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PUBLIC SCHOOL PERSONNEL SELECTION

CHAPTER I
INTRODUCTICN

1. Statement of the Problem. This study is the

outgrowth of the reactions and experiences of a number of
young teachers as to the methods by which they secured
thelr various teaching positions. Some were inclined to
think that an unnecessary amount of red tape and formality
was attached to the process, others that various examina-
tions and interviews did not reveal to prOSpectivé employ-
ers the candidates strongest points. Still others held to
the theory that it is not what you know but whom you know.

Business,political, or social influence is
often a factor in the selection and appointment of
teachers. In certain citlies a candidate cannot se=-
cure a position without it. Nor are the politicians
the only members of a community who are moved by sel=-
fish or partisan considerations. To minimize such
influence, in so far as possible some superintendents
have appolinted boards of examiners, eomposed of ad-
ministrative and supervisory officers, who are charged
with the responsibility of recommending candildates to
the superintendent.

Many experienced, qualified and well recommended
teachers object to running the gsuntlet of a battéry of

examinations, plus a series of interviews on the ground

l. Granrud, J. E« Selection of Teachers. School
Executives Magazine. 53:35=7, October 1954,




that final recognition is made of applicant's rating in
examinations and little of past successful experience.
The primary cause of the shortage of teachers in

New York City is not the salary schedule but the examin-
ation method of admission to the corps. I am wondering
if they haven't noticed that self respecting men and
women who are successfully teaching will seldom- take an
assembled examination in order to get into another sys-
tem where higher salaries are pald; they consider the
step too humiliating. The examination hurdle attracts

in the main only the mediocre, the failures, and near
failures from other jurisdictions.

The introduction to this paper will not be a dis-
cussion of the arguments for and against the examination
system. Reference material is available on both sides of
the subject. The purpose of this study is to make a survey
of existing methods of public school personnel selection,
particularly in larger school systems. This survey will
include examination systems, organizations or individuals
administering them, technique of personal interview, or in
the absence of examinations and formal interviews what are
determining factors in the final selection of personnel
and who 1s responsible for this final selection after all
formalities have been concluded.

2. Importance of the Problem. The magnitude of

this problem is realized when the fact is revealed that

1. Rudeiger, W. C. "New Duties, New Occasions
Teacher," School and Society, 24;334-5; Sept. 11, 1926,




10,741 teachers were new in their positions in publiec
schools in 1929-30.1 0Of this number 3,614 were in cities
of 100,000 or over. 2 Of the total of 7,546 teachers in
Orego? under contract in 1935-36, 1869 were new to their
positions and 871 were new to the state. 3

The public in general is quite critical of the
schools, their standards, efficiency, operating costs,
results and personnel. The goal of every superintendent
and principal is to increase the effectiveness of his
organization.

The most satisfactory means of raising adminis-
trative and teaching effectiveness is to improve the
personnel. This can be done by training those who are
employed while in service and by adopting a more dis-
criminating plan for selecting and appointing persons
to fill vacancies and new positions. Any tendency on
the part of the selecting agency to restrict the free-
dom of action or to choose staff members on bases other
than those of training, experience, and personal fit-
ness will naturually act as a retardant in the develop-
ment of the work of the schools. 4

1. Deffenbaugh, W.S. and Zeigel, William H. Jr.,
"Selection and Appointment of Teachers" Table 3, p. 9.
Office of Education Bulletin No. 17, 1932, National Survey
of Secondary Education Monograph No. 12, Washington D. C;
Office of Education, 1935, 115 pp.

2. Ibid.

3. "Teacher Selection and Preparation," A Study
by a committee appointed by the Oregon State Teachers'
Association 1936. Table 1 p. 3.

4. Englehardt, Fred. Public School Organization
ad Administration (Boston: Ginn and Company) pp 180-185




The selection of teachers is the most important
responsibility confronting the school administration.
The fact that communities spend from 65% to 75% or even
80% of their school moneys for teachers' salaries is
itself a measure of great significance; the efficiency
of this large expenditure is, after a2ll the real test
of an educational program.

Scores of authorities are agreed that the most
Important function of a superintendent and one that will
spell his success or failure as a successful school admini-
strator 1s the selection of his personnel., Tiegs gives us
some idea of the lack of care given to this duty.

The old time superintendent made simple work of
the matter of selection. He simply assumed that he
knew how to select teachers, and i1t never occured to
him to check up to find out how good his guesses were.
And even today, some of the 'old timers' hold to their
mistaken ideas with a tenaclty that does more credit
to their persistence than to their discrimination. 2

That there is a definite lack of system in per=-

somnel selectlon is further borne out by the following
statement by an authority in speaking about the problems
of the teaching profession and methods of some superinten=
dents. Refering to some superintendents in general he
says:

His system of appointment of teachers is his own

and baffles all deseription. All sorts of vagaries
tend to appear among the qualifilcations of his teachers.

l. Tiegs, E. W. "How Shall We Select Our Teachers"
American School Board Journal 170337, June 1925.

2. Tiegs, E. W. "Guess Work and Teacher Selection"
American School Board Journal 84:27-8, March 1932.




The type is easily recognized and needs no further
description.

The importance of the problem is further emph=

aslzed by Frazier who states:

At the close of the decade 1920-1930 there were
approximately 1,000,000 teachers. -While the annual
rate of teacher turnover for the country as a whole has
never been accurately determined, estimates indicate
that the average tenure of teachers in cities of
10,000 or more population is about three years, and
the average tenure of teachers in cities of 100,000
or more population i1s slightly more than elght years,
On the rough assumption that the average teacher's
period of service is between five and six years, 1t
would appear that between 160,000 and 200,000 new

teachers are needed annually to take the place of
teachers leaving the profession.

While the authorities differ greatly relative to
the number of teachers needed annually to take the place of
those leaving the profession voluntarily or through the en=-
forcement of retirement laws, we do know that each year
sees the number of teachers in service increase.

Adult education, vocational education, guidance,
lack éf employment for youth due to economic conditions,
and compulsory education are some of the forces making de-

mands for more teachers.

l. Mead, A, R. "Obstacles to Adjustment of Supply
and Demand in the Teaching Profession", Educational Adminis-
tration and Supervision 18: 526, QOctober 1932,

2+ Frazier, Benjamin W. Professional Education of
Teachers. Biennial Survey of Education in the United tates
1928-30, Chapter XIV Vole. 1 Bulletin 1931, No. 20 Office of
Education. p 3.



The assistant superintendent of schools in one
western.city in speaking of his own system has estimated
that there 1s in excess of 1,000 post graduate students in
the high schools who are there because no employment oppor-
tunities are opening up, and the financial situation such
that higher education is out of the plecture. With each
succeedlng graduation class this problem i1s intensified.
Whaet 1s true in this one western city 1s typical of the
nation at large, resulting in the demand for more teach-

eIrsS.

The number of teachers required annually to
fill new positions created because of an increase of
students or the establishment of new offerings may
be approximately indicated. In 1919-20 the total
number of teachers of all types was 812,524 and in
1930 about a million. There has been during the
decade an increase, therefore of approximately
187,476 teachers in new positions, an average of
18,747 per year.

The distribution of these teachers In elemen-
tary and high schools 1s of interest. During eight
years for which statistics are avallable the number
of elementary school teachers increased only 12%. In
the high schools there were 97,654 teachers in 1920
and 182,637 in 1928 an increase of 87% in eight years.
Thus by far the heaviest demands for new positions
have come from secondary schools, most of which re-
quire college graduation as a basic gqualification. 1

Figures so far presented have revealed the
causes for an increasing number of teachers coming into
the profession. That there 1s unrest among teachers ani

a huge annual turnover is an indisputable fact. Many of

1. Ibld



these teachers who are on the move "broadcast" applica-
tions working on the pereentage theory, and generally

make connections resulting in employment. This broadcast-
ing of applications complicates and pyramids the work of the
school personnel departments, creating a vast amount of
additional clerical work as well as consuming hours in
interviews.,

Thls peaper does not attempt to go into the
causes of teacher turnover, and the following reference is
presented for the figures pertalning to the per-centage of
teachers changing positions. -

- In 1937-38 in 87 Nebraska 6 year, 4 year and
senlor public high schools, 57,5% of teachers changed
positions for salary reasons. Of those who withdrew
for salary reasons 72.9% resigned after re-election
to accept bettér paying positionse.

Weng describes the situation in his surmary as

follows;

The practise concerning the items of informa-
tion secured in employing teachers by the various
school officlals throughout the country is very in=-
definite and lacking in uniformity. From the siupl=-
est methods of relylng upon evidence of graduation
from normal schools to the most complicated process
of evaluating a stack of documents including appli-
cation blanks, reference blanks, scholastic records,
statements from former superintendents, teachers!
agencles, and possibly other papers, as.well as
going through personal conferences and demonstration

l. Scott, Cecll W. & Reed, Calvin He Salary
as a Cause of Teaching Turnover in Nebraska Public
High Schools. School and Society 49:30-2 Jan. 7, 1939




teachings, there 1s an almost unmeasurable and indesc-
ribable range of variation among the various school
officials. Not only dothey vary from one another in
the methods of securing information on their prospec-
tive teachers and iIn the items of information they try
to secure, but also they do not always follow the same
procedure among themgelves for all applicants coming
to their attention. 1

Concerning candidates of which there are thou-

sands Woellner says,

In many instances the candidate's only virtue
is his place of birth, the fact that he has been to
college (no matter which college), or the fact that
he has a certain church affiliation. The reduction
of standards to the levels implied by such practises
is distasteful to most school administrators. 2

No less an authority than Cubberly says:

The superintendent of schools should nominate
all teachers, principals, supervisors and assistant
superintendents in writing to the board of education
for election or for promotion. 3

Cubberly further points out how this responsi=-
bility has shifted to administrative officials.
In the early days of our educational systems
and with but few trained teachers avallable, super-

vision in its beginning and demands made on the
schools were comparatively simple, the selection of

l. Wang, Chas. K, A. A study of the basic
information willized in employlng teachers in the United
States. Education 48: 355-74 Feb. 1928,

2. Woellner, R. C, Improvement of a personnel

through efficient recrultment. Elementary School Journal.
50:175-85, November 19354,

3« Cubberly, Elwood Pe Public School Adminis-
tration, Houghton=-Mifflin., 1922 pp 207=10 Chap. X




teachérs by boards of educa{ion answered the needs of
the situation falirly well,

As has been stated all evidence points conclus-
lvely to the fact that the superintendent of schools is
the official responsible for the final selection of the

teaching personnel.

Along with growth and development of clty school
systems there has arisen an increasing need for organ-
i1zed personnel research. It is no longer possible for
the superintendent to meet personally the hundreds of
candidates seeking employment in his schools. In fact
he can scarcely become acquainted directly with those
already employed. Yet the superintendent is definite-
ly responsible for the intelligent selection and place-
ment of the teaching staff. No other function of his
office 1s more important. Fine bulldings and adequate
equipment are desirable, but schools are no better
than the teachers employed. 2

The impression is not to be gained that the
superintendent has no hand or voice in the important and
often delicgte matter of personnel selection. The com-
mlttees examine, cull, select, follow up references, pre-
pare and certlfy lists of eliglble candidates, and often
makes recommendations to the superintendent. From these
lists the final selections are made.

Committees are formed of principals and super-

visors who are familiar with teaching technique and
who know and can judge teacher qualifications. Some

committees examine primary applicants, others take
the intermedlate, and still others have charge of the

1. Ibid.

2+ Hughes, W. He How to select the best teachers.
Nations Schools, 13:36=9, January 1934,




B
Junior and senior high school subjects. A number of
committees functioning at one time 1s necessary.

While he is responsible 1t is not to be assumed
that in any modern system he has the time to sit at his
desk hour after hour interviewlng teaching applicants. If
such 1s the case, hls system must run of its own inertia or
those in supervisory capacities subordinate to the superin-
-tendent will be the ones making the decisions of policy
which should come from an executive's office,

The dutles of a superintendent of today in a
large system employing several hundred teachers are so
multifarious, so seml political in nature, so tied up in
public relations that responsibility is delegated where
ever possible. Pressure groups, individuals, well meaning
groups of friends are always at work to further the inter-
ests of certaln candidates for election or for the advance-
ment of those already in service. To avold embarrassment,
to give him time for the real dutlies of his office the
modern school executive has referred all pérsonnel work to
a director, or to a committee working under the directlion
of a head who devotes part time to this phase of work, or

who organizes committees as needed to carry one.

f l., Mlles, L. E. Keeping up with the applicants.
American School Board Journal, 84:58. May, 1932.
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The personnel committee may operate under various
names in different systems but functions toward the same
end where ever usede

Educational periodicals, school administrators,
others in the profession, school boards and laymen are now
recognizing that certaln changes in our educational philo=-
sophy are long past due. Changing and chaotic economic
conditions over a long period of years, confusing political
sltuations, social disorganization, the struggle between
the totallitarlan states and democracies, have all combined
to bring about a more comprehensive educational philosophy.

We need a new formulation of American ideals to

which all may subscribe, and a new sense of responsi-
bility among all groups in the local community in the
training of youth, a new willingness to subordinate
selflsh interests to the development of the larger
citizenship. 1

The burden of carrying on this new and comprehen=
sive educational philosophy will be assumed by the public
school teachers of America, hence the importance attached
to thelr selection after the colleges and universities
have done their part in the proper traininge.

Beautiful buildings, monuments in stone, con=-

crete and brick to thelr bullders, elaborate equipment armd

palatial administrative offices do not meke an efficient

1. Rainey, Homer P., and others. How Fare
%%%gican Youth? pe 174 D. Appleton=Century Co. New York
8e
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school syétem capable of tralining youth for a larger
cltizenship. These are but the outward expression or
symbols of an organization. The indivlidual teacher, the
actual person making the daily and intimete contacts with
the boys and girls is the axls of the school system.

3. Method of Procedure. The problem of Public

School Personnel selection is one that for some time has
claimed the interest and attention of the writer. From
first hand experience the impression has been gained that
there are many vagaries at work in the selection of per-
sonnel. This experience has included the positions of
high school principal, city superintendent, the taking of
a battery of written examinations and the attendant orals
in a large city system and later serving on éeveral exa-
mining boards in the same system.

A questionnaire covering the main points at 1ssue
was prepared and sent to all city superintendents of -the
93 cities in United States with a population of 100,000
or over‘according to the 1930 census. There were 78 returns
on this questionnaire or 83.8%. |

Comments from many of the city superintendents
made 1t seem advisable to mail out a supplementary ques-
tionnaire to secure addl tional data on some points sbout
which there might be some misinterpretation by different

individuals. This supplementary questionnaire was sent
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only to those superintendents réSponding to the original.
The return on the second request was most gratifying, all
responding but one, making the precentage reply 98,.,7%

Data received on both questionnaires has been
complled and treated as one. The high percentage return
in the first case was no doubt due to the courtesy exten=-
ded to the writer by Superintendent Chas. A. Rice who per-
mitted the request for information to go out over his sig-
nature. The same courtesy was extended by his successor
Superintendent Ralph E. Dugdale. Accompenying each ques-
tionnaire was a letter of traﬁsmittal fully explaining
the nature of the study and the method by which 1t was
being conduéted.

Opinions and statements of those in the field
of education, taken from books and periodicals have been
quoted where they pertain to the subject under discuss-
ion.

Conclusions have been drawn by the writer,
based on the trend of procedure as indicated by the sur-
vey, by the comments of those contributing to the avail-
able literature on the subject, and from actual cases and

facts under hils observation and brought to his attention.,
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CHAPTER II.

- COLLECTION AND INTERPRETATION OF DATA

1. Extent of the examination system, and length

of time in use. A comparison of figures available and

filgures complled from the survey as carried on by the
writer reveals nothing that would indicate an increasing
use of the written examination for applicants.l The

following table shows the comparison.

: Cities over: Number : Per Cent : Written exam
Survey : 100,000 : Replylng : Replying : Number Per Cent
1031=32; 03 s 85 : 91.4 3 24 : 28.2
1937=38: 93 : 78 : 83.8 H 25 : 32.0

The 1937 figures reveal that oral examinations
are being given in 26 cities or 33.3% of those reporting.
One city has abandoned the examination plan as unsatis-
factory, while another reports the consideration of the
examination systeme. The plan is used in one clty for
negro applicants only, and still in another city for
principals only. Elementary applicants only are admitted
by examination 1in one clty and another reports that they
use examinations "in part only".

The examination system is nothing new and in-

vestigation reveals 1ts use in at least one city for 50

ls Vol X No. 1 Research Bulletin of N.E.A,
Jan 1952, Administrative Practises Affecting Class Room

Teachers. Part l: The Selection and Appointment of
‘Teaaﬁers, page 4, Table g page 24,
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years or more, another reports its use for 60 years for
high school principals and 15 years for elementary prin-
cipals. Compiled returns indicate the average age of the
examination system to be about 20 years. One city reported
that they had discontinued examinations in their state by
state law in 1935.

2. Orgenizations responsible for administering

examinations. The investigation further reveals that the

Superintendent's Office adminlisters the examinations in
most Instances followed in order by the Board of Examiners,
Division of Personnel, Department of Research,School Board
and lastly Supervisors,

3+ Growth of Personnel . Organizations. For some

time there has been a growing trend to organize departments
of persomnel 1ln-many of our large school systems.
Englehardt says:

More recently departments of personnel have been
organized in many of the large cities. All the pro-
lems which have to do with selection, retention, salar-
les, promotion, and training are referred to this de-
partment, 1

Departing from the established personnel organi-

zatlon working as a part of the superintendent's office we

find that the end result 1s the same as revealed by Miles.

l. Englehardt, Fred, Public School Organization
and Administration. Ginn & Co. 1931: p 180=-




Committees are formed of principals and super=-
vistors who are familiar with teaching technique and
who know and can judge teacher qualifications. Some
comml ttees examine primary applicants, others take
the intermediate, and still others have charge of the
junior and senior high school subjects. A number of
committees functioning at one time 1s necessary.

Hughes outlines the dutles of personnel. corm=-
ittee.

The specific funetions of the personnel commi-
ttee have been as follows: (1) to interview prospec=-
tive candidates for appointment to position; (2) to
appralse and evaluate the applications, examinations
and credentials of prospective candidates; (3) to
prepare for the guldance of the superintendent ele=-
gible lists of candldates who are fully qualified from
every standpoint to meet the highest requirements for
appointment; (4) to examine and evaluate for purposes
of classification the records of all the teachers in
the local system.

Over a period of five years the personnel prac-
tises described in this study have been found satis-
factory in the selection and promotion of teachsrs.
The cumulative records provided for in the plan facil=-
ltate a continuous follow=-up that would otherwise be
Impossible. One evidence of the efficiency of these
personnel practises is revealed in the fact that no
teacher selected within this five year perilod has
proved herself poor enough to justify a request for
resignation. Some teachers however who were employed
before inauguration of these practises have resigned
upon request. But the personnel procedures of any
school system, however progressive they may be, need
constantly to be studied and improved. Personnel re-

16

search within a school system is of first importance, ©

l, Miles, L. Es Keeping up with the applicants
American Sghool Board Journal, 84:58. May 1902,

2. Hughes, W. He How to select the best
teachers. Nations Schools, 13:36-9, January 1954.
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4. Purpose of Exsmination. "What is the under=-

lying purpose of the examinations?" The answers to this
question are varied and interestiﬁg and in some instances
superintendents haﬁe apparently been‘very frank in making
thelr statements. Their comments are stated as follows:

To determine the fitness of candidates to teach
80 as to insure that meritv rather than other iniluences
shall govern in the appointment of teachers.

To determine character, scholarship, general
fitness. To set up eligible lists for assignment.

Open competitive'examinations to qualified
applicants for placing names on appropriate list of
eligibles.

To rank applicants on the basis of merit and
in accordance with their relative excellency for the
purpose of electlon to teaching and administrative
positions.

To lessen the superintendent's personal res-
ponsibllity and consequent exposure to pressure.

To differentlate among applicants for posi-
tions in accordance with their examination marks and
to establish eligible lists so that appointments may
be made without regard to pressure from any source.

a- To get best qualified perscons.
b= Eliminate politics.
c= Save time.

The written examination 1s to eliminate hund-
reds of persons we are unable to interview who are
not strong teachers.

To select the best candidates who have met
eligibllity requirements of the board of examiners,
moral character, citizenship.

To serve as an added checkup on ability and
scholarship. An eligibility l1list is thereby estab-
lished.
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Ability in subject or fleld. Evidence of teach-
ing ability.

To provide information not easily secured from
transcripts, references etc. To provide applicants in
order of desirability.

To enable the administration to compare the qual-
ity of the applicants.

To determine objectively the qual ifications of
teachers in relative and comparable terms as a basis for
the nomination by superintendent of schools to school
committee. :

To eliminate the unfit and locate the best if
possible.

Largely to eliminate personal interests.
Selectlon of good teachers.
To eliminate unsatisfactory candidates.

The written examination proves little as you know,
It 1s somewhat of an elimination contest.

To make teacher selection impartial and impersonal.
To determine rank.

Determine upon aptitudes, capacity and alertness.
To obtain best teachers.

Secure best qualified teachers and eliminate
pressure appointments.

To obtain first hand impression of candidates.
To observe candidates reaction to various types of
questions. To obtain brief sampling of candidate's
functional educational philosophye.

Provide a list of candidates.

The following is quoted from an article by a New
York school teacher in School Life concerning the examina-

tion system in that city:
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Prior to 1898 teachers used to secure positions
through ward politicians, religious or social connec=
tions and other ways. Since that time there has been
civil service. The civil service system according to
school officials has (1) elevated the standards of
scholarship and professional attainment required for
entering the teaching profession; (2) incited teachers
to an amount of professional study to improve their
efficiency; (3) eliminated improper extraneous influ-
ence from the listing of teachers in this city; (4)
its initiation in New York has been followed by other
cities,

5« Arguments concerning the examination system.

less an authority than John C. Almack has the following
say concerning the written type of examinationse.

Often the superintendent supplements the infor=-
mation he gathers from the teacher and her references
by special examination.

Lists of questions may be prepared by profession-
al people, unconnected with the school system, and
papers may be read and graded by impaertial outside in-
dividuals. The resulting marks are then arranged in
order and appointments made from those highest on the
list. Sometimes the results of the examinations count
1/3 or 1/2 and ratings from the references, applica=
tion and personal judgment of appointing authority
make up the remainder.

Two serious objections may be had to the first

 type of examination. When the examination marks are

combined with ratings, another weakness may be admitt-
ede In the first place, the examinations are pro=-
bably not valid tests of teaching ability. The

teacher who makes a good grade in arithmetic may not

be successful in teaching arithmetic and she may be a
failure in discipline. Second, the examinations are
not wholly reliable. Usually a wide varilation will be
found in the grades assigned the same paper by diff=-
erent persons and the same person marking the same

teachers. School Life 16:32-4 October 1930.

l. Abelow, S. P. How New York City selects its
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paper at dlfferent times will also assign different
values. In brief, all of the defects which exist in
the typlcal school examination also exist in the
teacher's examination.

Furthermore assuming that the examinations were
a perfectly accurate measuring device, the introduc-
tion of the personal factor as in the use of referen-
ces would make it possible to manipulate the total
grade in any wgy one pleased, and thus secure the app-
ointment of the person most in favor of the appointing
authorities, 1

The Director of Administrative Investigation
and Research at Pasadena California has the following to
say concerning the written e xamination:

A qualifylng examination is glven which is
"calculated to test the candidate's mental alert-
ness, general and professional information, and
abllity to express ideas convincingly on selected
problems related to school work. In addition to
this a technical examination in the candidate's
speclal field may be required.” .

The examination taken by all candidates is
objective in nature, excepting for the introductory
part requiring something in essay form. The first
sectlon of the examination is entitled Educatlonal
Problems and 1s introduced by the following direc-
tlons: Three current problems in education are
stated below. Select one of them and discuss it
constructively. Do not try to recall what someone
else has sald on the subject. We are interested
primerily in your own ideas. Organize these ideas
logically and express them clearly. Consider the
problem from the standpoint of one in the type gf
position for which you are making application.

l. Almack, J, C., and Lang, A, R. Problems
of the teaching profession, Houghton MiffliIn Co.
1925, p 40-42-46

2+ Hughes, W, He How to select the best
teachers. Nations Schools, 13:36-9, January 1934,
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The written examination is designed to discover
the intelligence of the teacher and his ability to com=-
prehend and present educational problems and situations
as well as his attitude toward them.

The purpose of the exam is to determine the rel=-
ative merits of the applicants and to rank them in .
thelr order of merit as shown (1) by the written exam-
ination; (2) by the applicants references; (3) by the
oral examination, and %4) by all other information
gained from any source.

In Los Angeles "The written examination is des-
igned to discover the intelligence of the teacher and
his ability to comprehend and present educationasl pro-
blems ind situations as well as his eabtitude toward
them,

The National Education Association makes the
following statement concerning the unse of the written exam-
Ination in large school systems:

The written examination as a device for the
selection of teachers 1s apparently little used by
city school systems. The relative unreliability of
such measures for predicting success in teaching,
limits theilr practical value at present. This,
however is no reason why school systems should dis=-
card written examinations entirely. Further experi=-
mentation in this promising field is greatly needed
and perhaps it can be carried on nowhere else as
well as in the school systems, themselves under the
direction of competent speclalists. Put until meth-
ods of testing are developed much further than at
present, considerable caution should be exercised in
the interpretation and application of test results. 2

l. Lewis, E. E. Personnel Problems of the
Teaching Staff. Century Co. 1925, pp 135-8, 293.Chap. VII

2. Vol X No. 1 Research Bulletin of N.E.A. Jan,
1932, Administrative Practises Affecting Class Room
Teachers, Part 1: The Selection and Appointment of

Teachers.
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In an earlier bulletin the N. E. A. states that
in our early history teachers were examined by the minis-
ter or some representative of the dominant local church.rt
The principal consideration was that the teacher should be
acceptable in his church affiliations. Little else matter-
ed., Later this job fell to school board committees using
such methods as thelr experience and prejudices dictated.
This bulletin further states that, "Rapid progress is now
being made in the development of sclentific examination
procedures. We may look forward to the time when examin-
ing instruments of high validity and reliability will be
available to aid those charged with personnel administra=-
tion." Whatever progress has been made in the develop=-
ment of examination procedures has received little recog-
nitlion in the way of adoption as indicated by figures
presented earlier,

All will agree with the following statement from

the same source:

A poorly devised and poorly adminlstered written
examination system may be far worse than none at all.
Unless a school system is able to do the job well, it
would probably do better to have no written examination
for selecting and promoting teachers.

That the examlnation system provides a means of

l. Research Bulletin of N. E. A. Practises
Affecting Teacher Personnel. Sept. 1928, Vol. VI,
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sldestepping local pressure is stated by Rudeiger who
says:

The examination method undoubtedly makes it
easler to steer clear of certain political influen=-
ces, but 1t ls also undoubtedly a method that ser-
iously interferes with t he bullding up of a strong
teaching corps. No high school principal, for
example, can bulld up a strong unified faculty with
teachers that are_sent to him automatically by an
examining board, 1 :

The written professional examination in the
third place holds forth great promise both as a time
saver and as an indicator of probably teaching
success the most objective record we may have, and
it has already partly demonstrated its usefulness.
To refine and standardize i1t, we must give many more
experimental tests and study our results in their
relation to subsequent teaching success of those
examined.

Rudeiger in concluding gives an example of a
high school principal who, "actually had the pick of the
best teachers in hils region and he built up a superb
high school faculty. Had there been an examination to
pass, not one out of 20 of the caliber he could select
would have taken it. The teachers that he selected al-
ready had thelr basic credentials forthey were already

teaching."

l. Rudeiger, W. Co. New Duties, New Occasions
teach. School and Soclety, 24:334-5; Sept s 1926,

2. Tiegs, E. W. How shall we select our
teachers? American School Board Journal 70;:; 37 June 1925,
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From experience the writer is of the opinion
that the examination system éan be carried too far, and
that questions asked on examinations are irrelevant hav-
ing no practical connection with education or educational
problems, and theilr only connection with education is a
demonstration of the fact that the compiler of the ques-
tions can read the encyclopaedia and ask a lot of ques-
tions from his readings, questions that ordinarily do not
even come within the classification of general information.
By no stretch of the imagination can some of the questions
or even their correct answers have any connection with the
candidate's abllity to teach, his powers of observation,
his ability to think, or his scope of general knowledge.

Such artificial barriers and hurdles to the
teaching profession cause many promising young individuals
to sidestep in disgust the whole procedure and turn to
other occupations and professions. Those iIn the teaching
profession should make it easy for newcomers to join them
who are willing to devote a life time to the service of
youth. At the same time boards of education should fix
salary schedules so that these high type young people
who are properly trained and qualified will stay with
the profession intead of being lost-to other fields after
a few years because of inadegquate salaries.

An anonymous article in a recent number of
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Harpers Magazine states that the requirements for teachers
of high school chemistry would automatically debar most
of the Nobel prize winners .1 In the same article John
Erskine is quoted as saying that Toscanini would not be
allowed to teach music because of the requirements.

Do examinations give additional information not
obtained from under graduate record with subsequent career
data ? If so, what? Two affirmative answers and one nega-
tive answer with no comment were received relative to this
question, others are listed as follows:

Mental acuity, thinking power, fund of informa-
tion pertinent to position. Personality, physical
condition.

1- Special or practical training or experience.
2= Native ability.
3= Personal fitness.
The examination gives information about the
candidate in relation to the particular demands and
needs of the =--- schools, including personal appear-
ance, physical condition, breadth of interest, phil=-
osophy of education, ability to teach in accordance
vl th methods and practises of the === schools.
Inasmuch as the exams are objective and very
comprehensive, they do give us a genersl idea as to
the breadth of knowledge of the applicant.

Yes, accuracy and thoroughness of scholarship,
objective tests used.

Written examinations deal with current problems
and by them we hope to determine whether or not a
teacher 1s up to date in her reading and theory of

le I didn't have a Teacher's License. Anon.
Harpers 176; 201-7 Feb. 1038,
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modern education and on world events.

Personal fitness for position, knowledge of sub-
ject matter.

Yes, they show whether or not the candidate can

think, or what he would do in a given situation for
which we require his services.

Knowledge of educational theory and practise,
soclal consciousness etc.

Personality, alertness, knowledge of educational
method and procedure, care of person, ability to use
good English.

Yes, most emphatically. Records from schools
and colleges are nelther objective nor comparable.

Yes, since the examinations include training and
service records.

Supplements other records and gives objective
data at time candidate 1s being considered.

Is a step iIn the right direction.

Is best to see a person react before a board of
examiners. Something can be gained regarding poise,
persanality, physical condition etc.

They serve in securing a comparable basis for
judging candidates from institutions of varying curri-
cula.

Serves purposes stated.

Yes, knowledge of subject matter.

Oral examinations give insight into applicants
reactions, scholarship, thought process.

Grasp of subject matter, method of teaching,
extent of knowledge.

6o Scope of Examination. Candidates for teaching

positions in the citles where examinations are in vogue will

find themselves faced with examinations including everything
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from thelr elementary school preparation up to and includ-
ing higher education. It 1s interesting to note that in
only two instances 1s there an adoption of standardized
tests. One city reported using the Carnegie mental ability
test, and another reported using the Coxe-Orleans Prognosis
of Teaching Ability test. Reporting on examimations, anoth-
er city includes, "All subjects in curriculum, primary and
intermediate, both content and method. Junior High includes
general professional subjects. Theory of Junior High con-
tent in two chosen subjects unless absolved because of pre-
vious training and method in two chosen subjects." Follow-
ing is the list of subjects and the number of cities giv=
ing examinations in them. History of Education 7, General
Psychology 7, Educational Psychology 9, Abnormal Psychology
3, Adolescent Psychology 3, Psychology of Adjustment 4,
English 9, General Information 15, Teaching Problems 11,
Special Field 18, Community Problems and Relations 6, Child
Study 1, Personality 1, Modern Soclal Events 1, Effect of
alcohol and reactions on human system 1, American History 1,
Arithmetic 1, General Culture and Professional Information
1, Sclence and Art of Teaching 1, Principles of Secondary
Education 1, General Education l. Another reports that the
examinations are comprehensive enough to cover method and
subject matter, and especially presents situations and asks

for solutlions.
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7. Observation of Cgndidates. Superintendents

in 41 cities report that they observe candidates for
teaching positions, in an actual teaching sltuation, and
22 replies indicate that there is no observation whatever
of the teaching ability of candidates. The 1932 survey
shows 44.7% of the cities practising the plan of observing
applicants classroom work as compared with 52.5% from
flgures on the present survey. 1 This however may mean
little as there were 85 replies from the 93 cities in the
100,000 or over class in 1932 as compared with 78 replies
in the present survey. The degree and method of observa-
tion varies greatly according to the returns tabulated,
and some answers indicate that it 1s not the universal
practise in thelr system and is not taken too seriously.
Two report observing candidates sometimes, one seldom,

six when possible, one when convenient and two for some
positions. On the other hand many replies imply that obser-
vation of candidates is a standardized procedure. One
superintendent reports that candidates must teach two days
in a city practise center, seven say that they are obser-
ved as substitutes. Another says that all candidates are
observed in their own teaching situation if within a

l. Vol X Noe. 1 Research Bulletin of N. E. A.
Jan. 1932, Administrative Practises Affecting Class Room
Teachers., Part I: The Selection and Appolntment of
Teachers.
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a radius of 50 miles, if from a greater distance must give
a demonstration in =--- schools. An interesting comment
from one source is to the effect that observation 1s not
significant unless it is a natural ﬁart of constructive
supervision. Many aim to decentralize supervision so it
will become a fﬁnction of the building principal. Twelve

replies state that the teacher is observed in her own teach-

ing situation, another that they must come to ==-- and give
a demonstration.

That observation of candidates! positions 1is
ap proved procedure is verified by the National Survey of

Secondary Education.

Probably one of the best single devices for
judging an applicant is to observe his work in a
situation with which he is familiar. Numerous sup-
erintendents follow the policy of narrowing the
choice for new teachers to a limited few and then
either visiting them personally in their class-
rooms or send staff members to observe thelr work.
Sometimes the candidate must come to the city and
teach a prepared lesson. Sometimes 1f the candi-
date 1s inexperienced and in a teacher training
position institution visits are made to interview
her supervisor and to observe her in pracitse
teaching.

The advantages of such plans are apparent.
They allow the superintendent to observe what an
applicant 1s able to do in a teaching position.
However, several cautions should be kept in mind
concerning use of these plans., A great deal of the
superintendents time and considerable expenditure
of money are required in comparison with other
methods of teacher selection. It should be asserted,
however, that the expenditure of a reasonable amount
of money in locating and securing competent teachers
is a highly desirable investment for any school
board to make. Good teachers require less detailed
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supervision, do better classroom work, and if the salary
schedule is adqquate to pay them sufficlently for their
services, their tenure will be longer than would be

the case with inferior teachers,

Hanna says: Leave it to the superintendent or
principal and give him the opportunity of going to
visit a candidate or candidates and actually see the
teacher at work., The money thus exgended is an invest=-
ment that is sure to bring results.

The N. E, A. supports the observation of teach-
ing candidates by stating that, "Probably the best way to
observe the teaching ability of an applicant is to observe
him teach. 3

Stelner reports that:

Over a period of nine years, of those teachers in
his school system who were selected by correspondence
alone, 75 percent were not recommended for reappointment.
Of those chosen by means of an interview, 24 percent
were not reelected; while of the teachers selected after
observation of thelr teaching, none failed to be reapp=-
ointed on account of unsatisfactory teaching or diseci-
pline. 4 :

Speaking very frankly about this subject Reeder

l. Deffenbaugh, We. S. and Zeigel, W. He. Selection

and appointment of teachers, National Survey of Second=-
ary Egucation, Monograph 12, U. S, office of Education,

Bulletin 17, 1932.

2. Hanna, J. Ce My method of selecting teachers.
Education §7: 177-83, November 1936,

3. Vol X. Noe. 1 Research Bulletin of N.E.A. Jan.
1932, Administrative Practises Affecting Class Room
Teachers., Part I: The Selection and Appointment of
Teachers.

4, Steiner, M. A, The Technique of Interviewing
Teachers. American School Board Journal 76:65-6 June 1928,
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has the following to say:

In the last analysis, the evidence of qualifi-

catlons to teach is demonstrating ability to teach;
not all promising candidates survive this acid test.
Even the intellectually scintillating member of that
time=honored society Phi Beta Kappa, may turn out to
be a "flop" as a teacher,

Where candidates are required to give a demon-
stration of thelr teaching ability according to the rules
of the local school boards where applying, there is a
great variation in the personnel of those acting as obser-
vers or critics.

Those charged with the responsibility of acting
as observers of the applicant at work, either in her own
position or a training or provisional situation are:

Board of Examiners

Regular classroom teachers

Board of Examliners and Assistant Superinﬁen-
dents

Director of practise teaching
Assocliate Superintendent in charge of personnel

Principals, Supervisors and Deputy Superinten-
dents.

Assistant Superintendent, Supervisors and
Principals

Department heads and Special Supervisors

1. Reeder, Ward G. The Fundamentals of Public
School Administratione. MacMiIIIan Chap 1V pp 50-84 1934.
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Assistant Superintendents

Superintendent and Department Directors
Superintendent's Staff

Superintendent, Supervisors and Principals
Supervisors

Assistant Superintendent, Executive Assis-
tant, Superintendent Supervisors

Student Teachers
Principals
Principals, Supervisors and Department Heads

Superintendent, Agsistant Superintendent, Two
High School Principals

One elementary and one vice principal
Merit Committee

Principal Supervisors, Department Heads, some=
% times Superintendent

Principals and Supervisors

Director of Personnel and Principals

Supervisors and Diredtors of Departments

If a teacher is to be hired to teach, why not go

to some time and trouble to see her actually do the
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thing for which she is hired? How much more sensible to
spend time and money to observe her teach than to have to
go through the humiliation and expense of a trial to dis-
miss her after she becomes frozen in her position through
tenure. Even with a probationary period before tenure be-
comes a reality, many principals and administrators will
not prefer charges or file adverse reports on an ineffic-
lent probationary teacher. Strong local connections have
been made by the teacher, and in meny cases she can bring
about influence to retain her in her position. Prinéipals
have eiperienced this, and will generally try to get her
transferred to some other building, thus passing the misery
on to some one else. To face the issue has been an un=-
pleasant reminder of political and community influence in
past years. Patrons will do a lot of talking about tea-
chers, but 1t seldom progresses beyond the talk stage and
into action over a signature, or into testimony at a hear-
ing.

Observation of qualified teachers within a rea-
sonable distance of their place of prospective employment
could be made a reality if school boards would switch a
part of the money budgeted for travel expenses of adminis-
trative officlals, supervisors and board members, to the
numerous conventlons held at frequent intervals throughout

the United States. Thls money should be transferred to a
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fund for observation of teachers in their own positions.
As the teachers!' salary 1s the heaviest item in any school
budget, why not budget some expense money to make certaln
that this expenditure of this large sum will secure the
most adequate personnel available?

8. Tenure, Retirement, and Physical Examinsa-

tionse.

Table showing the extent of tenure, retire-
ment assoclations, and required physical'examinations for
newly elected teachers 1iIn 77 of the 93 clties of 100,000

population or over in 1937-38,.

Noe. of Per
cities cent
Tenure 56 7267
Retirement
Assoclations 67 87 .0
Compulsory
Membership in
Association 58 75¢3
Physical exam=-
ination for
newly elected
teachers' 87 74,0

The Ne. Eo A, surveylrevealed that in cities of

100,000 population or over, a physical examinatlion was

l. Vol X. No. 1 Research Bulletin of N.,E.A.
Jen. 1932, Administrative Practises Affectlng Class Room
Teachers., rart l: The Selection and Appointment of
Teachers.
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required of newly elected teachers in 42 cases-or 49.4%

of those reporting. Desplite the fact that the 1937-38
survey had slightly fewer returns, there is a marked in-
crease Iln the number of cltles requiring the physical exam=-
ination. At present writing 57 cities have adopted the
physical examination for new entrants into the system or
74.0 percent. This increase over the 1930-31 N, E, A. sur=
vey 1s no doubt due to stricter requirements brought about
by tenure and retirement associations. It 1is evident that
retirement associations with disability clauses for retire-
ment are not admitting all comers into theilr ranks, espec-
ielly when membership is compulsory in 75.3% of the assoc-
iations.

Comments were few concerning the physical or
health examination. One was to the effect that it was for
tuberculosis only, another that 1t was a rigid examination
given by our school physician. The opposite viewpoint was
revealed by another reply which commented on the question
in the affirmative by stating, "but not well done."

Oertel says, "It i1s becoming a real art to be
able to select good teachers., The operation of tenure
laws 1s making 1t more essential than ever that this art,

this technique, be prized and nurtured." 1

l. Oertel, E. E. How shall teachers and superin-
tendents be selected. American School Board Journal.
82:47=8, Feb. 1951




Hughes referring to Pasadena says:

An Importent qualification for appointment is
physical fitness. In every case a physiclan's state-
ment concerning the candidate's physical fitness 1is
required. This is usually presented with the writt-
en application. The Superintendent reserves the
right to require, in addition to this an e xamination
by the school physician or by some other physieclan
designated by the Board of Education.

School administrators and school boards are not
to be blamed for the stand they have taken in regard to the
physical examination required for teachers coming into the
system, especially when the following statement comes from
thé Department of Classroom Teachers of the NeE.A.

Fifteen to twenty percent of the Nation's teach-

ers lack the kind of vigorous health necessary for
regular and effective classroom worke.

The term health 1s often interpreted as meaning
physical health. If teachers could meet the broad mean-
ing of health as given hereby Wood, the life of a super=-
intendent or principal would indeed seem to be Utoplan.

The term 'health' 1s very often too narrowly
concelved. PFPhysical health 1s only one element that
enters into the attalnment of a healthy personality.
It 1s only the foundation or starting point, toward
the larger health goal. A healthy personality im=-
plies the reallization of the highest mental, emotion=-
al, spiritual and social possibilities of the individ-
ual, just as surely as it implies the attainment of

l, Hughes, W Hs How b0 Select the Best Tea=-
chers. Nations Schools, 13:36=9, January 1934.

2. National Ejqucation Association, Department
of Classroom Teachers. Fit to Teach. Ninth Yearbook,
Washington D. Cs The Association 1938 . 276 ps
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physical strength and vigor. It is good health in the
broader sense that teachers ought as fully as possible
to acquire,

An estimate can be made of the dollars and cents
loss because of illness of teachers, but no estimate can
be made of the loss of instructional time and the lost
motion caused by substitutes vallantly attempting to
carry on where the other teacher left off. Actual learn-
ing difficulties and handicaps are imposed on boys and
girls because of too many teaching personalities during
a school year, caused by illness of regular teachers.

Wood has made the following statement concerning
absences:

Yet during each school year some 280,000 teach-
ers are absent from thelr classrooms one or more days
because of 1llness losing altogether about 2,000,000

dayse 2

O« Part of Board Members in Personnel Selection.

Do board members personally interview candidates?
Investigation reveals that authoritles are unanimous in '
their opinion that the interviewing of candidates is not a
board functlion, yet the survey reveals that in at least
four instances this is still carriéd on by boards. Two
replies indicate that it is optional, two report that it

is seldom done, another says that 1t 1s sometimes done but

1. Wood, Te De Health = The Teachers "Pearl of
Great Price". School and Soclety 47:685=-37 May 14, 1038,

2, Ibid.
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not officlally, while two replies say that it is done at
times. Replies in 57 instances say that board members do
not interview candidates. Two superintendents show their
personal reactions to this question and their apparent
dislike of any thought of board action in the selection of
teachers by setting their answer "NO" down in capital
letters, underscored several times with a series of exclam-
ation marks following.

In only one case does the teachers committee of
the board even interview candidates.

The U. S. Office of Education says, "As the size
of the city decreases, the role played by school board

members in the interviewing of teachers increases." >

Who should do the selecting? There is but one
answer to this question, namely =--- the best qualified
person. === A layman doesn't know teaching and usua-
1ly will not exercise unbiased judgment in selecting
teachers. He 1s often moved by trivial, personal,
political, social, charitable, religlous or other in-
fluences. One of the chlef reasons for the low effic-
iency of American public schools is due to the fact
that in the past, laymen, ignorant of what constitutes
teaching skill have selected most of the teachers, 2

Under no circumstances should the administra=-
tivecofficers of the board of education be obliged to
recommnend candidates on any other basis than personal

l. Deffenbaugh, W.S. and Zeigel, W.H. Selection
and appointment of teachers. National Survey of Secondary
Education, NMonograph 12, U.S.0ffice of Education, Bulletin
17, 1932,

2. Lewls, E.E. Personnel Problems of the Teach=-
ing Staff. Century Co. 1925 pp 135-8 , 205. Chape VIil.
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fitness for the work of teaching. Appointments made
on the basis of 'wire pulling' are exceedingly hamm-
ful to the school children of a community. Candidat-
es who are elected to position through such subter-
fuge are not particularly concerned about the type

of service rendered after their election has taken
place. The school system must necessarily be compie-
tely divorced from social or political influence.

It 1s only in some of the back country distri-
cts and the few remaining "politically" governed city
school systemsé that boards of education still select
the teachers.

Experience has taught that, wherever board
members attempt to determine upon the qualifications
of those who serve in the professional ranks, embarr-
assment 1s certain to follow, 9

The tendency of teachers to invoke the aid of
politically influential friends is no great depart-
ure from the time honored procedure. Since that day
which is reached by no man's memory teachers pleas
for appointments have rested in part upon the supp-
ort of characters given them by relatives, their
former teachers, former employers and friends. It is
consequently but a slight shift that needs be made
to include among one's backers a political sponsor.%

It 1s an accepted principle of good school
administration that no appointment should be made by
the board unless the candidate 1s recommended by the
superintendent.

1. Maurer, H, R. Factors in the selection of
teachers. American School Board Journal, 89:30. NOV.1934

2. Reeder, Ward G. The fundamentals of public
school administration.Macmill¥an Chap. 1V pp 55-32 1034.
3¢ Edltorial American School Board Journal.

The Final Voice in Teacher Selection. 93:42, December
1936

4, Shouse, J.Be Teaching appointment and

olitical patronage. American School Board Journsal s
55:55-3 Feb 1936«
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In general, the best school systems are those
where the board realizes that the schools exist solely
for the benefit of the children and not for the pur-
pose of providing jobs for friends or relatives o{
the board members or other influential citizens.

As a rule, teachers who attempt to use all
sorts of political influence to secure an appointment,
should be rejected for that reason alone. Ordinarily
these Influences continue to interfere 1f the appoint=-
ment 1s made -- a better position 1s desired, or per=-
haps a better salary insisted upon. If perchance it
seems desirable to dismiss the teacher, all sorts of
embarrassment usually come to the superintendent and
board of education.

If the community learns that political proced-
ure is a handlicap to the candidate, much trouble will
be avolded. On the other hand, if political appoint-
ments are made, and the 1lmpression gets abroad that
illigitimate factors influence the appointment of a
teacher, ghere 1s no end of trouble which 1is thereby
started.

Evidence so far presented has pointed to the
fact that personnel committees have been organized to re=-
lieve the superintendent of the necessity of being an
office man to interview candidates.

For the superintendent personally to interview
each and every applicant, seems to be an o0ld established
custom dear to the heart of administrators who no doubt
could profitably spend some of that time in getting acqu=

alnted with some of the hundreds of forgotten corps mem-

l. Simmonds, E. S« Some comments on hiring and
firing teachers. American School Board Journal, 94:74,
March 1937,

2+ Carney, E. B. Principles governing the employ-
ment of teachers., American §choo§ Board Journal 76;50

Teb 1928.
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bers and learning of their in-service training needs.

Through administrative guidance every person in
the teaching corps should be able to grow and render
progressively a higher grade of service.

Investigation revealed that out of 68 replies
to the inquiry concerning superintendents interviewing
candidates 41.1% still adhere to the practise, while
20.5% do not. As previously stated, this is being dele-
gated to committees under the direction of a personnel
officer or that it 1s the function of an assistant superin-
tendent. The superintendent interviews only those up for
final selection, who have been interviewed by those in
charge of the personnel work, acting collectively or as
units according to the dictates of the head office.

Political domination and board interference
with the selectlion of personnel, and applicants exerting
pressure through board members for appointment has caused
the authorities in the field to be rather outspoken in
their comments on such procedure.

The members of the board of education should
refer all applicants to the superintendent of schools,
and refuse to discuss positions with them. To this
end the board should announce that, by rule, it has
glven the power of nomination to the superintendent

and that the members do not desire applicants or their
friends to visit them on the matter.

1. Englehardt, Fred Public School Organization
and Administration. Ginn & Co. 1931 p 180=85
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In a city where a competitive examination system
1s in use, the board should refuse to see applicants or
their friends individually, and should announce that the
attempt so to visit them will be regarded and unpro-
fessional conduct and will prejudice the applicants
chances of securing a position.

Busliness, political, or soclal influence is often
a factor in the selection of teachers. In certain
clties a candidate cannot secure a position without it.
Nor are the politiclans the only members of a community
who are moved by selfish or partisan considerations. To
minimize such influence, in so far as possible some
superintendents have appolnted board of examiners, com=-
posed of administrative and supervisory officers, who are
charged with the responsibility of recommending candi-
dates to the superintendent.

In general, the best school systems are those
where the board realizes that the schools exist solely
for the beneflt of the children and not for the purpose
of providing jobs for friends or relatives of the board
members or other influential citizens.

10.Part of Supervisors and Principals in Per=-

sonnel selection. General supervisors of special school

deparﬁments take part in the interview of candidates in
55.% of the cities reporting. In 16.4% of the clties re-
porting, supervisors take no part in the interview. Scatt-
ering replies indicate that supervisors often take part in
the interview, are ét times Invited by the examining board,

may assist in the interview, are called in in special cases

1. Cubberly, Elwood P, Public School Administra-
tion, Houghton=-Mifflin. 1922, pp 207-10 Chap. XIV

2. Granrud, J. E. Selection of Teachers. School
Executives Magazine, 53:35-7 October 1934.

3¢« Simmonds, E. S. Some comments on hiring and
firing teachers. American School Board Journal, 94:74.
March 1937.
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and as a rule are generally asked.

It is difficult to understand just why some ad-
ministrators should express themselves so vigorously in
reference to the question concerning the ﬁrincipal being '
given the opportunity to interview candidates before elec-
tion to a position in his school. Of the 70 replies to
this question, 37.1% definitely stated that the principal
does not have the opportunity to interview candlidates be=-
fore election to a position in his building, and 27.1l%
replied in the affirmative. The 1932 survey reported that
principals were consulted or had a part in the interview
in 12.3% of the cases before teachers were assigned to his
buildinge. 1 one reply stated that the intervliew was grant-
ed, "only rarely and on special request of the superinten-
deht in charge." Again two replies indicated that in "rare
cases" was the principal called in for interview. The high
school principal 1s specifically designated in four cases
as being a participant in regard to interviewing those
assigned to his bulldinge. In another case the high school
principal was always called in and the elementary principal

"if possible”.

l. Deffenbaugh, W.S. and Zeigel, W.H. Selection
and appointment of teachers. National Survey of Secondary
Fducation, Monograph 12, U.Se office of Educatlon,
Bulletin 17, 1932.
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One clty reported that the principal was not a
particlpant in the interview, but could object if not
satisfied with the teachers assigned to his building. To
what degree the objection was upheld was not revealed.

Deffenbaugh and Zeigel have the following to say
in regard to the interview: ™The data show that prin-
cipals of junior high schools and senior high schools
or 4 year high schools are much more likely to inter-
view teachers than are principals of elementary schools.
In all cases the superintendent of schools is the per=-
son who most frequently interviews teachers. In the
larger citles he often shares this duty with the assis-
tant superintendent of schools and special subject
supervisors."

Englehardt does not commlit himself elther for
or against the plan of the principals to have a voice in
the selectlion of teachers but says

Various plans have been devised to make it poss-
ible for the principal of the schools to participate
in the selection of the teachers who are to be recomm-
ended for appointment. Most plans now in operation do
not appear entirely satisfactory in this regard. <

DeLong says, "All applicants were interviewed
by two superintendents, the high school principal and
an elementary school principal. " 9

l. Deffenbaugh, W,F., and Zeigel, W.H. How teachers
are selected. School Life, 16:112-113 Feb. 1931.

2« Englehardt, Fred FPubllc School Orgamlzation
and Administration. Ginn & Co. 1931; p 180=85

3. Delong, V. R. Planned Teacher Selection.
American School Board Journal, 90:31-2 March 1935,
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Lewlis takes a viewpoint that seems demoératic
and would be welcomed by all principals when he says,

The superintendent and his co=-workers should
select the new teachers. The person who has to work
wilth the teacher should always be consulted before
the selection 1s made. No principal or supervisor
should be deprived of the right of passing judgment
on new teachers that they must direct,

The following statement by Maurer is in the
opinion of the writer one that if carried out would make
easier the duties of supervisors and principals and bring
about harmony, mental relief and teaching efficiency:

All selections should be made by professional
experts in consultation with supervisors, principals,
end those who will be directly responsible for the
supervision of the person employed.

Oertel holds to much the same opinion as the two

authors last quoted and says:

Aside from knowing personalities, the superin-
tendent should check on abilities and skills. Here too
he 18 not always the best evaluator. He should call

frearently upon his principals, supervisors and heads
of departments for assistance in rating newcomers.

Reeder sums up the situation by the following
statement:

In the selection and placement of teachers the

l. Lewls, E. E. Personnel Problems of the Teach=-
ing Staff. Century Co. 1925, pp 135-8, 293 Chap. VII.

2+ Maurer, H. R. Factors in the selection of
teachers., Americen School Board Journal, 89:80. NOV,1934.,

3¢ Oertel, E. E. How shall teachers and super-
intendents be selected. American School Board Journal.
82:47-8. Feb. 1931,
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superintendent of schools should work cooperatively
with his principals, his supervisors and other immed-
iate superiors of the teachers. In fact, in an 1ideal
situation the nomination of teachers should be made
by their immedlate superiors, that 1s, by the heads
of departments,principals, and supervisors to the
superintendent of schools. We are not saying that
these nominations should always be accepted, but we
are offering that the nominations should thus be se-
cured. We have long thought it incongruous that in
meny of even the larger and better administered high
schools the principal has little to say concerning
who the members of his teaching staff shall be. Here
is another place where democracy in school adminis=
tration would probably improve practise.

America 1s a democratic country where the people
govern themselves, with freedom from lmperialism above.
Thus far in this study only one instance has been discover=-
ed wherein teachers themselves have a volice in teacher sel-
ection, namely as qualified observers of candldates in
actual teaching positions.

Practically every school building in the country
with a dozen or more teachers on the staff has at least
one outstanding individual. This person has a depth of
understanding coming only from long years of experilence
and sympathetic association with young people. Are ad-
ministfators blind to the fact that here 1s a person cap=-
able of rendering invaluable assistance to their offlice and

the school organization in the matter of personnel organi-

1. Reeder, Ward G. The fundamentals of public
school administretion. MacmilIIan Chape. 1V pp 55-84 1004.
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zation?

Superintendents, principals, supervisors and
others occupylng key positions do not have a monopoly on
ideas and insight to character. Why not use some of
these teachers who have spent a life time in the teaching
profession, as committee members to administer examinations
both written and oral if such are given? If no examina-
tions are given, the opinions of some of‘these teachrs con-
cerning candidates should at least be of as great value as
some of the shallow statements from references furnished
by the appllcant, especially after opportunity has been
given for adequate interview and formulation of opinion.

If the democratic 1deals and teachings of our
schools are to be put into practise, here indeed 1s a
good starting place, namely the democratic selection of
teaching personnel by inviting members of the teaching
corps to play a part in the selection of thelr co-workers.
It 1s assumed that those who might be so trusted and honor-
ed by higher authority and given a voice in the selection
of personnel, are above allowing soclal congeniality, pol=-
1tics, building or otherwise to interfere with decisions in
thls advisory capacity. If such 1s the case, this plea for
democratic selection of teachers by allowing teachers them-
selves to have a voice, 1s lost.

1ll. The Interview. The interview plays such an
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important part in personnel selection, yet in only 11 cases

reported does the Interview get a set plan of procedure.

In 43 cases the interview follows no definite procedure,

and 1s just an interview. Investigation reveals the follow-

ing methods in vogue in clitlies at the present time:

Candidate gets one half hour to study an excerpt
and then discuss implications with education. We also
have candidate read selected dlagnostic reading select-
lons to judge further on oral English.

Each applicant appears before two separate comm-
lttees. Committee one, evaluates training and exper-
ience on basis of application, filed transcript of coll=-
ege record, check sheets filed from former employees,
and supplementary evidence submitted by the applicant
at time of interview.

All candidates are called before examining board
for an oral interview., Consists of superintendent and
his deputies. Each candidate gets 10 minutes inter-
view,

Four to six menmbers of board of examiners inter-
view jolntly with specialists.

Before an application blank 1s sent to the appli-
cant the interview record must be completed. The
letter of inquiry and attached form are then sent to
selected references. At this point we much prefer the
accunulated records of a state department of education
or of the bureau of recommendation of the college or
university from which the applicant has graduated or
in which he 1s doing graduate work, If these records
are avallable, they usually contain the estimates or
ratings of the principal and superintendent under whom
the applicant has been working. At this juncture we
are not interested in the estimates of school board
members or of unprofessional acauaintances and friends.
Frequently the applicant goes on the basis of these
records to the principal of a school who has a vacancy;
and if all reactions are favorable, we may then send
the application blank to the candidate. I am inter-
ested particularly in the type of success in and
evident results from professional growth, which may
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include advanced college work, professional reading,
travel with an educational purpose, membership and
participation in professional groups, authorship;
second, in personal adaptation of the candidate as
represented by evidence of friction with pupils or
parents, teachers of principal; third, the attitude
of the candidate towards essentlal overloads in the
school dey; and fourth, the apparent physical health
and emotional stability of the candidate. Of course,
such matters of age, basic preparation, and length of
experience are all indicated on the interview record
or the application blank,

We use a personality interview blank and com=-
pare reports of interviewers.

Questioning on subject matter and experience.
Reading ability.

Committee of supervisors, principals and other
administrative officers interview applicant following
written exams. On this basis are recommended for
final interview with superintendent and decision on
employment,

Five persons conduct separate interviews.
Written portion is intelligence test followed by
essay on some educational topic. Glves applicant a
chance to show if he has any ideas and if he can ex-
press them using good English,

Informal interview, if application and refer-
ences are not on hand. Interview required after
formal application. Application is basis for inter-
view and personal qualifications.

Get candidate to talk about interests, contacts
with children, experience in teaching, alms, ambltions
etc. Rated on value to faculty, influence on childrene.

Five individuals interview each candidate indiv-
idually at scheduled times.

Have specific things we want to get from an
interview, and are very much of the opinion that it
must be informal and friendly to put the applicant at
ease if we are to get the information we want.

Consider scholastic and professional attainments
and personality traits.



Principal, supervisors of special subjects must
recommend teachers to the superintendent who in turn
recommends to teachers committee of board.

Bach department director plans own interview.

Three boards of three principals each. General
and educatlional questions asked with the idea of draw-
ing out the character and personality of each candidate.

Oral reading and discussion of a given selection
for appraisal. Description of previous experiences,
speclal equipment and attitudes. Recommendations and
records.

Character, references and connections. Ability
In activities, scholarship training, personality,
English, manners.

- Informal.

Application must be completed before interview is
scheduled. Only one interview granted per year.,

Almack says:

The interview is often a test of the teachers
adaptibility --- The occasion is important, because it
probably means the last step in the employment of a
teacher ---_the most important duty a superintendent
performs.

Corey in commenting on the interview has the follow=-
ing to say:

The general validity and reliability of the inter-
view has recelived some attention but not enough when one
conslders its widespread use as a technique of teacher
selection. 2

1. Almack, J. C. and Lang, A. R. Problems of the
teaching profession. Houghton Mifflin Co. 1§§5, p 40-42-26

- 2e Corey, Stephen M. The Present State of Ignor-
ance about factors effecting teaching success. Educational
Administration and Supervision. 18:481-00 October, 1932,
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Corey says;

Most of us have a great deal of falth in the
interview. As a result of years of practice, we be=-
lieve that there 1s no way to become acquainted with
an individual quite so satisfactorily as by visiting
with him for a time. We pride ourselves on recogni-
zing quickly certaln so-called symptoms, or signs of
character; much as a firm handsliake, which are about
all in the way of new information that the interview.
furnishes before we make our final selection.

Hull says that such bellefs persist, despite
much experimental evidence to the contrary.

The prevalence of thils practice of making the
interview the acid test of the applicants fitness for
the job_has sufficed to direct considerable attention
to it '

Continuing from Corey;

If it is impossible, and such seems to be the
case to judge accurately of an individuals aptitude
for teaching by means of elither an interview or the
traditional reference, what can the public school man
do? '

His answer to his own question 1s a plan whereby
ocne wWould interview the person giving the recommenda-
tion or sending in a reference blank to secure informa=-
tion on which to baze an estimate of true worth and
teaching aptitude.

l. Corey, S. M. Interview in teacher selection.
Journal Educational Research, s =51, Mar Se

2. Hull, C. L. Aptitude Testing, Yonkers-on=
Hudson, New York: World Book Co. 8e

Se Bilngham, W B. and Moore, B. V. How to
Interview, Harper & Co. New York.

4, Ibid.
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According to Granrud:

The interview should reveal in so far as poss-
ible the candidates attitudes toward its subject, as
well as methods of teachinge. Should disclose his
attltude toward educational problems. Should help ac=
quaint the superintendent with what the teacher 1is
doing over and above the ordinary accepted require-
ments of . his position in additional study, in extra
currlcular activities, in guiding pupils, or in revis-
ing courses of study. Should enable a superintendent
to determine whether the applicant 1s an unusual or
an exceptional person, and if so, how. Should aild in
revealing the applicant's ability to consider factors
involved in a problem and reach a workable conclusion.
Finally 1t should help the superintendent to judge
those traits of character which determine behavior,
such as sincerity, dlrectness, dependability, sense of
responsibility, determination, enthusiasm and loyalty.
For in the last analyslis, though personal magnetism
in a teacher 1s to be desired and though intelligence
and professional training are essential, these are the
qualities which underlie the abillity to succeed in the
teaching profession.

Holy says that:

Perhaps the most important reason for having so
much confidence in the Interview is that most of us
pride ourselves on our ability to size up an individ-
ual by observation and conversation. He comments on
the fact that it 1s impossible to make reliable judg-
ments of a candldate during interview because differ-
ent boards and officials react so diversely to the
same quallty. One judge might be bliased toward a cer=-
tain mannerism of the applicant which might be due to
his previous experience, while another might respond
favorably toward this trait. He sums up his argument
by saying, "There are so many outside circumstances
entering into the interview that traits of initiative,
industry, planning and organization abllity cannot be
estimated with very much degree of reliabilitye. 2

l, Granrud, J. E. Selection of Teachers. School
Executives Magazine, 53:35-7 October 1944,

2. Holy, R. A. Employing teachrs by interview.
School executive's magazine. 51:21-2 Sept 1931.
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The technique used by Hughes 1s to have at least
three members of the personnel committee interview the
candidate separately, the purpose of which 1s to enable
the members of the committee to check on the personal
qualifications of the candidate. Each interviewer uses
a rating scale of seven points. 1

Stelner suggests four general rules for success-
ful interviewing.

(1) Keep control of the situation by carefully
Judging the quality of salesmanship used by
the candidate as distinguished from his
quality as a teacher,

(2) The interview must be entirely free from
personal embarrassment on the part of the
applicant. === Make every applicant so sure
of a falr hearing that he can satisfactor-
ily present his best qualitiles.

(3) The person interviewing applicants should
be able to visualize or to list the qual=-
ities which a successful teacher must have
in the position which he 1s desiring to
<t I 1

(4) The interviewer should use a list or an
outline of qualities on which he desires to
be informed, and a score card of some kind
for recording the results of the interview .2

Still another viewpoint on the interview is voiced
by Stevens and Hamrin who state that:

Desplte the unreliabllity of the interview, how=-
ever, 1t will continue to play an important role in
teacher selection. Hiring officers want to see pros-
pective teachers even though such interviews may be of

l. Hughes, W. He How to Select the Best Teachers.
Nations Schools, 13:36-9, January 1944

2. National Education Association. Administra
tive Practises Affecting Classroom Teachers: Fart I:
The Selection and Appointment of Teachers. National
Education Assoclation Research Bulletin 10:1=33 Jan.1932
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slight predictive value as to teaching success.l

The authors continue on the subject of the inter-
view and describe a successful method of interviewing where-
by the applicant fills out a blank preceding the interview.
The replies of the applicant to this anselysis blank are used
as a basis of discussion and questionling during the inter-
view propere. The interviewer jJots down his reactions to
the applicants replies on this blank during the course of
the interview. A record is thus had both of the applican's
written answers to a group of questions and also of the
interviewer's reactions to the verbal responses of the app-
licante.

There 1s no mistake in the fact that interviewers
place a great deal of confidence in their ability to eval-
uate a candidates personality, ability to succeed in a
given teaching situation and other points on which pros=-
pective teaching personnel may be judged. Interviewers
will hold to this theory despite the fact that all opinlons
may be rendered in the light of past assoclatlons elther
pleasant or unpleasant that are parallel to those regarding
the candidate at hande. Also several on a board of inter-
viewers may each arrive at a different decision because of

past associations and experiences. There 1s definlte need

l. Stevens, S. N. and Hamrin, S. A. Interviewlng
the Prospective Teacher. American School Boar ourna
82:59=60.,




29

for additional research in this field, and until such
time as a valld and reliable method is at hand we shall
no doubt justify our practices by our prejudices.

That: there 1s danger in this is mentioned by
Teigs who says:

The personal interview furnishes something
which written credentials cannot supply. And impor-
tant as 1t 1s, it is open to serious objections be-
cause of the very trust we place in it.

The danger of the personal interview 1s that
it may be too personal. Some applicants may get five
or six minutes, others may consume half an hour.

*The interview may all too easily get into fields not
related to the position under consideration., 1

Candidates for teaching position in all but
four citles may expect to have their interview someplace
in the building occupied by the administrative officials
of the school, including the offices or meeting place of
the school board. The four exceptions state that inter-
views may be held in a school building, any place conven-
lent or no set place at all in two instances.

Is the Interview a personality test? Thirty
replies say that 1t 1s not and nine say that it is, while
others rate it as follows:

Blenk has questions dealing with personality.

Call it oral interview,

Personal fitness test.

No, but has a bearing on personality.
Partly

l. Tiegs, E. We How Shall We Select Our Teachers?
American School Board Journal 70:37 June 1925.
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An estimate.

Teaching personality.

Could be, but don't call it that.
No, but that 1s what it 1is.

To some extent.

Although those granting an interview and not
calling the interview a personallity test may be granted
their point, it is safe to assume that judgments are for-
med either for or against the candidate on the basls of
the interview. It is difficult to conceive an interview
being granted solely for the purpose of determining the
cgndidates educational qualifications and experience with=
out any impression being made or formed concerning person;
ality.

What 1s personality? Edith M. Leonard says:

Although no one has satisfactorily defined
personality, i1t 1s possible to measure certain char-
acteristics by thelr results., It 1s dependent among
other things upon physical conditions, intelligence
level, and moral standards. It consists of those
characteristics which make the individual pleasing
or unpleasing, effective or ineffective in his socilal
relations. In continuing on this subject the author
breaks personality up as follows:

(1) general appearance and address

(2) speech

(3) versatility

imagination

reliabllity and integrit

health (Physical control

emotional control

elements of leadership including:
(a) originality, vision and initiative
(b) judgment
(c) sympathy and tact;

e e T T L
OI0 WU
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(d) definitness and largeness of

purpose
(e) persistence, *

Bennett states the importance of personality as
follows, assuming that no superintendent would ever place
any deslirable trait wanted in a teacher over character;

Character was placed above every other qualifi-
cation that teacher may have by the large majority of
531 superintendents of schools in Kansas, Missouri and
Oklahoma who responded to a request by Kansas State
Teachers College to place comparative ratings on four
points; character, personality, tralning and exper-
lence. Character scored 36.07% in the average results
of the questionary, pergonality 24.75%, training 26.22%
and experience 12.96%. 2

Butsch in reporting onfour studies causing teacher
fallure says, "Personality and laziness.™ 3
Culp in quoting from the speaker at a school=-

masters banquet says:

Hire teachers with experience, personality and
leadership ability. The largest single element in a
successful teacher is her personality. If she has
personality, the other desirable traits are likely to
be present, but scholarship, experience, and training
cannot take the place of personalitye. --- I never
hire degree --- I hire real teachers with personality
and common sense. If they happen to have degrees so
much the better. 4

l.Leonard, Egith M. The Personality of the
Teacher, American School Board Journal 08:42, Nove1936.

2+ Bennett, Ernest, American School Board
Journal 76;65.

S« Butsch, Russell, L.C. Review of Educational
Research. 1:99 Chap. VII, April 1931,

4, Culp, V. He Supt. Standard gives secret of
successe American School Board Journal, 82:58.
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Some school systems have "raised their stan-
dards" by insisting on higher degrees, and those wlth
degrees over and above a B, A. or a B. S. are given pre-
ference., Relative to higher degrees, Granbery says:

--=the kind of training called for has little
relation to the duties of the teacher, whether in
college or high school, or of the school superinten-
dent and principal.

Possession of an M« As of Phe De may be in
one's favor, but_there are other qualifications
more important.

Clement states the following factors,:

---prevent teachers from securing posltions,
in order named: surplus, cholce of location, marr-
iage (women), limited certificate, poor subject
combination, age, unsatisfactory personality (un-
friendly. ,immature, unresponsive, uncooperative,
exotic, poor voice, poor English, lack of initla-
tive, unpleasant appearance).-=-- i

Maurer asks the question, "Is the teacher's
personality such as will command the respect of
pupils, parents and working associates?™ He con=-
tinues with the statement, "It is needless to point
out that the personality of a teacher definitely
conditions the pupll's attitudes toward a subject." 3

Clinton's study reveals that:

1., Granbery, J. Ce The Ph, D. Superstition.
Ne E. A. Journal 26:305 December 1937.

2+ Clement, Evelyn. A Survey of the Oversupply
of Teachers as Reflected in the Placement Agencles of
the Cal ifornia Teacher=Training Institutions=--November
1, 1930, Sacramento, cCal ifornla; State Department of
Education, 1930 8 pe

3+ Maurer, H.R. Factors in the Selection of
Teachers. American School Board Journal 89:00 NoV.1954




The most desirable tralts of teachers in the
oplnlons of students of various ages were; mastery of
subject matter, personality, appearance, fairness,
kindness and sympathy. 1

Qualifications that indicate personality are
sought avidly by executives. For example, appearance,
character, originality, responsibility, reliability,
gulick or slow worker, original thinker, resourceful=-
ness, attitude of fellow students or teachers, apprec-
iative, ability to hold high school pupils to work, to
fit into community life == all of these that fit are
interesting to the superintendent and to his board of
education, and even more so if presented by incildents
and with a little detall, 2

A declided lack of uniformity or method of eval-
uating or interpreting the written examination plus the
oral examination or interview was found on investigations

Written examination 7 points out of 10
Oral examination 3 points out of 10

Written examination 30% ) If no performe
Personal character 30% ) ance test is
Training and experience 40% ) given.

Written examination 20% )
Personality test 30% ) If performance
Personal characteristics30% ) test is given.
Training and experience 20% )

Maximum
score
1l Written examination 400
2 Applicants ability 200
3 Extra credit 150
4 Certification 100

Total of 1, 2, 3, 4 above

l, Clinton, R. J. Qualities College Students
Desire in College Instructors. School and Society 32:702

2+ Anderson, C. Re Teachers' Recommendations
That Are Honest == or Otherwise. American School Board
Journal, 00:19, May 1985,
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S Oral Interview 200
Total of 1,2,3,4,5 above

70 points written examination
30 points oral examination

In three cases the value placed on the oral
and written examingtions was equal or 50=50.
One reports vaguely that, "Considerable weight

is given to scholastic record in college and graduate

school."

Tiegs has the following to say concerning schol=
arshlp and teaching efficiency:

No evldence to show that the teacher with the
highest marks will always do the best teaching; but
certainly the teacher who 1is deficient or indiffer-
ent 1n scholarship will not make the best teacher. 1

Continuing with the findings of the investiga-
tion another city reports:

Decision is based on interview, the written
application and recommendations from superintendents
and principals the applicant has worked for.

A 1000 point rating scale used in one city.
General Culture 100
General intelligence 100
Professional informationlOO

Major subjects 100
Minor subjects 100
Experience 100
Training 100

Teaching Personality 300

l. Tiegs, E. W. Guess Work and Teacher Selec=-
tion. American School Board Journal. 854:27-8 March 1932.
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Written test 60%

Experience 20%
Personality and
fitness 20%

College and teaching record substituted for
examinations. Interview very important when combined wlth
reports from others outside the system relative to person-
ality and character of appllcant.

(a) 600 points for written

(b) 300 points for oral

(e) 100 points for training and experience

The total score of a candidate is the sum of (a)
the points earned in the written examination, plus (b)
the points granted in the oral examination plus (c) the
points granted for training and experience. (a) The
number of points earned in the written, examination 1s
computed by multiplying the percentage earned in the
written examination by 600, the maximum allowed for a
perfect score. For example a candldate who makes
100% will receive 600 points; a candidate who makes
50% will receive 300 points. (b) The number of points
granted in the oral examination i1s the average number
of points granted by each of the members of the board,
300 points being the maximum. (c) The number of
points earned under training and experience 1is deter-
mined by length of teaching experience under contract
and extent of training as explained above.

25 points for Professional and general knowledge

25 points for specific knowledge of subject matter

25 points for academic and professional prepara=-
tion

15 points for experience

15 points for references

15 points for intelligence

Two schools report decision 1s based 100% on the
interview,

One school system reports that a state license 1s
accepted in lieu of written examination.
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300 points for general background

300 polnts for subject content field
250 points for personality

150 points for training and experience

80% written
20% oral

Written 60%
Oral 40%

Written test 50%
Interview 30%
Oral 20%
Almost wholly on interview and certification.,

Interview and evaluation of training and exper-
lence,

Examinations 500
Training 150
Experience 150

Teaching personality 200

The Pasadena Circular of Information gives the
Composite Rating as paragraph 8.

The final rating of the candidate will be deter-

mined by a combination of four factors: (a) written
application; (b) qualifying examination; (¢) personal
Interview and (d) reference reports. Preferences will
be given those who stand among the best twenty=five
percent of candldates as determined by composite
ratings.
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12, Personnel Committee Rating Blanks or forms

used with reference to the interview, and method of pro-

cedures The Personnel Board of the Pasadena City Schools
i1s using a rating blank that gives definite instructions
to the members of the board. The blank is reproduced as
follows: :
PERSONALITY RATING OF CANDIDATE
Pasadena City Schools

Name of Candidate Date

Gulde to Reter

In making this estimate the rater will try to
consider those qualities of personality which are more or
less constantly in evidence and which are essential for
happy association with fellow workers and students.

A circle placed around one of the numbers below
shows the locatlon of the candidate on a ten-point scale.
For a filner rating a plus sign may be placed before the
circle or a minus sign after the circle.

Definition of this Rating.

1l or 2 means Excellent, as good as the best 10%;
S or 4,Good, as good as the next 20%; 5 or 6, Falr, only
as good as the middle 40%;‘1 or 8, Poor, as poor as the
ne%t 20%; and 9 or 10, Very Poor, as poor as the poorest
10%.

Some Suggested Qualitles of Personality

The rater may find it helpful to consider the
following qualities as defined, and if time permits, to
rate the candidate on each item,

1. Grooming-as evinced by neatness, cleanliness and appro=-

priateness of dresse.
1 2 S 4 S 6 7 8 9 10

2. Voice as evinced by enunciation, modulation, pleasant=-

ness of tone.
1 2 S 4 5 6 7 8 9 10
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S+ Sex-character as evinced by masculinity in man and
femininity in woman.
1 2 ) 4 5 6 T 8 9 10

4. Refinement as evinced by good breeding, courtesy,

poise and culture,
? 3 2 3 4 5 6 7 8 9 10

S5e Forcefulness of Personality as evinced by energy,

enthuslasm, decisiveness.,
1 2 3 4 5 6 v 4 8 9 10

6. Versatility of Mind as evinced by sense of humor,

adaptabllity in conversation.
1 2 3 4 5 6 7 8 9 10

7+ Any other outstanding qualities of personality which
may affect the candidate's value to the system el ther

favorably or unfavorably,
L 2 S 4 5 6 7 8 9 10

SUMMARY RATING OF PERSONALITY
1 2 3 4 5 6 k 8 9 10

REMARKS:

PERSON RATING:
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The procedure of another city is as follows: The
examining board is appointed by the superintendent to re=-
present him in meeting applicants and in examining their
credentials. The examining board should not be confused
with The Board of Education. The examining board generally
consists of five persons: the assistant to the superinten=-
dent, chairman; the assistant superintendent in charge of
high school education and the Opportunity School; the
assistant superintendent in charge of elementary school
education; and two principalse.

The examining board holds interviews with appli-
cants on specified dates, in accordance with a schedule
furnished each applicant at the time he secures his applica-
tion blank. The applicant interviews each member of the
examining board separately. In this manner each member of
- the examining board forms his estimate of the applicant's
personal qualifications 1independently of the estimate made
by other members. After these interviews are held, the
examining board meets as a body and examines the applicant's
credentialse. These credentials consiét of the facts re=
vealed by the application form, the replies made by refer-
ences, and the data obtalned from any other form of in-
quiry that may have been made. A type of inquiry now
being used experimentally consists of two brief formal

examinations, the first of which is a group generasl informa-
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tion test, and the second an English composition test in
which the applicant discusses one or more professional
topies which should be familiar to all teachers. The re-
sults of these tests are used only as a supplement to the
other credentials of the applicant.

The committee plan is followed in another western
city as revealed by the circular on, "Information to Appli-
cants."

Each applicant appears before two separate comm-
lttees. Committee 1 evaluates training and experlence as
basis of contents of application form fliled, transcript of
college record, check sheets filled out by former employers
and supplementary evideneé submitted by the applicant at
the time of interview. Committee 2 makes a rating of per-
sonal characteristics. The committees are not required to
ask predetermined questions.

A mid-western clty reports that committees are com-
posed of principals and supervisors, and that thelr duties
are to judge candidates on;:

Office interview record.

Notes on interview.

Personality and appearance,

Scholarship and Culture.

Professional Attitude.

Forcefulness.

Probable success in or general rating.
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Another mid-western city reports that the commi-
ttee conslsts of filve people namely the superintendent, two
assistant superintendents, one elementary principal and
one high school principal. This city gives no written ex-
aminations and states that the purpose of the interview
is, "To get an evaluation of personality, speech, voice,
physical defects, philosophy of education, training etc.

An eastern clty has gset up administrative mach-
inery for the establishment of three grades of substitutes.
The first list is known as "A Preferred List of Substitute
Teachers", the second, "An Eligible List of Substitute
Teachers", and the last, "An Emergency List of Substitute
Teachers™, A letter of transmittal accompanying the cir=-
cular and signed by the superintendent to whom the ques-
tionnaire was addressed stated, "I expect to use this same
board in the selection of regular teachers. The policies
which they will follow in the selection of regular teachers
wlll be practically the same as the policles which they
have followed in the selection of substitute teachers."

The information circular has the following to say concern=-
ing the establishment of these lists.

In order to secure the assistance of a competent
body of administrative officers in the selection of
substitute teachers for these lists, a Board of Examin=-
ers has been appointed by the Superintendent. Member-
ship on this Board is a great responsibility. This
board of examiners is made up of four principals on the

secondary school level and four principals on the ele-
mentary school level.
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The members of this Board will meet as a body for
the discussion and formulation of general policies.

In compiling information concerning individual
candidates and for the purpose of interviewing appli-
cants this Board of Examiners will be divided in two
Divisions, the secondary school principals on the
Board meeting together as a Secondary School Division
to determine the qualifications of applicants for
secondary school positions, and the elementary school
princlipals meeting together as an elementary school
division to determine the qualifications of applicants
for elementary school.

In the ¢onduct of the work of either Division each
principal in turn will serve as the presiding officer
for successive meetings. There will be no regular chair-
man of either Division when the Superintendent of Schools
1s not present.

The discussions and findings of the Board and of
its Divisions are to be strictly confidentlal., Under no
conditions whatsoever is any member of the Board of Ex-
aminers to discuss or reveal the deliberatlions or dec-
isions of the Board to anyone except to the Superinten-
dent of Schools. Absolutely no exceptions are to be
made to this rule. Any inquiry from asny person concern-
ing the status of a candidate is in each and ever
Instance to be referred directly to the SgperInEe%ﬁent

of Schools.

Under no conditions whatsoever are applicants to
be interviewed by indlividual members of this Board. An
applicant is not to be interviewed except by a Division
of the Board meeting in a regularly called sesslione. No
exceptions may be made to this rule.

The Board of Examlners and both Divisions of the
Board may obtain the opinions of other principals and
of supervisors concerning the qualifications of a can-
didate. In every case, however, the declsion of the
Board will be its own responsibilitye.

Opinions of various individuals who know the
candidates will be obtained. The worth of these must
be carefully evaluated. Many people are willing to re-
commend anyone, others are prejudiced, and still others
have little judgment. As & general proposition 1f the
ordinary recommendation does not indicate somethlng
negative which requires investigation it should be more
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or less taken for granted. There may be applicants who
wlll attempt to substitute for merit business, soclal

or political influence in order to secure a position;
these are to be disqualified automatically. There is

one type of recommendation, however, which is extremely
valuable. It is the recommendation of someone in the
profession whose judgment 1s good, who has had direct
supervision over the candidate as an administrator,
supervisor, or Instructor, and who evaluates the qualifi-
catlons of the candidate for a specific position.

When an observation of the work of a candidate for
a secondary school position is deemed necessary or des-
irable he or she shall be observed by both Mr. and
Mr. or else by both Mr. and Mr. . When
an observation of the work of a candidate for an elemen-
tary school position 1s deemed necessary or desirable he
or she shall be observed by both Miss and Miss
or else by both Miss and Miss o« The indepen=-
dent ratings of the members making tThe observations
shall be submitted to the proper Division of the Board
of Examiners.

Substitute teachers are to be selected in accord-
ance with the rules and regulations of the School Comm=-
ittee. They are to be selected on the basis of their
ability to teach children and without regard to race,
creed, color, or political affilliation.

Substitute teachers on the Preferred List will
not be given preference in the appointment of teachers
for regular positionse.

Applicants for secondary schools may present a
ma jor and a minor subject as fields of study in which
they are capable of substituting for regular teachers.
They will not be considered for appointment outside of
these two flelds.

No immediate relative (parent, son, daughter,
husband, wife, brother, sister, uncle, aunt, npphew,
niece, cousin ) of any member of the Board of Examiners
may be recommended for a position.

Any statistical work in the compilation of rat-
ings or other data will be done by Miss and Mr.

Within the next two months every teacher on the
present substitute list will be called in alphabetical
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order by Miss » Secretary of the Board of Examin-
ers, and given an opportunity to present his or her
qualifications to theBoard.

A southwestern city issues a circular to appli=-
cants entitled, ™Personnel Policies"., The three opening
paragraphs are quoted here:

The persomnel committee of the Board of Education
is conscious of the fact that every plan, method, acti-
vity, or motive --- in fact, the sum=-total of every
effort at public education must point to, find express-
lon, and be accomplished in and out of the classroom
with the indlvidual pupil Consequently the teacher and
the teaching must be of the highest order. It is the
purpose of the personnel committee to see that this
situation is realized as nearly as possible.

The function of this committee extends to the
entire personnel of every department, including the
education staff, malntenance, clerical, cafeteria,
book store, print shop, etc.

The committee consists of four members, and its
actlons must have the approval of the Board of Educa-
tion as a whole before they are in effect. By virtue
of the fact that its members serve without pay, its
responsibility is confined to policies some of which
we desire to set out as clearly as possible.

The paragraph pertaining to Personal Qﬁalifica-
tions contains what the writer would call timely informa-
tlon and places a definite value on personality. It is the
most complete set of specifications found in the entire study
and is here quoted in full.

While training and experience are fundamental
and necessary, there are other factors without which
these are valueless, ahd may be detrimental. There
should be that indefinable attribute called person-
allty which is the reflection of such traits of
character as Ilnterest, integrity, sympathy, energy,
love of profession, honor, kindness, unselfishness,
high moral character and exemplary living, uncom-
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primising with any trends or fads that tend to destroy
the best of the heritage of our nation; desire to up-
hold the fundamental 1deals of free democracy in America;
a careful sense of obligation in personal finance; and
more importent and wilithout which these cannot be, a
living falth in eternal verities and a deep consciousness
of right and wronge. We believe in religious freedom and
complete separation of church and state, but we do recog-
nize the fact that such qualifies of character as those
mentioned develop more readily in a religious atmos=-
phere. To impart these qualities by precept and example
1s a true function of teaching. The school is the re-
flection of the character of the personnel. A desire,
or need for employment, while necessary and commendable,
does not constitute a qualification for teaching. The
appointment of any person to any position shall depend
solely upon his fitness to serve the schools.
The date of fillng application, place of residence,
personal needs or interests are not to be considered
as qualifications for or claims upon appointment. The
Board of Education is interested in the employ-
ment of teachers who are boy and girl specialists, who
have attained a superior scholarship record in their
speclal subject matter field, and who are trained in
the craftsmanshlp of teaching. As a rule, the preferr=-
ed maximum age for new teachers entering the system is
thirty-five years. Applications must be accompanied by
the certificate of health and the personal health re-
cord, showing that the candidate is in good health and
physically able to perform the duties of the position
desired.

Paragraph number 3, has for its title, "Personnel
shall be selected as follows:" The text is here reproduced
in full.

Vacancies are fllled by appointment from an elig-
ible 1list of applicants who present satisfactory evi-
dence of the highest academic and professional qualifi-
cationse

Application blanks are sent to all who request
them, regardless of exlsting vacancies. The issuance
of such blanks does not necessarily signify that the
candidate 1s under consideration for appointment. All
applications shall be filed with the personnel direc-
tor who will check references and make sufficient
inquiries to determine qualifications. ;



72

The Superintendent is selected by the Board of
Education. Likewise the assistant superintendents
upon recommendation of the superintendent. Other ad-
ministrative personnel, including principals, are sel-
ected by the superintendent upon approval by the comm-
l1ttee. Teachers are selected upon recommendation of
the superintendent, each applicant having first filed
his application with the personnel director. The
conmittee asks that each recommendation be accompanied
by the approval of the assistant superintendent, and
where possible the principal in whose school the app=-
licant may be placed and the departmentdirector in
whose department the applicant will teach. Personal
interviews with an applicant are very important and
are of value both to the applicant and to the school
system. Personal interviews are, therefore, desired
with applicants who may later teach in the __ schools,
However, candidates are advised to communicate with
the Director of Personnel before going to any consid-
erable expenditure of time or money in seeking an
interview.

The same procedure shall apply to all employees
in the Business Department, including maintenance,
cafeteria, book store, print shop, etcs The committee
asks that in this case the recommendation of the Sup-
erintendent be accompanied by the approval of the
Business Manager.

Paragraph 4, refers to attempts to secure posi=-
tions by politicai pressure and says:

In view of the fact that the Board of Education
is not political in character, but functions rather as
a Board of Directors of a business institution, we
suggest that time and effort will be saved all appli-
cants if they will proceed through the regular channels
outlined, and feel no need to contact members of the
Board Committee elther personally or through friends.
OQur effort 1s to employ solely on the basis of merit.

The concluding paragraph or number 5 of the cir=-
cular says:

We recognize the fact that errors can be made in
the selectlion of personnel., Since we are not primarily
a training school, we try to select individuals whose
native ability and academic training ably fit them to
handle the assignment given to them. If it is discover-
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ed that a mistake has been made in the selection of a
member of the education staff the individual will be
advlsed and counseled in an effort to remedy the de=-

fect.

One year, or two at most, is considered suffic=-

ient time to demonstrate one's ability, and upon fail-
ure to evlidence such ablility the superintendent shall
not recommend hlm for renewal of contract, but shall
submit to the Board of Education a record of confer-
ences and copies of communications, between the Super-
intendent, assistant superintendent, principal, depart-
ment director and the teacher, in suffigclent detail to
present the case clearly to the comnmittee.

We recognize the fact that time and circumstan-
ces affect individuals, and know that among any thou-
sand individuals, there are those, perhaps even because

of conditions byond their

control, who recede and there-

fore, become subject to kind but positive treatment

just as a newcomer.

All are human and certain situa-

tions may arise which make for a "clash of personalities”
between teacher and principal, or others, and consequen=

tly tend to disrupt a building organization.

In such

cases, a transfer may be desirable, provided the teacher
has otherwise satisfactorlily handled his assignment.

Discharge of employees in the business department
will be goverened by usual high class business practi-

S8

An ldeal school situation can be approached only
when all concerned endeavor to work together in a spirit

of harmony, loyalty, and

good fellowship.

A southern school system uses a Personal Inter-

view card made up on & four point scale with sub=heads under

each of the four main points.

on each point.

l. Personal Appearance
l. Dress
2+ Physical qualities

ae Helghtw=ewm=tal le=e=-
be Bulldm=e==== stout=mm==
ce Complexion lighte===
Very ZOO0===w==

3« Physlcal defects none=-
4. Artificlial alds none=-
5. Counténance cheerful=-

Ad jectives are to be checked

———————— =neat ====- faly ----= careless ===-=

mediume=m==== thine==—==
mediume====darke=ce——-
average=-=--undesirable==w=ew-
slighte====gerioug==—weee-"

expressionless==gloomy== ===
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11. Character Tralts
l. Approach forceful----modest but timidee===- -

2. Energy-====-- highe=eeea- medium=——w- loWemm———————

Se Disposition=--=--cheerful=~-=gserious=-=-=-=gleomy==-

4. Temperment=--=quiet===cool==--=restless---nervous=-
S5« Candor and honesty=-=-sincere---reserved--decelitful-

111, Mental Qualities.

l. Response~--quick,=keen=-=medium=-=sloW===mme—eanax
2eJudgment===good====fair=ee== DO O = = e o o o e e
S+ Vocabulary==-=broad=====- average=-===limited===wne= -
4, Use of English=-==sxcellent====falpr=-=epoor====-—--
5S¢ Information===== well read===w==- =failp====pOOr===—=—==
iVv. Professional Qualities.
l. Voice====pleasinge=e=mem=efgipetcceylarecnanenna" -
2. Personality----pleasing---unaffecting=--repellant=-
Se Self=analysig===good====fglraee—=- POOY = = = e e e
4, Attitude toward others
sympathetic=-=-==-appreciative-=-=hostile~===ecaua- -
S5 Attitude toward teaching
BOrvige==e-cecrcaaw 1ifework-c======se= Jobmemccncaua

An eastern school system uses a rating blank

based on a thousand point scale as follows;

300 pointgemmwmemccnanax General background

300 pointgm=mmmen= --===A subject content field
250 pointgwememmmece~ --=-Personality

150 pointseeerenccnnan- Training and Experience

The information circular gives the following ex-
planations concerning the scales

The first six hundred points will be determined
on the basis of examinations. The first three hundred
for general background required of all candidates
will be designed to measure desirable qualifications
which should be common to all members of the teaching

rofession. They will include: (1) academic aptitude;
%2) general professional information; (3) general in-
formation relative to contemporary affairs. The next
three hundred points will be based on speclal examin=-
ations 1In the subject content of one field of interest.
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The last four hundred points cover an appraisal
of the personality of the candidate, and an evaluation
of his training and experience. The personality rating
will be determined after careful consideration of state-
ments and records which may be obtained from schools
attended by the candidate, from superintendents and
principals of schools where the candidate may have
taught, statements from those who know the candidate
Intimately in a professional way, and through a personal
interview by members of the superintendent's staff in
charge of examinations. Any candidate who may choose
to do so will be given an opportunity to have his teach-
ing personallty consldered as a part of his personality
rating through demonstration teaching. Special arrange-
ments for demonstration teaching will have to be made
with the Deputy Superintendent of Schools. Opportunity
willl be given each candidate to express his wishes in
this regard. Training and experience will include such
elements as (1) education and practise teaching; (2)
actual teaching experience; (3) any other experiences
which may be valuable as a background or fougdation for
successful teaching such as work in summer camps, comm=-
unity clubs, boy scout work, extra curricular work in
college or 1ln teaching.

All examinations with the exception of a few
special subjects are of the new type rather than the
essay type.

The scores of all examinations will be trans-
lated into percentile ratings, and these will be added
to provide a total rating. The maximum rating is
1000 points.

Candidates will be recommended in accordance
with their position on the established list within the
subject classification.

This same school system uses a blank that 1is

headed, "Personal Qualities and Characteristics", which is

given here:;

(Vame ) (Street and Number) (City)

The above named person is an applicant for sec-
ondary school teaching position or principalship in
e You have been suggested as qualified to
give discerning opinion as to his or her fitness. A
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confidential statement concerning the candidate will

be appreciated. You are requested to add any other
data on the reverse side of this report which we should
conslder with regard to the applicant.

Please indicate your estimate of the applicant
on the following items by placing a cross (x) on the
appropriate line below the gquestion.

I. How are you ( and others) affected by the appli-
cant's appearance, voice and manner(s)?

Avoided by Tolerated by Liked by Well 1iked by

others others others others
Sought by
others

IT. Does the applicant have poilse and dignity?

Is grossly Has 1ittle Is modest Does the

familiar sense of and friend- right thing

v proportion 1ly without at the right
sacrifice time in the
of dignity right way

Has & clear
sense of pro=-
portion and the fitness

of things
IITI. In what degree does the candidate comprehend
situations?
Makes stupid Fails to Understends CGrasps facts
interpreta- graps new but is in- quickly but
tions situvations different judgments not
! in an under- always sound

standing way

Penetrates situations
in a discriminating
manner and responds
fully

IV. Can other people work with the candidate?
Does he or she inspire them to fuller achieve=-
ments?
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Nost individuals Does not work well Works fairly well

are reluctant to 1n most groups with most individ-
work with him or uals
her

Works very well Other people eager
with all but a to work with the
few applicant

Ve Does the applicant show a willingness to apply
himself to a task and stay with it until it is

completed?
Starts but rarely Applies himself or Applies himself
finishes herself in a half- or herself for a
hearted manner time but glves up

when obstacles
seem difficult of
solution

Generally finishes a Cen always be
task but 1s not always depended on to
insistent satisfactory stay with the
work job until it 1s
finished satis-
factorlily.

VI. Does the applicant possess self=-reliance?

Ts swayed by every influence 1s a follower 1s opinionated
not a leader but judgments
are frequently
unsound or un-=
wise

Plans with care but Rellies on own resources,
is never quite sure possesses confidence in
when confronted by his or her own ability
obstacles and judgment

VII. Does the applicant show enthusiasm for his work
and cheerfulness in meeting its requirements?

Is a plodder. Inclined Meets his or her Shows some

to be depressed. obligations as a enthusiasm at
Worries about his work task to be done times

Ts enthusiastic but terribly I1s outstanding in
serious about it. Reflects this respect.
good cheer on occaslon.
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VIII, What are the applicants prospects for growth
and leadership in his or her chosen field?

Poor Fair Good Excellent Outstanding

Signature of person filling out this blank.

Official position.
Date

A New England city reports that in conducting the
personal interview they use three boards of three principals
each. General and educational questions were asked with the
idea of drawing out the character and personality of each
candidate.

A mldwestern city has drawn up the following rat=-
ing blank to be used by the committee:
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Public Schools Date
Record of Interview with Applicant
Name
Neme of person holding interview
50 [125 [100[75]50] Score
l. Personal well groomed
appearance appropriately dressed
: attractive
unappropriately dressed
poor posture
pleasing
careless
i1l kempt
gslovenly
2. Facial radiant animated grim
expression cheerful kindly sour
responsive stolid
o forbldding
3. Apparent abundant adequate sickly
health vigorous frail
4, Bearing well poised reposeful
and self dignified affected
possession at ease stilted
silly cringing
insignificant
5. Voice musical strident
well modulated husky
resonant whining
weak Harsh
3 pleasing shrill
6+ Speech clear easily understood
distinct mumbling
defective indistinct
7e USe of Perfect construction
English well chosen words
colorless, drab
grammatical
verbose
foreeful
incorrect
dlovenly
8. Culture | keen sense of values
and appreciation of beauty
refinement well mannered crude
high ideals boorish
genuine uncouth
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Q9. Attitude
toward life

Buoyant wholesome
philosophic
optimistic

open minded
superficial
serene

frivolous
pessimistic

10. Companion-
able spirit

Sympathetic likable
interested in others
intolerant cold
unapproachable

self centered
antaginistic

1l. Mental brilliant 1interesting
alertness apathetic stupid
scattering keen
eager dull
12, Profession- real enthusiastic
al interest permanent indefinite
felgned transient
13.Understand=- intelligent bungling
ing of sympathetic appreciative
children
14, General broad progressive
scholar- thorough sufficient
ship strong indefinite
narrow
15, Judgment well balanced erratic
and common reactionary extreme
sense fair minded
consistent
revolutionary
16. Energy dynamic

On the basis of this interview do you recommend that This
applicant be given consideration for appointment to a

position?

if so, for what work?




13+ The Probation Pericd

Qualities of merit or demerit cannot be known ex-
cept by assoclation and when known or experienced in assoc-
iation or co=-labor the true worth or estimate of an indiv-
idual can be revealed. Thus the probationary period for
teachers 1s the final hurdle to be surmounted after all
the preliminaries such as examinations, filing of papers,
interviews and notification of appointment have been dls=-
posed of.

With all the sureness that men place in themselves
and their qualifications to judge a candidate's ability by
every means except that of observation of them at work,
they leave a loop hole for escape from thelr mistakes, bad
guesses, or errors in judgment. This is called the proba-
tionary period, and should be a wise precaution in school
systems operating under tenure. Flgures are not avallable
to show how many or what per cent of teachers are dismissed
during probation. More attention 1s focused on another
group of incoming teachers, than on the defects or in serv-
ice training needs of those on probation. Before election
a whole board or battery of committee men has turned the
searchlight on the individual. After election and on pro-
bation, the assignment may be to some obscure school under
an. elderly, about to retire principal who will not be too
aggressive in taking steps leading to dismissal. What
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value can a supervisor place on the work and ability of a
probationary teacher when observation is based on a 20
minute visit scattered at a few intervals throughout the
term? Some of the attention of boards and committees now
turned ‘on applicants, should be given in an organized
manner to probationary teachers. It would result in
better teaching and in better teachers, and would at
least give the personnel committee an opportunity to
check up on themselves and determine just how good their
original estimates turned out to be.

From observation, the instance is rare when a
probationary teacher 1s dismissed for inefficiency, which
makes superintendent!s guesses and personnel committee
work just about 100% efficient, when all know that of
several hundred new teachers coming into a system over a
period of years, it is a certainty that some do not mea-
sure up to original expectations.

A probationary period for newly elected teachers
seems to be a well established custom as the survey indi-
cates. Investigation reveals that 55 cities have a proba-
tionary period, and 10 report that they do note. One city
reports that the establishment of a probationary system is
under consideration. Another city reports that, ™a candi-
date must be highly successful before a congract is granted
at the énd of five years. The following table shows the
great varlation in the length of the probationary.period:



Cities reporting Length of probation
" 80 days -

S months

1l year

1l year if inexp.

1l to 2 years

2 years

2 to 3 years

3 years

S5 years

no limit

varies

0 X 06

The teaching efficlency of many school systems
could be improved if part of the organization now giving
time to applicants, could be brought about to eritically
evaluate the teaching efficiency of those on probation.
More attentlon should be given to probationary teachers.

This statement is born out by Tiegs who says:

In view of the weaknesses and mncertainties
inherent in most current plans for the selection of
teachers, 1t has become the practice to employ them
first on probation. This allows an opportuanity to
learn more about their ablilities and limitations
before a final decision on tenure becomes necessary.
However, all too often decisions on permanent ten-
ure are made without any real study of the teacher's
worke. Too often, there 1s no real plan for keeping
in touch with probationary teachers; supervisors,
many of whom spend most of thelr time in demonstra-
tlon teaching, know little of what teachers are ac-
tually doing. Principals in many school systems are
notorious in thelr neglect of classroom visitation,
and lack of first hand knowledge of teaching acti-
vities, due no doubt in part to an overcrowded
program, but also in part to a lack of training in
supervision. The results of tests which the teacher
took upon entrance are forgotten and never carefully
compared with other tests given in determining per-
mancy of tenure. The test results of her classes are
not preserved and compared with the previous record
of the same classes under other teachers. The teach=-
er's record of self improvement, her magazine reading,
book reading and university courses are unknown and

835
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unconsidered. In other words, decisions on permanency
of tenure are not made on the basis of careful, objec=
tive evidence. 1

14. Examination Dates. The assistant superinten=-

dent of a large city éystem once reported to the writer that
because of the inflexlbility of the examination schedule,
the system lost many good appllicants, who could not find it
convenlent to report on stated dates for examinations. This
reference was made particularly with regard to teachers
making inquiry during fhe summer months and who were on
vacqtion tours. These teachers were earnest in their de-
sire to locate in this particuler clty after investigating
the school system first handed, but in many cases to
travel several thousand miles or take a leave of absence to
~ be on hand for examinations set for certain dates was out
of the questione.

Investigation reveals the following figures for

examination schedules in 64 cities of 100,000 population

or more:
No. of citiles Time of examinations

7 Any month

1 Any time, but mostly Sept.

4 When necessary

p Prefer June, but as de=-
manded

; Mostly Sept. or Feb. or
any time

1 Jan. or June or as needed

1 Septo and Feb.

1 Usually Sept 1.

4 April or May

7 May

5] April, May or June
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May through Sept.

May, June, July, August
June, July, August

Jane. July or August
August or Jan.

March to August

January or June

June to Auge.

July

April

June

July or Aug.

Febe of April

May and Auge.

Auvgust

Spring and surmer

March of April

May and Sept.

Cadets June, Teachers April,

HFEERFOHEFQORHFFF MDD

15. Other helpful factors in personnel selec-

tion. The following paragraphs are answers by superinten-
dents when asked to enumerate or indicate any other fac-
tor deemed especially helpful in determining which can-
didate shall be elected.

Records of ability of candidates in the matter
of pupll teaching.

We attempt to make the examination procedures
one in which we not only ascertain the qualification
of the applicant, but in addition "sell™ the

school system to prospective teachers,

All elementary teachers are appointed in the
order of thelr rank in class and date of graduation
from the Teachers College maintained by Board of
Educations Other elements of preparation being
equal, promotlon of eligible teachers to high school
poslitions 1s given preference over new applicants.

Get transfer of records from institutions
where candidate received professional training. Pay
no attention to references furnished by applicant.

Limit eligibility list to a period of two years.
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Give superintendent power to order eligibllity lists
reopened for new examination at any time he deems it
necessary. Give the superintendent a full hand to use
the system to the best advantage.

Appoint teachers to positions according to their
place on lists.

When a vacancy occurs in high school, four or
five substitutes are sent to the principal for inter-
view. He selects one to substitute in his school.

If all concerned are satisfiled, may get regular app-
ointment after a year.,

Must first qualify and be eligible to take
examination.

Teachers are recommended for election as soon
as vacancy exists. As soon as qualified are elected.

Are developing a plan for establishing an eli=-
gibility list. Contemplate the use of examinations.

Factors entering teacher selectlon are person=-
ality, adaptability and educatlonal equipment. No
matter how strong a teacher may seem at assignment,
she may be dropped at any time during the probation-
ary periode

Superintendent and staff working independently
rate everything in applicants file.

Consider recommendations concerning past exper-
ience.

We try to select teachers who have well integ-
rated personalities.

Practically all the teachers in want to
come to s, S0 we have the pick of the state. It
is not difficult to select a sufficient number of
teachers each year.

For several years have given preference to local
applicants. Have relied on training and successful
experience with possibly some consideration to the
economic probleme

American Council personality reports are used on
all student teachers and substitutes by principals,
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critics, supervisors and department heads, also on pro-
batlonary teachers. This form is very helpful.

Secondary school teachers are selected on basis
of tralning and service record without written test.

; Depend entirely on paper credentials and person-
al interview by superintendent and assistant superin-
tendent.

Written tests for elementary and kindergarten
teachers only. Teachers in special departments and
Junlor and senior high appointed without examination at
the discretion of the superintendent.

We do not consider our plan ideal as 1t consumes
too much of the superintendent's time.

If college records are satisfactory we place much
emphasis on investigating the social and cultural. This
1s done formally and informally in writing and inter=-
viewing those who know the applicant. This is not con-
fined to professional people. We are much interested in
the opinions of lay people.

Much welght is placed on opinions of those know-
Ing candidates.

Teachers selected from local normal schools on
basls of experlence of faculty with students for three
years.

Personnel committee appointed by board to make
recommendations to the superintendent.

Written recommendations from former employers.
Statements from teacher training institutions.

Type of training and amount and type of exper-
lence.

Record of placement bureaus and of principals or
superintendents under whom they have taught.

Always extend a hand in greeting to find out
whether the other hand is wet sand, mushy or deadly
earnest. In many a case this is helpful.

Four headings. Academic rating, professional
preparation, personal qualifications, teaching success.
Rating scale 1-2-3-4, "1" high.
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Secure a complete record from schools and coll-
eges, from superintendents and principals plus a visit
and Ilnterview, :

Personal interview with principals and superin-
tendents under whom applicant has taught.

Careful examination of transcripts of college
records, recommendations, especially of critic teachers
or principal. Extra curricular program participation.

Academic standing must be géod, then personality
whatever that is.

We use a composite rating blank.

Appointments are made as vacanclies occur, from a
list of eligible candidates ranked in order of their
ratings on the combined written and oral examination.

There are professional attitudes, ambitlons and
ldeals. Backgrounds, cultural and otherwise. Motives
surrounding application. Ours 1s a profession.

Residence, authorization of a certificate very
large factor. Preference to single women.

Obtain rating opinion from as meny persons as
possible who are familiar with applicant.

16. Application and Reference Blanks.

Investigation shows a great deal of difference
in form and content of application blanks. No doubt all
of these blanks have been developed over some period of
time and adapted to each particular situation as the need
was felt. Some are stock blanks from a school supply maill
order house. All blanks vary greatly in regard to perti-
nent data or personal information concerning the candidate,
some more complete than others,

Application blanks ranged all the way from a
simple 3% x 6 inch card for use in a patented filing system
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to many four page and some six and eight page, folders 8%
x 11 inches iIn slze. In most cases where the more lengthy
application blank was in use, the system had a definite
organization or personnel department to tabulate and file
data revealed. The lengthy blanks went into very much
detall regarding the applicant's professional preparation,
courses, hours or terms of each. Career data was demanded
from time of completion of undergraduate work up to the
present.

Some blanks demanded pertinent data that was too
pertinent, and only a lively lmagination could attach any
importance between data called for and efficient instruc-
tlon and inspirational leadership of boys and girls in the
classroom,

The survey reveals that some superintendents place
no credenaé in the recommendation blank. From experience
the writer has received and returned reference blanks on
teachers that are very difficult of interpretation in those
qualities that make successful teaching. In place of the
reference blank many school systems, through the superinten-
dent's office are writing personal letters to the individ-
uals named as being familiar with the applicant's qualifica-
tilons, and soliclting a personal letter in reply. Many of
the reference or recommendation blanks are of the type re=-

quiring yes and no answers, or of the type that has to be
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checked on multiple choice questions and answers. Blanks

of this type reveal only what the prospectlve employer in-
dicgtes he wishes to know, when in reallity there might be
many good reasons why this teacher should not teach but the
blank has no provision for these reasons. The warmth of a
good personal letter from one superintendent to another con=-
cerning the qualifications of a teacher should bring more
facts of value when cons idering empioyment than a formal,
stereotyped blank which does not fit the facts to the posi-
tion sought or desired.

A recent survey conducted among high school
principals concerning application letters, brought a
surprising amount of voluntary comments on letters
of recommendation, indicating that the sub ject is of
conslderable moment. -

In the first place, the principal or the super-
intendent, must be alive to the four ways that a man
may handle the request for a recommendation. (1) He
may elect to drop the request gently into the waste=-
basket, which is an effective, though scarcely noble,
procedure that will not be encountered if the a pli-
cant uses any judgment in giving references. (2) He
may write a curt note that says nothing, except poss-
ibly that the applicant has always kept out of jail.
(3) He may write a rambling letter full of general=
itles so that the reader sees between the lines that
all 1s not perfect in Denmark. (4) He may state facts,
clearly and concisely, telling only what he really
knows, being honest, and making an obvious effort to
fit the facts as he knows them to the position desiréd.

And thils last type answers the question of what
the school executive wants even though 1t is so scarce
that when one comes the august educator wants to rush
to the housetop and shout "Eureka". Anyone can write
& glowing recommendation without facts--but no one
glves any attention to it.

When ‘a man writes a recommendation, his own
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reputation is at stake. He is not only morally res-
ponsible for what he says, but his criticism and judg-
ment go on trial.

Reference blanks were submitted by the superin-
tendents of 40 school systems. Six stated that they did not
use reference blanks, and six stated that they secured their
information concerning applicants by means of a personal
letter.,

One superintendent said, "We pay no attention to
references furnished by the applicant", and another stated
that, "We check facts of employment but seek opinions only
from supervisors who are known to us.,"

Character was placed above every other qualifi-
cation that a teacher may have by the large majority
of 531 superintendents of schools in Kansas, Missouri
and Oklshoma who responded to a request by Kansas
State Teachers College to place comparative ratings on
four points: character, personality, training and ex-
perience. Character scored 36.07% in the average re-
sults of the questionary, personality 24.75, training
26.22 and experience 12.96.

Certain of the superintendents refused however,
to attempt any rating, saying that wi thout any one of
the first three qualifications a candidate is totally
disqualified.

Eight years experience as a high school princi-
pal has taught me that we may have a Phi Beta Kappa
teacher, with an M., A. degree, a fine personality,
wonderful character and a great deal of experience,
who can teach bolshevism, cause dissatisfaction among
teachers etc. to such a degree that her usefulness is
almost entirely destroyed.

Two or three school men have decided, moreover

l. Anderson, C.R. Teachers' Recommendations
that are Honest,-- or otherwise. American School Board
Journal., 90:19 May 1935.




- 92

that they cannot gauge a candidate's stock of know-
ledge by his college grades.

In my mind college grades are a farce, says
one despite the fact that he is answering a question-
ary from a college.

I should choose a teacher with a record of
average college grades who has been active in many
school activities, rather than a member of Phi Beta
Kappa with no experience in curricular gctivities.

Give me an individual with character and train-
ing and a good personality, and I am not afraid of
the success the person will make in teaching.

We have been fooled by stock recommendations
put out by certain colleges.

Recommendations by college instructors in about
50% of the cases are useless, and mean little.

17, Married Women as Teachers. The survey of

1928 shows that 35 in number of 39.8% of the 88 cities in
the 100,000 or over class, employed married women as new
teachers. 2 The 1931 survey shows that 26 out of 83 cities
or 31.3% hire married women as new teachers. ° The ques-
tion on this subject sent out by the writer was as follows:
Do you hire married women as new teachers, who are living
with nondependent husbands? Of the 76 replies to this
guestion 32.8% or 25 indicated that they did, and 51 or

67.1% definitely indicated that they did not.

l. Bennett, Ernest, American School Board Journal
76:65.

2. Vol X No. 1 Research Bulletin of N,E.A, Jan.
1932, Administrative Practises Affecting Class Room Teachers.

Part I: The Selection and Appointment of Teachers.
3. Ibid.
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Comments were few, two indicating that married
applicants were not considered if other qualifled asppli-
cants were avallable, and one reply said that married
women were hired reluctantly.

The following statement is from one of the re-
plies:

A married woman, except when the husband is in-
capltated, as per certificate from the Board of Health
shall not be recommended for employment in the
School District, and shall not be eligible to take an
examination therefore. The marriage of substitute
women employees shall make them ineligible for further
employment.

Seventy seven replies were received to the in-
quiry concerning the resignation of women who marry while
in service. Nineteen stated that resignations are in
order while 40 sald that they need not resign. Other
replies are;

No. of

Cities Comment

Not if under tenure.

marriage cancels contract at cdlose

of term.

must resign but may be reelected.
must resign 1f during probationary
period of three years.

no rule but a recognized practise.
can finish term as substitutes.

not after two years of service,

no rule, individual circumstances.
teachers who marry during the school
term must take leave of absence and
will be reelected next year on the
recommendation of the superintendent.
Those who marry during summer vaca-
tion may be reelected the following
yeare.

1 Must resign, but may apply in 1 year.

HHEFREHE & HOo
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Opinion of writers in the field appertaining to

the question of married women is varied. Bedwell says:

"It requires years of training and the expendi=-
ture of thousands of dollars, followed by years of
practise, to meke an expert teacher." He then asks
the question, "Must all thls time and capital be
junked when the expert teacher does the perfectly
normal thing of marrying---?" 1

Snedden says that more school boards should
give consideration to the many social consequences of
employlhg married women, as 1s increasingly the case
in industry. 2

An editorial writer has the following to say:

"e-=the hard headed board member is =---unalter-
ably set against the married teacher who has an able
bodied husband to support her, who wishes to escape
the burdens of motherhood, or who merely wants money
for dress and fineries and so on." ©

Lewls says:

That to prefer an unmarried woman because she
needs the work 1s almost as poor a reason as to prefer
her because she is a niece of the mayor.

The opinion of a woman on the subject is as
follows: "We do not claim that married women as a
class are inferior to single women, but we do claim

l. Bedwell, R. L. The Married Woman as &

Teacher. Mississippi Educational Advance 22: 168-69

March 1931

2. Snedden, David. A Soclalogist Discusses
the Problems of the Married Woman Teacher. Nations
SChOOTS- 3:3I-34 May 1929,

3e Again the Married Woman Teacher Question.
American School Board Journal 77:64 Sept 1928,

4, Lewis, Ervin Eugene. Personal Problems of
the Teaching Staff. New York Century Co. 1925.
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that ng woman can do two tasks and do them equally
well.

Emery holds to the ildea that, "The object is
to secure t%e best teachers for the salaries, married
or single.

A writer in refering to the situation in New
York City says that "so long as a teacher serves effic-
lently in the classroom the board has no rightt in-
quire into her home life( anymore than into her relig-
ious or political views."

18. Source of Applications and Local Residents

as Applicantse. Do you seek teachers in nearby educational

institutions? Of the 74 responses to this inquiry, 53 or
71.6% indicated that they did, and 25.6% answered in the
negative. One reply stated that all must qualify by exam=-
ination and another frank reply stated, "We did for nearly
20 years, since the depression, home rule."

Do you seek teachers in nearby teaching positions?
There were 72 replies to thls question, 34 superintendents
or 47.2% indicating that they did seek teachers from near-
by teaching positions, and 37 or 51.2% indicating that they

did not. One answer merely said that all teachers must

l. Hornaday, Florence "An Answer to 'A Flea for
Married Women Teachers.'" School and Soclety 30: -
December 21, 1929,

2. Emery, James N, Shall We Bar the Married
Teacher? Journal of Education, 113;:065-86 Jan.le, 1981,

3+ Married Teachers and Multiple Positions in
the New York City Schools. School and Soclety &64;621
Nove 7 1931 .
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qualify by examination.

Qualifications being equal, do you give prefer-
ence in appointment to local residents? A total of 77
replies were tabulated on this question. Nine or 11.6%
said that they did not give preference to local candidates,
and 66, or 85.7% said that local applicants were given pre-
ference. One answer was evasive, the reply being, "yes and
no." Another reply was yes for high school positions and
no for elementary and junior high positions.

Two significant comments relative to the above
question were, "Decidedly so, in order to keep peace with
local politicians, who are interested in local candidates."
The second answer was, "In recent years exclusively, on
account of publiec opinion."

A review of the literature in the field reveals
nothing that would support the 85.7% in their present
practise.

There is always pressure on boards of education
to employ hometeachers. It 1s a fact that they can
usually be secured for less money than those coming
from outside. Thls of course would be an advantage to
the public if they could be selected on a merit basis
without local political influence, and if they could
be discharged when such discharge is desirable with-
out uproar.

---the range of selection is much too narrow.

Boards of education almost always wait for applicants
eand then select from those who apply. The local can-

1. Carmey, E. B. Principles Governing the
Employment of Teachers. American School Board Journal
76:50, Feb 1928.
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didate has the inside track under such a plan, can
bring plenty of local pressure to bear, and usually
secures the position. This tends to keep the home
schools for the home girls, when as a matter of fact
the home girls are not the equal of girls equally
well prepared from the outside, unless they have gone
away from home for thelr training. It is an important
part of the training and life experience of a young
person to get away from home, to get new ideas from
others and to be influenced inrew ways, and to come in
contact with new people and gain new points of view.
In no line of piofessional work is this more important
than teaching.

Under ideal conditions the matter of residence
~ should not be considered in the selection of teachers.
Boards and superintendents should concern themselves
only with the selection of the best staff of teachers
possible without regard to residence.

Studies show that a considerable number of
local teaching positions are awarded as personal fav-
ors far in advance of certification.

The home town girl argues that her father is a
tax payer and deserves such consideration. Absurd as
this argument 1s, 1t is widely used. The logic 1is the
same as the proposal that home merchants be patronized
excluslvely, even when their prices are higher and
their goods inferior. If this policy were followed
the death of trade would result and the social system
would be so inbred that we would revert to the tribal
state.

While competition appears to be the life of
trade 1t 1s the death of the professionse.---The schools
have had an era of cheap teachers, and experience
should have taught school boards that a return to
that condition means the loss to the profession of the
best trained, intelligent teachers.

Because her appointment comes through pressure,

1. Cubberly, Elwood P. Public School Adminisg-
tration, Houghton-Mifflin. 1922, pp 207-10 Chap X1V



08

the local tiacher is frequently a problem to the super-
intendent.

The most commonly advanced arguments for and
against the home talent teacher, together with concluslons
have been presented by Wimblsh and Lafferty in a recent
article in The School Review.

Some school boards support the employment of home
talent teachers on the grounds that such a policy serv-
es as (1) a practical and an economic investment, (2)

a safeguard against teacher transiency, and (3) a means
of protecting pride and loyalty by giving economilc
asslstance to local unemployed teachers.

Other school boards elther leglslate against
or discourage the employment of local teachers 1ln an
effort (1) to reduce local politics, (2) to insure
the selection of properly qualified applicants, and
(3) to facilitate the dismissal of teachers who have
proved unsatisfactory.

Every teacher applicant sha 1d be judged solely
on the extent to which his qualifications measure up
to the demands of the vacancy to be filled. Any other
approach to the selection and the appolntment of
teachers cannot be justified.2

l. Young, Otis E. Problems in the Hiring of
Local Teachers. American School Board Journal 93:32

November 1936.

2+ Wimbish, W. Re. and Lafferty, H. M. More
Evidence on the Home Talent Teacher. School Review
46;685-98 November 1938.
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A mld-western city has set up its own plan con=-
cerning local applicants and makes it easier for them to
qualify. The opening paragraph of their circular of infor-
mation states:

Preference shall be given to residents in
filling teachling positions and to that end applicants
will be listed in two filea--the residents in an
active file and the non-residents in an inactive file.
If, In the judgment of the Superintendent of Schools,
a satlsfactory candidate can not be found in the active
file, then he shall consider those whose names are re=
corded 1in the inactive file. residents shall be
construed to mean (a) all those who received all or a
substantial part of their educational training in the

schools, or (b) those who have established a con-
tinuous bona fide residence in for at least two
years.

Paragraph five of the same circular states:

% i residents applying for a teaching posi-
tlon have fully met the specified minimum profession=-
al training qualifications, but are unable to qualify
on account of partial or total lack of teaching exper-
ience, a twelve week training course will be provided
where applicants may secure training under a compe-
tent teacher of the teachling staff. The appli-
cant shall receive credit for a year of experience
upon the successful completion of this twelve week
training period. The trainee will be given this train-
ing without charge and without pay. A trainee can
apply for only one training period of twelve weeks in
the case of an elementary applicant or two periods in
the case of a junior or senior high school candidate.
It is understood that this training period 1s estab=-
lished to make it possible for inexperienced appli-
cants who are residents of to meet the minimum
experlence requirement. Not more than twenty train-
ees wlll be admitted to the junior or senilor high
schools or forty trainees will be admitted to the
elementary schools at any one time. These trainees
shall be selected by the Superintemient of Schools,
keeplng in mind the applicant's desirability as a
prospective teacher.
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Paragraph VI of the same circular refers to the
matter of local resldents qualifyiﬁg via the substitute

route:

If _ residents applying for a teaching posltion
have fully met the specified minimum professional train-
ing qualifications, but are unable to quallfy on account
of partial or total lack of teaching experience, the
equivalent of one year of teaching experience may be se-
cured by accumulating twelve weeks of substituting in
the Public Schools after September 1, 1935. To
that end, preference on the substitute teadher list
shall be given to those who are securing training so
that they may qualify for a regular teaching position.

The concluding paragraph is entitled, "Final
Selection of Teachers to be Recommended", and states:
The Board of Education for Approvel shall take
into consideration the following factors:

1. Recommendations by those who know of the candl-
date's character and professional experience.

2. Ability to fill the particular vacancy to be
filled.

3« Personality.

4, Health (A health certificate will be required
of each applicant as a prerequisite to a recommendation
for a teaching position.)

A Pacific northwest city has the following to say

concerning employment of local residents as teachers:

A. Employment of Beginning Teachers=-Local Resl-
dents.

1 TUndoubtedly every large school system
should assume the responsibility of
training a few beginning teachers each
year, But to what extent shall vacan-
cles be filled@ by the employment of
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beginners who have not satisfied the two
years experlence requlrement? The em
ployment of such applicants, of course
operates to limit the opportunities of

experienced local residents now employed
elsewhere. In many cases these candidat=-

es were just as outstanding at the time

of thelr graduation as are the best of
the beginners now avallable., Thelr ex-
perience has added to their ability to
render effective service. As a consequen-
ce they would be more valuable additions
to our staff than even the best of the
beginning teachers.

On the basis of the foregolng considera=-
tions only a limited number of beginning
teachers are being employed - an average
of four per annum during the last six
years. This fact accentuates another
problem, however, = the problem of local
employment opportunities for the large
number of young people who are be=-
ing graduated annually from the teacher
training institutions. The facts with
respect to this point should be fairly
faced and stated frankly; This school
system cannot absorb any substantial per

centage of local beginning teachérs even

if all vacancles are filled from among

such applicants; there are never enough

positions for them. The conclusion 1is

obvious: A large majority of local be=

ginners must enter the profession in

other communities.

Be Limiting Selection to Local Residents - Effects

Thereof

1.

The tendency to secure replacements from
the ranks of local applicants has become
common 1n many school systems. There
appears to have been a strong tendency in
that direction in prior to the de=-
pression. Since then it has been adhered
to very closely, about 80 per cent of all

teachers selected since the beginmning of

the depression being local residents.
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Despite this fact there are still many
local residents now employed elsewhere
whose efforts to locate here have been
of no avail because the number of local
resident applicants is always many times
greater than the vacancles.

This practise can be defended from the
point of view of extending the employ=-
ment opportunities of local people.
Followed rigidly, however, it results in
the selection of a considerable number
of mediocre recruits and no small number
of people unprepared for the particular
vacancy, since local applicants are not
always prepared to fill such vacancies as
do occur. In fact one of the problems
confronting this school system is a

dearth of teaching talent in certaln

flelds and en oversupply in other fields,

due partially to the fact that the urgent

requests of local residents for favorable

consideration have sometimes outwelghed
the more important question of prepara-
tion for a specific position the exact

nature of which has been pre-determined.

As a result some of these new people or
some staff members already in the service

have had to accept teaching asslgnments

for which they are not well prepared. To

iITustrate, five ____ teachers who are
prepared for foreign language are now
teaching something else while they awailt
an assignment to the field of their choice.
Quite obviously there will be no

demand for new forelgn language teachers

in this school system for some time.

There are other defects in a rigid adher-
ence to the practise of limiting selec-
tion to local residents. If a school
system is to avold sterile provincialism
it must have a leaven of teaching talent
with an educational and soclal experience
acquired elsewhere.

Still another problem arises out of a
strict application of the practises of
local selection. If none but local res-
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idents are selected through a long period
of years, there is a tendency to perpet-
uate in the staff of the school system
the local political, soclal, and econom-
ic feuds of fathers and grandfathers. It
has been the experience of older commun-
ities, where local residents have been
selected to a marked extent over a long
period, that community factionalism finds
expression in the school system, inter=-
fering with essential cooperative effort
on the part of bullding staffs or on the
part of committees assigned to survey
work, curriculum improvement work etc.
This 1s another reason why a leaven of
talent with experience far removed from
the local sltuation 1s necessary.

CONCLUSION AND SUMMARY

The number of young people who are belng
graduated annually from the teacher training
institutions far exceeds the total number of
vacancies that occur annually in this school
gystem. Therefore, 1f local beginners were
selected for all vacancies, there would still
be a large number of such people who would have
to enter the profession in other communities.
Furthermore, such a procedure would eliminate
from consideration all experienced local res-
idents now employed elsewhere.

The number of applications from local resildents
now teaching in other communities also far ex-
ceeds the number of vacancies that occur annua-
llye. Accordingly, the policy of employling only
a limited number of beginners does not mean em-
ployment opportunities for any considerable
number of experienced local residents. In
other words, the total number of new teachers
required annually in this city is always far
less than the number of applications received
from experienced local residents now employed
elsewhere.

The teaching situation can never be met satls-
factorily 1n a school system of any size unless
a certain number of non-residents are employed
because (a) vacancies occasionally occur for
which there are no well prepared local appli=-
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cants, and (b) an unwholesome provincialism

is almost uniformly the result of a rigid
adherence to the practise of limiting selec~-
tion entirely to local residents. In this conn-
ection it should be said that the loyalties,
achievements, and devoted service of individuals
transplanted from one community to another in
transient America have long ago exploded the
age=old notion that duration of residence in a
community measures a man's loyalty to and ablil-
ity to serve the community.

The practise of giving preference to local res=-
idents has been adhered to very closely in_
for a good many years and will continue to be
observed in so far as this can be done wilthout
jeopardizing the efficiency of the staff.
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19, Experienced versus Inexperienced Teachers.

Experlenced teachers are increasingly in demand
as you progress from the elementary school, through the
Junior high to the senlor high school. The following table
reveals the findings:

Experience required
Noe. of clties Noe. of cities

Elementary school 22 yes 51 no
Junior High school 28 yes 43 no
Senior High school 42 yes 31 no

Of the 22 elementary schools requiring experience
for applicants, four demand 1 year, 17 demand 2 years and
only 1 demands 3 years. In one instance teachers act as
substitutes for one year to qualify for experience. In
another instance the reply states, "If the superintendent
considers the can@idate exceptional and outstanding, exper-
lence is waived.™

The 28 citles where experienced junlor high school
teachers are required aredivided into several groups. Twenty
cities want two years experlence, three want one year exper-
ience and two want three years experience., Two clties allow
two years probationary work to count as experience and one
city will accept two years substitute teaching as experilence.
The same system walves experlence for outstanding candidates

in all three fields, elementary, junlor high and senior high.
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The 43 cities demanding experience for senior
high school teachers are mostly found in the two year
classification, there being 27 requiring two years exper-
ience. Seven cities require only 1 year experlience and six
want three years experience. Two clties accept two years
probation as experlence, and one clty accepts two years sub-
stitute work for experience.

A plea for the 1nexperlienced teacher is very ably
advanced by Cleland.

A capable, ambitious young man of sound scholar-
ship, good trainling, finest character and personality
is refused a position because he is lnexperienced. How
far should this policy be carried? How much experience
does 1t take to make a dull unambitious, colorless man
or woman a better choice for a teaching position than
1s one who ranks high in every respect except exper-
lence? May it not be true that a record of long years
of experlience 1ln an unimportant position is a reasonable
basls for suspecting that the holder of the position
lacks the qualities which would enable him to rise?®

There 1s a sense in which there are no wholly
inexperienced prospective teachers. The teacher's
entry into his profession is not parallel to that of
the beginner in any other occupation. The new teacher
is in an environment to which he has been accustomed
since childhood., Many years of his life have been
spent in the schoolroome. To be sure he i1s now playing
a new role and a more difficult one than he heretofore
played, but the scene 1s one in which he has had a part
for many years. The new teacher is takling up work of
which he already knows the routine and much of the pur=
pose and plan,

We would be justified in urging that the schools
especlally the larger and stronger schools, meke it a
policy to employ in each year a number of inexperienced
young people as regular teachers. Aside from the fact,
frequently commented upon, that it is unjust to force
beginners into the rural and small town schools where,
bgéause of the complexities of the problems, experienced
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teachers are especially needed, the strong schools are
losing the chance to select and train the best product
of the colleges. To school officers who say, "We'll
get the best ones anyhow later on, after they have been
tried out in the provinces," ‘1t may be replied, "Many
of the very best you will never get. They are lost to
the schools; they have turned to occupations where sup-
erior quality 1s sought for and appreciated." 1

Here the author suggests an apprenticeship or
internship in our public schools, under close supervision
and direction of the administrative officers in charge,

and continues:

There 1s available a very large number of super-
lor young men and women ready to go into the publie
schools at incomes barely sufficient, or less than suff-
lcient, to provide for maintenance, if they can feel
that the profession which they are entering is one which
will nurture and train them and give them an opportunity
to move forward into a place of security, influence and
fair income.

Emphasis upon seniority, routine, opposition to
the coming of new blood =--- these have been the bane
of government service. Unless our schools make an
atbractive way of entry for talented and ambitious but
inexperienced prospective teachera, the schools will
become a refuge for those who have patience, a kind of
plodding industry and but few other virtues. Our plea
is that our schools be on the lookout for superilor
young men and women, as the great industrial corpora-
tions now are, and that school boards and other school
officers be willing to balance youth, ability and per-
sonality against length of service. Superior quality
handicapped by inexperience may be worth more than
ordinary quality no matter what.the inexperience.

A more definite apprenticeship plan that is in
actual operation is described fully by Hereford.

l. Cleland, J« S. A Plea for the Inexperienced
Prospective Teacher.American School Board Journal, 91;17
August 1935,
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The young graduate just out of college who
wishes to enter the teaching profession 1s confronted
with more serious problems each year in finding a
position. The trend among the better schools to re-
quire actual teaching experience makes the problem
increasingly difficult. These would-be teachers who
have had no preparation in actual service in any schools

.are forced iInto the rural districts to secure their
experience. They go to the rural areas unprepared and
in many instances with no purpose save gaining exper-
ience. At the end of two years they come back to the
city systems with experlence, but experience that fits
them poorly for the city. In many instances thelr ex=-
perience proves a positive detriment in the new field.

How then shall the beginning teacher gecure
experience and the city system obtaln experienced
teachers? Many plans have been devised such as appren-
tice teachers who teach when they are callei, substi~-
tute teachers, and numerous other programse

The suggestion is here advanced by the author to
employ 2% of reguler quota of teachers as apprentice
teachers. '

These teachers must have outstanding scholastic
records, good personalities and must show real promise
in practise teaching. They are employed full time by
the board on a regular salary scale somewhat lower
than the regular minimum, This recognizes the respon-
8ibility of the beginning teacher in carrylng part of
her training expense and of the school in paying for
experlenced teachers.

Each of these beginning teachers is assigned to
a regular teacher in the system. The beginning teacher
assists the regular teacher in the supervision of work
and in preparing and distributing material and observes
the experienced teacher direct the learning process.
When substitutes are needed anywhere on the grade level
to which the apprentice teacher is assigned, she 1s
-called for thils dutye. This partially repays the board
for the money expended on her salary. From time to

l. Hereford, E. He Apprenticeship for Beginnin
Teachers. American School Board Journal. 94:51 June 1 .
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time during the school year the apprentice is moved
from one teacher to another and from one school to
amother. Thereby she gains first-hand lmowledge of
the techniques and attitudes of more than one teacher.
She familiarizes herself with the general educational
program of the city. She continues this type of ser=
vice for two years at which time she is put on the
regular faculty with full pay.

At the end of two years the apprentice teacher
should have valuable experience of the type needed
for the particular school in which she is placed. The
school board will have invested in this teacher a
considerable sum of money. Thls should, however, be
a good investment since the teacher theoretically
should be able to render a better service than she
would have if she had spent the two years in a rural
school.

This plan in the Corpus Christi Independent
School District i1s an additional attempt on the part
of the larger schools to recognize and meet the pro-
blem of the beginning teacher in securing experience.

20. Life Certificates. Regarding life teaching

certificates, 59 or 77.6% of the 76 citles reporting, stated
that teachers in their school systems were eliglble for
life certificates after meeting certaln requiremenﬁs.
Thirteen or 17.l% of the 76 citles reporting stated that
life certificates were not granted to members of theilr
teaching corps. One reply said that certificates are not
granted any more, another stated that none will be granted
after September 1938, In one instance the certificate must
be renewed every four years. Another stated that life cer=-
tificates are required by law before employmént.

In 54 cases or 91.5% of the 59 cities reporting

that life certificates were granted, the i1ssuing authority
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is the State Department of Education. Two cities state
that the Board of Education issues these certificates. In
one instance each, the County Board, the Superintendent
and the City have the authority to issue life certificates.
Requirements for life certification are almost
as numerous as the various cities recognizing them.#* A
brief summary is presented here, sufficing to show the
general lack of uniformity. The number after some items
refer to the frequency.

3: years satisfactory teaching.

Bachelors degree plus 20 semester hours education.

Credits from approved institution plus 20
semester hours education.

Recommended by superintendent on basis of pre=-
paration and approval of board.

S years experience after college graduation plus
6 credits in education.

State credential.

Degree plus two years experience.

7 years experience.,

Experlence and study beyond 5 year certificate, to
be discontinued after September 1, 1938,

4 years training, plus speclal professional pre=
peration.

3 years experience and advanced study.

Experience and training 4

48 months satlisfactory experience 2

18 semester hours in education in special filelds.

Graduatlon and 4 courses in education.

8 year provisional may be converted into 1life on
basis of successful experience and other factorse.

5 year certificate of highest type, 10 years
experience after issuance of first professional certi-
filcate. Masters degree.

#. For detailed information relative to certifi-
cate see The Authority to Issue Teachers' Certificate in
the U.S. Robert C. Woellner, Elementary School Journal
58:751=58 June 1938,
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Graduation plus required courses in education.2

Teaching experience.

24 months successful teaching experience. 4

Degree. 2

2 years experience under limited certificate.

12 years successful experience on top of nece=
ssary college tralning. '

Degree plus four years successful teaching.

First grade license and S5 years experience.

Degree and special training subject and depart-
ment.

Degree plus 3 years experience.

Normal or college graduation.

"---Life certification on easy conditions leads
to the production of great numbers of potentlal teachers
who do not teach but use their life license as a poten-
tial 'meal ticket' when need appears." :

Within the various state systems exist some of
the strongest factors opposing or making difficult a
rational adjustment of demand and supply of teachers.
First there is almost unrestrained certification of
teachers., Persons of all degrees of preparation may
find some legal method of certification in practically
every state in the United States. So there is an
enormous over=supply of persons certificated to teach
and an_under-supply of teachers wlith standard prepara-
tion.

Life certification has been too easlily attain-
able in the past and now steps are being taken to tighten
up on the requirementse. This is verified by Frazler writ-
ing in a recent 1issue of School Life.

A condition of teacher oversupply and other
causes have led to numerous changes in certification
requirements and practise during the past decade.
Several long time trends in certification were inten=-
sified during the depression years of this period,
These trends, among others include: A steady rise in

l. Mead, A. Rs Obstacles to Adjustment of Suppl
and Demand in the Teachling Profession. Equecational Adminis-
tration and Supervision 18:523-30 October 1932.
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minimum scholastic requirements; increase in special=-
lzatlon of certificates by subjects, grade levels,
and flelds of work such as school ' administration;
centralization of certification in the State board of
department of education; decrease in lssuance of
certification upon an interstate exchange basis of
institutional credentials; increased issuance of pro=-
bationary rather than unconditional life certificates;
and the lengthening and enrichment of the education
of applicant for certificates.

There has been a marked tendency in recent re=-
visions of certification requirements to place more
emphasls on the issuance of initlial certificates on a
probationary, conditional basis rather than on a per=
manent, unconditional basis. The number of states
issulng certificates valid for life of the holders
tends to decrease slowly. The number of these states
decreased from 42 in 1911 to 35 in 1937 and the states
that 1ssue life certificates tend to raise the require-
ments for them, and to strengthen the provisions des=-
igned to keep the holders of permanent certificates
professionally up to date.

Unless economic, soclial, or other reverses not
now forseen occur, the steady heightening during rec-
ent years in the standards of teacher-education curr-
icula and of certification requirements may be ex=
pected to continue for a number of years to come., 1

l. Frazier, B, We Trends in Certification of
Teachers. School Life 24:123-4 January 1939.




CHAPTER III 113:

CONCLUSIONS AND RECOMMENDATIONS

The problem of selection of public school person=-
nel i1s one of major importance, and should merit the atten-
tion and direction of a Personnel Director, acting under
the authority of the Superintendent, and have a rating on
the administrative staff comparable to an assistant super-
intendent. In some cltles, all on the school district pay
roll including shop, clerical, malntenance and others are
under his authority. Organizing committees for conducting
Interviews is one of his major duties. Class room teachers
should receive consideration as committee members.

The use of the written examinatioﬁ in the sel-
ection of teaching personnel is still in the experimental
stage, and has possibilities. Definite progress 1is being
made in this direction. High marks in examinations are no
indication of teaching abllity or success in that field. At
present the chief value of the written examination is to
narrow down the field of applicants and enable school offic-
ials to side step pressure in favor of certaln candidates.

The oral examinatlion should be called a person=-
ality interview, conducted according to a predetermined
plan. Committee members should act independently, make
their own ratings and form thelr own judgments indepen-

dent of the group. Personality in the class room is a
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trait much more desired in a teacher than the ability to
make high examination grades.

Cormittee members acting as a group should weigh
and evaluate credentials and references of candidates as
complled by the director;

Commiftees should submit to the director the
results of thelr efforts, and he should prepare and submit
to the superintendent a 1list of qualified applicants, the
superintendent in turn to make appointments from this
eligible list.

Every effort should be made to allow the person
responsible for the work and supervision of the prospec-
tive appointee to have a volice in the selection before be-
Ing assigned to his or her supervision or building.

All applicants should be required to submit to
a complete health examination by the school board medical
staff., Health here 1s to be used in the broad sense and
to include mental as well as physical health.

A designated percentage of the teaching corps
should be admitted each year on a plan of internship,
pald a salary below the minimum, assigned to outstanding
teachers as assistants and allowed to act as substitutes
in the system when necessary and within their grade or

speclalty. |
The most promising members of the graduating
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classes of the institutions of higher learning of the
state should be solicited to apply for an internship.

Outstanding teachers in nearby teaching situa-
tions should be solicited for their applications.

All incoming members of the teaching corps should
serve & probationary period of at least two years, those
having internships to have their time as such count on
their probationary period.

The personnel director should keep a file on all
teachers in service, and require interval reports on all
probationary teachers. These reports should come from all
acting in any supervisory capacity and having knowledge of
the teacher's work. If necessary, the director should
make supervisory visits and assign committee members for
the same purpose, if others to whom thlis duty belongs are
dilatory in this task.,

Every effort should be made to observe the actual
teaching of a candidate under conslderation for an appolint-
ment. This observation should be made in her own teaching
position. A secondary arrangement would be for the candi-
date to teach under observation in a provisional situation.
Observations should be made by qualified observers under
the direction of the personnel director.

An interview should be held with some of those

named as references by the applicant. If an interview is
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not feasible, personal letters to the references requesting
information that a prospective employer should know both

for and against the candidate should be mailed. The stereo- -
typed, hackneyed reference blanks are too often generaliza-
tions and meaningless in interpretation of the candidate's
qualifications both good and poore.

It should be clearly understood that school board
members interfering or using pressure in the appointment of
any candidate will disqualify candidate from taking examin-
ations or Interviews, and if pressure comes after prelimin-
aries are completed, the candidate will not be placed on
the eligible list to go to the superintendent's office.

The best teachers available should be considered
for employment in the larger interests of boys and girls
regardless of place of residence.

The case of married teachers, or those who marry
while in service, should each be considered on its own
merits,

Examinations should be given or held at stated
intervals, and also on special occasions whenever the need
or sltuation arises.

The mandatory requirement that experience is nece-
ssary for applicants is of doubtful value in some cases,
especially when this experience is gained under unfavorable

condltions and in situations well known to those in the
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teaching professione. Under certain situations and con-
ditions experience 1s quite necessary to successfully
assume charge of the job.

Further effort on the part of personnel directors
and administrators should be directed toward classifying
positions relative to experience necessary.

Requirements for life certificates should be
strengthened or eliminated entirely and teaching certifi-
cates should be granted for stated period of time., These
to be renewable when satisfactory evidence 1s presented
showing the completion of a required unit or amount of

work in the field of the teacher,
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1.

2.

Se

Survey and Study of Methods
Commonly Used
For Selection of Teaching Personnel

Do you give oral or written examinations to appli-

cants?

How long have such examinatlons been given in your

system?

What department of your organization adminlsters
examinations? (Underline)

1= School Board

2= Superintendents

3= Department of Research

4- Principals

5= Supervisors

In your judgement what is the underlylng purpose of

the examinations?

Do the examinations give additional valuable infor-
mation not obtained from graduate record with sub-

sequent career data? If so, what?

Check subjects in which applicants are examined.

History of education

123



Psychology:
a.
be
Ce
de
.

English

General

Educational

Abnormal

Adolescent

Ad justment

General information
Teaching problems
Special field

Community problems or relations

Others:

7. Do you observe candidate actually teaching?
If so, in her own teaching position, or in a sit-
uation in your own system? (comment)

8. What i1s the official position of the observers in

your system?

124.

9, Do you require a physical examination of applicants?

10. Do board members personally interview candidates?




11.

12.

13.

14.

18.

16.
17.
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Does the superintendent interview each candidate for

a teaching position?

Does the general supervisor of a special school depart-

ment have a part in the interview?

Does the school principal have an opportunity to in-
terview prospective candidates before election to a

position in his particular school?

Do you have a set plan for conducting the personal

interview? If so, what is your method?

Where does the interview take place?
Do you call the interview a personality test?
In the final conclusion as to abllity of the applicant

what weight 1s placed on the written test and what on

the interview?

a. Written test:

b. Interview:
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18+ Are newly elected teachers required to serve a pro-

bationary period? If so, how long?

19. During what month or months of the year do your tea-

cher elections occur?

20. Briefly will you indicate any other factor in your
process of determining which teachers shall be elected
which seems especilally helpful.

21. Will you kindly enclose a copy of the teacheré' appli-
cation form used in your system?

22. Will you also kindly send a copy of the blank you send
to the references furnished by the applicant?
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Please f1ll out and return to

Superintendent R. E., Dugdale,
School Administration Building,
631 N. E. Clackamas Street,
Portland, Oregon.

l. Do you have tenure?

2. Do you have a retirement association or the equi=-

valent? If so, 1s membership compul=-

sory?

3« Do you hire married women as new teachers who are living

with non-dependent husbands?

4. Must single women who marry while in teaching positions

resign from theilr positions?

5« Do you seek teachers in nearby educational institu-

tions?

6. Do you seek teachers in nearby teaching positions?

7= Do you require experience of newly elected teachers?

8¢ Is a physical examination or health certificate re-

culred of newly elected teachers?

9. Qualifications being equal, do you glve preference to

local residents?

10. Are teachers in your system eligible for life certif-

icates? If so, by whom issued?

Requirements necessary

Please use this space or other side for any remarks.



