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A Model for the Recruitment of High School
Teaching Personnel in Pennsylvania 1

The purpose of this study was to develop a model for the recruitment of
high school teaching personnel which incorporates the determination of the
need to fill a teaching position, delegation of the responsibility for recruitment
to a personnel officer, organizational needs, effect upon the individual,
sources of prospective candidates, economic factors and procedures, practices
and devices utilized in teacher recruitment within school systems.

As the model proved valid in light of the findings, it may be concluded
from this study that there is a model for the recruitment of high school teaching
personnel which is a tentative, ideational representation of recruitment for
students or practitioners of educational administration.

The data were analyzed and interpreted and the following conclusions
were drawn from the results:

1. Recruitment is initiated when the need to fill a teaching position is
felt by a school system. The board of education has the greatest total
influence in determining this need.

2. The objective of teacher recruitment entails discovering and attracting
a sufficient quantity of teachers possessing the skills required to meet the
needs of the school system.

3. The responsibility to fill a teaching position is delegated to an individual
within the school system who is an educator and not a professional personnel

administrator.

1 Steven H. Appelbaum, doctoral thesis presented to the School of Graduate
Studies of the University of Ottawa, Ontario, May 1972, xv-209 p.



4. Recruitment is a distinct and separate function from selection since
different individuals within a system are responsible for these separate functions of
personnel administration.

5. School systems attempt to attract candidates from colleges and universities
or other educational organizations for teaching positions since the exposure to
similar educational organizations prior to recruitment is considered significant
in attracting a socialized candidate who can actualize the objectives of the
organization.

6. Inducements such as status, prestige and income are offered to candidates
in the form of recruitment materials in return for coniributions from the candidate
to the system. These inducements are intended to be congruent with the
interests and needs of the individual.

7. School systems involved with teacher recruitment attempt to project a
positive image within the employment market by attempting to satisfy economic
and psychological needs of candidates. These candidates are attracted to a
system through recruitment materials emphasizing geographic location and
image of the school system.

8. Colleges and universities are considered to be the most effective sources
for recruiting teaching personnel. This reliance upon a limited source, which is
another educational institution, maintains a system of socialization for the
recruiting organization for prospective candidates.

9. The demand for teachers is determined by the enrollment of school-age
children and projections of the number of teachers leavi_ng the field.

10. School systems adjust to a changing labor market by utilizing different

channels of recruitment and a broader or narrower geographic area.



11. School systems seek to attract socialized candidates via pre-induction
methods through the use of recruitment brochures and other materials emphasizing
those aspects of the school system which are congruent with the needs of the
prospective candidate.

12. School systems fulfill their need to recruit individuals already socialized
and possessing similar organizational values by accepting student teachers into

the system directly from another educational environment {(college campus).
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INTRODUCTION

The edi;ors of Overview ﬁégazine have ﬁritten a
statément which can serve as the key to the success or failure
of any school system. They state: "The ultimate strength of
any educafional institution is measured by its faculty."l
This is another way of saying that a school can be no better
than the people who are attracted to it and ultimately
em@loyed to consfitute its staff. ,

Recruitment. of professional staff is significant to
schooi-personnel administration and effective school systems
as well. The relationship between school persdnnel and the
: administration of educational systems is described by McKenna:

The potential of the schools to serve their con-
stituents on a high level rests mainly on two
contingencies: (1) that they secure professional
staff members of high quality, and (2) that they
. secure them in sufficient numbers.2
_ fhis undertaking focuses upon the recruitment pf high
‘school teaching personnel. The high school has been studied
éxtensivel& by James B.'Conant. During the late 1950's,
Conant studied 106 high schools in fwenty-oné §tates. Con~
- cerning the comprehensive high school, he concluded the

following:

1 YRecruiting the Faculty," Overview, Vol. 2, No. 5,
May 1961, p. 4l. ' ;

2 Bernard H. McKenna, Staffing the Schools,'New'York,
Buggau of Publications, Columbia University Teachers College,
) 19 9 po 1. ~

§
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. . . INTRODUCTION ix

1. It graduates a class of more than 100.

2. At least 50% of its students terminate full time
education at graduation.

3. It offers programs for students with high
- academic ability.

4, Its administration has as one objective the

development of a democratic school spirit and

an understanding between students with different

intellectual abilities and different vocational

goals. _

5. It is located in one of the outer parts of a

metropolitan area and in a city with a popula-

tion from 10,000 to 100,000.3

Missing from the Conant study is any description of
staff personnel practices in these schools and how they
related to the comprehensive high school. Amid this effort
to evaluate the high school, there is no mention of recruit-
ment or selection of professional staff and who, in a given
school system, is to carry out this responsibility. Because
of the lack of emphasis given to the recruitment of high
school teachers, there is a need to study recruitment at
this level and to determine the various factors and procedures
which constitute this function.

The doncept of a model for the recruitment of high
school teaching personnel, while being utilized in the United

States, is to be considered by Ontario school administrators

‘ 3 James B. Conant, The Americén High School Today,

S



.. « . INTRODUCTION x

and personnel officers as evidenced by the following

projection:
A move toward year-round hiring may mean that the
screening of prospective teachers will improve as
more time will be available to interview applicants.
A principal having access to the files for selection
of candidates, could subsequently invite the
prospects to see the institution, meet the staff,
etc., without placing himself under any degree of

. .commitment .t .

This. expected trend will focus upon recruitment as an on-

going and essential function to be considered on an annual or

year-round basis and not as a once-a-year buying session,

symbolic of recent years and events.

The purpose of this study is to develop a model for
the recruitment'of high school teaching personnel which.
incorporates the determination of the need to fill a teach-
1ng'position, delegetion'of the responsibility for recruit-
ment to a personnel officer, organizational needs, effect
upon the individual, sources of prospective candidates;
‘economic factors, and the procedures, practices and devices
utilized in teacher recruitment within school. systems.

The development of the model for the recruitment of
high school teaching persohnel focuses upon the following
problem: Is there a model for the recruitment of high

school teaching personnel which incorporates the determination

4 5-Year Guidelines Study, Borough of North York, The

- il

]
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- . INTRODUCTION | xi

of the need to fill a téaching,position, delegation of the
responsibility for recruitment to a personnel officer,
organizationaiineeds,'effect upon the indi&idual, sources
of prospectife candidates, economic factors, and the pro-
cedures, practices énd dévices utilized ih teacher recruit-
ment within school systems? _ |

It is negessari.to identify the devices used to
inform and to attract prospective candidates to a recruiting
system. In addition, it is necessary to determine who is
responsible within a system for the recruitment function.
It is also necessary to draw concluéions based upon the
literature and to make recommen@ations with this study as a
basis. | g |

The model was conceived and developéd by the author
from a review of the literature. A questionnaire was |
déveloped to support the‘model and the findings will Se.
gnalyzed to determine-the congruency or incqngruency beﬁween
‘the findings and the model. |

It is essential to 1ist énd describe the limitations
--of fhis particular undertaking. This qugstionnaire purport-
ing to support the model is limited: ' |

1. to consideration of the recruitment of high school

teaching personnel and not administrative, support
staff or non-instructional personnel;
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2. to investigation of recruitment and not selection
procedures which constitute a separate function of
school personnel administration but one which
follows the recruitment function in the personnel
process;

3. by current economic fluctuation of the labor market
as one of the factors of teacher recruitment;

4, by the inherent shortcomings of the questionnaire
technique; :

5. by time and gebgraphic factors which preclude
personal interviews. :

It is necessary to define the following words or
terms which are significant to the study and appear
frequéntly. |

Recruitment.- the process of attracting and persu-
ading capable persons to prepare for and to enter the teaching
5

profession.

High School.- the school division'following the
elementary school, comprising most often gfades nine to
ﬁwelve.6‘ . a . -
~ General Administration.- the speclalized knowledge,
skills and understandings which are different from the
activitlies being administered. The practice of administra-

tion, in the "new" sense, is based on a realistic view of

organizations as they actually exist.?

: 5 Carter V. Good, Dictionary of Education, New York,
McGraw-1111, 1959, p. 452.

6 Ibid., p. 267. '

) '7 Robert G. Owens, Organizational Behavior in Schools,
Englewood Cliffs, N.J., Prentice-Hall, 1970, p. l2.

: Is




INTRODUCTION - xiid

School Personnel Admioistration.- in the narrowest
sense i1t has meant the establishment of procedures for the
omployment andvbayment.of personnel. A_b;oader and more
recent concept views it as one of the major functions in the
general context of administrative responsibility.8

Sources.~- any thing or place from which something
comes or is obtainéd; the origin. Sources of recruitment
are commonly divided into internal and external sources.9

Economic Factors.- a variable considered in an
investigation ooncerned with the demand for and supply of
commodities. . :

Récruitment Procedures.- a series of steps, often
taken by different individuals in order to attract the quan-
tity apd quality of personnel necessary to satisfy established

needs.

-~

School System.- all the schools operated by a given
board of educatlon or central administration authorlty.lo
Teacher. a person employed in an official capacity

for the purpose of guiding and directing the 1earn1ng

8 William B. Castetter, Administering the School Per-
sonnel Program, Toronto, Macmillan, 1970, p. 27 .

9 Michael J. Jucius, Personnel Management (6th ed.),
Homewood, Ill., Irwin Inc., 19 108,

~n
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expéfience of pupils or students in an educaticnal institu-
tion, whether public or private.11

Teacher Selection.- the securing of information
about applicants for teaching positions, and .the appointment
of the applicants best qualified fof<the positions in

questipn.l2 , .

Significance of the Study

Although there have been other studies in the areas
of school personnel administration, selection of teachers and
the role of the prihcipal in recruitment and selection by
Alford, Elkins, McPhee, Payton, Rudisill and Stone, none has
. attempted to study recruitment as an independent function of
personnel. There have peen no attempts to develop a model
for the reéruitment of teachers in general'or high school
p;rsonnel in particular. This void was considered signifi-
-cant to the author as models are developed to describe or
111u§trate pertinent phenomena and enable us to ask basic, -
meaningful questions and are more comprehensive than theories
alone. A model is not an exact replica of a system, but

usually contains the essential‘aépects of the systen. ’
Castetter goes a step further in descritbing "the development

11 Ibid., pﬂ 550' . .
12 Ibid., p. 493. ' o o,
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of mddeis to represent ideas of what things should do
13

or be." . .
. "The'fh;sis is organized into four chapters. Chapter
I presents a review of the literature and includes the model
for the‘recéuitment of high school teaching personnel. The
chapter concludes with a summary of the present state of
' kﬁoﬁiedge‘regardiﬁg recruitment and the relevance of the
literature under investiéation. |

Chapter II is the development of the stﬁdy and is
organized under the fpllowing headings: Selection of School
Sistems,.Instrument; Questionnaire Development, Sources of
Data and Pilot Study. Chapter III presents the findings of
. the study and'a'brief summary of the findings.

. The final chapter is The Model: Analysis, which dis-
cusses the'congruency or'incongruency of the findings.of the
éiuﬂy with the model. This chapter is followed by the Summary
and Conclusions and a listing of recommendations._ Following

this section are a bibliography, appendices of materiais used

in the collection of the data and an abstract of the thesis.

~N

13 William B. Castetter, The Personnel Funétion in
Educational Administration, New York, Macmillan, 1971, p. 13.

-



CHAPTER 1

" REVIEW OF THE LITERATURE

From a review of the literature, it is evident
that there is considerable agreement among school adminis-
trators, teaching'personnel, principals, industrial and
educational personnel executives that the recruitment of
teaching personnel is a significant function of echool
administration and organization. While this statement
describeé the present state of personnel recruitment,
there is considerable agreement that the recruitment
function, pracficee and procedures, should be improved.'
and bolstered in order to realize the importance of this
endeavor to "attract and persuade capable perscns to
prepare for and enter the teaching profession." nl It is
necessary to consider busine,s and industrial procedures

and practices since education has adopted many of these

. sophisticated personnel techniques in its quest for proven

devices needed to attract and eventually select teaching

personnel. Owens comments on this point by stating:

’ 1 Carter V. Good, Dictionary of Education, New York,
. McGraw-Hill, 1959, p. H52.

.\\ .
v



+  REVIEW OF THE LITERATURE * 2

Much has been done and said in the last decade to
emphasize the simple truth--long denied by educators--
that schools and school systems are organizations
which have much in common witn other kinds of
organizations. This new emphasis has had many
desirable results, one of which is the increased
attention that educational administrators have been
giving to the way other organizations have tried to
solve similar problems.2.
In order to conceptualize teacher recruitment as a system, a
general model is provided which encompasses all of the selected
categories to be considered and explored in this undertaking.

The model was conceived and developed by the author as
a reSult of a comprehensive review of pertinent literature.
This review clearly showed that a viable model exists for the
recruitment of high school teachiﬁg'personnel.

The Model for the Recruitment of High School Teaching
Personnel is presented in Figuré 1. This model focuses upon
and begins with the need to fill a teaching position which is
followed by and actualized by the delegation of responsibility
for this function to an individual. The entire recruitment
function is dependent upon the needs of the organization, the
needs of the individual, various sources and economic factors.
- In-order to actualize the recruitment function, selected pro-
cedures, practices and devices must be utilized in order to
attract the prospective candidate and to have him available

for the next step in this system, which is selection.

2 Robert G..Owens, Organizational Behavior in échools,
Englewood -C1iffs, N.J., Prentice-Hall, 1970, p. 152. -
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Ce - REVIEW OF THE LITERATURE 4
l. Teacher Recruitment.

The~origin_of'teacher recruitment can be traced to the.
sixteenth century in Germany where '"considerable attention was
given to the selection of teachers, especially with respect to
their moral and religious characteristics."3

It was during the very latter part of the nineteenth
century that industry was beginning to place emphasis
upon the personnel function. At this time education
needed a model of acdministrative action for the
recruitment instruments and methods from business and
industry which already had sophisticated personnel
techniques. Therefore, it was necessary that school
systems borrow from industry in the fiast attempts
at formalizing the personnel function.
Payton, in his dissertation, states that amid the efforts to
evaluate secondary education there is still no mention of
recruiting or selecting of professional staff.5 Another doc-
toral thesis which touches upon this area was conducted by
Simons, who commented that “personnel administration in

industry is years ahead of public school personnel adniinistration."é

3 Ruth Strang, The Role of the Teacher in Personnel
. Work, New York, Bureau of Publications, Teachers College,
Columbia University, 1932, p. 8. :

4 B.J. Chandler and Paul V. Petty, Personnel Management
in School Administration, New York, World Book Co., 1955, p. 28.

. 5 John K. Payton, Recruitment and Selection of Pro-
fessional Staff: The Role of the Hign School Principal, unpub-
lished doctoral thesis presented to tne Onio State University,
1969, p. k. - -

6 A.H. Simons, An Evaluation of Recruitment Methodg in
Medium-sized School Distriests in California, unpublished doc-

torgl thesis presentea io tne University of Southern California,
1956, p. lu. , ,




.  REVIEW OF THE LITERATURE , 5

The intensity of this problem and lack of recognition is
viewed by Corwin who comments that "the share of teachers in
the labor force has risen from 1.86 per cent in 1900 to 2.34%
per cent in 1956. The number of teachers has increased four
times faster than the general population."7 The growth of the
demand for teachiﬁg and the lack of supply, even in an in-
elastic labor market, has emphasized this problem and function

of recruitment.
2. Recruitment: The Need to Fill a Position.

While thg recruitment function 1s considered signifi-
cand within the scope of school personnel administration,
this function has posed problems for school administrators.
"Few areas in secondary school administration offer
greatgr oppostunit;es_for general school improvement than
those associated with prdfeésional personnel recruitment
and selection, orientation, development and coordination."
One of the problems felt in industry is that "recruiting
'{n ménjidrganizations has been hampered by its tréatment
as an ancillary, part-time personnel'function-rather
than as a full-fledged, specialized management technique.“9
" Hinrichs states that "haphazard talent inputs due to unplanned

7 Ronald.G. Corwin, A Sociology of Education, New
York, Appleton-Century-Crofts, 1965, p. 224.

8 L.E. McCleary and Stephen P. Hencley, Secondary
School Administration: Theoretical Bases for Professional
Practice, New York, Dodd, Mead and Co., 1965, p. 277.

, 9 Milton M. Mandell, The Selection Process, New York,
Ame:ican Management Association, Inc., 1904, p. 1l07.




e - . REVIEW OF THE LITERATURE 6

and'haphézard recruitment make systematic training and
development igpossible."lo Bird remarks that people often
shape their‘aﬁilities to their roles; therefore, personnel
administrators must be innovative in selecting candidates.ll
Quantitative and qualitativé problems emerge when the pressure
to meet manpower quotas interferes with the recruiters! judg-
ménfs. .Kelly, in'describing Robert E. Carlson's study of the
intefaction of organizationaloand individual influences on
hiring decisions, notes that "when manageré were behind their
recrﬁiting quota they tended to hire.applicants they rejected
when they were ahead of quota."l2 Nease emphasizes this point
by demonstrating how Canadian school personnel administrators
. regard the recruiting seasons as hunting seasons or cattle
auctions.l3 Castetter feels the recruiting problem is'quite
e§tensive. "At the root 6f the problem are'many causes--
underevaluation of public education, lack of money, variations
in employment standards, and a lack of concerted effort to

make public education a trulj career,service."lu One

~ 10 John R. Hinrichs, High-Talent Personnel, New York,
 American Management Association, Inc., 1966, .p. 67.

11 Caroline Bird, "The TalemtSqueeze in Middle-
Management," Personnel, Vol. 46, No. 5, September-October

1969: P. 27.

12 Joe Kelly, Orsanizational Behavior, Georgetown,
Ontario, Irwin-Dorsey, 1969, p. 374. '

13 A.S. Nease, "The Ethics of Teacher Hiring," Canadian
School Journal, Vol. 46, No. 3, April 1968, p. 6.

14 William B. Castetter, Administering the School Per-
sonnel Program, Toronto, Macmillan Co., 1970, p. 1l70.




. REVIEW OF THE LITERATURE i

recommendation may be to study.the total process of recruit-
ment "to prqvide a more accurate pilcture of how persons are
brought into a2 school organization and how they function
after they get there."l5 Elsbree and Reutter feel "the most
important obstacle to successful recruitment relates to the
apathy of local teachers' associations toward the recruitment

n16 Gibson and.Hunt state that the determination of

problem.
the need to fill a teaching position begins when "a need for
the teacher is felt by someone in the system [...] either.
becaﬁse a teacher ié resigning or being transferred or because
an additional teaching position is being created."17 In his
doctoral study, McPhee found that "limited effort was gener-
aliy exhibited in recruitment, and most personnel officers
expressed little concern for improving recruitment practiceé."ls_
In another doctoral stud&, McCarthny asked ﬁis respondents to
determiné the duties of the personnel officer and to rank

those duties on a scale from one to thirteen. The findings

of this study resulted in the following ranking of duties:

15 Payton, op. cit., p. 14,

16 Willard Elsbree and E. Edmund. Reutter, Jr., Staff
Personnel in the Public Schools, Englewood Cllffs, N.J.
Prentice- Hall, 196%, p. 23.

17 R. Oliver Gibson and Herold C. Hunt, The School
Personnel Administrator, Boston, Houghton Mifflin, l9b5, D.
165-166.

18 William J. McPhee, School Personnel Management:
Current Programs in Selected Indiana School Corporations,
_unpubllsheu doctoral thesis presented to the University of
Indiana, 1968, p. 211.
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Rank Personnel Function

1 . : Recruitment
2 Selection -
a Separations
Personnel Relations
5 Transfers
6 Induction
g Wage and Salary Administration
Research
.9 ' Requisitions
10 In-service Training
11l Medical Services
12 Financial Services
13 Legal, Recreational servicesl?

_ This problem of involvement is felt ét the board level
also.’ Ca§§ettef states that "unless the board takes initiative
to establish conditions and climate for adminiétrative action
on a sound recruitment program, the chances are good that the
best of intentions and plans will be abandoned subsequently."zo
Tﬁe N;E.A;, ih its prdgram for selection of teaching personnel,
states, QForwafd looking school systems seérch out good candi-
dates and invite them to apply rather than depending entirely

ﬁpoh seif—recruitment talent."2l The flow of candidates for

pbsitions must be generated by the school or organization

19 Francis J. McCarthy, The Personnel Admipnistrator
in City School Svstems: A Study of tne Duties and Functions
of Personnel (Oificers ana iaministrative Oreganizational Plans
for Personnel Management in Public Scnool Svstems in Selected
Cities as Compared to rersonnei Practices in Otiner Fields,

—

unpublished doctoral thesis presented to New York University,

50 Castetter, op. cit., p. 171.

51 Richard Wynn, A Sound Program for the Selection and
Promotion of Teachers, National rducational Association o: the

United States, APril 1962, p. 3.
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attempting to £i1l positions. .Gellerman feels "the flow of
talent into or away from any orgénizationlis regulated by the
opinions of‘ﬁ;ople whﬁ are usually ill-informed about what
the orgahization is rea;ly like and quite indifferent to

whether their impressions are reliable."?? The recruitment

function is, therefore, a multidimensional problem which must
be studied from several vantage points to determine optimal
procedures and practices as well as the factors affecting the

~ process to be utilized in order to offset its problems.
3. Recruitment: Delegation of the Responsibility.

. The importance and functidn of recruitment has been
emphasized by échool administrators and personnel special-
ists who stress recruiting as one of the most important
tasks in personnel admihistration.23 Recrﬁitment is a key
factor in the development of effective school systems since
‘“movement from position to posiﬁion and from program to pro-

gram should be encouraged."ah

Steffenson has highlighted the
importance of this function by viewing it in its narrowest

" dimension and stating that it is "the process of obtaining

22 saul W. Gellefman, Management by Motivation, iew
York, American Management Association, lInc., 1900, p. ©O.

23 T.B. Greenfield et al., Develozinz School Svste:s:
Planning, Organization and Personnel, Torcnic, lne Lntarlo
Institute for Studies in Education, 1969, 2. 7%-

2+ Ibid., p. 75-
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additicnal staff members necessary to meet the requirements
imposed by the_loss and growth of staff."zs Both Petty and
Chandler26 and John Elkins®/ in his doctoral dissertation
agree that recruitment is a main function of school administra-
tion and one of the most important responsibilities of the
school executive. Sokolik has stated recruitment is a function
where "performance ranges all the way from the mere routine

of calling in someone from the existing pool of drop-in appli-

cants to a very complex search. n28

Richard Wynn remarks that
"a teacher selection program can be no better than the re-
cruitment program which supports it. n29 In his book, Adminis-

trative Behavior, Simon reveals -"the problem of organization

becomes inextricably interwoven with the problem of recruit-

ment."30’ Castetter has commented on the dual administrative

-

25 James P. Steffenéon, Staff Personnel Administra-
tion, United States Department of Health, Education and
_welfare, Bulletin No. 6, 1963, p. 13.

26 Chandler and Petty, op. cit., p. 115.

27 John C. Elkins, A Study of the Organizational
Practices, Services and Responsipbilities ot tne Position of
Personnel Director in iLarge City Scnool Systems, unpublished
doctoral thesis presented to the Univer51ty of Oklahoma,

1966, p. 35. .

‘28 Stanley L. Sokolik, The Personnel Process: Line
and Staff Dimensions in Managlngipeople at Work, Scranton,
Pa., International Textbook Co., 1970, p. H4l. :

29 wynn, op. cit., p. 2-3.

30 Herbert A. Simon, Administrative Behavior (2nd ed.),
New York, Free Press, 1965, p. 227

TN
.,
1
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dilemma facing school boards with respect to recruitment:

The short-range problem involves those activities
carried om 'to meet current personnel demand, such
as that which continuzlly exists in every school
system when positions are vacated due to death,
promotion, resignation, retirement, leaves of
absence, dismissals and the creation of new pasi-
tions. The long-range problem involves those
activities engaged in by the local school system
to. assure a continuous supply of qualified_pro-
‘fessional and noninstructional personnel.

Castetter has formulated premises upon which effective re-

cruitment programs rest:

1. The board of education is the prime mover in
the local recruitment program.

2., The board of education delegates responsibility
for implementation of its recruitment policy
to its executive officer.

3. Specific duties of chief executive officer in
the recruitment program include: -

(a) determination of immediate and long-term |
~ ' quantitative and qualitative personnel needs. =

(b) establishment of'employment qualifications. -
"(¢) preparation of budgetary plans.
' (d) development of a systematic plan to locate

and attract qualified persons for service
. in the system.

'h.' The recruitment program is conceived as a care-
fully planned, continuous, long-term activity.

5. The search for qualified personnel is not re-
stricted to specific institutions and geographic
areas. .

31 Castetter, op: cit., p. 169-170. -
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6. The local school system shares responsibility for
increasing the supply of. new teachers throughout
the nation. ;

7. The.recruitment program is conceived as an essen-
tial, but not isolated, aspect of the total per-
sonnel function.32

Barnard has stated "bringing persons within reach of recruit-
ing or proselyting influence is a.task which differs in
practical emphasis among orgahizations in respect to both

séope and to method."33 In his book High-Talent Personnel,

Hinrichs, commenting on the basic dimensions of business
recruitment, states:

1. It must bring in enough talent to meet the
organization's current and continuing needs.

2. It must bring in the right kinds of talent.

3. It must bring in talent in such a way that it
continues to make a sustained contribution to
the organization's objectives.3

McFarland, in his American Management Association research
study of corporate personnel, comments that: '

[...] although personnel executives are in a position
to influence top management, the data provide evidence
of personnel executives' concentrated interest in
programmatic goals and their relative disinterest in
corporate matters.35

32 Ibid., p. 171.

33 Chester I. Barnard, The Functions of the Executive,
Cambridge, Mass;, Harvard University Press, 1938, p. 228.

3% Hinrichs, op. cit., p. 66.

- 39 Dalton E. McFarland, Company Officers Assess the
Personnel Function, New York, American Management Association,

. Inc., 1907, p. 29.

- e
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Whilé.thé.literature clearly indicates what the recrﬁitment
':function'shoulg encompass from an administrative point of
view, there is some question as to the relative position and
" uwltimate importance given to thﬁs function which is deemed
signifiéant by'educational administrators and persbnnel
specialists. _

‘The AASPA reported té its members at a conference in
Kansés City, Missouri, over a decade agb that "school per-
sonnel administration is that part of executive responsibility
which'is concerned with providing an adequate staff of guali-
fiéd teachers and ofher workers."3® Gibson and Hunt reinforce
this observation by commenting: . "The completeness with which
- recruitment programs are planned and carried forward is one
index of the success with which a school system attracfs

37

qualified educational personnel." They further feel. that

once quaiifications are determined and selected positions are
slated for fulfillment "a basis has been provided for
recruitment."38

In addition to administrative determination of recruit-

" ment functions, the high school principal must serve as a

36 American Association of School Personnel Administra-
tors, Standards for School Personnel Administration, a report
prepared by the Committee on Standards, kansas City, Missouri:
American Association of School Personnel Administrators, 1960,
po 10. . ’

37 Gibson and Hunt, op. cit., p. 159.
38 Ibid., p. 163.
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coordinator of recruitment procedures and practices to ensure
. effectiveness from an'organizational‘point.of view.39 The
importance of recruitment is further attested to in an article
by R.W. Allen, the Director of Education, Sudbury, Ontario,

in Education Canada in thch he discusses recruitment as the

major activity of personnel administration due to turnover,

teacher negotiations and teacher dissent, all new areas to

40

school administration involving the search for talent.

Riederer in the School TrusteeLPl and Carter and Short in the

Journal of Education&

2 both describe recruitment as an essen-
tial activity to proper teacher placement and effective

.administrative procesées. Trimble, in his article in Canadian

43

University and College, comments that the aims of professional

development within organizations begin wiﬁh effective recrﬁit-

ment and selection procedures for teachers; There is.a need

39 Payton, op. cit., p. 128.

40 R.W. Allen, "Personnel Administration in Urban
School Systems," Education Canada, Vol. 9, No. 4%, December
1969, p. 23-31.

: - 41 L.A. Riederer‘ "Selecting and Developing Adminis-
tratgrs " School Trustee, Vol. 23, No. 1, February 1970,
po 1 -1 .

42 R. Phillp Carter and Veri M. Short, "Selection and
Training of Adult Educators," Journal of Educatlon, Vol. 19,
No. 1, December 1969, p. 33.

43 W.B.S. Trimble, "Professional Development- Helping
College Teachers Stay Up to Date," Canadian University and
College, Vol. 4, No. lO, October 1969, p. 45-638. .
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fortsophisticatéd procedures aﬁopted and adapted from oféaniza-
tions which make recruitment and selectioh,theif business;

" Kelly reinforces this point by stressing the utilization of
Wsophisticated procedures of this type obviously require the

assistance of psychologists."hh

French, Hull and Dodds view
the educational administrative process as being closely re-
- lated to bﬁsiness.and ihdustry by stating: |

Bigness and complexity are not characteristics of

the present world that apply only to business.

They apply equally to nearly all of our organized

and institutionalized life [...] The one-room

school becomes the big city school system [...]

Not only in business and industry do we find the

trend toward large scale organization, but in

education, iﬁﬂsocial services, and even in govern-

ment itself.5D - :
It is clear thaf recruitment is not a unitary or isolated
function since it is directly interrelated to organizational

processes.

-~

- W, Recruitment: Organizational Needs.

:_ k reQiew of the literature indicates the importance
of organiéational needs, the importance of the socialization.
of the individual and the need for a system of equilibrium
withih the organization to satisfy individuél needs and the
"objectives of the organization by the proper utilization of

recruited personnel.

.ﬂhh kelly, op. cit., p. 370-371.

: 45 Will French, J. Dan Hull and B.L. Dodds, American
"High School Administration, New York, Rinehart, 1957, p. 9.

,- o
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Corwin; in A Sociology of Education, focuses upon the

organizational problem of recruitment by stating:
 One third of the beople trained to teach never enter

teaching, and three out of five teachers are not in

.the profession at any one time. Consequently, schools

compete for only a small oroportion of the potentially

available teacners. Although some schools have been

able to compete successfully and find no trouble in

attracting the teachers they want, most of them are

not fortunate enougn to recruit the kind of person

usually preferred for sucn jobs.h46
Corwin notes further that recruitment may be responsible for
the socialization of new teachers into a system. ©Not only do
schools seek to recruit candidates but they "seek to socialize
newcomers, 1.e., to teach them the unique values, traditions,
beliefs, and goals of the particular school as well as the
institutional value system that is shared with other schools."L+7
In investigating socialization; Good views it as "thé process
by which individuals and groups, living id geographical proxim-
ity, establish a relatively stable social order, involving a
.common culture and a feeling of group uni’cy."’"*8 Recruitment
of high school teaching personnel will be affected by social-
ization since the longer the training period required prior
~ to entry into an occupation, and the mbne stringent the parti-

cular organization's admission standards, the less socialization

h6'Corwin, op._cit., p. 5-6.
47 Ibid., p. 7. A
48 Good, op. cit., p. 507. ~..
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théJhiring 6rganization must do.*9 This fulfills the organiza-
tional objective of sqciélizatioﬁ via the recruitment function.
Etzioni links éocialization and recruitment by concluding that
"socialization and selection can partially substitute for each
other, i.e., the same level of contrel can be maintained by
high selectivity and'a low level of organizational socilaliza-
'l:.:Lon."so Getzels, Lipham and Campbell are concerned with
socigl systems and socialization and view the administrative
function from a point of view within a netwbrk of interper-
sonai,or, more broadly speaking, social relationships. They
have selectéd Homén's definition of a social system from his

book The Human Group:

The activities, interactions, and sentiments of the
group members, together with the mutual relations of
‘these elements with one another during the time the -
group is activcg1 constitute what we shall call the
~ Social system./— | ‘ |
The socialization of the individual within the organization is
.éignificant sincé the process of socialization is intended to
integrate personnel into a social system. There appear to be
several alternatives to accomplish this task. One of the

alternatives is dependent upon a training comﬁonent which

49 Corwin, op. cit., p. 8.

50 Amitai Etzioni, Modern Organizations, Englewood
Cliffs, N.J., Prentice-Hall, Inc., 1964, p. 70.

51 Jacob W. Getzels, James M. Lipham and Roald F.
" Campbell, Educational Administration as a Social Process,
New York, Harper and Row, 1906, p. 55.
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proceeds post—ihduction socialization and the other method is
pre-induction, socialization which is concerned with the re-
cruitment of personnel prior to any organization affiliation.
In the preinduction alternative, an attempt is made
to obtain already appropriately socialized versonali-
ties through selection procedures. Thus the system
admits individuals whose needs and abilities are
consonant with the expectations for the role and

bars from entry individuals whose needs and abilities
are not consonant with those expectations.>2

It is apparent that an 6rganization attempting to attract and
-secure highly skilled profe551onals must exercise the pre—
inductlon socialization alternative in order to finally select
those teaching candidates who will "fit" into the social
scheme of the organization.

The individual is socialized by the family, the
neighborhood “and the 'school, and is taught that society has a
limited array of occupations which are meaningful. The
drganization involved in the recruitment process is awate“of
.this.con&ition since the decision of the individual to be
recruited by an organization end at the same time select the
orgahization rests on a bargained contract--sometimes expressed
" in great detail, sometimes largely implied.or ﬁﬁderstood--with
regard to what each will contritute to the other and each will
receive.?3 The socialization of prospective candidates

emphasizes the contractual characteristic, and the inducements/

52 Ibid., p. 1l24-125. ' : ™~

. 53 James D. Thompson, Or anlzatlons in Action, New
York, McGraw-Hill, 1967, p. 105. ’
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contributions phenomenon of organizations. While the meaning-
fulness of the job is viewed differently by the organization
and the individual, the definition of the job is dependent
upon the consensus of bqth. Thompson further feeis the
contract in existence at any point in time rests on the power
of the parties relatlve to each other."sh The struggle be-
tween the individual and organization is felt at the primary
level of recruitment since the organization is powerful when
the individual lacks the proper avenues to organizational
positions and, conversely, the 1nd1v1dual wields power when
organizations need qualified members and cannot readily re-
cruit them. These factors are felt administratively, economi-

cally and 5001ally. Slmon, 1n Admlnlstratlve Behavior,

comments on this condltlon in whlch the- members of an organiza-
tion contribute to the organlzatlon in return for the- induce-

ments that the organization offers them.ss Prior to this

- 'situation, is the decision of the prospective employee regard-

ing whether or not the organiaational objective is close
enough to his personal goal to make him choose to participate
. in the group.’® While the organization can offer the individual

inducements in the form of money; status and organizational

54 Ibid., p. 106.
55 Simon, op. cit., p. 11l. -
56 Ibid., p. 1l%. i
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position, the individual will also consider his relations with
the working group of which he is a part prior to making a
decision conéerning his personal contribution to the organiza-

tion. This dualism hés been considered by March and Simon in

Organizations:

Organizational recrultment however, is not simply

a matter of individual scapnlng of alternatives.

Slmultaneously, organizations are searching for

personnel. The job seeks the man as well as vice

versa. Consequently, factors that determine the

mode of search used by organizations will affect

the success of the individual's search. The

greater the visibility of an individual to

organizations, the greater the number of organlza-

tions visible to him.57
This consideration touches upon two important areas for
organizations to consider in their attempt to recruit individu-
als for employment One area concerns itself with the factors
affecting the percelved desirability of movement from the
organization for the individual to another organization due
to dissatisfaction or greater opportunity. The other area
1nvolves'the factors affecting the perceived ease of movement
from the organization for the individual to another organiza- .
tion. Both are of vital concern in the organizational recruit-
ment attempt to attract and persuade capable persons to
prepare for and enter a profession of vital interest to the

organizatidn.

57 James G. March and Herbert A. Simon, Organlzatwons,
' NeW'York, John w1ley and Sons, Inc., 1958, p. 1Ok.

‘/
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;In récruiting prospective candidates for positions
within the organiéation, it is imﬁortant for the organization
to be aware.of the factors affecting the perceived desirability
of movement away from the organization for the inqividual as
well as movement'towards another organization recruiting
candidates. This factor is significant when one organization
attempts to attract and recruit individuals employed with
another organization. The recruitment effort, devices and
practices should focus upon the following in the effort to
attract prospective employees:

The greater the individual's satisfaction with

the job, the less the perceived desirability of
movement. '

4The'gfea%er the éonformity of the job character-
_istics to the self-characterization held by the 8
individual, the higher the level of satisfaction.5 ~

The orggnization attempting to attiract and recruit prpSpective
candidates must be able to present a narrative bluepriﬁt which
'should be reinforced by additional public relations informa-‘
fion illustrating and attractively describing the organization
and those characteristics which areucongruenf with the needs
of the individual. | |

The organization must Be cognizant of the factors
affecting é poténtial employee's perception of the ease of

movement from his organization if its recruitment program is

e
-

58 Ibid:, p. 9%, -
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td bé effecfive in attracting and recruiting individuals
employed with other organizations. "The greéter the number of
perceived extréorganizational alternatives, the greater the
- perceived ease of movement."s9 If the organization involved
in recruitment utilizes the proper procedures, préctices and
deyices, and'touches upon selected sources, then an individual
within another organization will become aware of an alternative
and will also become a prospective candidatevfor a position.
The larger the number of organizations visible to

the participant, the greater thne number of perceived
extraorganizational alternatives. '

The greater the prestige of the organization
greater the visibility of the organization.60

the

Through recruitment in selected markets and within the
open labor market, visibility will be a factor for the pros-
pective candidate's decision concerning a position change.
Well-developed recruiting literature, marketed througﬁ proper
channels, will also enhance the position and visibility §f the
gecruiting organization for the prospective candidate seeking
a position change.

March and Simon noted the greater the individual's
propensity to search, the greater the number of organizations
visible to _him.61

This must be considered by all organizations

involved with récruitment since individuals, due to a myriad

59' Ibid., p. 100.
60 Ibid., p. 103. e
61 Ibid., p. 105.
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df personal reasons, seek alternative positions from time to
time and, if the organization seeking prospective employees
utilizes Vafious practices and devices to attract these
emplqyees, the visibility factor will serve as ohg of the
majof recruitment procedures. In this manner, the oréaniza-
tion can satisfy its objective of recruiting prospective candi-
dates while at the same time fulfill the individual needs of

those individuals seeking employment.
5. ﬁepruitmentf Effect Upon the Individual.

A general review of the literature indicates the signi-
ficanée'of the human input as a factor of recruitment.
Castetter feels “récruitment becomes the first step in. satis-
faction of personnei_need."62 This problem area is expanded
upon by Elsbree and Reutter who state "few systematic attempts
have been made to interest talented young people in choosing
feaching as a career."63 They also describe this problem area
by stating:

The major problem in teacher recrultment is not dis-
covering talent. It is encouraging gifted students
to enter teaching in competition with opportunities
in business and other professions {[...] Glamor and

- charm have not been qualities commonly assocliated
in the publlc mind with scnool teachers.6

62 Castetter, op. cit., p. 170.
63 Elsbree and Reutter, op. cit., p. 19.
64 Ibid., p. 2.
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Elsbree and Reutter estimated eighty per cent of public school
teachers are women with aspirations of marriage and "this
situation accounts for a relativély large amount of turnover
in teaching.“és Hinrichs Qiews the human factor in recruit-
ment as "one of cdnvinéing the individual recruit that the
job which the organization can offer him will meet harmoni-
ously with his personal goals."66 The marriage of an individu-
al to the organization is a significant problem which must be
anticipated by organizations"engaged in recruitment. Bellows
reinforces this point in describing the

[...] reputation of a company in a community re-

flects rapldly in the kind of personnel who are

attracted there for work [...] When there is a

condition of tight labor market, their reputation

assures that applicants for work will go first to

the company in which they think they would like

to work.67
Bellows notes that companies can only be viewed.by prospective
applicants as potehtial employers if the organization takes
steps "fd become known as a desirable place to work in the
éommunity{ This is an important function of tﬁe recruitment
‘process. Recruiters tend to leave applicants either confused

: 6
or hostile, according to the applicants' evaluation."

65 Ibid., p. 16.
66 Hinrichs, op. cit., p. 67.

67 Rbger Bellows, Psycnology of Personnel in Business
and Industrﬁ, Englewood C11f¢s, N.J., Prentice-Hall, Inc.,
196 sy P. 21k, . :

68 Ibid., p. 219-220.
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Mandell discusses in The Selection Process his concept that

recruitment is dependent upon self-selection by applicants.

v.

This is a

[...] conscious or unconscious decision that an
applicant makes when he applies to a particular
organization [...] The information needed for self-
selection should therefore be provided from the
very beginning [...] When done effectively, this
"process cuts recruiting costs by eliminating
unqualified applicants early in the selectlon
procedure.6%

Gellerman further emphasizes the role of the individual in
recrultment programs'

As a rule, thls has to be a continuing program
rather than a project with a definable start and
finish. . Usually at least four considerations are
involved. The first is to find out, to the extent
that this is possible, what tne organlzatlon s
outside image as seen by prospectlve ernployees is
really like L...J The second consideration in deal-
‘ing with images is to improve the reality of the
informatinn available to the group one wishes to
attract.70

Stone conducted his doctoral dissertation in tne
area of employment conditions affecting teacher recruitment.
He discovered teachers were attracted to their positions by

the following reasons listed in rank order:

69 Mandell, op. cit., p. 114-115.
70 Gellerman, op. cit., p. 89

o
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Schoél systems near home and relatives.
A good salary schedule.

A goodigenerai school reputation.

Have deep roots in the community.

& good place.to bring up a family.

Faculty congenial and display géod attitude.

Size of school system.

Own property locally.
Satisfactory teaching load.
Good type of student.”l

The research quoted has underscored the significance

of the htman factor in recruitment as the needs of the

individual are somewhat different from the purposes of the

organization. School systems must be cognizant of the

human factor as it relates to procedures and practices

gmployedfin'the recruitment of prospective candidates.

71 Paul L. Stone, Benefits and Employment Conditions

‘Of fered by Pennsylvania Schools and Tneir Effects Unon

Securing and Retaining Teachers, unpublisned doctoral thesis

presented to Pennsylvania State University, 1962, p. 163.

\‘.

-~y



. REVIEW OF THE LITERATURE 27
6, Recruitment: Sources,

The procedures, practices and devices of recruitment
are only as good as the sources developed by the recruitment
effort. Hawk states, "The development of any source is some-
thing of.an art in itself, and as such, may be thought of as
the actual beginning of.recruifing."'?2 An excellent starting
point in the process of recruitment is discussed by Bellows.
He'feels personnel officers should take an internal view of
their organization to select"those employees who are most
succéséful. After this identification, the source from
which they were recruited should be considered but 'undue
dependence upon any single source, to the exclusion of others,
ﬁay leave the company without recruits when the source fails

73 Wynn, in his

to supply, as in labor emergency conditions."
- N;E.A, address, stressed: "The selection df teachers from a
broad geographic base offers the best antidote for provinecial-
1sm 7% Castetter also comments on the utilization of various
pérsonnel sources by school organizations involved in the

recruitment of high school teaching personnel:

‘ 72 Roger H. Hawk, The Recruitment Function, Princeton,
N.J., American Management Association, Inc., 1967, p. 193.

73 Bellows, op. cit., p. 224-225.
74 Wynn, op. cit., ﬁ. 3.
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The supply of teachers upon which school systems

depend to meet the demand must come largely, but

not exclusively, from newly qualified college

graduates [...] The fact that less than three

fourths of the new college graduates qualified to

teach actually become candidates for teaching

positions lessens the prospects for reducing the

gap between supply and demand. These and other

estiniates imply nothing less than a massive effort

to recruit and to retain well qualified teachers.75
Malm, in his analysis of recruitment in labor markets, re-
inforces Wynn's comments by adding, "it is impossible to
define the boundaries of a local labor market area in any
simple or'clear-cut'manner."76 Malm also makes the observa-
tion that smaller enterprises have a tendency to recruit
within narrow spheres for candidates and place less serious
drains on local labor pools while filling vacancies from
local sources. However, "larger firms tended to recruit
more widely"’’/ and incurred greater expenses to fill open
" positions. This expanded observation reinforces Wynn's
inputs on geographic and source factors in recruiting. The
N.E.A. developed a unique listing of untapped sources of
teacher supply to be developed via pérsonal contact andAnot

outside agencies which is a slant not taken by other

authors: o .

75 Castetter, op. cit., p. 19.
76. Malm, op. cit., p. 255.
77 Ibid., p. 249.
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1. Wives and mothers with'recent college degrees
and who are trained for teaching. .

2. Liberal arts college graduates in conjunction
with a college intern program.

3. Retired teachers.

., Those leaving the National Teachers Corps due
to a cut in appropriations.

5. Retiring members of the Peace Corps.
6. Unemployed minority group college graduates.78

The 0.I.S.E. study of Developing School Systems: Planning,

Organization and Personnel further reinforces earlier posi-
tions regarding broad sources by commenting that "recruiting
outside the district will always be necessary if the system
is to maxize its pool of talent and make changes in its pro-
cedures and programs."79 In the development of sources,
Babcock80 did a survey of 491 first-year teachers to ascertain
. why they go where they do for <heir first employment. He
sorted fwo groups of factors--general and geographic. The
‘three general factors considered by teachers to be most
important were: geographic location; philosophy of the

echool system and teaching freedom.

78 np Statement on the Teacher Shortage," School and
Societ , February 1967, p. 92. ]

79 Greenfield et al., op. cit., p. 75.

'80 Robert J. Babcock, "How to Hook Those First-Year
- Teachers," School Management, Vol. 12, March 1968, p. 60-63.

I
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The four geographic factors considered by teachers to
be most'imporﬁgnt wvere: close to home; near school offering
graduate stﬁdy; near cultural centers and cost-of-living.

Payton, in his doctoral study, conéluded that referrals.
of prospective candidatés made by members of the incumbent
staff served as the best source of new professional staff.

His findings indicated'fhat "these people best knew other
practicing professionals in the field and if.these other
persons were intergsted in teaching in the fespective high
schodl’."81 McPhee, in his doctoral study, indicated colleges
and,uni#ersities, state employment'services, cbmmercial agen-
cies, chambers of commerce and the N.E.A. were the best sources
to'be contacted in staff recruitment.82 The research in this
field yilelds a divergent scope.bf sources éracticed by school
systems engaged in recruitment with no basic ranking of impor-

tance from an aggregate, universal point of view.
7. Recruitment: Economic Factors.

' " An ongoing recruitment program is affected by factors
within a school organization of which one is concerned with
_ the cost of hiring qualified staff. There are no empirical

studies concerned with an economic breakdown of recruitment

81 Payton, op. cit., p. 99.
‘82 McPhee,. op. cit., p. 188-189. .
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éosfs fdr school systems of varying sizes. However, the
economic conditions affecting school systems are situations
composed of-ail factofs assoclated with the production, dis-
tribution and consumption of goods and services.83 Applying

~ the terminoiogy to educational recruitment, goodshand services
are the means utilized by schools and qualified teaching
céndidatés to achieve the ends or objectives of education often
refefred to as production, distribution and consumption. While
it is difficult to assign economic indices to specify costs,

it is most lucid to conceive of recruitment as being an invest-
mén£ and'not a direét cost. The 0.I.S.E. handbook of Develop-
ing School Systems states that "money spent in recruiting is

- well justified in comparison with the cost of hiring an
ineffective individual.f'81+ Fledler views the function 6f train-

ing in organizations as being dependent upén recruitment from
a\cost point of view. "It is certainly easier to place people
in a situation compatible with their natural leadership style

‘than to force them to adapt to the demands of the job."S> He

comments on the expense and time-consumption expended in poor

' recruiting of people. Dukes, in his article in Personnel

Management: A Management Scienca Approach, discusses methods

83 Good, op. cit., p. 190.
84 Greenfield et al., op. cit., p. 75.

85 Fred E. Fiedler, "Engineering the Job to Fit the
Manager," in Joseph A. Litterer (ed.), Organizations:
Structure and Behavior, Vol. 1, New York, Jonn Wiley and Sons,
1969, p. 395. : :

’
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to reduce recruitment expenditures by

[...] determining the best source for obtaining
particular sorts oif personnel. It is also necessary
to determine whicn of several recruiters or inter-
viewers is doing the best job of obtaining such
people and if not to reward him, to study his
technique, so that other interviewers may achieve
similar results by adopting his particular style.86

The negligible cost of recruitment is further commented on by

McKenna in Staffing the Sghools:

4
-

[...] if the approximate lifetime earning of one
teacher (as of 1963 and assuming the teacher is
employed in a district L0 years) is £300,CC0 then
one per cent of this amount should be alloted for
the recruitment and selection of each new pro-
fessional staff member.87 -

Van Zwoll views the economics of recruitment from a demand
position and discusses the two determinants of demand: "fhese
are the number of children of school age and the number of
teachérs leaving teaching’."88 He estimztes that somewhere
between eight and eleven per.cent of teachers leave the public

schools each year. In the United States, '"the total of new

'teachérs needed annually is more than twice the number who

86 Carlton W. Dukes, "Effective Mznagement of a
Professional Recruiting Effort-A Systems Approach," in
Paul S. Greenlaw and Robert D. Smith (eds.), Personnel Manage-
ment: A Management Science Approach, Scranton, Pa., Inter-
national Textbookx Co., 1970, p. 1l40.

87 Bernard H. McKenna, Staffing the Schools, New
York, Bureau of Publications, Columbia University Teachers
College, 1965, p. 93.:

88 James A. Van Zwoll, School Personnel Administration,
" New York, Appleton-Century-Croits, 196%, p. 55.
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entér téaching yearly now."89 The demand for teachers is
increasing in 3pite of fluctuating economié‘conditions imping-
ing upon the labor market.

The Research Division of the National Educational
Associafion has disclosed there is a current surplus of quali-
fied teachers for most assignments, an adequate supply in
several assignmeht areas, and shortages in few areas.

This estimate of the demand for teachers includes the
new teachers needed for vositions related to school
enrollments and Tor replacement of teachners leaving
active employment. The announcement orf continuing
teacher shortages is based on the comparison of the
supply of qualified teachers with the numbers of
teachers who snould be employed in a given scnool
session to attain a specified standard of educational
quality at that time.90 :

There appears to be little question that the supply of college
graduates prepared and willing to teachn is-inadequate for the
number of teaching-related positions which should be crgated.
Most of the new teachers have come from college campuses after
graduation.
. The numbers of graduates'prepared to teach have
represented from 26.7% (in 1950) to 36.2% (in
1971) of all graduates receiving the bachelor's
and first professional degree [...] the supply of
graduates prepared to teach in 1971 (305,711) 1is

more than twice as large as was observed in 1961
(129,188).91_

. 89 1bid., p. 55.

90 William S. Graybeal, "Teaéher Surplus and Teacher
Shortage," Phi Delta Kappan, Vol. 53, No. 2, October 1971,

p. 82. | -
:l- 91 Ibid L3 , p L] 8’+ [ ]
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'Looking ahead to the recruitmenﬁ of teachers in
general, the N.E.A. projects that by 1978 university and
'college graduates will be three times the number of those
graduating in 1961 who were prepared to teach. Ag a result.
of projections for teacher supply and demand, "the major
source of demand for new teachers during the 1970's will not
be increased enrqllments but improvements in staffing quality
and replacement of teachers in normal turnover.“92

This line of reasonihg reflects directly upon the
scope and function of recruitment since economic factors in
general, and_demand-supply factors in particular, are com-
ponents of the recruitment procéss. Vhile current theorizing
focﬁses upon supply, the Research Division of the N.E.A.
emphasizes that 1it should be remembered that there will con-
tinue to be a need for at least 100,000 beginning teachers
;nnually for the next decade n93 which illuminates the'cdn-
‘tinuing utilization of the function of recruitment.
. Teachers are individuals with skills and abilities
needed in other kinds of endeavors. Hinrichs reinforces this
point by commenting: "While the overall size of the labor
force will_incréase sharply over the next few years, the growfh
will be mainly in the kinds of people that are being requifed

less and less by industry and the other institutions in our

-~

92 Ibid., p. 85.
93 Ibid.
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societyo"gk The Bureau of Labor Statiétics specifically
states that "teacher employment will not féll below the 1945
level for at least the following forty years" and that "there
are many reasons to believe that teacher empioymept in 1985

95

may excééd the earlier level." While studies and a review
of the literature have shown that industrial demand in employ-
ment may fluctuate, educational demand tends to remain
'unchanged. The difference in this type of labor market is
that'patterns of recruitment are altered and the supply of
ayailable employees increases with a corresponding increase

in the selectivity component.

Thompson, in Organizations in Action, views the re-

cruitment of personnel as being similar to a competitive
system. He states:

Conditions of perfect competition are infrequent and

- highly unstable over time; and even if the organiza-
tion faces perfect competition in one sector--for

- example, in disposing of its output--it may face
imperfect competition in other sectors--for example,
the recruitment of personnel. [...] Each time the
organization needs a particular kind of support, it
offers something in exchange; but if the elements
of the task environment wnich control that support
have better offers, thne organization may be without
'a source of supply.96

In the business énvironment, imperfect competition is a situ-

ation in which "each seller has a distinct product and a

94 Hinrichs, op. cit., p. 30.
95 Elsbree and Reutter, ov. cit., p. 13.
96 Thompson, op. cit., p. 33.
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group of regular customers who prefer that product."97 Under
a situation of,perfect,competition there is an equal amount of
buyers and sellers for a product and there is "no barrier to a
company'!s expanding until it reaches optimum size.. But this
means that pure competition can continue only if the market is
large enough to absorb the output of many optimum-sized pro-

8 ‘ :
ducers."9 Malm discusses economic factors of recruitment by
stating:

Employers frequently a2djust to changing conditions

by hiring more or less labor at a2 given rate [...]

The most commonly mentioned metihod of adjustment was

to use different channels of recruitment, depending

on the degree of tightness of the market; while a

second method was to recruit over a hroader or

narrowqg area depending on the condition of the

market.”? .
Malm also discusses conditions prevailing during a tightening
of tﬁe labor market. In this situation employers react to
ihcreasing difficulty of finding applicants by intensifying
recruitment efforts with a corresponding increase in time and
costs. They also expand the geographic area within which they

seek candidates for positions within their organizations. 1In

a labor market “characterized by declining business activity

97 Lloyd G. Reynolds, Economics, Homewood, Ill.,
Richard D. Irwin Inc., 1963, p. 1k2.

98 Ibid., p. 138.

9 F. T. Malm, "Recruiting Patterns and the Functioning
of- Labor Markets," .in Paul Pigors and Chatles A. Myers (eds.),
Management of Human Resources: Readings in Personnel Adminis-
tration, New York, McGraw-inill, 19o4%, p. 250.
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and developing'labor surpluseé, some firms will reduce their
recruiting effgrts--shfinking tack in the area covered and
dropping advertising and labor scouting in favor of direct
hirihg.";oo This is characteristic of the 1971 economic labor
situation facing organizatiohs which continue to recruit but
through different channels in order to adjust to a changing
environment. /

The economic factors of recruitment weré quite appar-
ent at the turn of the 1970's. The tightening of the economic
markét channeled business-oriented studénts into teaching

fields, .increasing the supply of prospective teaching per-

sonnel with a corresponding increase in the demand factor.

This situation was reported by the Torontc . Globe and Mail in
June of 1970. '

~ The incoming students at colleges of educatlon next
Fall will be the most highly qualified in the history
of the province, according to Douglas Dadson, dean of
the College of Education at the University of Toronto.
With 1300 places to fill, Mr. Dadson said, 1500 appli-
cations have come from students wno are graduates of
four-year college nonour courses with at least a
WB" average.l0l

While this situation shows a slight shift in the labor market
from prev1ous seasons in which available personnel were highly

in demand, it cannot be deemed as a stable or even future

100 Ibid., p. 252.°

101 William Johnson, "1971 teachers best qualified
ever, dean says," news art*cle in the Globe and Mail, Toronto,
June 10, 1970.
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economic condition dictating new recruitmént trends. Tﬁémpson,
on the other hand, views the dynamic environments differently
and feels that.one way an organization can balance its capaci-
ties against demand is to stimulate demand to the point where
it equals capacity. Thompsqn also discusses a concept closely
related in that "organizations with capécity in excess of

what the tésk environmént supports will seek to enlarge théir
domain.s."lo2 This organizational process is utilized by
schools attempting fo meet an increase in the supply of pro-
specﬁive teaching personnel by adjusting their internal
environment through the mechanism of a smallef feacher-pupil
ratio,. aﬁd by increasing the scope of services needed which
Justify recruiting and hiring new candidates about to enter
the labor mzrket: This tight labor market.enhances the quality
of teachers entering the field and should not be altered by a
change in supply. The selectivity demonstrated by school
'Systems-in'the recruitment of teaching personnel serves its
purpose by increasing the quélity of. education through selec-
tive teacher recruitment. All factors being equal, the pro-
cedures, practices and devices used by school systems in
recruiting teaching personnel is the focal point of an effec-

tive educational program. -

: 102‘Thompson, op. cit., p. 46,
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8. Recruitment: Procedures, Practices and Devices.

In order to attract and persuade cépable individuals

to enter the teaching profession and the respective school

system, various procedures and practices must be utilized

by a recruiting school or school system in order to attract

qualified prospéctive candidates., Van Zwoll in School Pef-

sonnel Administration outlines significant recruitment proce-

dures most frequently reported by educational institutions:

1.

2.

Faculty members of the department or college of
education participate in Career Days'", "Career
Nights", or similar programs in the hlgh school.

Faculty members serve or are available as speakers
for professional or lay groups concerning teacher
shortage.

High schocl seniors visit college for campus open
house, class ‘visitaticn, or other program de-
signed to encourage college attendance.

A Future Teachers of America chapter has been
organized on the campus (now SNEA).

: Students informed as to demand for teachers on
~elementary and secondary level to prevent

imbalance of supply on any level.

Contact promising high school seniors as
suggested by teachers, counsellors or principals
by letter, recruitment pamphlets or brochures,

et cetera.

Representatives of the éollege meet in the various
high schools with high school students interested
in teaching.

Contacts with administrators are maintained to pro-

" mote closer relations and ‘cooperation and to remind

administrators of their obligation in recruitment if
they wish teachers for their schools.
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9. College has prepared or has available for distribu-
tion printed materials such as folders, pamphlets,
brochures, or booklets concerning. teaching as a
profession.

10. Scholaréhigs afe available for prospective
teachers,103

Van Zwoll further discusses recruitment in terms of who may
be expected to take part in it. "Recruiting may be done by
anyone who has the interest of education at heart."lol+ Tﬁe
recruitment activities encountered by those résponSible for
this function are unlimited. Van Zwoll has summarized this
list as follows: - |

research ' mobilization of former
planning teachers
conferences conversion of college grads to
cooperation with school qualified teachers
systems, colleges and work shop and training
associations programs
panel discussions internship for college grads
publicity by media cadet teaching experience
observance of career programs
- week _ : issuance of a proclamation
publication and circula- by government in recognition
tion of pampnlets, of education and the need
brochures and reports for teachers.l05

observation and visita-
tion in schools

A doctoral dissertation by Alford ranked recruitment
procedures used to locate prospective applicants by school

superintendents in Virginia:

103 Van Zwoll, op. cit., p. 60-61.
104 Ibid., p. 7%.
105 Ibid. = -
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‘1. Unsolicited personal application by candidates.
2. Unsolgcited lgtter of application..
3. Collegé visitation and use of placement bureau.

k., Unsolicited recommendation by staff member
employed in system.

. Referrals from other school systems.

Patrons of the school.

- Contacts at professional meetings.

0 3 O W\

. Advertisements in newspapers.

9. Personal recruitment by superintendent.106
While several authors have indicated the procedures and prac-
tices used in recruitment, there are several discrepancies
as to the accepted rank order of procedures universally used.
Also, several authors have developed many procedures and
p}acticeé uséd but these.are not utilized'or considered by
other educators and personnél specialists4contributing to the
literature. |
- ':‘Gibsdn and Hunt list communication networks as essen-
fial to inform candidates of openings and to serve as "a means
of contact through which the interest of qualified personnel
may come to be known to the schpol."107 The avenues of

communication may be indirect (advertising, journals,

106 Marion Elmer Alford, A Critical Analysis of the
Practices Used in Recruiting Teachers in tne Public School
Systems of Virginia, unpublished doctoral thesis presented to
the University of Virginia, 1958, p. 38.

107 Gibson and Hunt, op. cit., p. 163.

v\‘
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placement bureau) or direct which 1s a more personal appfoach
developed "thrqugh the use of conferences of personnel groups
for purposes‘of‘recruitment."lOB Sokolik, however, does not
view the indirect reeruitment devices such as advertising as
being particularly effective for business and industrial
purposes. He feels advertlsing is the least productive and
"most vulnerable to wide variations in the number of responses

that come from a single expendlture."109 Bellows, in

Psychology of Personnel in Business and Industry, states:

Advertisements in either newspapers or trade
journals are of two kinds: the 'open' advertise-
ment wnich identifies the name of the company
seeking workers and the 'blind' ad in which the
applicant is asked to write to a box number in
care of the newspaper [...] Embarrassing experi-
ences can be told of the employee who is dis- -
satisfied with his present p051t10n and answers
a.blind ad only to discover that he is applylng

to his present employer.llo

Cemmunication is indicated by several authors as a key to
successful recruitment. Castetter suggests extending the
scope of information to prospective teaching candidates by
the following:

1. An explanation of the compensation structure.

2. Descriptions and pictures of schoollfacilities.

3. Special services for pupils and teachers.

108 Ibid., p. 16k,
'109 Sokolik, op. cit., p. hh3
110 Bellows, op. cit., p. 220.
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4, Explanation of the organization of instruction.

5. Administrative services.

6. Community structure--government, cultural
opportunities, church facilities, transporta-
tion, recreation, industry.

7. The in-service program.
8. The educational program.

9. Living accommodations.

/
e

"10. General welfare provisions, including:
retirement, tenure, leaves of absence,
grievance machinery, and academic freedom.11ll

Van Zwoll saw the recruitment brochure as a specifically

designed communications attractor to prospective teaching

candidates. He feels it is an indicator of the importance

attached to the recruitment function and should include the

following information for the pfospective peaching candidate:

. geographic location
- kind of community
population
school enrollment
assessed valuation
number of schools and
kind

class size .
length of school day
days in school year
salary schedule
tenure provisions

cultural, educational and
recreational opportunities
related benefits
sick and sabbatical leave
group insurance
credit union
retirement

"board of education point

of view
administrative philosophy
application request form,ll2

McPhee found initial recruitment mailings to prospective

teachers and agencies contained an application blank in all

111 Castetter, op. cit., p. 187.

112 Van Zwoll, op. cit., p. 67.
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caéeé; salary schedule, brochure and from time-to-time a
cover letter.llé Payton, in his doctoral study, found young
high school téachers to be good recruiters due to excellent
‘rapport and objective recommenders of prospective candidates.
"w[Most of ...] the teachers hired in this manner have turned
out extremely well. Many of the recruiters end up going back
to their alma maters to conduct the same kind of interviews

that hooked them."lll‘L Milton Mandell, in The Selection Pro-

g§§§,vcapsules-the highlight of recruitment:' "Not only must
the recruiter know his sources, but he also has to get their
coéperatibn.‘ Once tﬁe effective employment agencies have
been identified, they need to be cultivated." 15 unile
- selection is not a pért of the model, it is presented here

to clarify the functions of recruitment and selection.

-~

9, Selection.

It is'not uncommon to confuse recruitment and selection
as being identical functions. However, recruitment is a pri-
mary function of a total personnel procedure and it 1is signifi-
cant to discuss selection of teaching personnei to identify

the differences between it and the recruitment process. While -

113 McPhee, op._cit., p. 191.
11% Payton, op. cit., p. 40.
115 Mandell, op. cit., p. 134. ° e
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Seieétioﬁ is not included within the model, it is necessary
to generally examine the function so often. confused with
recruitment; yét the next step in the total personnel process.
Carter Good defines teacher_selection as "the securing
of information about applicants for teaching posiiions, and
the app01ntment of the applicants best qualified for the
positions in questlon."116 Good viewed recruitment as “the
process of attracting and persuading capable persons to
prepare for and to enter the teaching profession."117 Van
Zwoli describes selection as "that phase of putting into
effect fhe dbjectivé of personnel administration that is con-
cerned with the ﬁiscovery and employment of personnel Qho
have the ability, wlll and necessary initial competency to do

the .work assigned to them."118 Michael J. Jucius, in hls

classic text Personnel Management, describes the selection
procedure as the:

' [...] sequence of functions adopted in a given case
for the purpose of ascertaining whether or not '
candidates possess the gualifications called for by
a specific job or for progression through a series
of jobs.1l1l9

116 Good, op. cit., p. L493.
117 Ibid., p. L452.

118 Van Zwoll, op. cit., p. 96.
119 Jucius, op. cit., p. 125;
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" He feels this procedure cannot-be effectively placed in
operation until three major stepé have been taken:

1. Requirements of the job to be filled have been
specified.

2. Qualifications workers must possess have been
specified. :

3. -‘Candidates for screenihg have been attracted.
Step number three clearly demonstrates the separate functions .
of recruitment and selection and i1lluminates thetsequential
relationship most important to a complete employment function.
Castetter reinforces this process of employment by
~stating:
[...] as the process of securing competent per-
sonnel for the local school system moves from the
recruitment to the selection phase, a number of
formidable problems will confront the personnel
administrator (...} In brief, he is responsible

for developing, initiating ard maintaining an
effective process for selecting school personnel.l20

He also feels "the primary aim of personnel selection is to
f£ill existing vacancies with personnel who meet.eStablished

Qualifications, and who appear likely to succeed on the job."121

McPhee supports this point by noting "the qualifications re-
quired of an applicant must be known before selection can be
made on a scientific basis.“122 Gibson and Hunt envision the

employment process as a cyclical procedure:

120 Castetter, op. cit., p. 190.
121 Ibid., p. 191.
122 McPhee, op. cit., p. 30.
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‘At first a need for the teacher is felt by someone

" in the system--the principal, for example--either
because a teacher is resigning or being transferred
or because€: an additional teaching position is being
created [...] Depending upon the nature of supply,
the urgency oi need, and the like, the personnel
officer may want to seek out actively potential
candidates of the type desired. In any case, hé

will take such recruitment avenues [...] When
applicants have submitted the information desired,
the applications will be screened in order to iden-
tify those clearly qualified [...] In any case, the
individual who will be responsible for the performance
of the new person should ©te involved in the final:
decision to recommend the applicant for appointment.123

This statement reigforces the point that recruitment is an
essehtial foundation for ultimate selection but differs in
several ways. The recruiters are responsible'for searching
out and extracting prospective candidates in order that. they
beéome available for the next step in the-employment process--
selection. While the individuals involved'with the applicént
and the decision to employ him are closely related, the re-
cruiter‘only presents the candidate to those responsibie for
‘selection for the next step in the employment process without
being personally involved in the final decision.

Gellerman, in Management by Motivation, feels there

are two factors which determine how well a'selection system
works: "One is the diversity of the available candidates,
and the other is the extent to which the selection technique

measures something that is actually related to job

123 Gibson and Hunt, op. cit., p. 165-166.
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: 124 '
performance." ~ He further reinforces the importance of

recruitment and its uniqueness within the employment process

by stating that:

[...] ordinary restrictions on the choices avail-
able to an euwployer place a heavy burden on the
selection system (...] When the range of available
talent is fairly broad, even a relatively wide
selection system can sort them out with acceptable
accuracy. This is why it is very much to any
organization's advantage to maximize the range

of available talent, at least for initial screening
purposes.l125

Hinrichs views the selection as "the rather ill-defined man-

power management science--or art--of arriving at a firm

yes/no decision about people.’

-~

1126

Mandell ﬁiews selection .as being:

" [...] both external selection, whereby candidates

are recruited outside the comnany and screened to
fill a vacancy and ianternal promoticn, in which
the position is offered to a qualified employee
with potential for higher-level responsibility.l27

In this realm, selection encompasses factors causing it'to

function apart from recruitment. Mandell also lists the

main sources of information for selection which, again,

differ from the reéruitment process:

124 Gellerman, op. cit., p. 65.

125 Ibid., p. 66-67.

126 Henrichs, 62. cit., p. 86.

127 Mandell, op. cit., p. 11. '\_.
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The application blank.
The ig;erview,

Tests:. general intelligence, knowledge, aptitude,
performance, interests, personality.

Reference checking.

Physical examination.

'Follow-Ln before completion of conditional
~ employment period. ;

Appraisal during training.

Evaluation during temporary or part-time
employnent.

Special work assignments.

. Credit and police record checks.

Appraisal of job performance and potential.128

Payton dlscusses the selection procedure by high-

lighting a 1964 artlcle which appeared in School Management

titled "How to Weed Out the Duds." The artlcle explalned

the manner in which school administrators selected teachers

for thelr Barrington, Illinois, schools:

Jt was a grilling procedure using hypothetical
situations, role playing, attack on candidate's
opinions and the pairing of two candidates to
settle an interdepartmental squabble. After
passing the interviews, candidates were asked
to go to the schools and be approved by the
respective staffs. 129

128 1Ibid., p. 21.

129 Payton, op. c1t., p. 49
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Hence, this clearly demonstrates how selection is an
independent procedure .but one which is dependent upon the
process of fecruitment to supply prospective candidates prior
to screening and any fiqal decisions regarding acceptability

or rejecﬁion.
'10. Summary of the Review of the Literature.

The major purpose of the review was to extract from
the relevant studies their implications for establishing a
sound theoretical fraﬁework for the preseﬁt research, and to
establish support for the model which was developed from a
review of the literature. On the basis of the review of
related studies and literature, the following conclusions
appear warranted. - '

(a) Teacher Recruitment.- There is agreement among
school administrators, principals and personnel officers
‘.that the recruifment function is significant, but is one of
the problem areas of school personnel administraﬁion. There
are no solutions given in the literature to rectify this
" condition. Also, school administrators have utilized the
practices ofs, business and governmental organizations to
carry out the recruitment function, since well-defined
standards of operation do not exist in education. Therefore
there 15 a need to develop a model for the recruitment. of

high school teaching personnel.
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(b) Recruitment: The Need to Fill a Position.-
Studies by Mcheary, Hencley and Mandell recommend that
recruitment‘must be considered a full-time, specialized
management technique of.personnel administration.

The determination of the need to fill a teaching
position is actualizedlwhen thé need for a teacher is felt by
someone within the school system due to retirement, transfer
or additional staff. Gibson and Hunt's research reinforced
this conclusion, which is the beginning of the model.
Castétter suggests that the board of education is responsible
for establishing the conditions and climate for recruitment
if the program is to be effective.

| McPhee found recruitment to be the primary duty of
the school personnel officer, feinforcihg fhe significance
of this function. However, administrators have focused on
other afeas of organization and planning and have neglected
‘this function. .

(¢) Recruitment: Delégation of the Responsibility.-
The board of education is the piime mover in the local
recruitment program and delegates the responsibility for
recruitment to its executive officer who determines quantita-
tive and qualitative personnel needs. This was strongly
emphasized by Castetter and actually follows the need to
£i11 a teéching position in the model Br the recruitment of
high school teaching personnel. “

)
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Hinrichs‘also stresses this point by emphasizing
that recruitqgnt must bring in enough of the right kind 05
talent to contribute to the organizational objectives of a
system.

Allen feels fecruitment is directly related to and
affects turnover, teacher negotiations and teacher dissatis-
faction; which all involve the search for talent. However,
this thinking is limited in that the initial need to fill a
position is given no emphasis, and no consideration is given
to the anticipation of change.

(d) Recrﬁitment: Organizational Needs.- Once the
responsibility for recruitment is delegated to an officer,
methods of recruitment within the function are to be con-
sidered.  Corwin, Getzels, Lipham and Campbell stress the
objective of socialization of prospective cendidates to fill
o}ganizational needs. This process is acccmplished by pre-
induction methods (recruitment) or post-induction methods
(training).

March, Simon and Thompson suggest that fecruitment is
based upon'a system of exchange in which the organization
offers inducements to the prospeétive candidﬁte for contribu-
tions which will be given to him after he is recruited.

These inducements (prestige, status, professionalism)
are presented within the recruitment literature affecting the
_candidates' perceived desirability of movement away from his

‘organization towards another.
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- (e) Recruitment: Effect Upon the ‘Individual.- In
addition to the needs of the recruiting ofganization5 the
effect of recruitment upon the individual is significant
within the recruitment function of the model. Because the
needs of the individual are somewhat-different from the
purposes of the o?ganization, they must be clearly understood
for effective recruitment to take place.

‘ Bellows, Mandell and Gellerman stress that the image
projected by an organization through recruitment literature
is impértant for candidates who self-select orgaﬁizations
wﬁich appear to be congruent with their needs. Stone dis-
covered that'proiimity to home énd relatives is the majdr
attractor for candidates.

Elsbree and Reutter concluded that the effect 6f'
recruitment should be broadened to intereét young individuals
iﬁ teaéhing careers. Rather than merely discovering téiént,
recruitment should serve to help attract and develop future
teachers. ' | '

(f) Recruitment: Sources.- The sources of prospective
candlidates are considered within the recruitmént function of
the model. Wynn, Malm and the 0.I.S.E. study recommend the

| recruitment~of'céndidates over a broad geographic base to
attract a diversity of interests to a school system. Bellows
suggested that dependence upon a single source, even iq.it has

. proved to be successfhi,'may result in'a shortage‘of teachers

P

An é,labor emergencylsituation.
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(g) Recruitment: Economic Factors.- The economié
factors which affect the recruitment function are within the
model. No sfudies have been conducted to examine the actual
costs of recruitment. However, 0.I.S.E. stresses the point
that recruitment is an investment only.

The demand for teaching peréonnél cannot quantita-
tively Bé defermiﬁed but Van Zwoll and Graybeal estimate
teacher demand by the number of school-age children and the
number of teachers leaving the field.

. Adjustment in recruitment to an inelastic labor market
is accomﬁiished by using broader or narrower channels and
adjusting the geographic area utilized. Thompson suggests
systems adjust'to an inelastic labor market by adjusting the
internal environment by a smaller teacher-pupil ratio. This
indicates that school'sysfems continue to seek qualified
candidatés, even in an inelastic market when the supply is
only adequate.

(h) Recruitment: Procédures, Practices and Devices.-
The negd to'fill a positién is dependent uponlfhose factors
- which comprise the recruitment function: organizational
needs, effect upon the individuél,'economic factors and
sources. However, the recruitment function utilizes various
piocedures, practices and devices to attract prospective
candidates td school systems. There.appear to be discrepancies
' améng the researchers as to a universally accepted ranking of

such procedures.
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Van Zwoll suggests the utilization of college and
high school fagulties ﬁhrough speeches, visits, conferences,
literature, brochures and scholarships to interest students
to prepare for a career in teaching.

Castetter recommends descriptions of the compensation
structure, community structure and schoﬁl structure as topics
for use in:fecruifing candidates through brochures and related
literature. J

Although ranking varies, there appears to be general
agreément that communication is the key to effective recruit-
ment. Qdmmunication channels may be direct or bersonal, or
indirect (advertising, journals, placement bureaus).

The next chapter will focus upon the development of

the study and-the rationale behind the development of the

instrument.



CHAPTER II

.

DEVELOPMENT OF THE STUDY

This chapter outlines the development of the study
which was used to suppoft the model for the recruitment of
high school teaching personnel énd to determine the congru-
ency of the model with'fhe need to fill a teaching position,
the delegation of the responsibility to a personnel administra-
tor, organizational.needs, the effect of reéruitment upon the
indiﬁidual, sources of prospective candidates, economic
factors and recruitment procedures,lpractices and devices
utilized. The chapter consists of five sections. Section
oné describes the selection of schbol systems while section
two provides an examinat;on of the instrumeht. Section thfee
describes the development of the Questionnairg and section
four preéents the sources of data. The chapter concludes with
the description and results of the pilot study employed as a
prerequisite to this undertaking. |

1. Selection of School Systems.

The State of Pennsylvanié was chosen for the study
and the 1970-71 Educational Directory of tae State of
Pennsylvania was utilized in selecting the high school
systems to.be studied. There are sixty-seven county boards

of education in the State responsible for 327 district ﬁoards

/
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of education in the State responsible for.632 high schools
employing teachers. The county 5oards were selected to be
studied in fotal to determine procedures and practices
employed in recruiting high school teaching personnel through-
out the State at the district level as well as at the total
high school level. A listing of sixty-éeven county boards

of educétion who ﬁarticipated in the study are presented in
Appendix 1.

The geographic distribution of the county boards of
education includes those areas generally identified as
agricultural, industrial, mining, and recreational. A wide
range of population densities is presented by schools in
the study from northern counties to southeastern Pennsylvania
counties. |

2. Instrument.

N A survey qﬁestionnaire was developed to gather daia
on fhé fécruitment of high school teaching personnel incor-
éorating the determination of the need to fill a teaching
positioh, delegation of the responsibility for recruitment

to a personnel officer, organizafional needé, effect upon the
individual, sources of prospective candidgtes, economic
factors and the procedures, practices and devices utilized
in teacher recruitment within school systems. A copy of

the questionnaire and cover'letter are presented in Appendix 2.
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Closed questions were used to encourage response and,
therefore, va}idity from the standpoint oi the representative-
ness of returns. Open questions were used to enable the
respondent to give a more adequate presentation of his
particular case. Each question was'justified on the basis of
its coptribution to the over-all purpose of the study. Ques-
tions were clear,'direct and straightforward in accordance
with basic rules of effective communication.

While the whole instrument is oriented toward thé
total prqblem, ﬁhe questionnaire is comprised of specific
and relgtively indepéndent questions gach dealing with a
specific aspect of the over-all situation. It is the validity
of the items rather than that of the total instrument-thaf is
considered. The‘questionnaire has face validity in that each
question is related to the topic under investlgation and

there was comprehensive coverage of the over-all toplc.
3. Questionnaire Development.

In order to solicit sufficient responses, a brief
but clear covering letter was sent to prospective respondents
explaining the importance of the‘problem as.weli as "what
the researcher is doing, why he is doing it, and who is

1l
sponsoring his study." This cover letter explained the

1 J. Francis Rummel An Tntroduction to Research Pro-
cedures in Education (2nd ed. ), New Yorx, Harper and now,
1964, P. 132. .
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nature of the research, the development of the model, the
problem and its importance, and the importance and necessity
of receiving ;ﬁswers from the recipient. The personal nature
of the data sought could prove to be embarrassing to the
respondent, thereby fequiring a2 guarantee of anonymity for
the respondent. A list of tables summarizing the various
responseé is utilized for basic.statistical purposes and pre-
sentatibn. A preliminary questionnaire analysis was conducted
to determine any inconsistencies or omissions within the
questionnaire. Incomplete returns were to be analyzed only
on the basis of fhose items for which data were provided.

The final results were analyzed and evaluated against the
model to determine the theoretical validity of the model for
the recruitment of high school teaching personnel.

The items in the questionnaire weré divided into
séven specific categories. The first area identified the
school, its enrollment, the person responsible for reéruiting
'and his position, the determ;nation of the need to £ill a
teaching position, and general information regarding recruit-
ment within the county as it related to the general model.

The second area was designed to show.the significance
of recruitment, the delegation of the responsibility for
recruitment, an& the function of recruitment within the

~ general framework of educational administration.
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The third area was désigned to identify the needs of
- the organization in relation to the individuals being
recruited for Eeaching posiﬁions. '

The fourth area was designed to identify the wvarious
criteria employed.by'organizations in their desire to attract
individuals for the school ofganizations involved with
teacher recruitﬁent.

tThe fifth area was designed to disclose how schools

develop and utilize various sources of prospective candidates
for the purpoée of recruitmeﬁt.

| The sixtﬁ area was designed to show the effect of
economic conditions within the labor market as they relgte
to recruitment decisions and procedures.

- The seventh area was designed to disclose how schools
discovered applicants and the procedures and practices used

t6 contact and attract these through recruitment.
‘4, ' Sources of Data.

Because of the unknown amount of information concern-
ing the philosophy and methodology of recruitment of profes-
sional high school teaching staff, it was determined that
the most appropriate method for collecting data would be
through quéstionnaire via the responses 6f the county board

superintendents.
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"Items in the questionnaire were suggested from a
review of literature in the field. This review included
articles on récruitment, recruiting teachings and personnel.
Questions were suggested from reviewing brochures and pam-
phlets describing school systems and- the advantagés of teach-
ing and living in the respective communities. Other questions
were considered as a result of conversations with school
admihistrators involved and concerned with recruiting teachers.
Publications about orienting the beginning teachers were other
sourégs of questions. Several items were included as a re-
sﬁlt of suggestions4made by the Director of Perscnnel and
Assistant Director of Professional Placement of the Philadel-
phia Board of Education. The county superintendents were
. selected as respondents for the questionnaire based upﬁn their
bpoad overview of recruitmenf at the high school level as
practicés at the district level and also at the individual
high school level itself. The conceptualization of recruit-
ment by the county superinteﬁdents was considered to be an

important ingredient in assessing the model itself.
5. Pilot study.

It was recommended by the Thesis Advisory Committee
of the Faculty of Education of_the.University of Ottawa that

a pllot study be conducted. The purpose of this exercise

..

oy
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was 1ntended to discover any weskness in the questionnai:e
form, style, wording or structure so that alterations could

be incorporatea prior to the final construétion and production
of the instrument. '

The questionnaife waé sent to ten academicians in
local colleges and-universities'as weil as to school adminis-
trators for the purpcsé.of validating the instrument prior
to final distribution.

All of the ;tems in the questionnaire were examined
upon the completion of this éilot study and several changes
were'made in accordance with the recommendations to satisfy
this requirement. The term secondary education, used
initially, seemed to cause some confusion and the term high
échool teaching personnel was substituted ﬁo ensure clarit}
and validity. _ ‘

| The questions were answered directly by all the -
respondénts and apprbpriate comments were given for both
open-ended questions (numbers 1k and 25) aé well as the
checkllist-type questions (nuibefs 27 and 28) indicating ease
and no confusion in responding to these items.

Comments and testimony were gathéred in interviews
with the various school.adminiétrators included in the pilot
study who ﬁere involved with the recruitment of high school
teaching personnel. During the course of each interview the

.researcher attempted to focus on the concept of recruitment
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from the administrator's vantage points, and was cognizant
of their impressions and comments:

The questions were clear and not highly technical.
The questions were related to what is actually
being done on the job by recruiters and it reflects
what is haopening now and will do so for future
circumstances [...] It can be ansvered by most
respondents at various levels [...] Everyone is
involved in recruitment, no matter who they are,

so the model is quite universal.?2

A professional recruiter of high school teachérs also examined
the proposed questionnaire and commented: |

The questions were loaded with a great deal of
information for respondents to choose from, but it
was clear for me in answering it. I found it easy
to answver since the questions were clear, not tricky
and came to the point [...] The term "secondary
education" should be changed to "high school teacher"
recruitment if this is wnat you are really attempting
to research for your study [...] The questions are
good in today's labor market and how that is happen-
ing. They could also be used if we go into a situ-
ation similar to what existed in the late sixties

- Wwhen a warm body could not be found.3

An administrator from a local suburban board of education was

included in the pilot study and remarked:

2 Interview with Mr. Arnold Moss, Assistant
Director of Personnel, Philadelphia Board of Education,
May 26, 1971.

: 3 Interview with Miss A. Wissinger, Teacher Recruiter,
Department of Personnel, Philadelphia Board of Education,

~
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The questionnaire can be used now with any superin-
tendent or administrator in Pennsylvania education.
Interestingly, recruitment has changed so drasticzlly
that econowic considerations play as major a part as
any social factor and you have emnhasized these
factors in your guestionnaire [...] Questions seemed
to touch upon all the major areas involved with re-
cruitment |...] The questions were not ambiguous and
several asced the same question but in d1fferen+ ways
which makes it more valid.

An additional input at the school administration level regard-
ing the questionnaire was given by the Director of Professional
Placement for Pennsylvania's largest urban board of education:

Your Model corresponds a great dezl to what Dr.
William Castetter at tne University of Pennsylvania
emphasizes in his lectures and text for practicing
school administrators involved in personnel [...]
Any level educational administrator can utilized
this line of questicning since recruitment is a
prime concern of principals as well as superinten-
dents [...] Questions were guite clear, easy to
follow and can be answered by all school administra-
tors, but, change the term “secondary level' to
"high school" [...] Your study, when completed,

. Should be of great assistance in the selective
recruitment of teachers.?

After considering the recommendations from the four
réﬁiewefs involved édministratively with high school teacher
fecruitment, the questionnaire was révised, incorporating the
minor changes and duplicated for use in collecting study data.

(See Appendix 2 for Questionnaire.)

4 Interview with Dr. Allan Glathorn, Principal,
Abington High Scnool, Montgomery County Board of Educatlon,
May 26 1971.

5 Interview with Dr. Martin Ferrier, Director of
Personnel, Philadelphia Board of Education, May 27, 1961.
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‘In addition to the utilization of. practicing school
administraters.as evaluators of the questionnaire for the
pilot study,'various academicians were asked to evaluate the
questionnaire in accordance with the research design. These
judgés were selected from various universities and fields of
acadgmic concentration. The completed letters received from
the academicians ére to be found in Appendix 3. A sampling
of tﬁe comments received via letter regarding the evaluation
of the questionnaire for validity are noted:

i've.looked_over_your questionnaire and I am
satisfied that it validly gets at the phenomenon
you are seeking to study. The questionnaire is
complete and covers the subject well.6
Another evaluation of the gquestionnaire was received frém the
same university:
'I would like to.state that the questionnaire is,
in my opinion, very well framed and is comprehen-

sive in its coverage of significant recruitment
issues.

-

The instrument was also sent to a university administrator
involved with recruitment, as well as tests and measurements,
for an evaluation. The comments regarding the request are

noted:

6 Letter from Dr. Walter J. Gershenfeld, Associate
Professor of Management, School of Business Administration,
Temple University, May 25, 1971.

7 Letter from Dr. Saul S. Leshner, Professor of
Management and Associate Director, Bureau of Economic Research,
School of Business Administration, Temple University, June 21,

1971.



I DEVELOPMENT OF THE STUDY 66

While there would be some minor quibbling with
some of the items it is my impression and that of
the faculty members that your questionhaire is an
excellent one. 1In addition to the required statis-
tical data the form does solicit objectives and other
variables which would affect recruiting. I might add
a personal note. In the course of the year I am re-
quired, or at least requested, to fill out many
questionnaires. Some are proposed or actual docu-
ments to be used in a thesis and many come from
established professional individuals or organizations.
There is a 51gn111cant numoer of such cuostlonnalres
which are poorly worded. ambiguous and wnich at times
place an almost impossible burden on the responder.
It is therefore a pleasure to see a thoughtful and
well constructed guestionnaire.

In short it would seem to me that the question-
naire obviously has face validity and I am sure_ it
will be a valuable instrument in your research.®

Final evaluations were solicited from St. Joseph's College,
a liberal arts institution heavily involved in education
and psychology. The responses to the questionnaire appraised
were:.
The questlonnalre was clear, easy to follow, and
well constructed. It should give you the data you
need for a descriptive study of recruitment prac-
tices. Respondents should find it easy to answer
"because the items provide for varied responses to
meet different 51tuatlons.9
The appralsal of the 1nstrument by the Chairman of the
Department of Psychology of St. Joseph's College is noted

as well:

8 Letter from Dr. James F. Duffy, Vice President
for Student Affairs and Clinical Psychologist, Vlllanova
University, June L, 1971.

9 Letter from Dr. Hilda Fell, Chairman, Department
of- Educatlon, St. Joseph's College, May 25, 1971.

/
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'I have used the questionnaire you sent me entitled

WA Model for the Recruitment of Secondary School

Teaching Personnel'. I found it easy to understand,

to the point, and approopriate for your purposes.

Generally, I feel it has fine face validity. It

should be quite useful in your final study.lO

After the questionnaire was examined and validated by

the academicians, educators and school administrators, it was
sent to administrators of county boards of education in
Pennsylvania. The findings from the questionnaire are

presented in Chapter III: Findings of the Study.

. 10 Letter from Dr. I. Ralph Hyatt, Chairman,
Department of Psychology, St. Joseph's College, May 24, 1971.

-~



CHAPTER III
FINDINGS OF THE STUDY

The findings from the questionnaire completed by the
sixty-seven county boards of education in Pennsylvania are
presented in this chapter. The respondénts are primarily
superinténdents of county boards of education throughout
Pennsylvania.

Analysis of the data was undertaken to achieve a
descfiption of the various processes and procedures utilized
by these county boards of education in their attempt to re-
cruit high school teaching persomnel as well as to determine
the factors responsible for recruitment. The data are also
intended to support the model developed for the recruitment
of high school teaching éersonnel and to determine the con-
gruency between the literature in the field and the results
" of the study. The model will be examined and described in
accordance with the results of the study:

1. Teacher Recruitment: General Background
2. Recruitment: The Need to Fill a Position
b, Reorwitment: Orgenizational Needs o 7
: g
. Recruitment: Effect Upon the Individual
« Recruitment: Sources

« Recruitment: Economic Factors
« Recruitment: Procedures, Practices and Devices.

€O~ Ov\n

Each.area of the model will be examined and the

responses to the selected questions which correspond to.
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this area will Be described as they appeared in the question-
naire, Within each of the areas of the mddel, the questions
and responses will be given. The data are presented in
narrative form, and in tabular and quantitative form.

l. Description of Teacher Recruitment: General
Background.

/
s

Data examined in this section are in questions one to
seven, There were fifty-six of a total of sixty-seven county
boards of education which responded to this questionnaire, or
83.58'p§r cent. The total number of high schools in the State
of Pennsylvania is 536; the number of high schools in each
county ranges from one to forty-five.

Four of the school systems repo:téd.they had only one
high school in their couhty, while one couﬁty reported a total
of forty-five high schools within that county. 8Six school
- systems reported a total of fivé high schools within their
qounty and five school systems reported between three and
twelve high schools within their systems.

' Data were examined to determine the student enrollment
at the high school level in each.coupty.' The student enroll-
ment at the high school level within the counties ranges from
| 780 to 60,780. Thirty of the school systems reported student
enrollment to be'between 780 and‘7,§99 students. Ohly one

.
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school system héd a student enrollment above 60,000. These
data are presented in Table I. . '

The final response attempts to determine the position
of the respondents within the county board of education. The
following.question was asked:- Who is'responsible for the
implementation of the recruitment function in your school
system? Please indicate the person or persons responsible.
Forty-two (75%) of the respondents to this Questionnaire were
county superintendents of schools. Eight of the respondents
(14.28%) were assistant county supérintehdents. The remaining
six respondents were employed in the following capacities:
district superintendent, district éuperintendent of personnel,
federal program coordinator, director of professional per- .
sonnel, supervisor of special ciasses and an assistant
superintendent of research énd pl#nning.

‘Teacher recruitment is carried out by one person.in
the majority of school systems. This is true espeéially in
the smaller counties where the adminiétrative staff is small.
The study demonstrates the fact that the personnel used to

- recruit teachers is divided between one person doing the
recruiting and recruitment done by a team. The superintendent
" is responsible for the recruitment function in twenty-seven
of the fifty-six responding counties (48.21%). An additional
a'seven county boards'indicétéd that only one individual ‘was

responsible for recruitment. Therefore, thirty-four of the
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23

Number of County Boards Reporting with the Student Enrollment
in County High Schools.

S—————
—————e

Student Enrolimen't: in
County High Schools

No. of County Boards
Reporting Enrollment

56 ,000-63,999
48,000-55,999
40,000-%7,999
32,000-39,999
24,000-31,999
16,000-23,999
"58,000415,999
' 780-7,999

Total

N R

15
30

56

I
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fifty-six systeﬁs (60.7%) have'oge individual to fulfill .the
recruitment.function,-while twen%y-two (39.3%) utilize several
members or teams. o

The total data presented in Table II include all the
possible'categories and combinations reported along with a
percentage breakdown.. The superintendent is named by the
respondents in twenty-seven of the fifty-six possible items
as the individual solely responsible for the implementation
of the recruitment function. He is also a part of eighteen
other.combinations involving the assistant superintendent,
director of personnel and the high school principal, increasing
his involvement to forty-fi#e out.of a possible fifty-six.total
items (80.36%). This chief school administrator is part of
the team in the majority.qf caées reporte@. The chief school

administrator's presence anpears to contribute prestige to

‘the recruitment team and to increase its impact.

The fact that only three school systems use a per-
sonnel diréctor alone was unexpgcted; Examination disclosed
that other personnel could function as personnel directors
under another title. Assistant superintendents, for example,
can perform the duties of personnel director as part of their
assigned administrative respoﬁsibility since recruitment is
considered to be only a part-time personnel function. In

fifty-three out of ‘fifty-six cases (94.64%) this is the

. practice. Only three feel recruitment to be a full-time
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Table II.-

Function of Individuals Resporsible
: for Recruitment.

No. of Respondents
Indicating Person

Responsibility for Responsible for
Recruitment Function Recruitment - Percentage
Superintendent 27 48,01
Assistant Superintendent 3 ' 5.35
Director of Personnel 3 5.35
High School Principal ‘1 1.78
Recruitihg Team 1 1.78
Superinfendent, Assistant 3 5.35
Superintendent °
Superintendent, Director of ' ‘
Personnel 1l . 1.78
Superintendent, High School o |
. Principal - 6 ' 10.71
Superintendent, Assistant
. . .Superintendent, Director of )
‘Personnel, High School Principal 1 : . 1.78
Superintendent, Assistant Superin-
tendent, Director of Personnel 1 1.78
Superintendent, Assistant Superin- ' )
tendent, High School Principal 2 ‘ 3.97
Superintendent,'Director of '
_ Personnel, High School Principal 1 _ 1.78
Assistant Superintendent, Director
of Personnel, High School Principal 1 - : 1.78

Superiniéndent, Reeruiting Team 3 , 5.35
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Table II.- (Cont'd.)

.Flnction o6f Individuals Responsible
for Recruitment.

No. of Respondents
’ Indicating Person
Responsibility for Responsible for

Recruitment Function : Recruitment Percentage
Assistant Suverintendent, K

Director oi Personnel,

Recruiting Team 1 1.78
Assistant Superintendent,

High School Principal,

Department Head 1 1.78
Total .56 100.00
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specialized management technique of the personnel administra-
tion program of the county board of education.

Data indicating that there is a personnel staff were
received from fifty-one responding boards of education. Five
other respondents stated that they have no formal personnel
department and an accounting of numbers of employees in this
function is not available. One of the county superintendents
of schools stated:

The county superintendent recruits and selects his
own staff and the staff and iteachers for atypical
children. He maintains an "applicant exchange"
service as minimum for all districts. [...] Thus,
there is no personnel department nor staff as one
finds in Montgomery County, Xaryland. IHere recruit-.
ment and selection is a more generaliized function
primarily in charge of the cnief school administrator

- but often associates one or more of his senior staff
members with his efforts in this direction.l

- Data received 1nd1cate that twenty-eight systems have
executives on staff in this function (54.9%). Philadelphia,

. the largest county board of educatlon, has fourteen executives
on staff in the personnel department while the: other twenty-
seven counties have a total of 132 executlves on staff in the
. respective personnel departments, or an average of 4+.88

executives per county for the tﬂenty-seven other counties not .

. including Philadelphnia.

1 Letter from Dr. Paul Kurtz, Superintendent, Blair
County Public Schools, Hollidaysburg, Pennsylvanla, June 23,
'1971.
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Data indicate that four systems (7.84%) have executives'
on staff involwved in recruitment.on 2 full-time basis.
Philadelphia does not have.one executive on staff involved in
recruitment on a full-time basis while the other four counties
have a total of nineteen executives involved in recruitment on
a full-time basis, or an average of~h.75 executives per county.
Although Philadeléhia ie the largest county board of education,
the recruifment function seemingly does not warrant the use of
full-time executives in this function. The.data indicate that
forty-three systems (8%.32%) haye executives on staff involved
in recruitment on a part-time basis. Philadelphies has two
executives on staff involved in recruitment on a part-time
basis, while the other forty-two couﬁties have a total of
228 executives on-staff in recruitment on a part-time basis,

OF an average.of 5.43 executives. |

‘Twenty-four systems (47.06%) have staff assistants
~ehdﬂcler-i;cai employees on staff in the personnel department.
Philadelphia has 134 staff assistants and clerical employees
on staffvin the personnel department while the other twenty-
three counties have a total of 115, or an average of five
staff assistants and clerical employees per county.

Three systems (5.88%) have staff assistants and cleri-
cal employees on staff involved in recruitment on a full-time
basis. Philadelnhla does not have one staff assistant or

clerk involved in recruitment on a full-time baSlS, while the
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three counties reporting do have a total ‘of seventeen staff
assistants and clerical employees on staff involved in recruit-
ment on a full-time basis, or an average of 5.66 per county.

Thirty-three systems (64.7%) have staff assistants
and clefical employees on staff involved in recruitment on a
part-time basis. Philadelphia has ten staff assistants and
clerical employeés on staff involved in recruitment on a part-
time basis, whilé the -other thirty-two counties have a total
of 152, or 4.75 per county. Thirty-two respondents (57.4%)
indicatejrecruitment-to be an ongoing activity of the
personnel devartment.

Pennﬁylvania and bordering states are the most ﬁeavily
used fof the recruitment of high school teaching personnel.
Pennsylvania is selected by all respondents (55) as the pfimary
‘state in vwhich the recruitment of high school teaching personnel.
occurs. The range of states in which recruiting occurs'for
A ﬁigh school‘teacﬁing personnel by the county boards of educa-
tion is from one to eight. The average numbef of states in
which the county boards recruit nigh schéol teaching personnel
is 2.76. Twenty systems (36.36%) conduct recruitment in
Pennsylvaniazioﬁe. Forty-one of the total school systems
(74.53%) recruit within one to three states. Only two of the
systems recruit in all eight states (3.64%).

' The fifteen county boards selgcting three states in

which recruitment occurs chose Pennsylvania, New Jersey and
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New‘York. New York is selected by twenty-one (38.18%)
systems and Néw Jersey by seventeen (30.9%5 systems. The
remaining states are selected in the order of choice by the
responding county boards: Maryland, Chio, West Virginia,

' Delaware and others. Refer to Appendixz 4 for a tébular
p;esentation of these data.

Most county boards of education in Pennsylvanla con-
centrate their recruiting efforts on the monphs of March,
April and May. The first three months of the school ternm,
which are September, October and HNovember are least used in
récruiting since,schools have provided teachers or arranged
temporary personnel to handle vacancies which may still'exist
" on the faculty for those first tnree school tern months.
While December is a month in which recruitment activity in—
creased in past years because it precedes the winter gradu-
ation of classes in many teacher-preparing institutions, it
is presently a month in which minimal activity occurs.

| Twenty-one boards (38.18%) cdncentraté their recruit-
ment effort within the three months of March, April and May.
May was selected as the most popular recruitment month by
thirty-five'schopl systems (63;6%%). March was chosen by
thirty-three systems (60.0%). April was selected as the third
most pcpular recruitment month by thifty-one county boards
(53.36%). Only two county boards recruit in all twelve months

and one school system recruits in May only. On the other
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hand, August was a relatively inective month for recruitment
in past yeaps;:and is ‘now a month in whien'major recruitment
efforts have occurred to fiil vacancies not satisfied and
still outstanding prier to fhe start of most school systems
in September. Sentember is the least popular month for
teacher recruitment and was chosen by three systems. Refer

to Appendix 5 for a tabular presentation of these data.
2. Recruitment: The Need to Fill a Position.

Thls section concerns itself with the first component -
which is the need to fill a position. Data examined in this
section correspond to questions eight.and nine in the
questionnaire. .

Porti-three.requndents of a total of fifty-five
(78.18%) stated that the objectives of teacher recruitment
entail discovering and attracting a sufficient number of'
-feaehers-nhn possess the necessary skills to meet the needs of
the system. This response indicates school systems seek both
quanfity in numbers of teachers, as well as those who possess
- the necessary skills. Six respondents (10.9%) stated that
the objectives of teacher recruitment include a sufficient
quantity of.prospective teachers who must be attracted and
brought in to.meet the needs of the school system. The other -
six systens (10.9%) séated that the objectives of teacher
recruitment include the need to attract teachers whno possess

the necessary skills.
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Fifty-six respondents (83.58%) indicate that the need
to £ill a teaching position in their system.is influenced, to
some extent, By fhe board of education. Professional teacher
associations exert no influence in determining the need to
£il1l a teaching position. The State Department of Education,
however, exerts considerable,'and at times, complete influgnce
in determining this personnel need. This generalization is
deceptivé and must be examined in the light of the data
collected. Most respondents (69.65%) indicated that profes-
sionai teacher associations exert "no influence" in determin-
ing the need to fill a teaching position and nohe said they
had “complete influence" over recruitment policy. This clearly
demonstrates the lack of power or influence held.by teacher
associations concerning the hiring of colleggues. In deter-
mining recruitment neéds, fhe board of education exerts
"some influence" and the Departﬁent of Education "considerable
influence" and sometimes, "complete influence" over the board
of education. The complete data are in Table III.

3. Recruitment: Delegation of the

Responsibility.

This area of study involves thé delegation of the
recruitmentnfunction by a county board of education to a
'persopnel officer or individual involved with the personnel/

recruitment function. Data examined in this.sectioh corgespond
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to questionsten to twelve in the questionhaire. The respon-
dents stated that their system délegates the responsibility
for the recruitment of teaching pefsonnel to an individual
trained strictly as an educator. The respondents selected an
educator in forty-one cases (73.21%). Fifteen respondents
indicated that their board deleéates the responsibility for
the recruitment of teaching personnel to an individual who
began his career in education and then moved to personnel
administration. The question which focuses upon the county
board'delegating the responsibility for the recruitment of
teaching personnel to an individual.trained strictly in per- -
sonnel management did not receivé 6ne response. The queétion
which focuses upon the county board delegating the responsi-
bility for the recruitment of teachlng personnel to an
1nd1v1dual who began hls career in personnel admlnlstratlon,
and then moved to an educatlonal vrogram, did not receive a
éingle response.

It is clear that the éoqnty boards of education in
Pennsylvania delegate the responsibility for the recruitment
of teaching personnel to individuals trained strictly as
educators, or to those who began their careefs in education
and then moved to personnel adﬁinistration.

| There were forty-seven responses (70.0%) to the ques-
"tion of duties of the personnel executi?e. The respondents

ranked these duties in tne order of their importance in a'
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scale from one to ten. Tne majot function of personnel, which
is recrultment, is ranked as the principal duty of a personnel
executive. This is followed closely by selectlon, which is

the next step in the personnel procedure intended to attract

- candidates (recruitment) with the goal of making the proper
choice (selection) for employment purposes. Each of the nine
duties ranked is presented witan its respective ranked positions
and freguencies as selected by the respondents.

Recruitment was selected and ranked as the primary duty
of a_perspnnel'executive by thirty of forty-seven respondents
(63.83%); selection;'which was chosen as the second most
. important duty, was selected and ranked by seventeen systems.
~In-service training was ranked third by twelve respondents as
a duty of the personnel executive. Compensation was ranked
fourth by twelve responaénts, while labor relations was ranked
fifth by eieven respondents. Induction was ranked sixth by
fifteen of the forty-seven resrondents; transfers was ranked
seventh by eighteen respondents; separations was ranked
eighth by seventeen responding systems and research was ranked
. ninth by twenty-eight respondents as a duty of the personnel
executive. . | . ‘

Some of the county boards of_education selected other
duties of the personnel executive as being principal functions.
Two of the responding educational administrators selected

planning as a principal duty and ranked it first and second in

,.
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the order of imﬁortance. One respondent sélected administration
as a principal--duty of* the personnel executive and ranked it
tenth in the order of importance. Another selected continuing

education as a principal duty of the personnel executive and

ranked it  fifth in the order of importance. Thirty-nine systems

(69.65%) indicate they have different individuals involved

in the recruitment and selection functions.
%. Recruitment: Organizational Needs.

. This section is concerned with the total recruitment

function and its component parts. The area of interest under
consideration is Recruitment: Organizational Heeds. School
organizations seek to socialize prospective candidates involved

in the process of recruitment. Ihese same organizations offer
specific inducements to these prospegtivé candidates in return
for contributions made to the organization. Educational
organizatlons also seek to be visible in the communlty in order
that prospectlve candidates will view the organization and per-
ceive it to be desirable to join, Such factors are studied and
described in this section, which corresponds to questions
‘fifteen to seventeen in the questionnaire.

Fifty systems responded to this question; twenty-six
(52.0%) claim inducements such as income, professionalism,
status and prestige are considered to be significant in

attracting prospective teaching candidates and are emphasized

in the recruiting brochures and related literature utilized
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by these systems as selling points. Twenty-four systemé
responding invﬁhe neggtive éid not state inducements, such as
income, profeséionalism, status and prestige are significant
in attracting prospective teaching candidates. Thirty county
boards indicated "no-response" to the guestion about the
extent to vhich inducements ére_emphasiéed in recruitment.
literatﬁre;‘ The fhirtyAcounty boards which did not respond
correspﬁnd to those responding to the previous question, which
sought to determine whéther the recruitment brochure and
relafed literature of county boards emphasized inducements
such as incomne, érofessionalism, status and prestige as selling
points in attracting prospective teaching candidates. In that
question, twenty-four school systems indicated that they do
not emphasize inducements in their recruitment literature as
selling points to attracf.teachers,'while'six respondents
stated that this area of recruitment does not apply to their |
-current  situation.

Therefofé, the thirty-responding county boards that
do not emphasize inducements in recruiting correspond to those
thirty respondents to this question that indicated "no response'"
to this area of inquiry intended to determine the extent to
which inducements are emphasized within the recruitment litera-
ture. Fourteen of the twenty-six responding systems place
“somée emphasis upon inducements within recruitment litérature.

Six placé "a great deal" of emphasis upon inducements, while
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five indicate "limited emphasis." One of the county boards
reported the empnasis to be '"not at all" with regard to induce-
ments. Forty-five respondents stated that they attempt to
attract candidates directly from college campuse§ or schools
of educétion for teaching positions. Thirty-six systems seek
individuals who have taught in other educational organizations,
while fifteen attempt to attract individuals who have not
taugnt or who have limited exposure to other educational
organizations. The sources for the recruitment of prospective
cgndidates are presented in Table IV. The educational orienta-
tion of'prospective teaching candidates from college campuses
or with teaching experience in other educational organiéations
is considered to be a major feature by the recruiting school

system.
5. Recruitment: Effect Upon the Individual. .

-The'individual is in a competitive situatibnsince many
different kinds of organizations seek his serﬁices. The image
of an organization is often a determining factor as to whether
- it will successfully recruit a candidate. There are several
factors responsible for the attraction of an individual to
an organizatioﬁ or school system. Such factors will be
studied and described in this section, which comprises ques-

L

tions eighteen and pineteen;
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Table IV.-

| Sources of Attraction for Teaching Positions.

No. of
. Respondents
Sources_of - Selecting Per
Attraction _ Specific Sources Cent

Candidates directly from college
campuses or schools of education 18 32.1k

Candidates directly from college
campuses or schools of education
and individusls who have taught in
other educational.organizations 18 32.1k%

Candidates directly from college
campuses or schools oi education
and individuals who have taught in
other educationzl organizations znd
individuzls who have not taugnt or
who have limited exposure to other .
educational organizations - 8 14.29

Individuals who have taught in other
educational organizations and -
jndividuals who have not taught in
other educational organizaticns or
who have limited exposure to other
" educational organizations 5 . 8.93

Individuals who have taught in other .
educational organizations , .5 8.93

Candidates directly from college campuses
or schools of education and individuals
who have not taught or who have limited
exposure to other educational organiza- '
tions . X _ 1l - 1.71

Individuals who have not taught or who
have limited exposure to other educa- _
tional organizations . , 1 1.71

Total : 56 ©.100.00
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Geographic location, the image of the school, and
school system gre factors most responsiblé for attracting
prospective teaching candidétes to their respective school
systems. These factofs weré selected by twelve systems
(21.81%). The total breakdown and presentatlon of the respon-
dents as.to prefercnce for selected factors responsible for
attracting prospective teaching candidates to a school system
is presented in Table V; In thirty-two responses, the same
recruiting practices were used for all prospective candidates
whether they were being recruited from college campuses or
were currcﬁtly employed with other scnool systems; in twenty-

three, varying practices were used.
6. Recruitment:Sources.

- Recruitment sources are developed by present employees
of an organlzatlon as well as by agencies, universities or
personal contacts among various sources at the disposal of the
s¢hool system. These factors will be studied and described
in this section, which comprises question twenty.

Colleges and universities are the most effective sources
for the recruitment of high school teaching personnel as stated
by‘fifty-onelsystems (92.73%). A corollary'support to this
idea is that Pennsylvania supports fourteen state colleges
which were formerly known as teacher training schools. Thlrty-

cne systems 1nd1cated unsolicited applications or self-selectlon
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- -Table V.-
" Pactors Responsible fof Attracting Téaching
Candidates to a System.

E——— —

| Respondents Per Cent

' : . . Selecting of Total
Factor . . the Factor Respondents
Geographic location : Lo 76.36
Image of the school and system 41 74.55
Economic reasons . 35 63.64
Image and reputation of cbmmunity 28 50.91
Type of student . 28 50.91
Personalicommitments. 10

(55)
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as the second most effective sbu?ce. Thé fact that this
source was selected by the respondents indicates a reason for
some systems not having an extensive recruiting program. Self-
selection 1s also popular as a source since recruitment in
1970-71 fesulted in increased numbers of unsolicited applica-
tions and self-selection on the part 6f prospective candidates
seeking employment.

. Employment agencies are considered effective sources by
five school systems., The féct that so few school systems use
govefnﬁent or private employuent agencieé is an indication
these county bdards of education are using primary sources such
as colleges and universities and, therefore, new teachers have
little to gain by registering with an employmént agency. The
teacher organizations such as the.N.E.A; (Natioral Education
Association) and A.F.T. (American Federation of Teachers) were
1iétéd By only one system.

A further look at the most effective sourcés for the
fécruitment of high school téaching pérsonnel is presented in

Table VI.
7. Recruitment: Economic Factors.

Thé next area of interest to be studieu within the
total recruitment function of the model for the recruitment
df high school teaching personnel is'the economic factors of

recruitment. These factors'center around the demand for

/
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Table VI.-
Effective Sources for Recruitment of Teaching Personnel.
- No. of Responses
from Systems
Indicating BEffective Per

Sources Sources Cent
Colleées and universities and

unsolicited zpplications or

self-selection 25 - L 64
Colleges and universities 23 41.06
Unsolicited application or

self-selection L 7.15
Colleges and universities and .

employment agencies 2 3.57
Colleges and universities,

employment agencies and _

unsolicited applications .or . '

self-selection 1 1.78
NEA and AFT, employment acen01es
" and unsolicited apnllcatlons or

self-selection 1 1.78

Total 56 100.00

M‘
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teachers based upon students entering fhe'school system and
teachers 1eaving the systemn. Thé recruitﬁent channels and
geographic afeas used for recruitment purposes are also con-
sidered since they aré relaied to current conditions of the
labor and economic markets. These factors will be studied and
described in this section, which comprises gquestions twenty-one
to twenty-six. |

The demand for teaching personnel as well as the re-
cruitment budget are determined primarily b& the enrollment
of school-age children and projections of the number of teachers
leaving échool systemé. Results indicate that projections of
the number of teachers leaving the field alone is insufficient
in determining the demand for teaching personnel. Other find-
ings also indicate that the enrollment of school-age children
alone is'equaily insufficient in determining the demand for
téaching personnel. Roth of these factors, in combination,
.éfe'conéidefed to be important in determining the demand for
ﬁeaching personnel as well as the recruitment'budget by the
respbndents.

The findings indicate and support the'premise that
this combination of enrollment of school-age children and the
projection 6f thé number of teachers leaving the field is con-
sidered to bg essential in determining the demand for teachers
by a schéol system. ?orty-nine systems (87.5%) chose the

- combined factors while the individual factor "enrollmenE of
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school-age chiléren" was selected by ten responding adminis-
trators (18.18%) and the factor "projections of the number of
teacherS‘leaﬁing the field" is selected by only four respon-
dents, or 7.15. These factors independently received the
least number of responses intended to determine demand. The
total breekdown enq presentation of fhe responses used to -
determine the demand for teaching personnel, as well as the
recruitment budget, are presented in Table VII.

One of the responding school systems selected implemen-
tatioh of new programs (1.78% reeponse), while another one of.
the respending systems selected projections of the number of
teachers leaving the field and state department regulations.
One county board selected projeetions'of the number of teachers
léaving the field, state department regulations and implementa-
tion of new programs as the factors which aetermine the demand
for teachlng personnel as well as the recruitment budget for
the fifty-51x responding county boards of education in
Pennsylvania.

Fifty-six respondents (83.58%) included in the total
- study indicate that the current supply of high school teaching
personnel is merely adequate. Thirty-one respondents (56.36%)
indicate the current supply of teaching pefsonnel is adequate;
. twenty-four (42 86%) stated that the current supply of high
school teachlng personnel is abundant. One respondent (l 78%)
stated the current supply of high school teaching personnel was

8
!
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- Table VII.-

Factors to Determine Demand for Teaching Personnel.

Per Cent
No. of Resvondents of Total
. Factors Selecting Factors Responses
Enrollment of school-age .
children and projections of
the number of teachers .
leaving the field _ L9 , 87.50
Implementation of new _
programs : 31 56.36
State department regulations 23 - 41,06
Enrollment of school-age _ : .
children : N 10 - 18.18

" Projections of the number of
teacners leaving the field L . 7.15
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insufficient. A county superintendent of schools stated:
"Recruitment also implies a sellers! market. It is a buyers!
market in sdme.respects [...] for specialists, it is a sellers!
market."? Another superintendent commenfed on the subject of
abundance of supply of high school teaching persoﬁnel within
school systems:

There is an abundance of qualified teachers at the

present time, particularly in the fields of £nglish, .

History, Social Studies and Science. There are

shortages in Foreign Languages, Math, Commercial,

Home Economics, Librarians, Music and Art.3
There is.an indication that the current supply of high school
téaching pefsonnel is abundant in the basic stﬁdies such ss
English, history; social studies and science, but only adequate
or even insufficient in the areas of language, math, business,
education, music, art and library écience.. The individual with
special training can seléct the high school system or organiza-
tion he wants to join since, at this level, it is a seliefs'
.mérket in an area with only an adequate supply of teaching
personnel. An abundant supply of teaéhing persoﬁnel tends to
reduce recruitment activities in forty-six systems (82.14%),

" while in ten systems (17.86%) this factor does not reduce

recruitment activities. An insufficient supply of teaching

2 Letter from Carl S. Driscoll, Superintendent,
Sullivan County Public Schools, Dunshore, Pennsylvania, July
17, 1971. y :

3 Letter from William H. Hartley, Superintendent,
‘Greene County Public Schools, Waynesburg, Pennsylvania, July

9,'1971.
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personnel incresses recruitment activities in forty-nine
systems (87.5%); in seven (12.5%) it does not.

A changing labor market determines the use of different
channels of recruitmeﬁt and the recruitment of candidates over
a broader or narrower geogreaphic area. The respondents
selected the combiped response in forty-two possible choices
(75%). Seven boards (12.5%) indicated that different channels
of recruitment are utilized in adjusting to changing labor
ﬁarkets. The other seven systems indicated thet the recruit-
ment Sf candidates over a broader or narrower geographic area
depending.ﬁpon the condition of the market is utilized.

. The various factors which determine how a school system
adjusts to a changing labor market also depend upon the condi-
tion of the currerit supply of teaching personnel. Whether the
supply of teaching personnel is insufficieﬁt, adequate, or
abundant; school systems do use different channels of recruit-
ment to aéjust to a changing labor market and also to recruit
candidates over a broader or narrower geographic area depending
upon the condition of the market.

Other factors which influenced recruitment activities
ﬁere the proximity to colleges and graduate schools in six
systems; salsries in eleven systems; the availability of grants
and federal monies for systems and educators in five cases.
Thls 1atter reason serves as a barometer for prospectlve teach-

ing candidates contemplating employment with a scnool system
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since it can be considerced to be an 1nd1cator of general
activity withir. that cemmunity. Profe351onal needs such as
certification (5), teacher-pupil ratio (3), and innovative
programs (3) were considereo very important. The desire to
stay in a geographic area on -the part of the prospective teach-
ing candidate influenced recruitment activities in three
counties., Two of the twenty-eight systems indicate that work-
ing conditions as well as teacher work load influence recruit-
ment.. Favorable conditions tend to ease the task of recruitment.
Two respopdents indicate that the growth of the educational
staff influences recruitment. A growth pattern.dictates an
intensification of recruitment activity.

Two systems indicate that the .tax program influences
recruitmeht.: Thié'factor'affects both the school system in
planning and implementing recruitment and the prospective
cendidate, who is in the process of being recruited by that
efstem.‘ Two counties responded that industrial expansion and
the development of new products within the county influenced
recruitment activities. Industrialization can be either a
‘selling point or deterrent in recruiting prospective teaching
candidates. Two $chool systems indicate that political
activities,'such as the amount and degree of union activity
within the county board of education involved with recruitment,
iniluence recruitment. Finally, ohe respondent reported that

a depressed area in which a pattern of migration of popuiation

;
S e
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prevails would definitely influence the recruitment of
prospective tekaching candidates.

8. Recruitment: Procedures, Practices and

Devices.

. Data examined in this section comprise quéstions
thirteeh, fourteen, twenty-seven and twenty-eight. Educators
were requested to state whether or not they provide prospec-
tive teaching candidates with written recruitment materials.
TheArequnses indicate that thirty-four (60.72%) stated that
they do provide prospective teachers with written recruitment
materials., Information about the schecol and community is
directed to the prospective teaching candidates from varied
sources within the school system. Much of the material is not
developed for the sole bﬁrpose of teacher-fecruitment; as an
e;ample,'Chamber of Commerce publications, handbooks or
materials published by the school systems. However, all
assist in presenting information about the philoSophy of the
school and community.

Thirty-five educators described the type of materials
"provided for prospective teaching candidates. These materials
have been categorized into twenty-two areas which are analyzed.
Sixteen county administrators indicated that they provide a
community brochure wnhich describes the characteristics, size,
‘geographic location and significant statistics of the community

in which the school systems are located. Fourteen'of the -
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admiﬁistrators indicated that they include a brochure which
describes the school itself, identifying éﬁaracteristics and
any significant statistics.' Tweive of the thirty-five systems
include a general brochure whicn describes the community and
school for interes£ed teachers.

Eleven of the thirty-five administrators include a
salary schedule describing tne present scale, grade and incre-
ment schedule. Zight systems include a teachers' handbook for
prospective candidates as part of the recruitment literature.
Six 6f the thirty-Tive systems include the benefit package
of the county board of education describing fringe benefits
provided for teachers. Three of the thirty-five county boards
include published Chamber of Commerce materials. Three school
sfstems include the contract agreement between the school
system and representing teachers! union as part of the rgcruit—
ment materials. Three of the'systems send to prospective
:teacﬁerg a list of séhool districts within the county as well
aé a list of administrative teaching personnel within the
county board of education. Two county boards include a formal
statement of board pdlicies for the'recruitihg county board of
education, as well as a statement of the educational philosophy
of the schdol system. |

'.Two of the thipty-five educational administrators who
responded‘inélude data on hoﬁsing in.addition to general_in-

formation on the community éé part'of the materials utilized

L .
. e
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for recruitment; Two of these’ county boards furhished informa-
tion on loczl eolleges -and univefsities in the area of the
recruiting cdunty board as well as the proximity to these
institutions for graduate work. This is significant to new
teachers 5ecause of the requirement for additional study to
obtain various certificqtes in public education. Two of the
thirty-five systems include a job description definiag the
poéition and duties of a teacher to the prospective teaching
candidates and include a blank application form as part of
the reéruitment materials. Two other syétems state that they
furnish the long-range development statement of the recruiting
~ county board.

“ One county board includes a map and photo of the
community exclusive of the commﬁnity brdchure. Another county
board includes a district and/or county neﬁsletter. One system
sends a personal letter explaining the functioning of the
échools within the county, while another county bqard sends a
personal létter intended to interest prospective teachers in
that county. Finally, one system includes a school year
~ calendar as part of the recruitment material.

One of the areas previously studied attempts to deter-
mine whethef the.school systems provide prospective teaching
candidates with written recruitment materials. To the inqulry,
thirty-four county boards out of fifty-six (60.72%) 1nd1cated

they do. Another questlon close to this line of inquiry
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attémpts to determine what type of materials are provided for
prospective teaching candidates. To this.inquiry, thirty-five
county boards out of fifty-six indicated the types of materials
provided wnich corresponds to the previous inquiry. Therefore,
there ié a relationship between the previous two questions and
this present one, which alsoc seeks additionel data regarding
specific information which is inclﬁded in the recruitment
brochures of respondents.

Thirty-three responéents stated that their systems
p:oﬁide prospective teaching candidates with recruitment
material or brocnures to demonstrate the advantages of teach-
ing and liviﬁg in this community. This indicates that the
recruitment material focuses upon an explanation of the com-

\
\

|

describing the governmental, cultural, educational, recreation-

pensation structure.as.well as of the community structure

al and religious opportunities for prospective teaching

'éandidates.. The.total breakdown and presentation of the items

included in the recruitment'brochureé of the éounty boards of
.education for prospective' teaching candidates_is presented

" in Table VIII.

The_resbpnding school systems indicated that they
include in their recruitment brochures varied combinations of
the recruitment items with six of the thirty-three boards
(18.18%)}including all of the above fourteen items-in their

"recruitment brochure. Two of the systems include only oné
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Administrative policy

Table VIII.-
Items Included in Recruitment Materials or Brochures for
Prospective Candidates.
Jtemns in No. of Respondents Per
Recruitment Brocnures Indicating Items Cent
Explanation of the compensation
structure 27 81.82
Community structure--government,
cultural, educational, recreational,
and religious opportunities 27 81.82
Descriptions and pictures of" _
school facilities ok 72.73
Benefit package Py 72.73
Special-éervices for pupils and
teachers 23 69.70
Living accommodations, the popula-
_tion and geographic location 23 69.70
Organization and structure of the N
.school . 20 60.61
Innovative activities 19 57.58
'The'in-éervice and educational :
. program ' 18 54.55
An application request form for
additional data and materials ‘ 18 54.55
| Explanation of the organization '

' gf.instruction and administration 17 51.52
Board of education philosophy 16 L8 .48
School enrollment, class size,

length of school day 15 45,45
14

Lo k2
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item in the material while two of the school systems include
three items within the recruitmeat brochure.

Fifteen respondents indicated that they include four-
teen, eignt and eleveh of the items listed with recruitment
materials or brochures. These responding county boards have
an average of 11.2 items of the total fourteen items within
their recruitment brochures, which is almost total coverage.
The over-all average of items included in the recruitment
brochures of the responding school systems is 8.6, or 61.43%
of the total items listed for prospective teaching candidates.
Refer to.Aﬁpendix 6 for a tabular presentation of these data.

The re;pénding boards indicated that the acceptance
of student teachers into the various systems is the most fre-
quently used'procéduré to recruit prospecfive teaching candi-
dates. The fifty-six.school systems stated that this procedure
wﬁs the most effective and frequently used one during thé
~1967-687recfuitment season and, also, during the 1971 recruit-
ment cémpaign. They selected this procedure in forty-eight
of the total fifty-six cases (85.71%) for 1967-68. Nineteen-
'-seventy-one also showed an 85.71% response‘to.this item. This
procedure was selected by forty;eight of the fifty-six boards
in total, indicating that it was utilized in 1967-68 and
again in 1971, representing 83.93% of the total school systems
rePortiné. The total breakdown and analysis of the procedures

used to recruit prospective teaching candidates for both\the
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1967-68 season and the 1971 season will be presented. Tﬁe
analysis of procedures used to recruit candidates during the
1967-686 seasbn'is presented'in Table IX.

Table X presents a breakdown and analysis of procedures

used to recruit prospective teaching candidates during the
1971 season. The analysis and relationships between the pro-
cedures for both recruitment periods are also considered.
The position of the recruitment procedures during the 1967-68
season énd in 1971 are presented in Table XI so that changes
in thé positions of the choices selected by the county boards
of educaﬁibn mzy be viewved. |

The first nine procedures vwere selected by the respond-
ihg county boards of education as beihg-utilized during the
1967-68 recruitment season and, also, during the 1971 recruit-
ment campaign. Mobilization of former teachers, which was
selected tenth in 1967-68, is now considered to be twelfth or
' 1ést<on‘£he'list of procedures. - This may be accounted for
by current demand in which coilege campuses maintéin priority
over other recruitment sources. Thié procedure was functional
- when the demand for teachers exceeded the supply, as was the
‘case during the 1967-68 season.

The use of influential members of the community during
1967-68 was ranked'eleventh and, in 1971, is ranked tenth as
a ﬁ?;cedufé fo recrqiﬁ prospective'téachers for school systems

e S

An Pennsylvania. o : .
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Table IX.-

Recruitment Procedures Used to Attract Prosnective Teaching
Candidates During 1967-60G.

No. of Respondents Per Cent
Procedgres - Selecting the of Total
. (1967-68) Procedure . Responses

Acceptance of student teachers
into-the system 48 85.71

University faculty membters and staff
of -colleges of education serve ss
speakers for professional groups or
participate in "career days" in
high schools to interest students
in teaching as a career 40 71.43

High school students informed as to
demand for teachers at hign .
school level 38 67.86

Use of college placement burcaus for
campus visits and to distribute
recruitment materials 38 . 67.86

High school seniors visit universi-
ties and colleges of education for
-campus open-house to encourage

-~ college attendance 31 "56.36
Scholarships available for prospec- '
tive teachers ) . 30 , ' .53.57
Contacts at professional meetings 22 : 39.29
College students informed as to demand
for teachers at high school level 21 . 37.50
',Advertisements in newspapers or : . :
professional journals 16 28.57
Mobilization of former teachers 14 25.00
Influential members of the community 12 21.43

Internship for college graduates to ~
. enter teaching 7 ’ 12.50
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Table X.-

Recruitment Procedures Used to Attract Drospectlve Teaching
.Candidates During 1971.

o, of lespondents Per Cent
Procedures Selecting the of Total
(1971) Procedure . Responses

Acceptance of student teachers ) '
into the system 48 85.71

University faculty members and staff
of colleges of educztion serve as
speakers for professional grouos or
particinate in Ycareer days" in
high schools to interest students
in teaching as a carser -39 69.64

Use of college vlacement bureaus for
-campus visits ana to distribute
recruitment materizals . 38 67.86

High school students informed as to
demand for teachers at high scnool
level 35 62.50

High school seniors visit universities
_and colleges of education for campus
open-house to encourage college

attendance 33 . 58.93
‘Scholarships available for prospec- , : .
tive teachers _ 30 ‘ 53.57
Contacts at professional meetings - 25 : Ll 64
College students informed as to demand
for teachers at high school level 18 : 32.14
" Influential members of the community 9 ' 16.17

Advertiseménts in newspapers or
professional journals 9 16.17

Internship for college graduates to : _
enter teaching 9 16.17

Mobilization of former teachers - 6 . 10.71
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Position Position

Procedure 1967-68 1971
Acceptance of student teachers into

the system 1 1
University faculty members and staff

of colleges of education serve as

speakers for prolfessional groups or

participate in '"career days" in nigh

schools to interest students in

teaching as a career 2 2
Use of college piacemeht bureaus for

campus visits and to distribpute

recruitment msterials 3 3
High school students informed as to demand
" for teachers at high school level L 4
~High'schoolbseniors visit. universities and

colleges of education for campus open-

‘house to encourage college attendance 5 5
Scholarshlps avallabTe for prospective

teachers 6 6
Caontacts at professional meetings 7. 7
College students informed as to demand for

teachers at high school level 8 8
Advertisements in newspapers or nrofes-

sional journals 9 9
Mobilization of former teachers 10 12
Influential members of the community 11 10
Internship for college graduates to

enter teaching 12
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Internship for college graduates to enter teaching
ranked twelfth in 1967-68 when demand exceeded supply and
only availablelgndividﬁals, with or without proper training
and credentials, were inducted into various school systems
--via a "draft." These internships, répked in the eleventh
position as a procedure utilized in recruiting prospective
teaching candidates for the 1971 campaign, moved up one
level to tenth since the emphasis placed on campus recruiting
has increased because the supply of teaching candidates is
exceeding the demand. Colleges appear to be a focal point
fof séhool systems invﬁlved in the rec;uitment 6f teaching

- candidates.
9., Summary of the Findings.

X The major purpose of the findings of the study was to
determine.the current status of teacher récruitment within
Pennsylvania school systems. The findings have been tabulated
and edited from the survey queétionnaires. The questionnaire
was developed to support the model for the recruitment of high
'school teaching personnel. A general summary of the findings
is presented below. An analys;§'and discussion of the find-
ings of the study will be preé;nted in Chapter IV, The Model:
Analysis, to determine their congruency or incongruency with

the model.
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'(a) Teacher Recruitment: General Background.- Teacher
~ recruitment is considered to be a part-time function usually
carried out by one person. In a minority of instances, a
recruitment team is used. .

'As chief school administrator, the superintendent
is_either solely responsible for the implementation of the
recruitment function or a prestigous addition to the
recruitment team.

Assistant superintendents usually perform the duties
of pefsonnel directors as part of their assigned administra-
tife responsibility.' It is rare for an individual to have
"~ the title of persénnel director. |

The majority of school systems concentfate their
recruitment efforts withine one to three states during the
months of Maréﬁ, April -and May.

'kb) Recruitment: The.Need to Fill a Position.- The
objectives of teacher recruitment entail discovering and
attracting a sufficient number of teachers who~possess the
necessary skills to meet the needs of the system.

The board of education has the greatest total influ-

ence over the state department of education in determining the

need to fill a teaching position. Professional teachers'

associations exert no influence.

>t



FINDINGS OF THE STUDY 110

(c) Recfuitment: Delegation of the Responsibility.-
Responsibility "for the recruitment of teaching personnel 1is
most frequently delegated to an individual trained strictly
as an educator.

Recruitment was ranked as the primary duty of a
personnel executive. Selection; a separate function and one
"which is next along thé personnel continuum, was ranked second.

(d) Recruitment: Organizational Needs.- The educa-
tional orientation of prospective teaching éandidates from
collégé_campuses or with teaching experience in other educa-
tional organizations is considered to be a major feature by
the recruiting school system.

Educational organlzatlons seek to be visible to the
community in order that prospectlve candidates will view the
q:ganization and perceive it to be de51rab1e to join. |

‘ (e) Recruitment: Effect Upon the Individual.-
'éeographic location and the image of the school and school
system are factors most responsible for attracting prospective
teaching candidates to a school.syétem.

(£) Recruitment: Sources.- Colleges and universities
are the most effective sources fdr the recruitment of high
school teaching personnel. Self-selection and unsolicited
applications are the second most effective sources. Teacher
organizations, such as the National Education Association and

. the American Federation of Teachers, are considered least

'effective sources.
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(g) Recruitment: Economic Factors.- The demand for
teaching persqnnel and the recruitﬁent budget are determined
primarily by the enrollment of school-age children and projec-
tions of the number of teachers leaving school systems. A
changing labor market and current supply of teaching personnel
determine the use of differenﬁ channels of recruitment and
‘the recruitment of‘candidates over a broader or narrower
geographic area. Recrultment activities are also influenced
by proximity to colleges and graduate schools, salaries and
the availability of grants and federal monies.

(h) Recruitment: Procedures, Practices and Devices.-
Written materials'are frequently used to help attract pro-
spective teachers. Much of the material is not developed for
the sole purpose of teacher recruitment.

) The mést frequently included items deal with explana-
tions of the compensation and community structures. A
diScussioﬁ of administrative policy is considered least
important. |

The acceptance of student teachers into the system
is the most frequently used procedure to recruit prospective
teaching candidates. ) '

Thé nexﬁ chapter will focus upon an analysis of
the model for the recruitment of high school teaching per-
sonnel in the l1ight of the findings of the study and will
present an analysis and description of the relationshlps

existing within the model.



CHAPTER IV
THE MODEL: ANALYSIS

This chapter focuses upon an analysis of the model

‘" for the recruitment of high school teaching personnel in the
iight of the findings of the study. The chapter also presenté
-an énalysis and description of the relationships existing

" within the model.
1. Teacher Recruitment: General Background.

'The responsibility for the implementation of the
recruitment function usually rests with one person, the
.superintendent, in the majority of the school systems in
Pennsylvania. .Recruiting.is also conducted by a team or
chief school administrafor assisted by other personnel often
referred'to as assistants. Twenty-two combinations or
ﬁatterns emerged from the fifty-six school systems reporting
the utilization of teams. This does indicate variations but,
basically, the chief school administrétor controls the
implementation of recruitment and is personally included with
various teams developed for this purpose. In contrast, a
recent study by Shapiro found that eighty-seven per cent of

responding administrators of California secondary schools

~
~.
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indicated that the assistant superintendent and personnel
director participated in the recrﬁitment function.l |
This study shows that recruitment is considered to be

a part-time function of personnel, as reported by 9k.64 per
cent of the responding administrators. The status of recruit-
ment within organizations and echool systems has been ascribed
to a secondary role. A recent study of this function has
shown that “"recruitment has not been a well-planned and
efficient operation within many school districts."® This is
borne out by this study. McPhee, in his doctoral study,
stated "limited effort was generally exhiﬁited in recruitment,
and most personnel officers expressed little concern for
improving recruitment practices."3

| One of the basic problems encountered by other systems
is that "recruiting in many organizatione has been hampered
by\its treatment as aﬂ ancillary, part-time personnel function

rather than as a full-fledged, specialized management fechni-

q‘ue."l+ This fact is also confirmed by this investigation.

1 Norman Shapiro., "Another Look at Teacher Eecruitment,"
Personnel Journal, Vol. 50, No. 8, August 1971, p. 647.

2 Ibid. ’ p * 6l‘+8.

_ 3 William J. McPhee, School Personnel Management:
gg;rent Programs in Sclected Indiana Scnool Corporations,
unpublished doctoral thesis presented to the University of
Indiana, 1968, p. 211.

" 4 John R. Hinrichs, High-Talent Personnel, New York,
American Management Association, Inc., 1966, p. 67. ~.
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Oné 6f the negative results of recruitment.as a part-time
- function is that: "haphazard talent inputs due to unplanned and
haphazard recruitment make systematic training and development
impossible."s

‘This is a major area of concern since recfuitment pro-
cedures need to be improved in order to attract and to persuade
‘capable, qualified‘candidates to prepare for and enter the
profeésion of teaching. There is agreement among educators
that recruitment should be formalized as a primary function
of personnel administration. This statement is reinforced by
boﬁh the results of ﬁhe study and a review of the literature.
However, a formal personnel department is not reported with
-great frequency by fifty-one county boards, which indicates
they~do have a part-time.personnel staff servicing theif
'sgpool systems. Findings from the study diéclosed forty-seven
county boards do not have an executive on staff involved in
rééruitment on a full-time basis while only four responded in
the affirmafive. Also, forty4eight systems do not have staff
assistants cr clerks involved in recruitment on a full-time
"basis while three reported they do.

This void in the sfaffing and completeness of pro-

fessional personnel employed on a full-time basis to handle

5 Milton M. Mandell, The Selection Process, New York,
American Management Association, Inc., 1904, p. 107. ~.

;
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recruitment, the primary functiQn of personnel administration,
has retarded thg sophistication of the function. This isioné
of the reasoné why educators continue to take the responsibility
for rgcruitment of teaching personnel.

Shapiro's California study discloses "teacher recruit-
ment will be an on-going activity for all distficts."6 This
undertaking also revealed recruitmént is considered to be an
on-going activity of personnel which is carried out throughout
the year, as reported by 57 .14+ per cent of the county boards.
If this function is to become more significant and sophisti-
cated, a year-round activity will be necessary,'as well as
necessitate a full-time status for recruitment since the
function will demand administrative attention, planning and
implementation. e

While this study focuses'upon Pennéylvania, recruiting
effcrts are directed to those states bordering pennsylvania
when it is necessary to seek teachers out of state. 1In the
tight labor market characteristic of 1971, recruitment is
often intensified to improve the'seléctivity of candidates.
This also occurs when it is difficult to attract and secure
qualified applicants by expanding the geographic boundary of
the recruiting system. In addition to Pennsylvania, the states

most frequently mentioned by administrators as being targets

6 Shapiro, op. cit., p. 653. ™~
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for recruitment include New York, New Jersey, Maryland, Ohio

and West Virginia.
2. Recruitment: The Need to Fill a Position.

'Shaﬁiro comments on the need_factor by stressing '"the
basic fact of recrultment for specific needs is still a major
proﬁlem and may even increase in the future.”7 It is evident
that recruitment must attract sufficient talent to meet the
current needs qf the organization and must bring in the right
talent to ultimately cpntribute to the objectives of the
recfuiting organizations. _

Therefore, the objectives of teacher recruitment en-
tail discovering and attracting a sufficient quantity of
teachers who possess the necessary skills to meet the needs
of_a school'system. Tpié-is considered to be a primary goal
of“forty-thrée administrators out of fifty-five. Determina-
tion of the need to fill a teaching position is influenéed by
several sources as evidenced by this study. Castetter comments

on this by stating:

The board of education is the prime mover in the local
recruitment program. [...] The board of education dele-
gates responsibility for implementation of its recruit-
ment policy to its executive officer. [...] The
recruitment program is conceived as a carefully planned,
continuous, long-term activity.5

7 Ibid., p. 647.

8 William B. Castetter, Administering the School Per-
sonnel Program, Toronto, Macmillan, 1970, b. 171.

/
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Elsbree and Reutter feelithat “"the most important
obstacle to suctessful recruitment relates to the apathy of
local teachers' associations towards the recruitment problem."9
This study shows the Department of Education to have from
""considerable influence' to "completé.influence" in determin-
ing the need to fill a teaching position in Pennsylvania.
'Whiie brofessional teachers' associations are reported to
exert."no influence" in determining the need to fill a teach-
ing position, the findings of this study indicate the board
of education to have the most influence of the three as
suggested by total résponses from the county boards of educa-
tion and the literature. The apéthy of professional teachers'
.associations and the fact these unions do not exert any influ-
enée.in determining the need to fill a position are factors

borne out by the results of the study.
- 3+ Recruitment: Delegation of the Resbonsibility.

.Owens has remarked that "schools and school systems
are organizations which have much in common with other kinds

-of organizations."lo This is significant since school

| 9 Willard Elsbree and E. Edmund Reutter, Jr., Staff
Personnel in the Public Schools, Englewood Cliffs, N.J.,
Prentice-Hall, 1964, p. 28. .

10 Robert G. Owens, Organizational Behavior in Schools,
Englewood Cliffs, N.J., Prentice-Hall, 1970, p. 152. ~

. ;
/



. THE MODEL: ANALYSIS 118

personnel administration was founded in part upon many busi-
ness and industrial procedures which have been utilized and
proven to attract teachers. "The model for high school re-
cruitment, while inco:porating factors and procedures from
school personnel administration, draws heavily from business
and industrial personnel factérs and proéedures since "it
‘was neceséary that.schooi systems borrow from industry in
the first attempts at fdrmalizing the personnel function."1l
While the literature indicates the need for a trained,
profe§sional personnel administrator, this study shows that
most schodl'systems delegate the responsibility for the re-
cruitment of teaqhing personnel to an individual trained.
strictly as an educator. This is incongruent with the litera-
ture. Several county boards delegate this responsibility -
to an individual who iqitiated his career in education and
then moved to personnel administration. Not one of thg' :
bbards embloYs an individual with other experience in per-
sonnel management to fulfill this function. All systems
selected educators who ultimately utilize another educational
-organization such as a college or university to recruit
teaching candidates. The socialization and orientation of

the educator whofperforms recruitment personnel duties

, i1 B.J. Chandler and Paul-V. Petty, Personnel Manage-
ment in School Administration, New York, World Book Co., 1955,
p . 28. ’ . . ’
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111uminates the ﬁnsophisticated-status of 'school personnel
administratiqnvwhile maintaining ;ts part-time status
and ultimate lack of involvement in major administrative
issues.

A'doctoral study by McCgrthy ranked recruitment as
the primary duty, and selection as the second most important

"duty of a personnel officer.i2

Forty-seven of the fifty-six
administrators report ran<ing the principal duties of the
personnel executive in the following order: recruitment,
selectibn, in-service training, compensation, labor relations,
induction, transfers, separations and research. Recruitment
iskselecfed by thirty of the forty;seven administrators as
the primary duty. |

Recruitment is an.essential foundation for ultimate
selection involving'the attractioﬁ of prospective candidates
f;r this advanced step of the personnel function. Gibson and

Hunt describe the processes of recruitment and seléction as

two distincf functions:

12 Francis J. McCarthy, The Personnel Administrator
in City Schecol Systems: A Study of the Duties and Functions
of Personnel Ofricers and administrative Orranizational Plans
for Personnel liznagement in Puvlic Scnool Hystems in Sclected
Cities as Compared to Personnel Practices in QOtner Fields,
unpublished doctoral thesis presented to New York University,

19539 po bd : N~

~n
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At first a need for the teacher is felt by the
system [..:J Depending uvpon tne nature of supply,
the urgency- of' need, and the like, the personnel
officer may want to seek out actively potential
candidates [...] In any case, the individual who
will be resnonsivle for tne performance of the new
person should be invelved in tine final decision to
recommend the applicant for appointment.l3
While the individuzls involved with the applicant and the
.decisidn to employ him are closely related, the recruiter
only attracts and presents the candidates to those responsible
for selection, which is the next step in the employment pro-
cess, without being perscnally involved in the fipal decision.
This was evidenced in this study by the fact that different
. . ‘
individuals are involved in the recruitment and selection
functions within the personnel departments of the reporting
school systems. Almost seventy per cent of the responding
systems reported having'different individuals handling these

separate functions. This conforms to the model.
L%, Recruitment: Organizational Needs.

Schdols compete for only a small prooortion of the
potentially available teachers.lh The school system offers

inducements such as income, status and prestige in return.

13 R. Oliver Gibson and Herold C. Hunt, The School
Personnel Administrator, Boston, Houghton Mifflin, 1965,
p. 165-1660

14 Ronald G. Corwin, A _Sociology of Education, New
York, Appleton-Century-Crofts, 1965, p. 6. '
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for what contribﬁtions can be accrued from the individual.
Therefore, the Individual is only.powerful when the organization
seeks to attract qualified candidates and cannot recruit them.
This study shows that inducements such as income, professionalism,
status and prestige are considered to be significant in attract-
ing prospective teaching candidates. These inducements are
'emphasized in the recruitment brochures as selling points in
twénty-six school systems out of the fifty under study (52%).
The recruiting system must atfract an individual by describing
those'éspects of the org%nization which are congruent with the
needs and interests of tﬁe individual. This recruiting
organization must be visible to thé individual since the
"greater the number of perceived extraorganizafional alterna-
tives, the greater the percelved ease of movement"ls for an
individual. Well-developed recrultment llterature describlng
the schodl system will enhance the image, position and v1si-
bility of the organization for the individual in the labor
market sincé candidates, due fo many reasons, seek alternative
positions from time to time, Inducements which are considered
"to be significant in attracting prospective teaching candidates
are emphasized to some ' extent within the recruitment brochures

by‘over one-half of the responding systems.

15 James G. March and Herbert A. Simon, Organizatnons,
New York, John -Wiley and Sons, 1958, p. 100.
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Organizations or school systems seek to socialize

newcomers, i.e.’; to teach them the unique vélues16

which are
held by members of the organization. The school system may
make entrance requirements éxtremely-stringent requiring
lessvsoc;alization'on the part of the recruiting qrganiza—
tion. Socialization is essentially a method of controlling
‘new and existing membershbf the organization to adopt the

values of the system. Etzioni states '"the same level 6f

control can be maintained by high selectivity and a low level
17
n

of organizational<socializatién. School systems achieve
socialization by pre-inducatiog.in which candidates are already
socialized via other similar orgénizations or through poét—
induction such as training and development as evidenced by
the utilization of in-service training programs by systems.
The county boards of education in Pennsylvénia attempt to
attract candidates directly from college campuses or schoéls
cf'educafion; as well as individuals who have taught in other
educational organizations. Candidates charactérized by such
educafional exposure and orientation are deemeq preferable

to those individuals who have not tautht or who possess only

1imited exposure to educational organizations or systems.

Therefore, these systems seek a socialized candidate by

16 Corwin, op..cit., p. 7. .

. 17 Amitai Etzioni, Modern Organizations, Englewood
Cliffs, N.J., Prentice-Hall, 1904, p. 70.
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utilizing educational environments for recruitment such as
campuses or other school systems in the atfempt to attract
candidates to actualize the objectives of the organization

and its values.
5. Recruitment: Effect Upon the Individual.

The major problem in recruiting teaching personnél is
not discovering talent bﬁt encouraging qualified students to
enter-teaching'in competitioﬂ with opportunities in business
and ofher professions. Recruita?g organizations must take

steps to be known.as desirable employers since the "reputation

~.
~

of a company in a community reflects rapidly in the kind of

18

personnel who are attracted there."
Glueck discusses tne factors considered in the attrac-
tion of individuals to organizations:

Why does anyone settle on a particular organization
to work for? There are three major explanations.

One is simply that these choices are accidental. A
second is economic [...] The third is psychological--
that the choice is made by the individual's attempting
to match his values with a company that has similar
values.l19

- 18 hoger'Bellows, Psycholbgy of Personnel in Business
and Industry, Englewood Cliffs, N.J., Prentice-Hall, 196k,
p. 214.

19 William F. Glueck, "How Recruiters Influence Job
Choices on Campus," Personnel, Vol. 48, No. 2, April 1971,

p._h7. -
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Geographic location, the image of the school and school
system, economiE reasons and the image and'feputation of

the community are factors thét have been expressed as being
responsible for attracfing prospective teaching candidates
to the county boards of education. The recruitment function
entails cpnvincing the individual that tﬁe open position in
‘the system or organization is congruent with his personai
needs. |

School systems utiliz; the same recruitment practices
for ail prospective candidates whether they are being re-
cruited from college campuses or are currently employed with
other scnool systems or organizations in fifty-eight per cent
of the cases under study. These recruitment procedures
serve as control factors in the effort to attract candidates
already socialized via educational systems. A "blanket“"
rééruitmeht program maintains a level of selectivity for the
recruiting school system seeking indiﬁiduals with needs and
experiences congruent with educational organizations. It
also eliminates other sources of candidates with varyiﬁg
experiences and from other fields of endeavor while

maintaining selectivity.
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. 6. Recruitment: Sources.

A Y

.

Sources of prospective candidates for teaching posi-
tions are important to a school system since "undue dependence
upon ény single source, to the exclusion of othners, may leave
the company without recruits when the source fails to supply,
.as in labor emergency conditions."29 an 0.I.S.E. report
recpmmended that “recruitment outside the distfict will
always be necessary if the system is to maximize its pool of
talent'gnd make changes in its procedures and programs."21
Castefter feels "the supply of teachers uéon which school
. systems dépend to meet the demand must come largely, but not
exclusively, from newly qualified college graduates [...].
The continuing spread between the supply of,.énd demand for,

teachers is a large one."22

Results of the study show that
acéﬁal practice is incbngruent with the recruitment theory
upon which the model is based. While the model incprporates
ﬁaried sources for recruiting candidates, this study has
fﬁﬁnd that school.s&stems depend upon colleges, universities

and related educational sources resulting in a narrow rather

than broad base for recruitment.

20 Bellows, op. cit., p. 224-225.

21 T.B. Greenfield et al., Develoving School Systems:
Planning, Organization and Personnel, Toronto, The Ontario
Institute for Studies in gducation, 1969, p. 75.

22 Castettef, op. cit., p. 19.
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Shapiro reports that seyenty per cent of responding
school administrators indicate théy hold interviews at coilege
placement offices, while sixty per cent send brochures to
cqllege~p1acement offices as sources for teaching candidates.23
The National Education Association developed a listing of
untapped sources which includes females with degrees who are
trained to teachj; liberal arts graduates and retired teachers;
individuals leaving the Peace Corps and National Teachers
Corps; and unemployed minority grcup collegé graduates.
McPhee, in his doctdral study, indicates colleges and univer-
sities, private and state employment agencies, the National
Education Association and Chambers of Commerce as prime.'
sources. 2¥ |
While findings frgm this study sho&'?ennsylvania :
school systems consider colleges and universities to be the
mést effective sources for ;ecruiting teaching personnei,'the
model comprises a number of varied sources. Therefore, an
incongruency exists between practice and théory. ‘Current
labor market conditions are respbnsible for the next most
. effective source which involves unsolicited apﬁlicatioﬁs or
self-selection on the part of the individual seeking a teach- |

ing position. Tﬁe factors concerning proximity to home,

23 Shapiro, op. cit., p. 6u48.
24 McPhee, op. cit.; p. 183-189.
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proximity to graduate school, cost of 1living and progimiéy to
cultural centers are reported to influence the decision of the
candidates regarding the seif—selection of a recruiting system
and also the desirability of the organization as a source.
This cérresponds to the image projected by a recruiting
organization and.the inducements offered.to applicants who.
are considering a school system as an employer. The prime
sources for teachers, which this study has determined to be
colleges and universities, fufther illuminate the socializa-
tion 6bjective of the séhool system attempting to recruit an
individuai.for a teaching position.

- Phe National Education Association and the American
Federation of Teachers are also not considered by school
systems to be effective sources for teachers. Rellance is
placed upon educational organizations to supply candidates
for othef educational organizations without significant cén-
sideration of varied sources external to educational

environments.
7. Recruitment: Economic Factors.

The model shows that recruitment is considered to be
anfinvestmeht and not a specific cost of operating an organiza-
tion or school system. Thé demand for teachers is determined

by ‘''the number of children of school-age and the number of

.

Lo
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teachers leaving'teaching.“25 Graybeal reinforces this
point: .. \
The maaor source of demand for new teachers during
the 1970's will not be increased enrollments but -
improvements in staffing quality and replacement of
teachers in normal turnover [...] There will con-
tinue to be a need for at least 100,000 beginning
teachers annually for the next decade.26
This is an important point since the demand for teaching per-
sonnel is dependent upon qualified staff and not the filling
of positions by quantity alone. Graybeal also comments on
the demand factor by stating that "the demand for teachers
includes the new teachers needed for positions related to
- school enrollments and for replacément of teachers leaving
active employment." 2/ The school administrators of the
Pennsylvanla county boards selected the enrollment of school-
age chlldren and proaectlons of the number of teachers 1eav1ng
the field (87.9% response) as the factors considered most
significant in determining the demand for teaching personnel.
.This findlng from the study is congruent with tne model The

_1mplementat10n of new educational programs also determines

the demand for prospective teachers which further demonstrates

: 25 James A. Van Zwoll, School Personnel Administration,
New York, Appleton-Century- Crofts, 1964, p. 55.

26 William S. Graybeal, "Teacher Surplus and Teacher
Shortage," Phi Delta .unoan, Vol 53, No. 2, October 1971,

" p. 85.

27 Ibid., p. 82.
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the emphasis placed upon the school system and its compon-
ents (teachers, students, etc.) as a determinant of the
demand for téaéhers. .

Thirty-one of fifty-six school systems (56.36%)
report the current-subply of high school teaching personnel
to be "adequate" as compared fo the status of being "abundant"
and/or "insufficient."

Conﬁinuing teacher shortages is based on the com-
parison of the supply of qualified teachers with
the numbers of teachers who should be employed in
a given school session to attain a specified
standard of educational quality at that time.28

Hinrichs éomments on the supply of labor by stating
“"while the over-all size of the labor force will increase
sharply over the next few years, the growth will be mainly
in the kinds of people that are being requi;ed less and less
by industry and the othef institutions in our society."29
This poiﬁts to the concept previously stated in this study
that school systems do not considef their recruitment efforts
to be satisfied unless the teaching candidates are qualified
to fill the position. Numbers alone do not fulfill demand
. and supply requirements. The county board administrators

also note that an abundant supply of teaching personnel

would definitely reduce recruitment activities while an

28 1bid., p. 82.

29 Hinrichs, op. cit.., p. 30. o .
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. insufficient supply of teaching personnel would definitely
increase recrultment activities of the reporting systems.
The acceleration or reduction of recruitment efforts is
dependent upon the attraction of qualified candidates.

" Employers adjust to changing conditions by hiring more or
less labor, by using different channels of recruitment and
byvrecruiting ovef a narrowver or broader area depending upon
the demand for candidates by a system.

Recruitment efforts are intensified and expanded
geographically when it is difficult to find applicants. 1In
a iabor market "charécterized by declining business activity
 and developing labor surpluses, some firms will reduce their
- recruiting efforts--shrinking back in the area covered and
dropping_advertising-and labor scouting in favor of difect
hiring."3o Adﬁustment to a changing labor:market is accom-
plished by the county boards of education through the use of
different channels of recruitment. The majority of systems
utilize educational organizations as primary sources and
there is dependence upon one general source for candidatés

- which reduces the efficiency of channels economically.

30 F.T. Malm, "Recruiting Patterns and the Functioning
of Labor Markets," in Paul Pigors and Charles A. Myers (eds.),
Management of Human .Resources: Readings in Personnel Adminis-
tration, New York, McGraw- nlll 1964, p. 250. ~.




. THE MODEL: ANALYSIS ' 131

The model states that qchpols adjust to over-supp;y
of teachers by manipulating the internal environment through
a smaller teacher-pupil ratio and by increasing services to
feachprs via recruitment. 1In this manner, the school system
maintains -an adequate staff to cover daily'requirements and
can also attract other qualified teaching candidates by
offering inducements orlincreasing.services to already em-
ployed teachers or prospective candidates. Findings of this
study show that recruitment is affected by the following
factofs and conditiéns within the county and state structures:
proximity of school systems to colleges'and graduate schools,
economic.factors'including salaries, the availability of-:
federal grants and private foundation grants for systems and
individuals, professional certification reégirements and neéds,
geographié location, teacher-pupil ratio ahd new programs.
Tﬁese faétbrs are responsive to the demand factors sincé needs
for teachers develop via turnover, enrollments, retirement,
etc. and candidates seek those inducements which facilitate

contributions to the organization.
8. Recruitment: Procedures, Practices and Devices.

The study shows that sixty per cent of Pennsylvania
systems do provide prospective teaching candidates with the

written materials suggested by the model and Van Zwoll in

\\

oy



. . THE MODEL: ANALYSIS ' 132

his étudy of recruitment procedures utilized by school
systems.3l' Varicus publications are produced fof purposes
other than for recruiting teachers but used for this purpose.
School systems use the publications of other organizations,
'.particulérly if these publications present material describ-
ing a facet of the community of interest to the prospective
teacher. School systems provide prospective teachers with:
commﬁnity brbchures, school brochures, salary schedule, teach-
ers' handbook, benefit packagés, Chamber of Commerce publica-
tions, contract agreement, board policies, job description
ané maps. |

- Castetter found communicétion networks are needed to
-inform and to attract candidates and to give them information
by using brochures which highlight and emphasize areas‘
specified in the study. The findings of the study show that
Pennsylvénia systems provide prospective teaching candidafes
ﬁith recruitment material or brochures to dénonstrate the
advantages of teachiné and living in the respeétive communi-
“ties The following items are included in the.recruitment
‘material and are listed in their order of importance, which
was determined bj the results of the study:

" 1. Explanation of the compensation structure.
2. Community structure--government, cultural,

educationsl, recreational and 1elig10us
opportunities.

31 Van Zwoll, op. cit., p. 67.
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. Descriptions and pictures of school facilities.

Benefig.package.

Special'services for pupils and teachers.

KA NN B~ V¥

. Living accommodations, the population and
geographic location.

7. Organization and structure of the school.
8. Innovative activities.
9., The in-service and educational program.

10. An application request form for additional
data and materials. ’

ll;' Explanation of the organization of instruction
" and administration.

12. Board of Education philosophy.

13. School enrollment, class size and length of
school day.

14, The administrative policy of the-séﬁdol.

McPhee, in his doctoral sfudy, found initiai recruitment

méiling fo prospective teachers contained an application

blahk, salary schedule and occasionally a cover letter.32

In the study, the schdol systems reported the follow-

ing recruitment procedures and pfactices as being uéed in

- 1971 as they were in the 1967-68 recruiting season. Alford33
13L+ . ' ‘

and Van Zwol emphasize these pfocedures are being utilized

32 McPhee, op. cit., p. 191.

33 Marion Elmer Alford, A Critical Analysis of the
Practices Used in Recruiting Teachers in the Public School
Systems of Virginia, unpublished doctoral thesis presented
to the University of Virginia, 1953, p. 38.

34 Van Zwoll, op. cit., p. 61.

o~
\‘.
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by schoollsystems attempting to attract individuals to their

system.

They are listed in the order of their importance

and effectiveness in recruiting prospective teaching candi-

dates 1n accordance with the findings of the study:

1.
2.

Acceptance of student teachers into the system.

~University faculty members and staff of colleges

of education serve as speakers for professional
groups or participate in '"career days" in high
schools to interest students in teaching as a
career.

Use of college placement bureaus for campus
visits and to distribute recruitment materials.

High school students informed as to demand for
teachers 2t high school level.

High schcol seniors visit universities and
colleges of education for campus open-house
to encourage attendance.

‘Scholarships .available for prospective teachers;

Contacts at professidnal meetings.

-College students informed as to demand for

teachers at hign scnool level.

Advertiscments in newspapers or professional
Journals. : .

In the study, the school systems attempt to offer

- teaching candidates inducements such as income, status, pro-

fessionalism and prestige through the medium of a recruitment

brochure which i; usually the candidates' primary contact

with the recruiting board. The items included in the materials

describe those aspects of the organization which érg congruent

with the needs and interests of the individual. A wide variety

‘
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of items is specified which have a greater appeal for the.

candidate since perceived extraorganizational alternatives

may influence fhe perceived ease of movement for the candi-
date to the'organization involved in recruitment.

Economic factors‘are included in the recruitment
material which incorporates saléry.schedules, benefit package,
etc. Organizational factors are also included which focus
upon an explanation and description of the community structure
and teaching fa0111t1es, organization and structure of the
school, in-service educatlonal program, btoard of education
philosophy as well as administrative policy and educational
~ statistics which explain class size, school enrollment and
1ength of school day. 1Individual factors are also emphasized
including special services for students ana teachers, 1iviné
accommodations and community descriptions, innovative activi-
ties of fhe school system for teachers, and a personal appli-
cation request form intended to have the candidate further
explore opportunities within the system. These findings are
congruent with the model. ' |

In the study, the school systems continue to seek and
attract socialized candidates via pre-indﬁction methods in
order that new numbers can be controlled via recruitment and
will adopt the existing values of the system which prevail on
recruiting campuses, other school boards and within the,

recruiting school organization. Since the responsibility
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for recruitment is delegated to an educator, an educational
environment (campus) serves as a éource of candidates for the
recruiter and an outlet through which all procedures and
practices are channelled for the recruitment of teachers.
While recruitment is considered to be an on-going, year-
round activity in most systems, it is still a part-time
function.of school'personnel administration as this study
showé. Therefore, the sources as well as procedures continue
to center about other educational organizations where candi-
dates will be attracted and recruited to fill an existing need.
While the model states that sources for teachers
should 5e broad and extensive, the findings of the study
show that because the demand for teachers is considered to be
adequate the systems restrict their sources until need arises.
School systems utilized the same recruitment procedures in
'1971 as they did in 1967-68 when there was a greater demand
-fOr'teacﬁing personnel and an inadequate supply, as evidenced
by the study. One of the factors responsible for recruitment
being an on-going activity is that “qualified" teachers are
- desired and the filling of a position with just an individual
for the purpose of perpetuating and satisfying the recruitment
procesé is hot considered to be an objective of a school
system since récruiters strive to discover and to attract a
sufficient qﬁantity.of teachers who possess the necessary

.

,skills needed to achieve the needs of that system.
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The study shows that school organizations fulfill.
their needs tovrecruit,individuals already socialized and
possessing simiiar values by‘accepting student teachers into
their system who are cbming from one educational system and
environment (college campus) to another (the recruiting school
system) via recruitment. This is furthef demonstrated by the
use of college andluniversity faculty members who speak to
professional groups (edubators or administrators serving as
"influentials") or high schools in order to-interest, attract
and pérsuade capable individuals to prepare for teaching
careers. |

The study also shows that school systems use college
p;acement bureaus for visitations and és clearing houses
where the recruitment materials are strategically distributed
and placed for prospectivé candidates seeking employment with
an organization. Colleges of education also invite high
school seﬁiors to visit the campuses for open-house events
in order to introduce the candidate to the system and its
values and to offer inducements which would encourage the
" candidate to prepare for a career in education. Scholarships
are presented as inducements to high school seniors to channel
them into professional schools of education responsible for
the preparation and ultimate socialization of the individual
via bre-ihducfion for a career in teaching. These findings are

.

conéruent with the model.
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The modei states that the use of professionai coniacts
and advertisemepts in newspapers énd professional journals
is directed ét a specific employee market already involved
or employed within anpther university or school system.
This is to ease the perceived desirability of movement from
an organization for the individual since-the image to be
projected.b& the récruiting organization via inducements is
intended to be congruent with the needs of the individual and
organization as well. This is accomplished when the systems
under study provide prospective candidates with information
and materials demonstrating the advantages of teaching and
living in the resbective communities of the recruiting school
sy;tems. |

Results of the study indicate that the procedures,
practices and devices, which were used by school systems'in
1971 attehpting to attract and persuade capable individuéls
to enter fhe'teaching profession and selected school systems,
have not changed from those employed in 1967-68 when the
labor market was elastic and the supply of teéchers was
-insufficient even though the current labor market is con-
sidered to be "tight" and the supply adequate, and even abun-
dant in certain instances. The objective of school systems to
fecruit qualified candidates has been a factor in employing
thoéé procedures basically centered about other educational

orgénizations for the recruitment of prospective teachers.
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.Such prospects have already been indoctrinated or socialized
by the needs and values of organizations iqvolved with educa-
tion and organiéations.recrqiting individuals for teaching
positions. The procedures and recruitment goals correspond
to the basic need to fill a teaching position.which is the
origin or primary component of the model for the recruitmept

of high school teaching personnel in Pennsylvania.
9. Relationships Within the Model.

The relationships existing within the model are
analyéed in the light of the findings of the study.

(a) Relationship Between the Need to Fill a Teaching
Position and Delegation of the Responsibility for Recruitment.-
The model begins with the need to fill a teaching position
which is determined primarily by the boards.of education. The
fiﬁdings of thils study show that these boards possess the most
influence in Pennsylvania. Then the model shows that each
board, asAthe prime mover in local recruitment programs, must
delegate the responsibility for discovering and attracting a
sufficient quantity of teachers possessing the necessary skills
to meet the needs of a school system to an individual involved
with the recruitment functionT While the literature suggests
that this individual be a professional personnel administrator,
the study showé that school systems delegate this responsibility

to an educator with.little or not background or training.in
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personnel. This choice is somewhat incongruent with per-
sénnel adminiaxration.philosophy;
(b) Reiationship Between Organizational Needs and the

Effect of Recruitment Upon the Individual.- There appears to
'be a relationship between the type of,individual sélected for
the recruitment function and the organizational needs. It is
cléar that organiiations or school systems seek to socialize
newcdmers by teaching them the unique values held within that
organization. The study shows that this is usually accom-
plishéd by pre-inductive socialization in which a recruiting
school system seeks to attract those candidates who have been
socialized by otﬁer educational institutions, such as colleges
. and universities, or other school systems in which the candi-
date had taught prior to being recruited. Candidates with
this exposure are considéred to be preferable to those with
limited or no exposure to educational organizations or éystems
‘as evidenced by the study.

| ‘A relationship also exists in the model between the
needs of the organization competing for only a small propor-
_tion of potentially available teachers and the effect of
recruitment upon the individual. Organizations ﬁust encourage
and ultimately attract qualified candidates to enter teaching
in competition with business and other professional opportuni-
ties by utilizing selected procedures and devices developed

and intended to enhance the reputation’and image of the system
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within the community. The model states that the system
offers inducements such as status, income,_an& prestige to
the individualvin retufn for future contributions which will
be given to the'organization by the recruited individual.

The findings of the study sh@w that inducements are
emphasized within the recruitment materials which are intended
to attract candidates by describing those aspects of the
organization which are congruent with the needs and interests
of the individual. The respondents felt factors such as
geographip locétion, school and school system image and economic
faétﬁrs vere effectivé attractors to a recruiting system. The
inducements within the recruitment literature project thg image
. of the system and make it visible for the candidate contemplat-
ing employment. Therefore, the school system eases and secures
the recruitment of teachers through means intended to reaiize
thé ends as evidenced by the study.

(c) Relationship Between the Organizationai Needs, the
Effect of Recruitment Upbp the Individual and the Sources of
Candidates.- Within the model, a relationship exists between
the recruitment sources, the organizational needs and the
individual. The model suggests the utilization of varied
sources and channels of recruitment as well as broad geographic
.recrultment., However, the study showed that the supply of
teachers upon which school systems depend comes primarily from

colleges and universities. This is probably related to the
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fact.that4educators are charged with the responsibility for
recruitment rather than professionally tréipea.personnel
administrators:: Schooi administrators, primarily superinten-
dents at the county level, have the greatest responsibility
- for recruitment and not a personnel 6£ficer of the system.
The existence of the relationships posited in the model is
suﬁported, but the identification of the elements varies. In
prgctice, the sources and needs differ from those stated in
the literature. }

| I@ is al;o necessary to incorﬁorate the finding from
the study that recruitment is a part-time function only, since
- these superintendents are primarily responsibile for educa-
.%ienal administpation in total, with recruitmgnt only a staff
or elerical.functiont This is also incongruent with the model
8ince recruitment is seieéted as the primat& duty of a school
administrator in theory only.

The model states that the recruiting sysfem actually
Attracfs.individuals already ﬁossessing the values vhich are
held by educational organizations. One of the sources was
.1dentified in this study as self-selection on the part of the
individual. Self;selection is précticed when the candidate is
aware of the school system and its image via recruitment
materials and the fact that the recruiting school system is
visible in the college and university environment, thus
assisting him in following up the initial foundatioﬁ developed
Qy the county board of education. .
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(d) Relationship Between the Sourcgs of Candidates and
the Economic Factors of Recruitment.- The gcoﬁomic factors
of recruitmentvéffect 6ther components of the model within
the recruitment function. The demand for teaghers is depen-
--dent upon the quantity of school—age'children, teachers leaving
the field and the quality of staff. While the study shows that
the supbly of high school teaching personnei is considered
adequate by county board administrators, there is a continuing
need to recruit on an on—goiqg basis as highlighted throughout
the literature, and also reported by the responding school
administrétors. 'Both'the model and findings of the study
. show that one of the major criteria in.determining the adequacy
of suppl& is the quality of staff.

_ The model states that school systems adjust to the
oversupply of teachers by'adjusting the internal school
atﬁosphere through reduction of the teacher-pupil ratio which
helps to maintain a staff of qualified personnel and also
ﬁhrough-increased services to‘teachers. This satisfiles
individual ﬁeeds while fulfilling the inducement-contributions
~exchange system within the school organization. The study has
shown that school systems do not consider their recruitment
efforts satisfied unless the candidates are qualified to fill
the position. This qualification requirement is satisfied
via recruitment sources such as colleges and universities and

by the socialization process associated with other educational

v
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organizations. Findings of the étudy show tha? these systems
adjust to the ghanging labor market by using broader or
narrower geographic areas as evidenced by the use of at least
six states in recruiting teachers for Pennsylvania county
boards but, within the cﬁrrent labor market, utilizing one

to three states as primary recrﬁitment areas. This reinforces
the adjustment principle'demonstrated by the systems and the
model for the recruitment of prospective candidates.

(e) Relatioqship Between the Organiiational Needs, the
Effect of Recruitment Upon the Individual and the Economic .
Factors of Recruitment.- The econoﬁic factors of recruitment
also correspond to organizational needs and the individual.
The.demand for qualified teachers will continue as evidenced
by Graybeal's estimate that a need for at léast 100,000
beginning teachers annualiy will prevail fér at least the
next decade.1 Therefore, recruitment will have to respond
to this need by sophisticating this personnel function and
practicing it on a full-time scale with a greater.involvement
of full-time personnel executiveé handling this function.

Findings of the study show that more than ninety-two
per cent of Pennsylvania systems dd not have an executive on
staff involved in recruitment on a full-time basis. This fact

alone illuminates the need for professionally trained personnel

1 William S. Graybeal, "Teacher Surplus and Teacher
Shogtage," Phi Delta Kapnan, Vol. 53, No. 2, October 1971,
po 2'85- ' R
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administrators to control this specialized function, which was
ranked in this §tudy as the primwary function bf Pennsylvanié
school adminiStfators. This is incongruent with the theory.

| In the model, the recrulitment procedures, practices and
-devices have been developed by school systems involved with the
recruitment of high school teaching personnel and selected by
couhty board administrators in a manner which follows the com-
ponent parts of the recruitment function; namely, organizational
needs, effect upon the individual, sources and economic factors.
The prbcedpres sqggestgd by a2 review of the literature and the
findings reported by’the schoo!. systems generally support this
component to the recruitment function. The various procedures
also correspond to the other components presented within the
recruitment function sector of the model.
| . (£) Relationship~Bétween the Sources of Candidates,
Economic factors of Recruitment and Recruifment Procedures,
Practices and Devices.- For the most part, the recruitment
procedureé utilized by school éystems during the 1967-68
recruiting season, when the supply of candidates was considered
to be insufficient, have not been altered for the 1971 recruit-
ment campaign. This supports thé cénclusion that economic
factors generally do not alter or affect recruitment procedures.
School systems do, however, adjust to changes in the{economy'
and labor market by either enlarging or withdrawing recruitment

channels and geographic area. The continued demand, which is

14
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even projected for the next decgde, necessitates the utiliza-
tion of selected procedures, practices and devices to seeﬁ
out and attract'qualified teaching candidates for the recruit-
ing sphool system or organization.

(g) Relationship‘Betwgen Organizational Needs, the
Effect of Recruitment Upon the Individual and Recruitment
Procedurés, Practices and Devices.; The study shows that
school systems do provide candidates with written recruitment
materials intended to attract and inform them of the induce-
ments offered by thé organization and to attract them to the
school organization seeking to fulfill the needs of the
individual, as wgll as of the organization, through a process
of socialization intended to yield a congruent "fit" for the
candidate to the organization. _These matefials are usually’
distributed to college and univeréity campuées and college
placemenﬁ offices, where the individual already 1ocated and
involved within the educational organization and its value
system will be in a position to respond to the inducement
package. |

By utilizing educational organizations as sources,
recruifing school systems seek to attract candidates qualified
to. teach since the recruitment procedures are directed at
educational organizations preparing individuals to enter a
system. This is found to be congruent with both thé mo@el
and the findings of the study. The recruitment material’

emphasizes for the individual: compensation information;
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community descriptions and structure; living accommodations

and geographic-dataj teacher-pupil ratio and administrative

services and.philosophy; -innovative activities and a per-

sonalized application form to be completed by the prospective

" candidate. All of these items are intended to enhance the

image of the school system and make it visible to the candi-

date contemplating teaching or employment with an'organization.
The model shows that a socialized individual is sought

to fulfill organizational needs because schdol systems focus

upon'educational environments as sources for recruitment. These

précedures dictate the sources for candidate recruitment, the

| effects upon the individual receiving the image projected by

- the recruiting organization and the delegation of responsi-

bility to fill a teaching'position to an educator who éon-

tinues to utilize educational sources, proéesses and procedures

in the éttempt to seek and attract qualified candidates to

prepare for high school teaching careers.
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SUMMARY AND CONCLUSIONS

The purpose of this study.was to develop a model for
the recruitment of high school teaching personnel which incor-
porates the determination of the need to fill a teaching
position,-delegation of the resppnsibility for recruitment
to a personnel officer, organizational needs, effect upon the
individual, sources of prospective candidates, economic
faétors_and the procedures, practices and devices utilized in
teacher recruitment within school systems.

'The model was conceived and developed from a compre-
hensive review of the literature. A survey questionnaire was
developed to support the model and.the findings were analyzed
to determine the congruency or lack of congruency between
the findings of the study and the model. The State of
Pennsylvania was chosen for the sfudy and the questionnaires
were sent to the sixty-seven county board superintendenté
responsible for total public high school administration in
the state. '

The findings of the study, for the most part, are
congruent wiﬁh the model for the.recruitment of high school
teaching personnel. The superintendents of the school systems
under study generally followed fhe model in planning and
implementing their recruitment programs within their systems.
In only a few instances, the actual practices varied from the

\L

model. This lack of congruency will be summarized.

;
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As the model proved valid in light of the findings,
it may be conchded from this stgdy that there is a model for
the recruitmeht of high school teaching personnel which is a
tentative, jdeational representation of recruitment for

students or practitioneré of educational administration.
Teacher Recruitment: General_Baékground

In considering the general background of teacher
recruitment, there is congruency between the model and the
study ﬁith regard to.the fact that recruitment is considered
to be an on-going activity of personnel adminisﬁration through-
out the Year. In.this respect, the model is supported by tae
findings of the study.

It may be concluded from this stud&lthat the implemén-
tation of the recruitment function is usually vested with one
individuai, the superintendent, who is also a member of the
recruiting team. It may be further concluded that recruitment
is a part-time function of school personnel administration
which is carried on throughout the year since school systems
_do not have personnel officers involved with recruitment on a

full-time basis.
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Recruitment: The Need to Fill'a Position

Congruency exists between the begihﬁing of the model
which states there is a need to fill é position and the find-
ings of the study with regard to the objective of recruitment.
Both demonstrated that this objective is intended to attract
sufficient numbers.of téachers possessing the necessary skills
to meet the needs of the system. There is alsoc congruency be-
cause the findings of the study show that the board of educa-
tion has the most influence in determining the need to fill a
teaching position, a factor supported by the model.

Ii'may be concluded from this study that recruitment
is initiéted when the need to fill a teaching position is felt
by a school system. The board of eduéation has the greatest
total ‘influence in determining this need. It may be further
concluded that the objective of teacher recruitment entails
Idiscovering and attracting a sufficient quantity of teachers
ﬁdsséssiﬂg the skills required to meet the needs of the school

system.
~ Recruitment: Delegation of the Responsibility

Although the model suggests the utilization of a
trained professional personnel officer to control the recruit-
ment function, the findings of the study revealed that school

systems uée educatons'in the personnel function. The model
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and study are in agreement that recruitment is a primary duty
of personnel. -There is also cong£uency within this part of
the model and the results of the study because different
individuals are involved with recruitment ahd.selection,
" which are separate functions. |

~ The model and findings of the study are inconsistent
in'andthef respect. Findings of the study show that recruit-
ment is ranked as a primary duty of personnel officers but is
performed only on a part-time basis. This léck of congruence
with the model is due to the fact that this function is per-
fofmed by educators énd not professionally trained specialists.
- However, the modei supports the recommendation that this:func-
. tion be practiced full-time as an on-going activity and
carried out throughout the year. .

- It ﬁay be concluded from this study that the resbon-
siﬁility'to £ill a teaching position is delegated to an' '
individval within the school system who is an eduqator and not
a-professional personnel administratqr. It may be further |
concluded that recruitment is a distinct and separate function
. from selection since difference individuals within a system are
re;ponsible for these separate functions of personnel

administration.
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Recruitment: Organizational Needs

In congidering'that part.of the modél which focuses
upon the needs of the organization, there is agreement between
the model and the findings of the study with regard to the
exchange system employed by school organizations offering
inducements to candidates via recruitment literature and
brophures in return for confributions given to the recruiting
school sysfem. The model and study are also in agreement that
schools seek already'socialiééd individuals from similar edu-
catiohal organizations (college campuses)'possessing similar
values by recruiting within these systems. In this case, the
model is valid with regard to the findings of the study,

It may be concluded from this study that school systems
attempt to attract candidates from colleges and universities
ormother educational oréanizations for teaching positions since
the expoéure to similar eduéational organizations prior t§
recruitment is considered significant in attracting a social-
iied candidate who Ean actualize~the dbjectives of the organiza-
tion. It may be further concluded that inducements such as
status, prestige and income are offered to candidates in the
form of recruitment materials in return for contributions from
thé candidate to the system. These inducements are intended to

be congruent with the interests and needs of the individual.

\\‘. )
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Recrﬁitment: Effect Upon the Individual

.

In éfuaying that part of the model which focuses upon
recruitment and the effect upon the individual, there is con-
. gruency between the model and the study in that school systems
use the same recruitment practices to attract all candidates
by'ecoﬁomic and psychological factors since the study showed
that candidates were attracted to a school system via geo-
graphic location and the image projected by the system.

‘It mayzbe concluded from this study that school systems
involved ﬁith teécher'recruitment attempt to project a positive
image within the employment market by éttempting to satisfy
.economic and psychological needs of candidates. These candi-
dates are attracted to a system through recruitment materials

emphasizing geographic-lécation and image-of the school system.

Recruitment: Sources

An analysis of the model focusing upon the sourées
needed for fecruitment revealed there is an incongruency
~between the model, which stresses the need for varied sources,
and the findings, which state that school systems depend upon
limited sources such as colleges and universities. The depen-
dence upon limited sources is responsible for the socialization
of candidates coming from similar organizations to fhe recruiting
system. This dependency upon a few sources limits the avail-

ability of candidate . to the system.
e ! . \
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It may be concluded from this study that colleges
and universities are considered to be the ﬁost effective
sources for recruiting teaching personnel. This reliance upon
a limited source, whieh is another educational organization,
maintaine a system of socialization for the recruifing

organization for prospective candidates.
Recruitment: Economic Factors

‘Congruency exists befween that part of the model which

foeuees upon the economic factors of recruitment and the find-

ings of the study in tﬁat both agree that the demand for
teachers is determined by the enrollment of school-age
'children and projections of the number of teachers leaving the
field. There is also agreement in two related areas. Adjust-
ment to a changing labor market is eccomplished by using
differeht channels of recruitment, and schools adjust to an
'over-supply of teachers by manipulating the internal environ-
ment of a school system, as exemplified by reducing the pupil-
teacher ratio. This was found to be the practice of school
systems which supported the model. But there is incongruency
between the.econemic factors of recruitment of the model and
" the findings. While supply is considered to be adequate by
the school systems there is still a need to recruit on an
on-going Easis, a finding iﬁconsistent with the theory_gpd

research. This occurrence"ean be attributed to the quest for

./
t
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qualified teaching personnel on the part of the school
systems which would neqessitaté an on-going. recruitment
program. o

It may be concluded from this study that ‘the demand
for teachers is determined by the enrollment of school-age
children and projections of the number of teachers leaving the
field. It may be furthef concluded that school systems adjust
to 'a changing labor market by utilizing different channels of
recruitment and a broader or narrower geographic area. However,
reliaﬁce is still piaced upon educational sources for prospec-
tive candidates which 1imit the channels and constitute a
closed system of recruitment. It may also be concluded thet
recfuitment is affected by conditions within the county
seeking to attract carndidates. These conditions involve the
community and political ciimate, ﬁroximity-to graduate schools,
salafies:and the availability of grants for the school and
prospective teacher. These economic factors generally affect

recrultment within a school system.
Recruitment: Procedures, Practices and Devices

Another inconsistency is éppafené betweeh the model
and the findings of the study in that economic factors do not
generally affect over-all recruitment. This was eyidenced
by the findings which show recruitment procedures, practices

and devices in 1967-68, when demand exceeded supply, continued

/
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to be used in 1971, although market conditions had changea.

It can be concluded that school s&stems are not responsive

to market chénge and continue to strive to reach the objective
of recruiting qualified personnel by using those procedures
intended to attract céndidates already socialized and who also
seek to be attracted to these.organizatiéns.

Thefe is céngruency between the final part of the
model yhich focuses upon recruitment procedures, practices and
devices and the findings of the study'which.show that brochures
are ufilized to attract candidates by describing inducements
such as the school and community by appealing to the needs of
- prospective candidates.

It may be concluded from this study that school systems
seek to attract socialized candidates via pre-induction methods
through the use of recruitment brochures and other materials
emphasizing those aspects of the school system which are
,éongruent;with the needs of the prospective candidate.

The recruitment brochﬁres are shown by thé study to
contain items included in the model:v (1) an explanation of
the compensation structure; (2) an explanation of the commun-
ity structure; (3) descriptions énd pictures of school
facilities;.(h) benefits; (5) pupil and teacher special
service; (6) living accommodations, the population and geo-
graphic location; (7) organization.and structure of the schoolj

(8) innovative activitieS; (9) in-service program; (lO)\én

‘/
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application request form; (11) explanation of the organizé-
vtion of instrucﬁion and administfation; (12) board of
education philosophy; (13) school enrollment, class size and
length of school day; and (14) the administrative policy of
the school and system; A wide variety of items is included
to appeal to the candidate sihce it may Ee further concluded
that peréeivéd extfaorganizational alternatives may influence
the perceived ease of movement for a candidate to the organiza-
tion involved in recruitment.
' There is also agreement between the procedures used

for recruitment purposes in 1967-68 and the fact that these
same procedures continue to be practiced in 1971. These pro-
cedures entail the use of college placement bureaus and univer-
sity members serving as speakers to attract_interested
candidates to'prepare for and enter the field of teaching.

| If may be concluded from this study that school systems
fulfill their need to recruit individuals already socialized
and possessing similar organiéational values by aécepting
student teachers into the system diréctly from another edu-
cational environment (college campus), a result of the study
'supported by the model. Other recruitment procedures, practices
and devices'utilized within this framework are: university
faculty members of colleges of education serve as speakers 6r
participate in high school "career.days" to interest students

in preparing for teaching careers; use of college placeﬁént
o : . v

-."
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buréaﬁs for campus visits and distribution of recruitment
materials; highzschool,students visit colleges of education
to encourage‘attendance; scholarships available for prospec-
tive teachers; contacts at professional meetings; collége

' students informed as to demand for teachers at high school
levels.and newspaper and journal advertisements.

It may also be concluded that the procedures, practices
and devicesAused in recruitment in 1971 have not changed from
those employed in 1967-68 when the labor mafket was elastic
and teacher supply insufficient, as shown by the findings.
Cufrently thé labor market is considered to be tight and
teacher supply adequate based upon the objectives of school
- systems to recruit qualified candidates. From the resuits of
the study, it can be'conc}uded that school systems are not
responsive to market change and continue té use procedurés to
attract interested candidates who have already been socialized.
Therefore, it can be concluded that the model is valid with
regard to the findings of the study in this area éince the
school systems generally followed thé model through the
recruitment.procedures, practices and devices.

In summary, it can be concluded that there is a model
fqr the recfuiiment of high school teaching personnel which
incorporates the need to fill a teaching position, the |
delegation of responsibility to a personnel officef, organ-

izational needs, effect of recruitment upon the individuai in

i
;
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the process, sources of prospective candidates, economic
factors and varied recruitment procedures, -practices and

devices.
Recommendations.

ihe main recommendation'frqm this study is that a
model for the recruitménﬁ of high school teaching personnel
exists for use by those responsible for school personnel
administration. The model incbrporates the determination of
the need to fill a teaching position, delegation of the
responsibility for recruitment to a personnel 6fficer,
organizational needs, effect upon the individual, sources of
proépective candidates, economic factors and the procedures,
practices and devices utilized in teacher rgcruitment withih
school systems. This reéommendation is baéed upon ‘the model
which was conceived and developed from a comprehensive review
of the literature, the findings from the questionnaires and,
in particular, from the congruency indicated by the review
and findings. S |

Recruitment is considered to be the primary function
of school personnel administratioh and sﬁould be directed by
a ‘full-time, professionally trained personnel executive expert
in the total recruitment function. Recruitment should not be
directed on a part-time basis by educators responsible for

other varied administrative .responsibilities. Recruitment

2



. " SUMMARY AND CONCLUSIONS 160

should not receive part-time status since it is an on-going
activity of perxsonnel administration throughout the year.

Whilé recruiting school systems depend upon limited
sources such as colleges and universities for prospective
teaching candidates, varied sources are needed for an effec-
tive recruitment program. The dependehcy upon a few sources
limits the availability.éf,varied candidates to the system.
To foster innovation, school systems should seek to attract
individuals for teaqhing positicns from variéd sources, dis-
cipliﬁes and areas in addition to those educational organiza-
tions and systems now used almost eXclusively. Dependence
upon colleges and universities of education can become a-
limiting factor for a well-balanced recrui?ment program. The
use of varied sources to attract'candidatesiban de—emphasizé
the continued dependence ﬁpon the same educational organiza-
tibns., durrent recruitment practices perpetuate a systém'of
socialization in which the recruitment of candidates with
similar values is the main obiective of the fecruiting school
system. ' |

It would be useful to replicate the stﬁdy at some
future date to discover changes ﬁhich may have occurred in
the intenvening time period. Based upon change or lack of
change, implications could be drawn from the factors involved

with the recruitment of high school teaching personnel..

Ead )
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Thé present study was restricted to high schools in
Pennsylvania. It seems appropriate that such a study could
be carried out utilizing another population in some other
geographic area. .The recommendation is also intended to con-
sider a study focusing upon the recruitment of elementary
teaching personnel. Tne resuits of the Studies could be
compared.for the céngruency or lack of congruency and a
further study could be described.

This undertaking has not exhausted the possibilities
for research in other areas of school personnel administration.
It is re;émmended that a study be made of the factors involved
with the next stép within the personnel function, which is
selection, in order that a model for the selection of high
school teaching personnel. be developed to serve as a blueprint
for schoql systems invalved in personnel pfograms. The under-
taking wbuld complement the study of the model for the_feéruit-

ment of high school teaching personnel.
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with the size of the organization, tyne of worker being sought
and structure of the industry. It was quite valusble in tnat:
the author found no single meihod or channsl of recrultment
.to dominate. This was consistent with the reports of educa-
tional administrators who stated that they adjust their.
recruitment metnods to changing conditions in the labor marxet.

n
n
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ation, uew York, iciraw-7ill Boc.

~ Mandell, Milton i., The Selecticn Process, Hew York,
American lMaznasement issociatiom, inc., 130+, 512 D.

" The author presented a comprehensive 2nalysis of the
process of recruitment, interviewing end pnlacement. This worxk
was of moderste value in describing recruitment oproblems.
However, Mandell did ephasize the significant fact that
recruitment nas been hampered by its treatment as a part-time
function, zlthough it is actually 2 sopeciszlized process. Self-
selection, as a process incorporateé within the recruitment
function, also received emphasis. School administrators nave
“made the same observetion witnin the research.

March, James G. and Herbert A. Simon, Organizations,
New York, John Wiley and Sons, Inc., 1953, 262 .
. The authors highlight the decision-making function
of individusls witnin organizations as they are relzted to
planning and recruituent, znd identify the factors affecting
the perceived desirability of movexzent for an individuzl from
one organization to anotner via recruitment. Also stressed
is the need for recruiting organizations to describé througnh
recruitument literature the characteristics of tne organization

;
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which are ccngruent with the needs of the individual. This
work was cguite vazluable in thet the theory clarified the fact
that recruitwment literature enhances the position and visibility
of the recruiting organizztion in the community.

o

MéeCleary, L.=. end Stephen P. Hencley, Secondsry School
Administrotion: Thecreticsl 3ases for Profescionzi Practice,
New Yorii, ucaa, need ana Company, 1505, 4ov u.

The authors attempt to balance the theoreticzl and
concéptual spproaches to secondary school administratioa by
using concests frcm sociel and behavioral sciences. This study
is of limiied velue to tne practitioner. The zuthors dc focus,
however, on tae need Ior improvement and developnent in tne '
function of recruitment which was a major fiading of the thesis.

_  MéFarlend, Dalton E., Company Officers issess the
Personnel Function, Xew York, imerican lanzgeaent ASsocieation,
Inc., 1907, 12> o.

o This study reported tne manner in which corporate
préesidénts and personnel séministrators zporaised the goals
and activities of the personncl devertment. Tnis comparison
"and the contrasting of the personnel functicn demonstrated
how differéatly this function is viewed by tcp-level aCminis-
tration and the middle-level personnel oificer administering
this function. The value of this anelysis was that recommencs-
tions vere developed outlining changes to assist the executive
in achieving greater participation and infliuence on vital
managemént decisions. -This study nighlignhted the lack of
involvement of versonnel in top-level decisions in spite of
the Tact that there is a great need for this in order to maie
persénnel administration a significant function within the
organization,

. MeéKenna, Bernard H., Staffing the Schools, Hew York,
Bureau of Publications, Columbia University fieacners College,
1965, 120 p. ‘

Thig book was concerened with the relationsaips be-
tween staff policies and guelity education as they affect
eduecational planning ana orogram effectiveness. In this con-
text, it emphasized tne economic and personnel costs associated
with manpower ané recruitmeant Dby stating that schools spend
monies for teachers' salaries without considering investment
in the recruitment of qualified staff. Tne author recommended
that school systems spend an amount egual to one per cent of
the annual salary of the prospective teacher for recruitment.
This book was of limited azssistance in the study.

. . B .



.. . . BIBLICGRAPHY 169

Owens, Robert G., Cr: zetionel Behavior i
Englewood CliiTs, Few Jersey, rresatice-.all, InC., 1
Owens.proviced a guic
behavior by olfering data, T
business, industry, public adii

e
o] and research extracted irom
:

This study served as a wocel fo
i
1
]

strztion and the military.
scnool systems by focusing

, climate and planaing for

envirorzeat. It was of essis-

e by educsiionel aéministrstors

upon decision-maizing, leaders
. change within an organizationa
tance in recsearcninz the us

of problem-solving orocedures in otaer types of organizations.
It also reinforced the primary fouadation of the thesis by
demonstrating the commonzlity between crganizations in per-
sonnel functions and other zdministrative aress..

Reynolds, Lloyd G.,

Richard D. Irwin, Inc., 1963
, The autaor providea

theory and its ramificztioznc |

of the market networ<, a comp t

to which the econony meets tne te

fconcmics, Homewood, Illinois,

rough treatment of econoumic
ressinz tne interrelatecness
ive eccnony, and the extent

t of eificiency, orice

fluctuations znd employment demznd., This worX wes of moderate
assistance in discussing thie effect of imperfect comnetition
with regard to ecounomic factors aiiecting buyers (school
_systems) anc¢ sellers (prospective teachinz candidates) within
the employment marxet. Iocus wWis directea to the impact of

t in general and recruituent,

economic conditions uson employusen
specifically. .

Pummel, J. Francis, An Introduction to 2esegzrch Pro-
cedures in =ducation (2nd ed.), sew forx, Harper ana oW,

196k, 379 v. :

T This is a guide to research methodology in education.
It assisted in questionnaire ana survey construction and format
and in methods of data collection end facilitating returns.

It was particularly useful in the prelimirary design oi tne
instrument. '

-~

Simon, Herbert A., Administrative Behavior (2nd ed.),
New York, Free Press, 1965, 259 D. -

This is a comprenensive study dealing with methodologi-
cal issues to be considered in evaluating tne structure of
rationzl decision-making. The construction of a theory is
presented to assist in exolaining the intluences affecting
decision-meking in organizational environments. It is veluable
because of its analysis of tae relationsiip of organization
and recruitment. It presented tae inducements-contributions
theory of organizations wnich was studied within scnool systems
to determine the needs of'tne organization within the recruit-
ment function. ’
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Sokolik, 3tanley L., The Personnel Process: ILine.and
Staff Dimensions in lanezing rFeonle £t liorx, sScrantoan .
Pennsylvaniz, International Te.tbooi Co., 1970, 720 p:

The author provided a conceptual franework of per-
sonnel geared to practical soplication znd, also, to empnasizing
a philosopuicel role of maneging individuals via behavioral °
sciences. This stucy integrates behavioral theory with per-
sonnel practices anc¢ vroved vealuable in viewing recruitizeat
as the primary fTunction witnin the versoanel drocess. The
primacy of recruitiiznt was similarly attested to by the school
administrators wno responded in this thesis. 4Lévertising
was listed as the lesst preductive method of attracting Zandi-
dates to an organization.

Strang, Auth, The fole of the Teacher in Personnel
Work, Bureeu of Publicaticns, Teacners College, Coluwupia
University, 1932, 332 p.

Tnis early nistorical research o school rersonnel
administration presented case siudies freom high school end
college, snd describad the role of tie educator in versonnel
work. It zlsc presented methods needed to identlify and solve
problems and to utilize ths tecanigues needed in educetionel
personnel worl to effectively desl with individuals., It wes
of limited value cdue to its datc of publication (1832} but
did give a perspective of personnel administretion from an
early ventzge point wnich served as a base for acvanced
t heorizing. - o E

McGraw-Hill Book Company, 18567, 192 o.

. The zuthor attemotsd to utilize a multidisciplinary
approach to evaluate complex organizations by drawing illustra-
tions from a variety of fields and disciplines. Selected
organizations which attempted tc induce or coerce participation
from individuals were nighlignted. This furthner empnasized
Simon's tneory of individual contributions to the organizestion
via a bargained agreement. This wori was valuable in pointing
out that school systems adjust to envirommentsl changes by
adjusting internal capacities. ror example, pupil-teacher
ratios are usually improved when there is an abundant supply
of teachers. '

. Thompson, James D., Orzsnizations in Action, ifew York,

Van Zwoll, James A. School Persoanrel Ldministration,
New York, Appleton-Century-Croits, 1o0+, 478 p. :

The concern of tnis wors centered about integrating
the practices and findings of private industry, public .
administration and -ecucation since personnel,administrat;on is
an activity comson to many fields end orgzaizations. It '

. : I'
’

b
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highlignhted the necessity for school systems to create a

neead within orospective candidates to seeck employment and to
be a?tracted to-s system. It proved cxtremeély valusble in
showing that dermand in recruitment is based upon the number of
teacners leaving tne field and the number of school-age
children. It strongly suggested thst recruitment orocnures

be used to atiract srosoective teachers. This is intended to
fulfill the needs ol candidztes by stressing those recruitment
procedures utilizing educstional institutions as primary
sources of czndidetes. : : i

) . tn ¢ _=lements of Research,
Englewood CLiifs, Iew Jersey, rrentice-izll, Inc., 195C, 616 p.
, This guice To reseazrcn znd the metnods employed in
col;ecting, tevulating, anelyziag znd internreting dsta heloved

to define tne mejor steps ofi a scientific inguiry ianto educsa-
tionel issues. It cssisted in developing the descriptive method
of researcih used in tiizis thesis. :

Whitney, Frederick L., Tnac
e

Annoteted Dissertztions

Alford, Marion Elmer, & Cri
Practices Uczed in Zeceruviting Yencoaer
Systews or Vvirginiaz, uasubilsnsc Goc
tne University of virginia, 1958, 185 .

The autnor found that the most successiul sources Ior
tescher recruitment were unsolicited vnersonal apvlications,
college placement bureaus and recommeudations by other teachers.
This reinforces tne Tinding concerning socialization. Alford
found approximately forty oer cent of teachers chose teacning
as a career wnile in high school and twenty-five per cent waille
in college. The study describsd the selected recruitment
practices and problems encounterad in nigh school teacner
recruitment. :

ol
resentea to

\
-

Elkins, John C., A Studv of the Orgzanizetional Prac-
tices, Services srd Hssoonsibilities oi twne Position oF
Personnel Directcr ia Lerge (ity Scnocl Jycteds, uvnpubllisned

o

doctoral tnesis preseqnted to tae university oi Oxlahoma, 19606,

153 p. :

: The author developed zand evaluated a set of guiding
principles to be used in the appraiszl of organizational
practices of school personnel zdministrators. Elizins found
that the scnool personnel director snould be a highly qualified
administrator, an active member of professional organizations
and able to provide leadersnip in developing professional™

’.
K
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programs. This study was of moderate value. Suggestions were
given regarding the need to develop recruitment brochures
intended to attract qualified applicants without providing
specific examples. :

McCartny, Francis J., The Personnel Administrator in
City School S"s+rms: A Studv of ihe NDuties and rFunctions of
Personnel Ofriicers and Acministrative Orgaznizationzl Plans for
Personnel Manzooment in Pfublic Scnool Systems in Selected
Cities as Compared to Personnel Practices in Otner Fields.
unpublished doctoral thesis presen*ea to New York University,

1953.

The author eyamlned and ranked the duties of the per-
sonnel officer within schncel systems. This study was olgn1f1-
cant because McCarthy found recruitment to be the primary
function of personnel followed by selection.

. McPhee, William J.., School Personnel Manacement:
Current Preocsrams in Selecied Indizry Scnccl Corvorations,
unpublished docioral thnesis presented to tne University of
Indiana, 1968, 2i4 p,

The author studied school systems as corporations and
found they considered personnel management to be a subsidiary
function. He found that when an administrztor controlled
perscnnel it functioned proverly. This led to a recommendation
that personnel officers should have additicnal administrative
assistance. McPnee found limited effort was devoted to recruit-
ment. This study was of significant value because the status
and positicn of the personnel function and. recruitment function
were established. .

Payton, John K., Recruitment and Selection of Pro-
fessional Staff: Tne Role of tne iign Scnool Princinal,
unpublished doctoral thesis presented to Onio State Universi ty,
1969, 15 p.

The author studied the role of the high school princi-
pal and the procedures utilized in recruitment and selection of
staff. He found the high school principal to have a role in
. recruitment. He demonstrated that this role should be an
on-going activity of school administration. However, the role
is vague and insufficiently documented in policy statements.
Wnile other educational administrators are involved in
recruitment, tine role of the principal is limited. The study
was of considerable value. It concluded that recruitment is
not actually an integral part of educational admlnlstratlon
in general but that it should be.

.
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Sirions, A.H., An Bvalvation of Becruitment iiethods
in Medium $ived School Tistricis o Celiferiia, unpublisned
[od
- o
;

~
doctorel ta:=co r¢scnbeq to tne University -of Southern
Calirornie,
The
and rethods auo'oyed in tne abL'mgu to attract and secure
teaching personnzl. &in important findi“g of the study snowed
that personnel administration in industry is superior and
more zdvanced than »ersonnel in ocnoo1 syutems, Tne recommenda
tion tnat industrisl cnd other orgznizationsl personnel pro-
cedures be used as izodel for sciiool system personnel
administration was well-founded.

|—" t
m \;:\ [

|.1

Q

Stoqe, sul L., Benelits =nd Tmnloyment Conditions
Of’e“ed by Peoqnesv_venis Schoois sng ‘fneir siiects Unen sSecuring
and itetainirg Wooonors, unoublisihea doctorzl thesis presented

to Pennsylvacic otave Unlversity, 1962, 163 d.

’ ihc autnor exezined tze eifect of penefits znda favor-
¢4 to prosoective tezchers in
alzl 1g of tescners. Findings

related to the scnool are

relatlon to tne secar:rg an
indicateda tuat beneiits &
significant in recruiting s.. Benefits in tiie form of
comzmunity, yelan?l cnG fri enasfits were attractors.

Tne proximity of the school systca to the prospective teacner's
home is one suca benefit. The study was of velue in high-
lighting individual needs as positive attractors in recruitment
brocnures. ' .

-~

Supplementary

Bulletins

Commonwealth of Pennsylvania, Department of Public
Instruction, Zchool Laws of Pennsylvania, Harrisburgh,
Pennsylvania, 1%0l1.

Steffenson, James P., Staff Personnel Acdninistration,
United States Departmeant of Healtn, maucatica and weliare,
Bulletin lio. 6, 1963.

Wynn, Richara, A Sound Progran for the Selection and
Promotion of Teschers, iaticnsl zaucation Associatioa of the
United states, april 1$62, p. 2-3.

S,
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. Johnson, William, "1971 teachers best gqualified ever,
dean szys," news article in the Globe and lizil of Toronto,
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Adans
Allegheny.
Armstrong
- Beaver
Bedford
Berks
Blair

- Bradford
Bucks
Butler
Cambria
Cameron
"Carbon
Centre
Chester
Clarion
Clearfield
Clianton
Columbia
Crawford
-Curaberlana
Dauphin
Delzaware
Elk

Erie
Fayette
Forest
Franklin
Fulton
Greene
Huntingdon
Indiana
Jefferson

Juniata
Lackawanns
Lancaster
Lswrence
Lebanon
Lehign
Luzerne
Lycoming y
iciiean
iercer
Mifflin
fonroe
Montgomery
Montour
Horthampton
Horthumberland
Perxry
Philzdelphia
Pike

Potter
Schuylkill
Snyder
Somerset
Sullivan
Susguehanna
Tioga

Union
Venango
Warren ,
Washington
Wayne
Westmoreland
Wyoming
York
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COVZR LETTER AlD QUESTIONHAIRE

1016 Rittenhouse Claridge
18th ¢ Walnut Streets
Philsdelphia, Hennsylvunla
19103

June 23, 1971

Dear Sir

The attacihed guestionnzire ccncerned with practices
and procedures used by schcol systems in recruiting high
school tezcning vpersonnel is part ol a doctoral study developed
at the University of Ottawz (Canada) to be coxaduced in all of
the countiy scihool systeins in ?031571"’3_'.

' I-am particularly iunteresied ia receiviag your re-
sponses because your experience in eduicational sdéministration,
as vwell as teacnser rec: u7’1613, will contribute sigaificsntly
toward sclving some of tie provlems we currently face in this
important arez of education.

. It will pe espnprecicted ii you will complete the
questionnaire prior to July 19, 1¢%1, znd return it in the
enclosed, sL*Moea. self-addressed cnvelope. Otner pnases of

this'research cennot be cerried out until I comslete an
ana1y31s of your recsponses to this qucst:onnhlrv data.

I would welcome 211 comments that you may have con-
cerning any aspect of secondary scionl teaciier recruitment not
covered in tne questionneire. I will b= pleased to send to
you a summnary of tne questionneire results if you cesire. You
may have the Director of Personnel zné/or Recruitment complete
this questionnsire if so desired.

Tharnk you for your time, cooveration and assistance
in helping ine to complete this study and fulfill my doctoral
requirements.

Sincerely yours,

Steven H. Appelbaum
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QUESTICHIAIRE

 KMocdel for the Recruitment of
Secondary School Teaching “ersonnel

Please arnsver each question by placing a check mark next to
the respeonse (or rcsponses)_ wanichh best describes the present
status of your seccincary level teacher recruitment progran.
You may Select more than one response ror several or the
itens. - :

>

It is importsnt to note that this study is focusing upon the
function of teacher recruitment and not teacher selection.
Both of these terms are deiined for purposes of clarification

and direction:

Teacher Reeruitment: Tnoseactivities in school administration
' ‘ designed to attract and persuace the
guality =znd quentity of personnel
necessury to prevare for and to enter
the teaching profescion to satisfy the
established need.

Teacher Selection: The securing of information abeut
_applicants by application forms, tests,
et -cetera for teaching vositions znd
the appointment oi the apgplicants best
= gualified to fill the position in need.
While it is not uncommon to confuse recruitment and selectlon,
_recruiters are only responsible for searcning out and present-
ing prosnective candidates in order that they become availaple

for the next step in the employment process, which is selection
N & bl 2

without necessarily being personally involved in the finsl
decision to hire or not to hire.

With this background information, please continue with the
questionnaire. Thank you for your assistance.

-
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General Informzation

..

County
No. of Hign Scnools in County
Student Enrollment at Secondary Level
Name of Respondaent

Position of Respondent

Who is responsible for the inmplementation of the recruitment
function in your school system? Flease indicate the person
or persons responsible: '

() Superintendent

Lssistant Suverintendent

Director oi Perscnnel

Hignh Scheol Princinsl

A Recruiting Team {plecase specify the members)

St Nt S Nt

(
(
(
(

Which better describes the status of recruitment in your
personnel department?

l function.
ed managemenct

( ) Recruitment is a part-time ner
St iz
tration progran.

sonn
( ) Recruitment is a fuli-time sveci al

technique of the personnel adminis
Please fill in the figures requested in each of the follow-
ing questions: .

- What is the total number of executives currently
on staff in tne personnel dejartment?

What is the number of executives currently on
staff involved in recruitment on a full-time basis?

What is the number of executives currently on
staff involved in recruitment on a part-time basis?

What is the totzl number of staff assistants,
clerical employees, etc. currently on staff in the
personnel department?

What is the total number of staff assistants,
clerical employees, etc. currently on staff
involved in recruitment on a full-time basis?

What is the number cf staff assistants, clerical
- employees, etc. currently on staff lnvolved in -
recruitment on a part-timé basis?

{
/o, ..
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Is regruitmepp §n.ongoing activity of your versonnel
departmenp wiiich 1s carried on throughout tne year?

() Yes () Wo

Please check those responses which accurately describe
the current recruitment practices within your county.
Please check tne states in whicn your schcol systen
recruits teaching personnel:

. { ) Delaware ( ) Onio
( ) Maryland " () Peansylvania
( ) New Jersey ( ) West .Virginiea
( ) New York " ( ) Other

Please check those responses which accurately describe

the current recruitment oractices witnin your county.
Indicate tne months in wnicz major recruitmeat efforts
take plzce:. '

( ) January ( ) July

¢ ) February ( ) August

( ) HMarch’ ( ) September
( ) April ( ) October
() May | ( ) November
( ) June ' ( ) December

Which statement or statements represents the objectives
of teacher recruitment?

( ) A sufficient guentity of prospective teachgrs
must be attracted and brought in to meet tne
needs of the school systen..

( ) Teachers must be attracted who possess the
~ pecessary skills.

() A‘sufficient quantity of teachers who possess
the necessary skills must be attracted to meet~.
the needs oi the systen. ' ’
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11.

12.

13.
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To what ertent is the need .to fill a teaching position in
your system Getermined by the following%? (Plezse checi the
appropriate sccle for each level.)

No Some Considerable Comrlete
Influence Influence Influence Influenc:

Board of Eaucstion
Dept. of Educstion -

Professionzl Teachers!
Assoc. (Unions)

Your board 4 legates tie responsibility for the recruitment
of teaching per nel to:

( ) An indivicuel trained strictly in personrel management.
( ) An individual treained strictly acs an educator.

( ) An individuzl who began his career in personnel zdminis-
tration, then moved to an educational progrem.

. (') &n individuzl who began his csreer in education,

~ then movea to personncl administration.

What are the zrincipzl duties of the.personnel executive in
your county? Please rénk these duties in the order of
thelr importance on a scale irom 1 to 10:

( ) Transfers . ( ) Compensation

( ) In-service Training ( ) Selection

( ) Recruitment . () Labor Relations

( ) Research (- ) Separations

( ) Induction ( ) Others (please specify)

Are different individuzls involved ir the recruitment
function and the selection function within your personnel

department?
() Yes () No

Does your system provide prospective teaching candidates
with written recrultment materials? .

() Yes () No ™~

”N
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14. What type of materials are provided for prospective cand
dates? Prease give a prief explanztion and include any o

i~
- 3 - 3 f
these materials within the return envelope, if possible.

15. IndGucements such as income, droressionalism, status, »res-
tige, etc., are considered to be signiiicant in sttrecting
prospective teaching cacdidates. Does your recruitment
brochure and related litersture emphasize these induce-
ments as & selling point?

() Yes ( ) No

16..If your response to questioca 15 is yes, then to what
extent are these inducements emphasized within your re-
cruitment brochure and thc relsted literature tanat is
intended to zttract prospective teeschning cenaidates?
() a great deal
- ( ) some
( ) limited
( ) very little

( ) not at all

/

17. Wnat type of teachers do you attempt to attract to your
system? Please cneck the response (or responses) which
best describes recruitment within your system:

( ) This system seeks to attract for teaching positions
those individuals wno have taught in other educatilonal
organizations.

( ) This system seeks to attract for teaching positions
those individuzls wno nave not taught or who have

) limited exposure to other educational organizations.

( ) This system seeks to attract for teaching vositions

] ‘eandidates directly from college calpuses or schools
. of education. . _ ' ~
( ) Others (please specify).

K
/ L]



APPENDIX 2 186

18, Please check those factors that have been expressed as

19.

being responsible for atiracting prospeective teaching
candidates to your systen:

) the image of the school and school system
economic reasons (i.e., salary schedule)
geograpnic location

the image ond reputation of the communlty
type ol student

personal comnaitments

other factors (please specify)

oot Sl oo o o S

In recruiting prospective teaching candidates, which of

"the following practices Go you employ?

( ) My school system utilizes the same recruitment prac-
tices for al} prospective candidates whether they
-are being recruited from college campuses or are
currently emnloyed with otner school systems or
organizations.

( ) My school system utilizas different recruitment
practices in the atteamnt to attract and seek those
candidates currently in college and zbout to enter
the teacning profession as compared witn those
candidates already empioved with other school
systems or organizations .

20. Wnhich were your most effective‘sources for the recruitment

O
St St

of secondary level teaching rersonnel? Please check more
than one if necessary: .

( ) Colleges and universities ( ) Chamber of Commerce

() N.E.A. and A.F.T. ( ) Unsolicited application

. or self-selection
( ) Employment agencies

(State and private) " () Others (please specify)

The following factors are important in determining the demand
for teaching personnel as well as the recruitment budget.
Please check tnose factors you consider to be important:

( ) the enrollment of school-age children ) )

( ) projections of the number of teachers leaving the field
State department regulations

1molementa ion of new programs

the enrollment of school- -age children and projections

of the number of teachers leaving the Tield

R

~s



. . . APPENDIX 2 187

22, Do you feel the current supply of secondary level teach-

23¢

2.

26.

ing personnel is: .
(-)'ébundanf .
( ) adequate
( ) insufficient

Does the current abundant supply of teaching personnel
reduce your recruitment activities?

( ) Yes () Ko

Does -an insufficient suppvly of teaching personnel increase
your recruitment activities?

() Yes " () Fo
Wnat other factors (economic, political, etc.) influence

the recruitment activities in your couaty as well as the
state? Please speciiy.

Adjustment to a changing labor market can be accomplisned
by the following factor or factors. Please cneck tne
response or responses most relevant:

( ) Use of different channels of recruitment

( ) Recruitment of cendidates over a broader or narrower
geographic area depending upon the condition of tne
market

( ) Use of different channels of recruitment and the
recruitment of candidates over a broader or
narrower geographic zrea depending upon the
condition of tne market :

( )'Others (please specify)

Ll ]
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27. In order to attract and persuade capable individusls to

;-

enter the tezching profession snd selected school systen,
various procecdures’ end praclices must be utilized by a
recruiting school system in order to attract qualified,
prospective cznaidates. Plezsse check those procedures
whicih are presently veing used for recruitment and also
those whicn were utilized in the 1967-65 recruitment
season: :

Procedure ' : . 1971  1967-65

University fzcullty members and staff of
colleges of ecucation serve as spnezkers for
proressionsl groups or narticipate in
Weareer deys" in high schools to interes
students in teacning as a career '

High school seniors visit universities and
colleges ol education fer cszmous open-
house to encourage college attendance

High school students informed zs to
demand for teacners at secondary level

College students inforimied as to demand
for teachers at secondary level

Scholarships available for prospective.
teachers

Use of collegze pnlacement burezus for

.campus visits and to distribute

recruitment materials

Influential members of the comaunity

Contacts at professionzl meetings

Advertisements in newspapers or
professional journals

Mobilization of former teachers

Internsnip for college grads to enter
teaching.

Acceptance of student teachers into

the system ' =

;

.



St

APPEIDIX 2 | 189

28. Does your school system provide prospective teaching
candicdates witih recruitmeat material or brochures to
demonstrate tnec advantages of teaching and living in
your cownunity?

( ) Yes | ( ) No

If yes, does the recruitment material or brochures
include the following information for the prospective
teaching czadiczte? Plezse check those items alreaay
included in your recruitment brochures:

«

~ L~ 7~ 7~

)

)
)
)
)

Bxplanation of the compensation structure
Descriptions and pictures of school facilities
Special services for pupils and teachers
Innovative zctivities

Explanation of the orgsanization of instruction
and adninistration

Organization and structure of the school

Community structure--government, culturzl, edu-
cationzl, recreaztionsl and religious opportunities

The in-service and educational program

Benefit packege

Li?ing accommodation, the population and
geographic location

School enrollment, class size, léngth of school
day :

Administrative policy

‘Board of education philosophy

An application request form for additional data
and materials

AL

~s
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APPENDIX 3
EVALUATION O Tix QUaSTIONNAIRE

THds SCHOOL DISTRICT C¥ PHILADZLPHIA
BOARD O EDUCATIOF
Parkwey at Twenty-first St.

Marik R. onvod , Martin X. Ferrier
Superintendsnt . Director of Professionzl

o Personnel
Murray Booikbinder .

”"ecutlve Director of Personnel

harch 12, 1 71.

Mr. Steveﬂ H. A
373 LaFontaine S
Ottava 7, Oateario
Canada

2

Dear Mr. Appélbaum:

Please be assured that the School District of Philasdelphia
will cooperate with you to the fullest extent in connection
with 'your doctoral study, "The Develonment of a lModel for tae
Recruitment of Secondary Scnool Teaching Personnel in
.Pennsylvanlﬂ "

Your study, when completed, should be of great assistance in
the selective recruitment of teachers.

Sincereiy,

Martin X. Ferrier
Director of Professionzl Personnel
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SCHOOL Cx BUSIRISS ADMIHISTRATION
PHILADELPHIA, PENASYLVANIA 19122

Department of Manegement

Dear Steve:

May 25, 1971

Congratulations on moving zhead so rapidly on your disserta-

tion project.

Congratulations slso on your new position.

I've looked over your questionnaire and T am satisfied thest

it valicly gets at tne zhenone

The questionnzire 1s completis
I do want to raisc 2 guesticn
however.

non you are seexing to study.
and covers the subject well.
spout your introductory pnage,
The Gefinition of Teacner Recruitment zddresses

itself to the brozd oroblem of attracting individuzls to the

profession.

The varagraph after the deiinitions indicates

that you ere concerned wita the process of seexing out

specific canaidates.

I suspect the formal definition of

Teacher Recruitment will need modificetion.

Incidentally, I spoxe to the men charged with recruitment for

our school district recently.
received so many nigan quality
basis.

de told me tnat never has ne
zoplications on an unsolicited

I know from nis past corments that referrals by people

now.in the system or friendly with its officials have been an

important source of recruitment in the past.

You mignt want

to reflect this directly in guestion 20.

Good luck!

Sihcerely,

Walter J. Gershenfeld

Associate Professor of lManagement

N

.
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TEMPLE UsIVERSITY ) -
SCHCOL Or BU3I.iz335 ADMIWNISTRATIOM
PHILADELPHIA, PLN:-SYLVAWIA 19122

Burezu of Business and Government Services

June 21, 1971

Dear Mr. Appelbaum:

Enclosed is ccmpleted questionnzire which I filled in as
I understand the practices of tac Pniledelphia Public
School District to te. I have served as consultant to
the Phila. schools for the past five years and an
familier with their procedures. '

1

I would like to state that the questionnszire is, in my
opinion, very well framed and is coaprenensive in its
coverage of signiiicant recruitiuent issues.

I would be very pleased to receive a copy of your
study when you complete it. :

- ) Sincerely yours,

Saul S. Leshner

Professor of Management
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VILLANOVA UiIVERSITY
VILLANOVA, PHEENSYLVANIA 19085

. Office of the Vice Presiden
for Student Affairs :

- June %, 1971

Mr. Steven H. Appelbsum’
Rittenhouse-Claridge, Apt. 1016,
18tn & ¥Welmut Street
Philadelpaia, Pennsylvania

Dear Mr. Appelbaunm:.

I have revieved at some length the purposed questionnaire con-
cerning tae recruitment of secondary scnool teaching persornnel
and I nave rurther contscted a member of the Depaitiment of
Education wno is femiliar witih rescrultuent.

While there would be some minor cuibbling with some of the
items it is my impression znd that of <the faculty member tua
your questionnesire is en excellent one. In sdditlion to the
reguired stctistical data the form does solicit objsctives and
other varizbles waich would eriect recruiting. I rignt aGc &
personal note. In the course of the year I am reguired, or at
least requested, to fill out many questiounneire. Sonme zre
proposeé or actual documents to be used in & thesis znd nmany
come from established nrofessiona individuals or organizeations.
‘There is a significaant number of such questionnaires wnich are
poorly worded, ambiguous and vhicn at times place an almost
impossible burden on the responGer. It is therefore a pleasure
to see a thougntful and well constructed questionnaire.

in short it would seem to me that the guestionnaire obviously
has face validity and I am sure it will be a valuable insiru-
ment in your researci. If you nave further questions on my .
observations please contact me.

I3

Sincerely,

. James F. Duffy, Pn.D.
L Vice President for Student
Affzirs "~
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.

SATNT JOSEPH'S COLLFCZ
PHILADZELPIA, PENESYLVANIA 16131

Department oif Education

May 25, 1971

Mr. Steven . Appelbaum 4
101 Swamit Lane '
Summit Court ints (H-2)

Bala Cynwyd, Pennsylvania 19CCh

¥}

Dear Mr. Appelbaum:

It was with interest that I studied your questionnaire and
lezrned of ycur osrogress toward your Fh.D. degrea. You
regllze, of coars

e, trat in ans;“r;pv it ic terms of recruit-
ment for ST. Josepi's College, tue items were not reacdily
applicable. ur administrative stiructure and situation
differ from those in 2 school systerm. ant too far removed
from the Pniladelphia schools now to answer for then.

: ('

The questiconnazire was ‘clear, easy to follow, aad well-
constructed. It should give you the data you neced for a
descriptive study of recruitment practices. Respondents
should find it easy to answer becsuse the items provice
. for varied responses to meet diIfferent situstions.

1 wish you well in your study.

Sincerely,

Hilda V. Fell, Ed.D.
Chairman, Department of
Educsation
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SAIKT JOSEPH'S COLLZGE .
PHILADELPHIA, PELISYLVANIA 19131

' Department of Psychology

May 24, 1971

Mr. Steven IH. Aopelbaum
101 Summit Lane

Summit Court Apnts (ii-2)
Bala Cynwyd, Pa. 19CO4

Dear lMr. Appelbzum:

. I have used the guestionnaire you sent me ‘eatitled "4 Model
for the Recruitzent of Secoandary School ‘Tezching Personnel .M
I found it easy to understand, to the point, and appropriate
for your purvoses. Generally, I feel it khas fine race
VallQl It should be quite useful in your finszl study.

If I can be of any further helo to you in this progect,
© Dlease communicate with me.

Véry.truly yours,

I. Ralph ‘Hyatt
Chairman
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APPENDIX 4

STATES I WHICH ReCRUITHSNT OCCURS ¥OR HIGH SCHOCL
TEACHING 253504HEL

Recruitment No. of Respondents
in States . Naming the State
Pennsylvania . 55
New York | 21
New Jersey 17
- Maryland B 16
OChio . : 14
West Virginia | 13
Delaware

Other -
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The liontns fTor

No. of Responcents

Recruitnent Citing the ifontn
May 35 .
March 33
April 31
June 26
February 22,
July 20
January 17
August 13
December 9
October 5
November 5

" September 3




e

NUMBiERS

APPEIDIX 6

‘P--”IT.'IC IT
BROCr'D-wo 0’ PAC

1S IHCL
‘\—‘l’“
O3PZCT

UDED I HECRUI

V

= CAXNDIDATSES

m e T

.:.a..l_l..

T



APPENDIX 6

hY
-

202

NUMBERS "CF SPECIFIC ITE#S LHCLUDED IH RECRUITHEIT

BAOCHURES IFOR PROSP=CTIVE CAMDIDATES

Nd. of County

Nos. of Items in Boards Selecting
Recruitment the .umber of
Brochures Recruitment Items Per Cent
Fourteen . 6 18.18
Eight 5 15.15
Eléven h 12.12
Ten 3 9.09
Four 3 9.09
Nine 2 6.06
N Six "2 6.06
: Three 2 6.06 -
One 2 6.06
- Thirteen 1 ' 3,03
Twelve 1 3.03
Seven 1 3.03
Five 1 3.Q3
33 100.CO

|
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APPEWDIX 7

ABSTBACT OF

A Model for the Recruiiment of High School
Teachirn; Personniel in rennsvlivanial

The purpose of this study was to-develop a model for
the recruitment df-high school teaching personnel which incor-
porates the determination of the need to fill a teaching
position, delegation of the responsibility for recruitment to
a personnel officer, organizational needs, effect upon the
individual, sources of prospective candidates, econoﬁic factors
and procedures, practices and devices utilized in teacher
recruitment within school systems.

The model was conceived and developed from a compre-
hensive review of the literature. A survey questionnalre was
developed'to support the model and the fihdings were analyzed
to_determine‘the congruency or lack of congruency between the
findings 6f thelstudy and the model. The State of Pennsylvenia
was chosen for the study and the questionnaires were sent to the
sixty-seven county board superintendents responsible for total
public high school administration in the state.

The findings of the study, for the most part, are con-
' gruent with the model for the recruitment of high school

B N

1 Steven H. Appelbaun, doctoral thesis presented-to
the School of Graduate Studies of the Unlversity of Ottawa,
Ontario, May 1972, xv-209 p.

‘ ]
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teaching personnel. The superintendents of the school systems
under study ggnerally followed thé model in-planning and
implementing their recruitment programs within their systems.
In only a few instances, the actual practices varied from the
model; | ' _

- As the model proved valid in light of the findings,
it may be concluded from this study that there is a model for
the recruitment of high school teaching personnel which is a
tentative, ideational representation of recrﬁitment for |
stgdeﬁts or practitioners of educational administration.

The datavwere analyzed and interpreted and the
following coﬁclusions were drawn from thne results:

1. The implementation of the recruitment function is
usually vested with one individual, the supgrintendent,‘who
is also a member of the recruitment team.

| é. Recruitment is a part-time function of school per-
56nne1 administration which is carried on throughout the year
since school systems do not have personnel officers involved
with recruitment on a full-time basis.

3. Recruitment is initiated when the need to‘fill a
teaching position is felt by a school system. The board of
education has the greatest total influence in determining
this neecd. .

4. The objective of teacher recruitment entails dis-
covering and attraéting a sufficient qdantity of teache;g

/.
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possessing the skills required to meet the needs of the
school system. .. |

5. Thé responsibilitj to fill a teaching position is
delegated to an individual within the school system who is an
educator and not a professional personnel administrator. .

6. Recruitment is a distinct‘and.separate function .
from selection sinee different individuals within a system are
responsible for these separate functions of personnel
administration. | '

' 7. Schoel systems attempt to attract candidates from
colleges ahd universities or other educational orgénizations
for teaching positions since the exposure to similar educa-
tiénal organizafions prior to recruitment is considered
significant in attracting a socialized'candidate who can
actualize the objectives af the organizatioﬂ.

8;‘Inducements such as status, prestige and income
are offeréd to candidates in the form of recruitment materials
in return for contributions from the candidate to‘the system.
these'inducements are intended to be'congruent with the interests
" and needs of the individual. .

9. School systems involved with teacher recruitment
attempt to project a positive image within the employment
market by attempting to satisfy economic and psychological
needs of éahdidates.. These candidates are attracted to a
sysfem through recruitment materials emphasizing geograbﬁic

location and image of the school system.
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10.lColleges and}universi§ies are considered to bé
the most effeptive sources for recruiting téaching personnel.
This reliance upon a limited:source, which is another eduéa—
tional institution, maintains a system of socialization for
the recruiting organization for prospective candidates.

11. The demand for teachers is détermined by the
enrollment éf schoéi—age‘children and projections of the
number of teachers leaving the field. |

12. School systems adjust to a changing labor market
by utiiizing different channels of recruitment and a broader
or narrowér‘geographic area. However, reliance is still
placed uéon educafional sources for prospective candidates
which 1imit the channels and constituté a closed system of
recruitment.

- 13. Recruitment is affected by conditions within the
county seeking to attract candidates. These conditions
involve tﬁe community and political climate, proximity to
graduate schools, salaries and the availability of grants for
the school and prospective teacher. These economic factors
generally affect recruitment within a school-system.

14. School systems seek to attract socialized candi-
dates via pré-indﬁction methods through the use of recruitment
brochures and other materials emphasizing those aspects of the
school syétem'which are congruent with the needs of the pro-

speétive candidate. The recruitment brochures are shown By

P .
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the study to confain items included in the model. The m;jor
items include:, (1) an,explanatidn of the'compensation struc-
ture; (2) an'explanation of the community structure; (3)
descripticns and pictures of school facilities; (4) benefits;
(9) pupil and tcacher special service.

15. School systems fulfill their'need to recruit
individuals.alread& sociélized and possessing similar ofgan—
izational values by accepting étudent teachers into the
system directly from another educational enﬁironment (college
campué).

16; Tne procedures, practices and devicés used in
recruitment in 1971 have not changed from those employed.in
1967-68 when the labor market was elastic and teacher supply
insufficient."

17. In summary, i£ may be concluded that there is a
model fof the recruitment of high school teaching persodnel
which incbrﬁbrates the need to fill a teaching position, the
delegation of responsibility to a personnel officér, organiza-
tional needs, effect of recruitment upon the individual,

- sources of prospective candidates, economic factors and varied
recruitment procedures, practices and devices.
Suggéstions.for Further Research and
Recommendations ;
1. The main recommendation - from this study is that a

model for the recruitment of high school teaching persoﬁﬁél

/ o
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exists for use by those responsible for school personnel
administration. The model incorﬁorates the determination of
the need to.fill a position, delegation of the responsibility
for recruitment to a personnel officer, organizational needs,
" effect upon the individual, economic factors, sources of
prpspective candidates and the procedures, practices and
devices utilized in teacher recruitment within school systems.

2. Recruitment snould not be directed on a part-time
basis by educators responsible for other varied administrative
respohsibilities. Recruitment should not receive part-time
stétus since‘it is an on-going activity of personnel
administration throughout the year.

| 3. While recruiting school systems depend upon'limited
sources such as colleges and universities for prospective

. teaching candidates, varied sources are needed for an effec-
tive recfuitment program. The dependency upon a few sources
_limits the availability of varied candidates to the system.

4, It is recommended thaf a study be made of the
factors involved with the next step.within tﬁe personnel
function, which is selection, in order thatva model for the
selection of high school teaching personnel be developed to
serve as a blueprint for school systems involved in personnel

programs.



