in School

Assessment
Col 7-8 Total ",A." Score

9-10 Total "8" Score
I l-12 Total "C" Score
13-15 A+B+C
I6-66 ljnused


