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ABSTRACT 

DAVID POP WELL 
A QUALITATIVE ANALYSIS OF HIRING PRACTICES USED BY PRINCIPALS. 
Under the direction of DR. ANTHONY J. HARRIS AND DR. MARY H. O'PHELAN 

Although there are federal and state guidelines it is not known what procedures 

principals use to select and hire teachers. The purpose of this study is to describe the 

hiring practices used by principals. Five research questions were developed based on a 

review of the literature. A qualitative method was used to address the research questions. 

The sample was purposefully selected using maximum variation based on the variable 

school level. The researcher interviewed ten principals: (a) five elementary school 

principals, (b) two middle school principals, and (c) three high school principals. The 

interviews consisted of 22 structured open-ended questions. The researcher took field 

notes and collected documents during each interview. A within-case and cross-case 

analysis were used to analyze the data. A summary sheet was also sent to each of the 

participants for feedback and confirmation. Three separate triangulations were conducted 

to increase the study's credibility. 

Based on an analysis of the data, the researcher came to six conclusions. First, 

regarding the hiring process, the amount of training varied from principal to principal. 

xn 



Second, all of the principals relied on at least one other person when making their 

decisions. Third, all of the principals had a process in place to select and hire teachers. 

Fourth, the use of rubrics and rating scales varied among participants. Fifth, participants 

wanted eight common criteria in applicants. Sixth, additional research to investigate 

hiring procedures used by principals is needed. 

The findings of the study supported three recommendations for future researchers. 

First, a qualitative method could be used to explore the human resource directors' role in 

this process. Second, the researcher recommends using a semi-structured interview 

format to interview participants. Third, a quantitative method could be used to explore 

other variables, such as gender, school size, and retention of teachers. 
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CHAPTER ONE 

INTRODUCTION 

The Georgia Department of Education (2008) reported that in 2005 there were 

103,593 teachers in the state to support and instruct the 1,598,461 students. In 2006, the 

number of teachers increased to 108,502, representing an increase of 4,909 new teaching 

positions in Georgia public schools (Georgia Department of Education, 2008). 

The number of teachers that principals must hire each year is compounded by the 

attrition and burnout rate. For example, the Georgia Professional Standards Commission 

(June, 2008) reported that Georgia hired 14,979 new teachers in 2007; of these, 10,065 

were hired due to the gross attrition of teachers. Adding to the challenge of hiring 

sufficient numbers of qualified teachers, in general, there are inherent challenges in 

filling vacancies in certain disciplines. Researchers contended that due to shortages, 

principals may not be able to fill all of their positions in math, science, and special 

education teachers (Ingersoll, 2003; McLeskey, Tyler, & Flippin, 2004). The National 

Commission on Teaching and America's Future (2003) also found a shortage in four 

areas: mathematics, science, special education, and bilingual education. The Office of 

Special Education Programs (OSEP) (23rd Annual report to Congress) found in 2000 that 

12,241 special education positions were either filled by a substitute teacher or left vacant. 

Federal legislation, such as the No Child Left Behind Act of 2001 and the 

reauthorization of the Individuals with Disabilities Education Improvement Act of 2004, 
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mandates that all students be taught by a highly qualified teacher. Section 9101 of the No 

Child Left Behind (NCLB) and section 1401 of the Individuals with Disabilities 

Education Act (IDEA) defined the minimum requirements to be classified as a highly 

qualified teacher. Pillsbury (2005) discussed how hiring teachers with better 

qualifications improves the chances of teachers remaining in the field and reduced the 

chances of teachers becoming burned out. 

Bowman (2005) discussed how the selection process can aid principals in 

alleviating the problems of burnout and attrition. Liu and Johnson (2006) surveyed 486 

first and second-year teachers to determine how they were hired. They found that 45.9% 

of the districts surveyed used a decentralized hiring process. Decentralization is when the 

local Board of Education (BOE) turns over some of the responsibilities to the building 

level principal. Useem and Farley (2004) surveyed urban districts across the country and 

found that 8 of the 13 districts used a site-based hiring process. 

Hall (2007) and Hoerr (2006) discussed the selection process as a series of steps 

that principals need to follow in order to hire the best individual. Peal (2007) and Tooms 

and Crowe (2004) also discussed the steps principals should follow in the selection 

process. These steps are outlined in Chapter Two. Croasmun, Hampton, and Herrman 

(1999) discussed the correlation between the hiring process and the effects it has on the 

attrition and burnout of teachers. The attrition and burnout rate is a problem for both 

regular and special education. 
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Brownell, Sindelar, Bishop, Langley, and Seo, (2002) and Billingsley (2004) 

examined the factors that lead to the burnout and attrition of special education teachers 

and found: (a) teachers with less experience are more likely to leave the profession, (b) 

uncertified teachers are more likely to leave the profession, and (c) working conditions 

and personal circumstances affected the attrition rate. In contrast, Zabel and Zabel (2001) 

found that age, experience, and amount of preparation have little to do with burnout and 

attrition. Nichols and Sosnowsky (2002) and Edmonson and Thompson (2000) both 

studied burnout of special education teachers using the Maslach's Burnout Inventory. 

They found that caseloads, paperwork, and the support network all had an effect on the 

burnout rate. 

The Official Code of Georgia (O.C.G.A.) section 20-2-211 sub-section (d) 

discussed how each local Board of Education (BOE) is responsible for developing its 

own policies and procedures to select and hire teachers. Cooper, Fusarelli, and Randall 

(2004) discussed four ways of evaluating whether a policy is implemented: (1) the 

normative, (2) the structural, (3) the constitutive, and (4) the technical. The technical or 

practical dimension examines what actually takes place in the field. The technical 

evaluation can be accomplished in several ways. One way is to take an in-depth look at 

several cases. Therefore the purpose of this study is to describe the procedures principals 

use and the qualities principals examine when selecting and hiring teachers. 

Cain-Caston (1999) surveyed principals and superintendents in North Carolina to 

determine the criteria they consider important in teachers. The survey ranked 12 factors 
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that the principals and superintendents found important. Pillsbury (2005) found nine 

factors that principals considered important in teachers. Broadley and Broadley (2004) 

examined 18 factors considered important during the hiring process. These factors will be 

discussed in Chapter Two. 

Furthermore, it is not known what qualities principals examine to determine the 

best-qualified individual for the position. Baker and Cooper (2005) examined whether 

principals with stronger credentials gave preferential treatment to candidates with strong 

credentials. Angrist and Guryan (2004) examined whether test results were used to help 

principals select candidates. The results of these studies will be discussed in Chapter 

Two. Young (2005) examined whether principals gave preferential treatment to same sex 

candidates during the selection process. The researcher found statistically significant 

evidence that principals give preferential treatment to candidates of the same sex. Delli 

and Vera (2004) analyzed the teacher selection interview. In their review of the literature, 

they discussed the psychological influences (attractiveness, likability, perceived 

expertness, similarity, and dissimilarity), interviewer variables (experience and training), 

contextual influences on the interview (interview structure and interview format), and 

policy influences that affect how administrators make their decisions. 

Trimble (2001) interviewed five high performing principals to ascertain how they 

approached hiring new teachers and how they differentiated one applicant from another. 

The researcher found that principals pay attention to several different attributes during the 
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interview process. For example, top administrators look for candidates with a strong work 

ethic, great people skills, and effective communication skills. 

Clement (2000b) discussed the teacher selection process and how it is critical for 

principals to plan ahead to attract and hire quality teachers. For example, Clement 

recommended that principals begin the process by deciding on what qualities and 

characteristics they want in teachers. Principals also need to decide on the interview 

format. Clement discussed the importance of principals developing rating systems to 

evaluate applicants at all stages of the selection process. 

Papa, Lankford, and Wyckoff (2003) conducted a study of how principals hire 

teachers in New York's public schools by region, urbanicity, and grade level. The 

researchers used a mixed methods survey consisting of 102 multiple-choice questions and 

five short answer questions. They found that hiring practices varied between region, 

urbanicity, and level, and they found that principals varied in the qualifications they 

sought in highly qualified teachers. 

Statement of the Problem 

The burnout and attrition of teachers has played a role in the number of teachers 

principals must hire each year (Georgia Professional Standards Commission, 2008). The 

No Child Left Behind Act (2001) and the Individuals with Disabilities Education Act 

(2004) both address the issue of selecting and hiring quality teachers. The Official Code 

of Georgia (O.C.G.A.) section 20-2-211 sub-section (d) discussed how each local Board 
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of Education (BOE) is responsible for developing its own policies and procedures to 

select and hire teachers. 

The hiring process is often decentralized, placing the responsibility of hiring 

teachers on the principal. Principals are often the ones responsible for ensuring that they 

have a quality teacher for every student in the school. It is not known whether or how 

principals implement the policies and procedures related to the selection and hiring of 

teachers. 

Research Questions 

Therefore, the researcher proposed to conduct an in-depth study of how principals 

select and hire teachers in Georgia. The overarching question in the study is: What 

procedures do principals use to select and hire teachers? The five sub-questions include: 

1. What training have principals received regarding the hiring process? 

2. Who does the principal involve in the decision making process? 

3. What standardized procedures do principals incorporate into the hiring 

process? 

4. What method do principals use to select the candidate at the different levels of 

screening? 

5. What hiring criteria do principals use to make their final decision? 
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Conceptual Framework 

Figure 1. Conceptual framework. 

The conceptual framework is divided into four sections. The top three sections 

provide an overview of the problem. All three of these sections are linked because the 

problem is that the attrition and burnout of teachers has partially caused principals to hire 

additional teachers each year. In addition, both federal and state legislation require that 

local Boards of Education implement policies and procedures with regard to the selecting 

and hiring of teachers. Research has indicated that the hiring process is becoming more 

decentralized. Decentralization allows principals to be more involved in who works at 

their school. Researchers have also indicated that a way to examine whether policies and 

procedures are in place is to take an in-depth look at specific principals. Therefore the 

researcher is interested in describing and comparing the principal's role in selecting and 

hiring teachers at different grade levels. 
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Significance of the Study 

The study is significant to the field of educational leadership for three reasons. 

First, it provides an in-depth description of the principal's role during the hiring process. 

Second, it provides information about the implementation of policies regarding principals 

and the hiring of teachers. Third, it identifies areas for future research. 

This study provides the participants a chance to critique and reflect on their own 

hiring process. By reflecting on their process, principals have the opportunity to 

streamline and organize their techniques to help hire quality teachers. Patton (2002) and 

Creswell (2007) agreed that one of the major benefits to participants in qualitative studies 

is the reflective process. 

The study is significant to the researcher for three reasons. First, the information 

would improve my knowledge and understanding of the process and procedures 

principals use to hire quality teachers in Georgia. Second, the information from this study 

will help the researcher understand the organizational effectiveness related to the hiring 

process. Third, this study will provide the researcher with an in-depth understanding of 

the legal ramifications associated with the hiring process. 

Procedures 

The researcher proposed conducting a descriptive study to describe the principal's 

role with regard to the selection and hiring of teachers. The researcher used a qualitative 

method to conduct this study. The researcher used maximum variation by purposefully 

sampling five elementary school principals, two middle school principals, and three high 
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school principals. Maximum variation allows researchers to examine both ends of the 

continuum. The researcher interviewed these principals using a structured open-ended 

interview format. In conjunction with the transcripts from the interviews, the researcher 

took field notes and collected documents to obtain an in-depth understanding of the 

selection process. The researcher transcribed the data and looked for emerging codes and 

patterns. The researcher used the literature of Patton (2002), Miles and Huberman (1994), 

Bogdan and Biklen (2007), Seidman (2006), and Creswell (2007) to help develop and 

code the data. The researcher coded the data by hand using a within-case analysis and 

then a cross-case analysis. The researcher provided the participants with a summary sheet 

and asked for their confirmation and additional feedback. 

Definitions 

The following definitions are used in this study: 

1. Code - For the purpose of this study, the researcher will define a code using 

Miles and Huberman's (1994) definition. A code is a tag or label used to 

describe information. 

2. Elementary school - The Official Code of Georgia 20-2-291 (c) subsection (d) 

defines an elementary school as any school that contains any grade below 

grade four and does not contain any grade above grade eight. 

3. High School - The Official Code of Georgia 20-2-291 (c) subsection (e) 

defines a high school as any school that contains any grade above grade eight. 
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4. Middle school - The Official Code of Georgia 20-2-291 (c) subsection (f) 

defines a middle school as any school that contains no grade below grade four 

and no grade above grade eight. 

5. Pattern - For the purpose of this study the researcher defined a pattern as a 

code that reoccurs by three or more participants at either two different levels 

or at all the same level. 

Limitations 

The following limitations are associated with this study: 

1. The study relies on self-reported data. 

2. Availability of documents - some participants might not have documents to 

share. 

3. Researcher bias - in qualitative research the researcher is part of the 

instrument. Any time the researcher is part of the instrument potential biases 

may occur. 

Delimitations 

The following delimitation are associated with this study: 

1. Principals in private schools were not included in this study. 

2. A structured open-ended interview format was used. This allowed the 

researcher to ask the same questions to every participant. 
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Summary 

This chapter provided the framework for conducting a qualitative study. For 

example, the Professional Standards Commission (2008) reported that Georgia hired 

14,979 teachers in 2007. The Official Code of Georgia, the NCLB, and the IDEA provide 

guidelines of hiring highly qualified teachers. The purpose of this study was to examine 

the principal's role in selecting and hiring teachers. The researcher conducted a 

qualitative study to provide an in-depth understanding of what procedures principals 

implement. In this chapter, the researcher also provided a list of definitions, limitations, 

and delimitations. The definitions are provided to help guide the researcher in 

purposefully sampling the participants and to help the researcher with the analysis of the 

data. The limitations and delimitations also helped the researcher refine the study. 

In Chapter Two, the researcher will provide a review of the literature related to 

the selection and hiring process. In Chapter Three, the researcher will provide a detailed 

description of the methodology used in this study. In Chapter Four, the researcher will 

provide the findings of the study, and in Chapter Five, the researcher will discuss the 

findings and implications for future research. 



CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

Introduction 

Federal legislation, such as the NCLB of 2001 and the reauthorization of the 

IDEA of 2004, mandate that all students be taught by a highly qualified teacher. Section 

9101 of the NCLB and section 1401 of the IDEA define the minimum requirements to be 

classified as a highly qualified teacher and highly qualified special education teacher, 

respectively. Both of these pieces of legislation make one of the most important aspects 

of a principal's job the selection of quality teachers. Pillsbury (2005) stated, "To have a 

major focus in any area other than teacher quality and selection is to miss the power 

behind the most important decision an educational leader makes - the hiring of a teacher" 

(p. 38). 

The Official Code of Georgia (O.C.G.A.) section 20-2-211 subsection (d) outlines 

how each local Board of Education (BOE) is responsible for developing its own policies 

and procedures to select and hire teachers. Local BOE are decentralizing this process and 

allowing principals to control the selection and hiring process according to researchers 

(Liu & Johnson, 2006). 

The Georgia Department of Education (2008) reported that in 2005, there were 

103,593 teachers in the state to support and instruct the 1,598,461 students. In 2006, the 

number of teachers increased to 108,502, an increase of 4,909 new teaching positions in 

12 
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public school (Georgia Department of Education, 2008). In addition, the Georgia 

Professional Standards Commission (2008) reported that Georgia hired 14,979 new 

teachers in 2007; of these, 10,065 were hired due to the gross attrition of teachers. 

Ingersoll (2003) and McLeskey et al. (2004) contended that principals may not be 

able to fill all of their positions due to a shortage in math, science, and special education 

teachers. With a teacher shortage in certain areas, are principals able to hire the most 

qualified individual, or do principals have to settle for whoever applies? Ingersoll (2003) 

stated, "The resulting shortfall of teachers... forces many school systems to resort to 

lowering standards to fill teaching openings, inevitably, resulting in high levels of under 

qualified teachers and lower school performance" (p. 5). 

For example, the national study of Personnel Needs in Special Education 

(SPeNSE) indicated that 80% of administrators agreed that the shortage of qualified 

applicants was a barrier to hiring special education teachers (OSEP, 2001). Another 

example is from the Georgia Professional Standards Commission (2008). It reported that 

in 2007 of the 14,979 new teachers, 22.5% were hired with provisional or alternative 

certification. 

Rebore (2007), Smith (2009), and Young (2008) discussed the selection process 

as a two part system. In the first stage, applicants are identified through screening 

decisions, and in the second stage employment decisions are made. During the screening 

stage, applicants are sorted using paper credentials; during the employment stage, 

applicants are usually sorted using an interview. Young went on to discuss the economic 
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costs associated with selection. Direct costs are related to recruitment and indirect costs 

are related to the amount of time and effort that is involved in selecting a candidate. 

Clement (2000a) discussed how the principal can hire the best faculty. Clement 

recommended that principals use rating scales to differentiate between applicants at the 

initial and interview phases of the selection process. The principal should also decide 

upon guidelines before beginning this process. Researchers also recommended 

establishing selection criteria to help differentiate who is the best suited to fill a vacancy 

(Rebore, 2007; Smith, 2009; Young, 2008). 

Nowicki and Rosse (2002) interviewed managers to determine if research 

practices were being implemented and applied in the field. They found three things. First, 

there is a gap between research and what is being applied. Second, they found that 81% 

of managers reported bad hiring decisions due to not following a structured process. Last, 

they found that managers attributed a good hiring decision to luck and intuition. 

This chapter provides an in-depth review of the literature related to the hiring 

process and the specific qualities and characteristics principals look for in teachers. The 

chapter is divided into six sections: (a) teacher burnout and attrition, (b) the teacher 

shortage, (c) selection process, (d) selection bias, (e) characteristics considered important 

to principals, and (f) tools to assist principals in making the final decision. Each of these 

sections adds to the framework for the study. 



15 

The Attrition and Burnout of Teachers 

One of the principal reasons for addressing selection and hiring of teachers is the 

annual exiting of the profession by teachers who experience work-place burnout. The 

U.S. Department of Education (2008) reported three reasons that science and math 

teachers decide to leave the field: (a) to pursue a position other than k-12 teacher, (b) to 

take a course to improve career opportunities, and (c) dissatisfaction with a previous 

position or teaching assignment. The National Center for Educational Statistics (2008) 

studied the attrition of math and science teachers. They found that math and science 

teachers with less experience were more likely to leave the profession. They also found 

that they left the profession for better salaries. Ploegstra (2008) studied the reasons 

science teachers leave the profession. He found that the top reasons included: (a) teacher 

work load, (b) teachers were less satisfied with the job, and (c) teachers have high 

expectations for the career and want more recognition. 

Brownell Hirsch, and Seo (2004) reviewed factors contributing to the attrition of 

special education teachers. The three main reasons these teachers leave the profession 

include: (a) teacher characteristics, (b) work place conditions, and (c) affective responses 

to teaching. Teacher characteristics that affect the attrition rate included age, experience, 

and certification status. The researchers found that younger, less experienced teachers are 

more likely to leave the profession than their older more experienced counterparts. 

Teachers who were not fully certified were more at risk of leaving; working conditions 

also affected the attrition rate. 
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Edmonson and Thompson (2000) conducted a meta-analysis of studies on burnout 

among teachers from 1981 to 1998 and found that Maslach's Burnout Inventory is the 

most frequently used inventory occurring in 95.4% of the studies. Maslach's Burnout 

Inventory measures burnout based on three factors: (a) emotional exhaustion, (b) 

depersonalization, and (c) reduced personal accomplishments. The researchers used 

Maslach's Inventory as a framework for their meta-analysis. They found that teacher 

burnout decreased as experience increases. They also found that emotional exhaustion 

and depersonalization decrease as age increases. 

Nichols and Sosnowsky (2002) studied burnout among special education teachers 

in Michigan. They surveyed 77 middle school special education teachers using the 

Maslach Burnout Inventory Educators Survey and the Student Diversity and 

Organizational Satisfaction Survey. They found that teachers with more experience had 

lower levels of emotional exhaustion and depersonalization and high levels of personal 

accomplishments. Billingsley (2004) analyzed the literature on special education teacher 

retention and attrition since 1992. The researcher examined demographic variables, 

teacher qualifications, and work environments related to attrition. The researcher 

concluded: (a) younger less experienced teachers are more likely to leave the profession, 

(b) uncertified teachers are more likely to leave than their certified counterparts, (c) 

teachers with higher test scores are more likely to leave the profession, and (d) personal 

circumstances affect the attrition rate. 
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In contrast, Zabel and Zabel (2001) replicated a study done 20 years ago by 

surveying 301 special education teachers from Kansas regarding burnout. They found 

that the overall profession has matured. They also found that teachers with higher 

academic degrees have stronger feelings of accomplishment and tend to stay in the 

profession longer. They concluded that age, amount of preparation, and experience have 

little to do with professional burnout. The researchers admit that one of the limitations of 

the study is that burned out teachers may have already left the profession. Billingsley's 

(2004) study on retention and attrition disagreed with Zabel and Zabel's research that 

concluded that age is linked to teacher attrition. 

Gates (2007) studied factors related to teacher burnout in North Carolina. The 

researcher found that teachers who are more emotionally exhausted burn out more 

quickly. Teachers who wanted more personal recognition were also burned out quicker. 

McLeskey et al. (2004) discussed nine factors that contribute to teacher attrition: (a) 

employability, (b) personal decision, (c) level of education and certification status, (d) 

salary, (e) mentoring, (f) decision-making power, (g) administrative support, (h) school 

climate, and (i) job design. Each of these plays a key role in solving the attrition and 

burnout problem. 

Teacher Shortage 

Ingersoll (2003) and McLeskey et al. (2004) contended that principals may not be 

able to fill all of their positions due to a shortage in math, science, and special education 

teachers. Ingersoll (2003) analyzed several studies and determined that there is a 
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sufficient supply of teachers each year in the United States; however, there is not an 

adequate number of teachers in each field (Ingersoll, 2003). For example, there is not an 

adequate number of math, science and special education teachers. Ingersoll also pointed 

out that some school systems have waiting lists of qualified candidates while other school 

systems have shortages. 

McLeskey et al. (2004) discussed a national shortage of teachers and agree that 

there is a shortage of teachers in certain critical areas. They discussed the supply and 

demand for special education teachers. Based on their analysis of the research they 

concluded that there is a severe shortage of special education teachers for three reasons. 

First, the number of students identified as having a disability has increased over the years. 

Second, the reduction in class size has contributed to an increased demand, and third the 

rate of attrition for special education teachers has increased. 

Ingersoll and Smith (2003) examined the Schools and Staffing Survey and the 

Teacher Follow-up Survey to determine reasons for the teacher shortage and ways to 

solve the shortage problem. They stated, "The image that comes to mind is that of a 

bucket rapidly losing water because of holes in the bottom. Pouring more water into the 

bucket will not do any good if we do not patch the holes first" (p. 33). 

Darling-Hammond (2001) discussed the problems and benefits of having effective 

policies in place to reduce the teacher shortages and improve teacher quality. The main 

problem is that there are policies in place that allow school districts to hire uncertified 

and under prepared teachers to fill the vacancies in a school. Darling-Hammond stated, 
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Any process that takes months to conduct discourages qualified applicants and 

often results in the late hiring of much less qualified candidates... Ironically, these 

strategies exacerbate the problems of supply and demand and cost more in the 

long run than incentives for hiring well-prepared teachers, (pp. 13-14) 

Nougaret, Scruggs, and Mastropieri (2005) discussed how the hiring of less 

qualified applicants creates problems in the long run. Brownell et al. (2002) discussed 

alternatives to the traditional certification route to improve the teacher supply. They 

mention step-up programs for paraprofessionals and programs for career changers like 

Teach to America (TFA) and Troops to Teachers (TTT) as alternatives to the traditionally 

prepared teacher programs. The researchers warn that administrators need to do their 

homework because not all alternative teacher preparation programs are successful at 

preparing quality teachers. 

Selection Process 

There have been a variety of models and descriptions of the hiring process. 

Researchers (Rebore, 2007; Smith, 2009; Young, 2008) have discussed the selection 

process as a two-part system. In the first part, applicants are identified through screening 

decisions, and in the second part employment decisions are made. During the screening 

stage, applicants are sorted using paper credentials, and then during the employment 

stage applicants are usually sorted using an interview. 
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Bowman (2005) stated, 

The process used to select teachers must be as efficient and effective as possible; 

however, in most instances it is not. In most districts, the major portion of the task 

of teacher selection falls to the building principal. S/he is responsible, generally 

for the initial screening of applicant documentation and the conducting of initial 

interviews, (p. 396) 

Roselius and Kleiner (2000) discussed eight steps employers should follow to hire 

the best applicant. First, employers need to examine the job description and decide on a 

list of attributes they want applicants to have. During this phase the employer should 

develop a chart to compare all of the candidates. Second, employers need to conduct a 

pre-interview or reference check. This helps eliminate the number of face-to-face 

interviews that must be conducted. Third, employers need to develop performance-based 

questions. Roselius and Kleiner contended that this is the most important part of the 

hiring process. Fourth, during the interview stage employers need to provide an adequate 

amount of time for candidates to talk and it is important for employers to take detailed 

notes of what the candidates are saying. Fifth, after the interview, employers need to 

thoroughly screen the applicant again by checking references and giving candidates 

additional evaluations. Sixth, employers might want to further narrow down their 

applicant pool by conducting additional interviews of the finalists. Seventh, employers 

need to make a final decision and extend a job offer. Last, to improve public relations it is 
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important for employers to notify candidates either by letter or by phone (Roselius & 

Kleiner, 2000). 

Lee (2005) discussed the hiring process as a two-part decision. The school system 

and the applicant need to decide if the position is an appropriate fit. To accomplish this it 

is important that everyone on the selection committee know the characteristics the school 

is looking for in an applicant. This can be accomplished by forming a value proposition. 

The value proposition is developed before the hiring process begins and does two things 

for the school. First, it indicates who needs to be a part of the selection committee; 

second it ensures everyone is focusing on the appropriate characteristics to help select the 

best candidate. 

Hall (2007), a principal in Nevada, discussed six steps principals should follow to 

find and hire the right teacher. First, they need to recruit, and take the initiative to find the 

great teachers. Second, principals need to scour through the applications with a "fine-

toothed comb" (Hall, 2007, p. 2). Third, they need to collaborate with others; "Hiring 

isn't something the principal should ever do solo" (Hall, 2007, p. 3). Fourth, they need to 

interview the applicants and obtain all of the necessary information to help make a better 

decision. Fifth, once the applicants have been narrowed down to the finalists, the 

principal needs to dig deeper into the applicants' background. Last, principals need to be 

confident they are hiring the right person. If there is any doubt the answer should always 

be no. 
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Hoerr (2006), a principal in Missouri, discussed the importance of finding the 

right teachers. To help decide who is the best qualified, he used the application form and 

the interview. The application form solicits specific information about an applicant's 

background and provides an area for them to show their creativity. The interview is a 

team process composed of the principal and various staff members. The interview is 

structured and uses performance-based questions. The final decision is his, but he prefers 

to get the staffs opinion. 

Peal (2007), a principal in Michigan, provided five strategies to hiring the best 

candidate. First, principals should decide either by themselves or with a team the exact 

qualities they are looking for in a candidate, and based on those qualities come up with a 

list of questions. Second, principals should then sort applications thoroughly, and they 

should interview only the best candidates. Third, principals should ask performance-

based questions, allow them to perform a lesson, or put the candidate in a scenario in 

which he/she gets a chance to demonstrate how they would perform. Fourth, check 

references on all potential candidates. Last, Peal recommended that principals start the 

whole process over until they have the best possible candidate. 

Ash (2001) discussed the importance of the superintendent taking part during the 

interview process for three reasons. First, it helps ensure that the best candidate gets the 

job. Second, it allows for the superintendent to provide feedback to principals on how 

well they perform during the selection process. Third, it improves and builds 

relationships within the entire county. 



23 

Person-Job Fit (PJF) and Person-Organization Fit (POF) are used as a framework 

to help make the final decision. The PJF and POF concept examines whether an applicant 

and employer make a good fit. Bowman (2005) surveyed 100 principals and 100 

superintendents, using the PJF and POF framework, in a Midwestern state to determine if 

they considered different factors when making hiring decisions. The researcher found that 

principals and superintendents tend to have different perspectives about the selection and 

hiring process. Principals look at how well applicants fit within the organization; 

whereas, superintendents were more interested in how well applicants fit within a specific 

job. 

Tooms and Crowe (2004) offered principals suggestions on how to hire the best 

teacher. First, principals need to be prepared before the interviews begin. The principal 

needs to have read the applicant's file and already have a list of questions ready. If the 

principal uses the team approach to interviewing, the principal should review the process 

with the committee before beginning the interviews. The authors stated, "If using a team 

approach for the interview, be sure to brief all of those involved about the process and 

appropriate questions that can be asked" (p. 51) Second, principals need to pay attention 

to the school environment. Principals need to consider what impression a candidate gets 

when they come for an interview, how the candidate is greeted, and how comfortable 

they are during the interview. Third, principals need to listen to candidate responses and 

focus on what they are saying, and they should give candidates a chance to ask questions. 

Last, before offering a job, the principal should conduct a thorough background check. 
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Clement, Kistner, and Moran (2005) discussed two nontraditional techniques that 

have been used to interview candidates in the business world. Problem, action, results 

(PAR) and situation, task, action, results (STAR) are based on Behavior-based 

interviewing (BBI). Compared to a traditional interview, BBI has candidates draw on 

their past experience to obtain a picture of how well they will perform in the classroom. 

Liu and Johnson (2006) surveyed 486 first and second year teachers to determine 

how they were hired in four states: (a) California, (b) Florida, (c) Massachusetts, and (d) 

Michigan, and whether there was a good fit between the school and them. To accomplish 

this, participants were asked about with whom they interacted during the interview 

process, they also had to submit, what activities they had to perform, and had to rate 

whether they thought the process was decentralized or centralized. 

Liu and Johnson (2006) found that 45.9% of the respondents thought the schools 

used a highly decentralized hiring process. In addition, 30.9% of the respondents thought 

the schools used a moderately decentralized hiring process. Lui and Johnson also 

indicated that of the 486 teachers, the majority had to submit resumes, cover letters, 

academic transcripts, and references. 

Liu and Johnson (2006) reported that the main activity that participants had to 

undertake was the interview process. In California, Florida, Massachusetts, and 

Michigan, 74.9% to 96.2% of the teachers interviewed with the principal, 33.2% 

interviewed with another administrator other than the principal. Less than 50% 
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interviewed with a current teacher, 10% interviewed with a parent, and less than 1% 

interviewed with a student. 

Liu and Johnson (2006) stated, 

Perhaps it should not be surprising that schools and districts make so little use of 

certain hiring practices, for some activities are much more labor-intensive than 

others. Collecting and reviewing resumes is a relatively simple matter. 

Conducting group interviews or setting up teaching demonstrations, however, 

take considerable time and coordination. Quality information does not come 

without a cost. (p. 28) 

Claycomb (2000) discussed problems and solutions for hiring and retaining 

teachers in urban schools. The first problem deals with the way urban schools recruit 

their teachers. DeStefano (2002) and the School Communities that Work task force 

studied how urban school districts recruit and hire the best teachers. The task force 

developed a framework with three broad objectives: (a) create a positive organizational 

context, (b) get the best people into suitable roles, and (c) get the most out of every 

person. Each of these categories helped principals retain and acquire the right person; the 

second category deals specifically with the hiring process. The second category involves 

planning and acquiring the right teacher. The task force recommended: (a) publicizing to 

ensure a steady stream of top-quality teachers, (b) defining excellence in teaching, 

identifying characteristics of people who deliver excellence, and identifying sources of 

people who have those characteristics, (c) competing in the marketplace for teaching, (d) 
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knowing where to compete for top teachers, (e) getting the people who have the skills and 

talent you need as opposed to finding warm bodies to fill vacancies, and (f) picking from 

the top of the barrel instead of the bottom. 

Another problem that school systems have is the application process; specifically, 

job offers usually come late in the summer. In urban counties, applying for a teaching 

position can take months. To rectify these problems, urban counties should streamline the 

process by incorporating technology (OSEP, 2001). Once urban counties hire teachers, 

another problem they encounter is how to retain those teachers. Forty-four percent of 

administrators concluded that the late hiring was a barrier to hiring qualified applicants 

(OSEP, 2001). 

Useem and Farley (2004) compared Philadelphia's teacher hiring process to 13 

other urban districts across the county. To accomplish this, Useem and Farley 

interviewed 30 people involved in the hiring process and conducted personal interviews 

within each of the 13 districts. The researchers found that (a) 8 of the 13 urban districts 

used a site based hiring process, (b) several districts reduced paperwork by not requiring 

a review of references and credentials until after the final decision has been made, (c) 

sometimes site-based hiring is waived in favor of the district hiring in areas of critical 

need. Useem and Farley also compared Philadelphia's teacher hiring process to the 

surrounding districts. The researchers interviewed five suburban districts to develop an 

in-depth understanding. They found that at least one interview was conducted in all of the 

districts and in non-shortage areas districts usually interviewed between 3 to 5 applicants. 
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Rebore (2007) Smith (2009) recommended interviewing candidates using a 

variety of individuals to decrease potential biases. It also decreases the amount of time 

spent interviewing. Rebore (2007) provided an example of a principal hiring a biology 

teacher using five individuals to interview the candidate at one time. 

Clement (2000b) discussed the benefits of planning and organizing criteria before 

the selection process begins. By planning ahead, principals can save time and effort. 

Principals can also reduce the amount of time and effort by involving others in the hiring 

process. Clement (2000a) discussed procedures that should be used during the interview 

process. Principals should have a list of questions that they ask every candidate. The 

questions should be open-ended and provide candidates with a chance to demonstrate 

their knowledge and experience. Principals should have a rating scale to evaluate 

interviews for all candidates. Clement (2000a) went on to discuss providing training to 

committee members before the hiring process begins. 

Young (2008) discussed the interview process. Interviews can either be structured 

or unstructured. Structured interviews help employers differentiate between candidates 

using the same question. This helps combat future problems that may arise if a candidate 

challenges the process or seeks litigation. 

Selection Bias 

The United States Equal Employment Opportunity Commission (2009) cites six 

federal laws that prevent employers from discriminating against a candidate based on a 

protected class: (a) the Civil Rights Act of 1964, (b) the Equal Pay Act of 1963, (c) the 
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Age Discrimination in Employment Act of 1967, (d) the Rehabilitation Act of 1973, (e) 

the Americans with Disabilities Act of 1990, and (f) the Civil Rights Act of 1991. These 

laws mandate that employers do not discriminate against an applicant based on race, 

color, religion, sex, national origin, or disability. 

Shoop and Dunklee (2001) discussed each of these laws and how important it is 

for principals to be familiar with them to improve their decision-making and avoid 

litigation. They went on to discuss four scenarios dealing with these specific laws. They 

also provided advice to principals on the selection process. For example, they 

recommended that principals have documentation on each candidate at each stage of the 

selection process. Documentation should be kept for a set amount of time. 

A reason to keep documentation is to protect the school system from potential 

challenges from disgruntled applicants. Young (2008) discussed a school system's 

decision based on either disparate treatment or disparate impact, and how a candidate 

only has to prove prima facie evidence. Prima facie can be proven through disparate 

impact using flow statistics. For example, the number of applicants versus the number of 

applicants hired. Discrimination is only legal if it relates to a bona fide occupational 

qualification such as race, color, religion, sex, national origin, or disability (Young, 

2008). 

Roselius and Kleiner (2000) reported a study conducted by Rynes and Boudrea 

(1986) in which they found that less than half of the Fortune 1000 companies trained 
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their employers on how to hire effectively. Both managers and school administrators 

need proper training before going through the selection process. 

Grigoryev (2006) stated, 

There are a variety of reasons for poor hire decisions, not the least of which is the 

fact that few hiring managers are actually trained or formally prepared with best 

practices for hiring. Instead, hiring managers tend to hire based on chemistry, that 

is, the "feel" of a candidate as well as issues surrounding technical and 

professional competency, (p. 17) 

A national study of 480 high school principals found statistically significant 

evidence that principals gave preferential treatment to applicants of the same sex during 

the screening stage of the selection process, which is known as the attraction similarity 

theory. (Young, 2005). Preferential treatment can also be seen in the academic 

background of the principal and teacher. Baker and Cooper (2005) studied whether 

principals with stronger academic backgrounds hire better teachers. The researchers used 

the Schools and Staffing Survey (SASS) from 1993 to 1994 to conduct their study. The 

researchers found that principals who attended colleges that were more competitive were 

twice as likely to hire a teacher who attended a competitive school. Studies have been 

conducted on whether city schools give preferential treatment to candidates with stronger 

academic backgrounds. Bess (2007) discussed whether city schools, such as those in 

Philadelphia, Chicago, Illinois, and New York City, are hiring teachers with stronger 

credentials. The researcher concluded that city schools might be hiring teachers with 
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stronger credentials; however, these cities were having a hard time retaining those 

teachers for any length of time. 

Most teachers have to take a standardized test to be certified and historically some 

racial groups have not performed at an adequate level. Therefore, Angrist and Guryan 

(2004) examined whether testing has helped predict teacher quality, teacher education, 

and teacher characteristics. The researchers found three consequences for relying on 

testing. First, test results often hinder school districts when trying to hire teachers. A 

teacher might have all of the attributes a principal is looking for except a passing test 

score, so the principal has to hire someone that has passed the test but is less qualified for 

the position. Second, tests do not indicate or improve the quality of the applicant's 

educational background. Last, teacher tests have a statistically significant negative effect 

on new, inexperienced, and certain racial groups. 

Stronge and Hindman (2003) discussed how to incorporate and use effective 

teacher qualities during the selection process. The authors broke the selection process 

into two components: the application phase and the interview phase. During the 

application phase, school districts can examine the candidates' information for specific 

qualities; however, these qualities should be decided prior to beginning the process. Like 

the application phase, the interview phase should also be planned before the interview 

process begins. This helps ensure that the schools examine effective qualities and 

characteristics and it also helps prevent selection biases. 
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Characteristics Considered Important to Principals 

Brownell et al. (2004) compared the National Commission for Teaching and 

America's Future (NCTAF) of 1996 and the No Child Left Behind Act of 2001. Both of 

them address the teacher shortage and the need to improve teacher quality; however, they 

go about it in different ways. NCTAF advocates for improving the teachers through 

additional training, mentoring, and induction programs. NCLB advocates for alternative 

routes to become a certified teacher. Both insist on hiring only certified teachers. 

Berry, Hoke, and Hirsch (2004) discussed the NCLB definition of highly 

qualified teachers and how it focuses on subject-matter to improve teacher quality. The 

researchers contended that teachers need more than subject matter knowledge to be 

effective in the classroom. Five things that teachers must possess in order to be effective 

include: (a) classroom management skills, (b) the ability to develop and implement 

standards based lessons, (c) the ability to assess student work, (d) the ability to work with 

a diverse student population, and (e) the ability to use technology. 

Pillsbury (2005) discussed the importance of hiring the best teachers. He argues 

that quality teachers are not always the ones with the best credentials. Quality teachers 

have three common threads: (a) a purpose, (b) the ability to form relationships, and (c) 

various approaches to teaching. Some of the qualities under these three threads include: 

(a) a commitment and dedication to children, (b) listen and show empathy towards 
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children, (c) have an ability to make the material interesting, and (d) have the ability to 

present information in various formats. 

Cain-Caston (1999) surveyed elementary school principals, middle school 

principals, secondary school principals, and superintendents in North Carolina to 

determine the factors considered most important in hiring first year teachers. The survey 

prompted the administrators to rank 12 factors they considered as the most important in 

hiring teachers. Cain-Caston mailed 150 surveys to a stratified random sample and 

received a 64% response rate. The order of importance for administrators in North 

Carolina was: (a) Evaluation of student teaching performance by public school 

supervisor, (b) Effective use of oral and written communication, (c) Personal appearance 

(neat, clean, exhibits good taste in dress), (d) Grade point average in major area, (e) 

Scores on national teachers examination, (f) Evaluation by college instructors in major 

subject areas, (g) Evaluation by college instructors in professional education courses, (h) 

Evaluation of student teaching performance by college supervisor, (i) Accumulative 

grade point average, (j) Environment in which the applicant was reared (rural, urban, low 

income, middle class, etc.), (k) Race (with respect to racial balance), and (1) Other factors 

which you feel should be included. Cain-Caston concluded that teachers need to be told 

which factors they will be judged on. 

Broadley and Broadley (2004), conducted a study of 71 school principals on 

employment criteria considered important by principals. Beginning teachers indicated 
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that principals prioritize these factors differently. Results also indicated that principals 

prefer beginning teachers who can function on teams (Broadley & Broadley, 2004) 

Principals need to know what effective and ineffective teaching looks like. Torff 

and Sessions (2005) and Smith (2009) reported that understanding effective and 

ineffective teaching characteristics helps principals during the selection and hiring 

process. Principals often perceive teacher ineffectiveness differently. A study of 242 New 

York principals in low and high performing schools indicated three levels of threats to 

teacher quality. The most common reason teachers are perceived to be ineffective is 

because they do not demonstrate that they have the pedagogical knowledge needed to be 

effective in the classroom. The pedagogy needed to be effective includes: (a) classroom 

management skills, (b) lesson implementation skills, and (c) rapport with students. The 

second reason teachers are perceived to be ineffective is due to poor lesson planning 

skills. The last reason teachers are perceived to be ineffective is a lack of content 

knowledge needed to teach the subject (Torff & Sessions, 2005). 

A study by Foote, Vermette, Wisniewski, Agnello, and Pagano (n.d.) found seven 

patterns in ineffective teachers: (a) lack of subject knowledge, (b) lack of classroom 

management skills, (c) acted unprofessional, (d) have problems with various learning 

styles, (e) are obsessive about one method, (f) focus on the wrong goals, and (g) have no 

goals. They interviewed administrators, teachers, parents, and students to learn the 

characteristics of ineffective teachers. 
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Superintendents have a vested interest in ensuring that an ineffective teacher is 

not hired. Ash (2001), a superintendent, discussed some of the characteristics that a 

superintendent examines and looks for during the hiring process. He interviews all of the 

new teachers using the 15 minute Superintendent Interview (FMSI), which allows him to 

ascertain whether the applicant is an appropriate fit within the school system. The FMSI 

can determine if a candidate has (a) strong communication skills, (b) high academic 

expectations, (c) knowledge of pedagogy, (d) love of children, (e) a passion to teach, (f) 

the ability to establish objectives, and (g) a belief that all children can learn. 

Walls, Nardi, Minden, and Hoffman (2002) conducted a survey of 90 teachers: 30 

perspective teachers, 30 novice teachers, and 30 experienced teachers on the 

characteristics of effective and ineffective teachers and found statistically significant 

results. Five broad categories emerged from this research: (a) emotional environment, (b) 

teacher skill, (c) teacher motivation, (d) student participation, and (e) rules and grades. 

Effective teachers were perceived as caring, organized, enthusiastic, and interactive. 

Ineffective teachers were perceived as cold, unprepared, burned out, and unreasonable. 

Kennedy (2006) studied effective teaching by observing 45 classroom lessons 

conducted by potential teachers. She found that lesson props, unnecessary interruption, 

and student behavior impeded quality teaching. The author recommended that schools 

have candidates submit video tapes of lessons to help evaluate their teaching quality, 

because none of these three things can be adequately assessed during an interview. 
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Planning and preparation, classroom atmosphere, and instruction have been used 

to evaluate teacher effectiveness. Researchers used this framework to evaluate whether 

traditionally or nontraditionally prepared special education teachers are more effective. 

The researchers examined 20 traditionally licensed and 20 nontraditionally licensed 

special education teachers and found that the traditionally licensed teachers scored 

statistically significantly higher in all three domains (Nougaret, et al., 2005). 

Tools to Assist the Principal in Making the Final Decision 

Clement (2000a) provided an example of a rating scale used to evaluate potential 

candidates. The scale is two pages and divided into eight sections: (a) overall impression, 

(b) ice breaker questions, (c) knowledge of teaching subjects, (d) classroom 

management, (e) communication with parents, (f) cultural awareness, (g) professional 

questions, and (h) wrap-up and other questions. There are a total of 44 questions, and a 

five point Likert scale is used to evaluate all of the questions except the ice breaker 

questions. The rating scale also has a place for notes and a place to total the score at the 

bottom of the second page. Clement also discussed the use of committees to help select 

potential candidates. Selection committees are often involved for a set period of time and 

can assist the principal in making decisions. 

Clement (2000b) provided an example of a rating scale to help principals and 

committees rate potential candidates before extending interview offers. The rating scale 

is one page and is broken down into five sections: (a) cover letters, (b) resume, (c) 

transcripts, (d) letter of references, and (e) specific behaviors and experiences. Each of 
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the sections is evaluated using a four point Likert scale, with four being the highest a 

candidate can score. The rating scale also mentions the specific skills and experience 

needed for the position. 

Rebore (2007) recommended establishing selection criteria to help differentiate 

who is the best suited to fill a vacancy. The author provided three examples of rating 

scales used to hire potential teachers. The first rating scale is a one page document and 

has three sections: (a) personal characteristics and qualifications, (b) professional 

characteristics and qualifications, and (c) experience and training. Each section has a list 

of questions that the interviewer ranks on a five point Likert scale. The second rating 

scale has two pages, the first page has three sections: (a) academic criteria, (b) personal 

criteria, and (c) experiential criteria. There are a total of 16 questions used to rank the 

candidate. The second page is the scoring guide. The second page is once again broken 

down by sections and provided a three-point scale for each question and a space for 

additional comments. The third rating scale is a one page document that is broken into 

four sections: (a) professional preparation, (b) experience, (c) personal characteristics, 

and (d) educational philosophy. Each section has a different amount of possible points. 

In addition to the four sections, the rater has a place to make additional comments on the 

rating scale. 

Smith (2009) provided an example of a rubric used to rate teachers. The rubric 

lists all 17 interview questions with bullets of items the committee members need to 

keep in mind when the candidate is responding. Each question also has a four-point 
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rating scale. The candidate receives one point for low scores and four points for high 

scores. 

Once again, Young (2008) warns that rating systems often are not valid due to the 

restricted range used to identify which candidate is the best. However, Young contended 

that if they are used correctly they can help differentiate between effective and 

ineffective teachers. 

Summary 

Chapter Two provided a review of the literature related to the selection and hiring 

of teachers. It included a discussion regarding, attrition, and burnout of teachers. 

Researchers attribute the increase in number of teachers principals must hire each year to 

the attrition and burnout rate. The next section related to how the shortage of math 

science, special education, and foreign language teachers makes the hiring of these 

teachers more difficult. The review of the literature addresses the selection process and 

potential selection biases. In this section, researchers have provided guidance on the steps 

that principals should employ when selecting teachers. With regard to selection bias, 

researchers have studied and discussed the federal legislation related to employment 

discrimination. A review of the literature further identified other characteristics 

considered important to principals in the selection process. Researchers found common 

characteristics that principals consider important. The final section of this chapter 

reviewed tools that could assist principals when making their final decision. Researchers 

discussed using rubrics and scoring guides when evaluating potential candidates. 
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In Chapter Three the methodology used in this study is presented. Chapter Three 

is divided into nine sections. In each section the researcher outlines the procedures used 

to conduct this study. 



CHAPTER THREE 

METHODOLOGY 

Introduction 

The Georgia Professional Standards Commission (2007) reported that Georgia 

hired 12,847 teachers in 2006. Of those newly hired with zero to four years experience, 

13% left after the first year. The attrition and burnout rate contributes to the number of 

teachers principals must hire each year. Federal and state legislation require that local 

Boards of Education have policies and procedures in place to select and hire teachers. 

Researchers have found that the selection and hiring of teachers is given to the building 

principal. One way to determine if policies and procedures are implemented is to provide 

an in-depth examination of what actually takes place in the field. It is not known what 

procedures principals use to select and hire teachers. The researcher conducted a 

qualitative study to provide an in-depth description of the procedures principals use 

during the selection and hiring process. This chapter describes the reason for conducting 

a qualitative study and outlines the procedures the researcher will follow throughout the 

process. 

Bogdan and Biklen (2007) discussed the debate between using a qualitative 

versus a quantitative approach. The best method to use depends on the topic and what the 

researcher is trying to find. Bogdan and Biklen discussed how the primary goal of 

qualitative research is to provide an in-depth description of a phenomenon. Trochim 
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(2005) agreed that qualitative measures are used when the researcher wants to deepen 

his/her understanding of an issue. Seidman (2006) described one of the differences 

between quantitative and qualitative research: in qualitative research, the interviewer is 

recognized as part of the process. The key purpose of in-depth interviewing is to 

understand/comprehend the person or experience. 

Bogdan and Biklen (2007) mentioned five characteristics in all qualitative 

research. First, all qualitative research is conducted in its natural setting. In the natural 

setting the researcher is part of the instrument. Second, all qualitative research is 

descriptive and tries to describe a particular phenomenon. Third, all qualitative research 

is concerned with the process and how data are collected and analyzed. Fourth, all 

qualitative research is inductive and tries to describe a phenomenon from examining it in-

depth. Last, all qualitative researchers want to describe the topic as accurately as possible. 

Creswell (2007) contended that there are nine common elements in a qualitative 

study. First, qualitative research is done in its natural setting. Second, the researcher is a 

key instrument in the process of collecting data. Third, data comes from multiple sources. 

Fourth, data analysis works on building patterns and themes. Fifth, the researcher 

continually tries to understand the participant's perspective. Sixth, the qualitative 

researcher must be flexible, and be able to adapt and change questions when different 

scenarios arise. Seventh, qualitative researchers want to view the issue from a particular 

perspective. Eighth, all qualitative research involves interpreting and reporting 
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observations. Last, researchers want to understand the entire process. Qualitative 

researchers want an in-depth understanding (Creswell, 2007). 

Creswell (2007) discussed the five different approaches to qualitative research: (a) 

narrative research, (b) phenomenology, (c) grounded theory, (d) ethnography, and (e) 

case studies. The researcher conducted a phenomenological study. Phenomenology is 

describing what several individuals have in common with regard to a particular 

phenomenon. The phenomenon of interest is the principals' role in selecting and hiring 

teachers (Creswell, 2007). 

Taking this information into consideration, the research questions would be better 

answered using a qualitative design. Therefore, the researcher conducted a qualitative 

study using a phenomenological approach to answer the specific questions related to how 

principals select and hire teachers. In the following sections, the researcher discusses: (a) 

the specific research questions addressed in this study, (b) the setting and sample for the 

study, (c) data collection, (d) the role of the researcher, (e) data analysis, (f) provisions 

for trustworthiness, (g) ethical issues, and (h) a summary of the process. 

Research Questions 

The researcher proposed to answer the following overarching question using five 

sub-questions. The overarching question in this study is: What procedures do principals 

use to select and hire teachers? The five sub-questions include: 

1. What training have principals received regarding the hiring process? 

2. Who does the principal involve in the decision making process? 
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3. What standardized procedures do principals incorporate into the hiring 

process? 

4. What methods do principals use to select the candidate at the different levels 

of screening? 

5. What hiring criteria do principals use to make their final decision? 

Setting and Sample 

Bogdan and Biklen (2007) discussed how qualitative research is best done in its 

natural setting. Creswell (2007) reported that qualitative research is all about learning 

about the issue from the participants in the natural setting. 

Seidman (2006) discussed the number of participants that are needed for a study. 

The author recommended using two criteria to help determine the number of participants. 

First, is the sample sufficient to reflect the range and for readers to connect with that 

range? Second, the researcher needs to select an appropriate number of participants to 

ensure the topic is covered in depth. 

Seidman (2006) discussed the selection of participants. Participants should be 

chosen based on whether they can provide sufficient details about the topic. The author 

recommended purposeful sampling using maximum variation to select the participants. 

Maximum variation is selecting participants at both ends of the spectrum of a particular 

variable. 

The researcher used maximum variation to purposefully sample a minimum of 

two elementary school principals, two middle school principals, and two high school 
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principals. The researcher obtained the counties' permission prior to contacting 

participants. The researcher accomplished this by sending an email to the superintendent. 

With the counties' permission, the researcher contacted every elementary, middle, and 

high school principal by email. The email explained the rationale behind the study, and 

asked for voluntary participants. Once the participants respond the researcher will contact 

them again to set up a time to be interviewed. The researcher interviewed each of them to 

obtain an in-depth understanding of the topic. 

The Role of the Researcher 

Patton (2002) and Seidman (2006) discussed how no formal rules exist for 

analyzing data; the key is for the researcher to develop a set of guidelines and stick with 

them throughout the study. In an earlier study, Patton (2002) discussed how different 

forms of qualitative research call for different sets of guidelines. 

Seidman (2006) and Bogdan and Biklen (2007) discussed techniques the 

researcher can use when interviewing participants. The most important technique of good 

interviewing is to listen carefully to what the participants are saying. Listening allows 

researchers a chance to ask follow-up questions or ask questions to gain further 

clarification. Follow-up questions show the participant that the researcher is actively 

listening. Researchers should avoid providing too many affirmative responses. 

Seidman (2006) discussed how the researcher is part of the interview process. 

Seidman also discussed the importance for researchers to be aware of the time. Being 

aware of the time helps keep researchers focused on the topic. The author recommended 
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that researchers allow a sufficient amount of time to work with the material. To help 

make the process easier the researcher should begin by making sure the material is 

organized and labeled correctly. 

Patton (2002) discussed the post interview reflection. After the researcher is 

finished conducting an interview the researcher should check the tape recorder and make 

a post interview reflection. The reflection should include things such as the setting, how 

the participant reacted, the tone of the participant, any nonverbal gestures, and how well 

the interview went overall. 

Bogdan and Biklen (2007) provided advice on how to organize information 

gathered from participants. First, it is important for the researcher to stay organized 

before beginning the study. Researchers should have a system to keep track of all of the 

interviews, transcripts, and documents. The system should be efficient enough to allow 

the researcher easy access to any of the material. Second, they recommended that 

researchers always back up all of the data collected, and keep a hard copy in a safe place. 

Bogdan and Biklen (2007) discussed the mechanics of working with the data. 

They recommended the researcher initially sort the data into a manageable system. To 

accomplish this, the researcher should read through all of the data and make notes of 

common categories. The researcher should then try to group the data according to those 

categories. 

The researcher followed all of the guidelines outlined by the researchers in this 

section: Patton (2002), Seidman (2006), and Bogdan and Biklen (2007). The researcher 
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tape recorded all of the interviews and took field notes during the process. If the 

participant declined to have the interview recorded, the researcher relied on field notes 

and a post-interview reflection. Once an interview was conducted, the researcher 

transcribed and typed the notes. The notes were organized using a computerized filing 

system. The researcher printed and filed a hard copy at the researcher's primary 

residence. The researcher manually analyzed the data. To ensure the accuracy of the data, 

the researcher asked for confirmation and feedback from each of the participants. 

Data Collection 

Patton (2002) discussed the three types of formats for interviewing: (a) the 

informal conversation, (b) the interview guide, and (c) the structured open-ended 

interview. The structured open-ended interview is the most structured of all of the 

formats. In the structured interview, the researcher lists all of the questions that they want 

to ask each participant. 

Patton (2002) further discussed the five advantages of the structured format. First, 

it allows the researcher to be consistent with each participant. Second, it allows others to 

inspect the instrument. Third, variations between interviews can be controlled. Fourth, 

the researcher is able to use time efficiently. Fifth, it is easier to analyze and interpret the 

data. Patton also discussed the main disadvantage in the structured format. The structured 

format does not allow the researcher to investigate other topics that may arise. To 

compensate for this weakness the researcher needs to build in probes that will be asked 

during the interview. 



Patton (2002) discussed how the questions need to be sequenced in the structured 

format. He recommended ordering the questions to make the flow of the interview run 

smoothly. Patton also discussed how to write good questions. Good questions need to be 

"open-ended, neutral, singular, and clear" (Patton, p. 353). Open-ended questions give 

the participant a chance to structure his/her own response. Dichotomous or "yes"/ "no" 

questions should be used as little as possible. Multiple questions should not be asked at 

the same time because the participant might not answer both and that would provide the 

researcher with less manageable data. Whenever possible, the researcher should try to use 

appropriate language with which participants are familiar. This not only helps make the 

questions clear for the participant but also helps the researcher when trying to analyze the 

data. 

Seidman (2006) also discussed the structure of in-depth interviewing. In-depth 

interviewing involves open-ended questions. In addition, the amount of time allotted for 

the interview needs to be established before interviews begin, and interviews should not 

go over the established amount of time. 

Patton (2002) described the different categories of questions and how they should 

help guide the researcher. Experience and behavior questions ask participants about 

specific behaviors, actions, and experiences. Opinion and value questions try to get at 

how the participant feels about the topic, and feeling questions try to get at the 

participants emotions. Knowledge questions are developed to see what the participant 

knows about the subject. Sensory questions ask about each of the five senses related to 
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the topic. Background and demographic questions are used to determine the participant's 

history and how it relates to the topic and others in the study. 

Patton (2002) recommended using neutral questions to help avoid the researcher 

leading the participant. Probes are used to help the researcher gain additional information 

about the topic. Probes often come in the form of who, what, when, where, why, and how 

questions. Probes can either be used to help the participant elaborate on the topic or help 

the researcher clarify any misconceptions (Patton, 2002). 

Patton (2002) discussed a technique for closing the interview. Researchers should 

ask participants if there is anything else they want to say about the topic. Having a 

question similar to this one allows the researcher the opportunity to see other aspects of 

the topic that might not have been thought of during the initial phase. 

Seidman (2006) also provided recommendations on developing interview 

questions. Researchers should avoid leading questions and ask participants more open-

ended questions. Researchers should also ask participants to reconstruct instead of 

remember details. Bogdan and Biklen (2007) recommended that the researcher include 

the participants name, date, and site of the interview to help retrieve information. 

Seidman (2006) and Creswell (2007) warned that qualitative questions may change 

during an interview and that in-depth interviewing is not risk free. 

Patton (2002) discussed the mechanics of gathering data during interviews. The 

best way to gather data during an in-depth interview is to use a tape recorder. Tape 

recorders allow the researcher to capture the actual words participants use during the 
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interview. Patton also mentioned that the use of a tape recorder allow researchers to 

spend more time focusing on the participant and the surroundings. 

While tape recorders are recommended, Patton (2002) warns that it is also 

important to take notes. Notes allow the researcher to accomplish four things: (a) 

formulate ideas and new questions, (b) help in determining how the interviews are going, 

(c) helps during post interview analysis, and (d) provide a back up system if the tape 

recorder didn't work. Notes also help identify key phrases and can help the researcher 

pace the interview. 

Seidman (2006) and Bogdan and Biklen (2007) discussed the benefits of tape 

recording all in-depth interviews. Tape recording allows the researcher to keep the 

original data, and check for accuracy if needed. Tape recording also provides security for 

the researcher if anyone accuses the researcher of falsifying data. Seidman (2006) further 

recommended that the researcher use a tape recorder with a separate microphone. 

Separate microphones are able to pick up voices better. 

Bogdan and Biklen (2007) provide some recommendations for the researcher who 

chooses to record the interview. The most important thing is to ask the participant for 

consent to record before the interview begins. The other important thing is to assure the 

participant that his/her information will be kept confidential. 

Trochim (2005) discussed collecting qualitative data through interviews. 

Researchers can either conduct one on one interviews or group interviews, and the 

researcher can either record and/or take notes. 
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Field notes can be taken to help the researcher further describe the setting. There 

are two kinds of field notes descriptive and reflective field notes. Descriptive field notes 

help the researcher do six things: (a) describe the participant, (b) add information 

regarding the participants tone and nonverbal gestures, (c) describe the setting, (d) 

describe what was going on during the data collection, (e) describe other activity 

surrounding the data collection, and (f) describe the participants behavior. Reflective 

notes are taken after the interview is conducted and helps the researcher do five things: 

(a) reflect on the analysis of the data, (b) reflect on the method, (c) reflect on rapport and 

problems during the interview, (d) reflect on the participants behavior, and (e) reflect on 

implications for future studies (Bogdan and Biklen, 2007). 

Bogdan and Biklen (2007) discussed how researchers can utilize interviews. 

Interviews can either be analyzed alone or they can be used along in conjunction with 

other pieces of data to further the researchers understanding of the topic. Data can also 

come in the form of observations or document analysis. 

The researcher used the standard open-ended interview format. The interview 

questions were developed based on the statement of the problem, the overarching 

question, the five sub-questions, and a review of the literature. The interview protocol 

consisted of a total of 22 questions. The researcher contacted the superintendent of 

various counties in Georgia for their approval. After receiving their approval, the 

researcher contacted potential principals for their approval. Upon receiving the principals 

approval a convenient time and p[lace for the interview was determined. All of the 
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interviews took place in the participants place of work. The interview took approximately 

half an hour for each participant to answer the questions, and each of the interviews were 

recorded. Appendix A provides a list and order of the specific questions. 

The researcher used the interview template to take field notes. In addition to the 

transcripts and field notes the research asked participants for a copy of documents related 

to the selection and hiring process three different times. The interview, the field notes, 

and the documents allowed the researcher to triangulate the data. This triangulation will 

strengthen the results of the data collected. All three of these provided sufficient data for 

the researcher to analyze and obtain an in-depth understanding of the topic. 

Data Analysis 

Patton (2002) described the difference between quantitative and qualitative 

analysis. In quantitative studies, data analysis usually begins at the end of collecting data, 

in contrast, in qualitative studies, data analysis usually begins during the data collection. 

During the final analysis the researcher can use both the answers participants give to the 

questions and any notes taken throughout the process to help make interpretations. 

Seidman (2006) recommended waiting until all of the interviews are completed 

before analyzing any of the data. The author points out that this does not mean the 

researcher cannot think about or take notes on the previous interviews before conducting 

additional ones. 

Patton (2002) recommended the researcher start the analysis by organizing all of 

the data. After the interviews are finished, the researcher can transcribe the interviews. 
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Regardless of whether the researcher or a professional transcribes the interview, Bogdan 

and Biklen (2007) recommended that the researcher start a new line each time a person 

speaks. They also recommended breaking longer sections of monologue into smaller 

paragraphs to help with the analysis. The researcher should leave room on the left side of 

the paper to make comments and code data. Seidman (2006) recommended marking 

interesting passages in the transcript in order to reduce and work with the data. 

Bogdan and Biklen (2007) discussed how some of the codes can be categorized 

and grouped. Setting/context codes group information based on the setting, topic, or 

subjects. Situation codes are grouped according to how the participants define topics. 

Perspective codes relate to what the participant thinks. Process codes deal with 

progressing from one point to another. Activity codes deal with the participant's 

behavior, and event codes deal with those behaviors at specific settings. Strategy codes 

relate to how participants handle things that need to be accomplished. Relationship codes 

are developed by knowing the participants interact with on a regular basis. Narrative 

codes are developed relate to items that describe the participant, and method codes deal 

with the methodology behind events (Bogdan & Biklen, 2007). 

Bogdan and Biklen (2007) further recommended using between 30 and 50 codes. 

They also discussed how the researcher can have overarching codes and then have sub

codes to further divide the data. Data can fall under several different codes. Patton (2002) 

discussed one of the benefits and weaknesses of using Computer Assisted Qualitative 

Data Analysis Software (CAQDAS). A benefit of using software is the amount of time it 
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saves when analyzing data. A weakness for using CAQDAS is it takes time to learn the 

software program. Patton also warned that CAQDAS is only a tool to be used to help 

organize and retrieve data. The analysis is still done by the researcher. 

Miles and Huberman (1994) provided guidelines for analyzing qualitative data. 

They discussed starting the analysis with a within-case analysis. They recommended 

placing the results of each within-case analysis in a matrix and then conducting a cross-

case analysis. A matrix allows the researcher to reduce the codes and determine emerging 

patterns. 

The research followed the guidelines of Patton (2002), Seidman (2006), Miles and 

Huberman (1994), and Bogdan and Biklen (2007) to analyze and the data. The researcher 

planned to analyze the transcripts, the field notes, and any documents received during the 

study. The researcher began with a within-case analysis and then conducted a cross-case 

analysis. The second coding of the data allowed the researcher to triangulate the results. 

After the analysis, the researcher developed a summary sheet of each participant's 

responses. The summary sheet was sent to each of the participants for confirmation and 

feedback. After the participants responded, the researcher conducted a third triangulation. 

The researcher used the analyses, the summary sheet, and the participants' responses to 

triangulate the results. 

Provision for Trustworthiness 

Patton (2002) discussed how important it is for the researcher to gain and build 

rapport with the participant and how important it is for the researcher to remain neutral. 
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One way to accomplish this is to illustrate to the participant that the researcher is already 

familiar with the topic and only wants to learn more about it from the participant. 

Another way the researcher promotes trustworthiness is by providing participants with an 

informed consent letter. The informed consent letter assures the participants that the 

researcher has gone through the Instructional Review Board (IRB) process. 

Bogdan and Biklen (2007) recommended starting the interview by getting to 

know the applicants. This technique helps put the participant at ease when discussing the 

topic. They also recommended starting the interview by discussing the purpose of the 

interview, and how the data will be utilized. To build rapport and establish a relationship 

the researcher should treat the participant as an expert (Bogdan & Biklen, 2007). 

The researcher followed a structured format. The researcher started the interviews 

by requesting that the participants sign an informed consent letter. The researcher 

informed the participants of the purpose of the interview and how the data was utilized. 

The researcher also mentioned that the interviews were recorded and that all identifying 

information was kept confidential. The researcher assigned each participant a 

pseudonym. Throughout the interview, the researcher constantly worked on building 

rapport with the participant. 

Ethical Issues 

Bogdan and Biklen (2007) provided seven guidelines that researchers should 

follow when conducting research. First, researchers should choose participants who do 

not feel coerced to participate. Second, researchers should keep participants information 
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confidential. Third, researchers should provide participants with a timeframe for how 

long the interview will take. Fourth, researchers should keep specific participant 

information anonymous by using pseudonyms. Fifth, researchers should choose 

participants that don't mind sharing information about the topic. Sixth, researchers should 

be considerate and treat all participants with respect. Seventh, researchers should tell the 

truth when reporting the findings (Bogdan & Biklen, 2007). 

Patton (2002) discussed the ethics behind conducting qualitative research. 

Participants will often provide sensitive information during interviews so it is important 

that the researcher get informed consent prior to interviews. To help alleviate 

participants' worries, researchers often provide pseudonyms to protect the participant's 

confidentiality. 

To guard against ethical violations, the researcher received local IRB approval 

from Mercer University. The researcher also received local IRB approval from each of 

the districts before conducting each interview. To increase the dependability and 

confirmability of the study, the researcher provided a list of all of the questions asked 

during the interview. Appendix A provides a list of the specific questions. To further the 

credibility and dependability of the study, the researcher kept a digital and hard copy of 

all transcripts, field notes, and documents analyzed in this study. 

Summary 

This chapter provided a detailed description of the methodology used in this 

study. The researcher conducted a descriptive study to gain an in-depth understanding of 
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what procedures principals use to select and hire teachers. The researcher received IRB 

approval from all agencies before conducting the study. The researcher purposefully 

sampled a minimum of two elementary school principals, two middle school principals, 

and two high school principals. The researcher then interviewed each of them using the 

structured open-ended interview format. The specific questions are provided in Appendix 

A. After completing the interviews, the researcher transcribed the interviews, and then 

analyzed and coded the transcripts, field notes, and documents. The researcher used the 

transcripts, the field notes and the documents to conduct the first triangulation. The 

researcher conducted a within-case and cross-case analysis on the data by hand and used 

the two analyses to determine the emerging codes and patterns. The researcher used the 

within-case analysis, the cross-case analysis, and the emerging codes and patterns for the 

second triangulation. The researcher developed and sent a summary sheet to each of the 

participants asking for confirmation and feedback. The analysis, the summary sheet, and 

the participants' responses were used for the third triangulation. The data will be 

maintained in a safe and secure place at the researcher's primary residence for a 

minimum of five years. In Chapter Four, the researcher will present the analysis from the 

data. In Chapter Five, the researcher will discuss interpretations from the data and areas 

for future research. 



CHAPTER FOUR 

RESULTS 

Introduction 

The attrition and burnout of teachers has contributed to the increase in the number 

of teachers principals must hire each year. The NCLB, the IDEA, and the Official Code 

of Georgia 20-2-211 all mandate that school systems implement policies and procedures 

to select and hire teachers. Cooper et al. (2004) discussed how to evaluate whether 

policies and procedures have been implemented. One way to accomplish this is to 

examine what actually takes place in the field. Therefore, the purpose of this study was to 

provide an in-depth description of the procedures principals use to select and hire 

teachers. To accomplish this, the researcher used a qualitative design and interviewed 

principals in the field using an open-ended structured interview format. The researcher 

also took field notes and collected documents related to the selecting and hiring teachers. 

This chapter is devoted to the results of the analysis and is divided into four 

sections. First, the researcher provides an overview of the data collected. Next, the results 

from the study are presented. The researcher begins with a discussion of the demographic 

and background information, and then presents the findings of the five research 

questions. 

56 
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Overview of Data 

The researcher interviewed 10 principals regarding the role of the principal in 

selecting and hiring teachers: (a) five elementary, (c) two middle, and (d) three high 

school principals. The principals were located in six different counties in Georgia. The 

data from the interviews were organized into four sections for analysis: (a) the initial 

recorded interview (b) the transcriptions from the interviews, (c) documents collected 

during the interviews, and (d) the responses to the summary sheet. The researcher 

conducted a within-case analysis which allowed the researcher to extrapolate codes 

within each case and then a cross-case analysis allowed the researcher to reduce the codes 

and determine reoccurring codes and patterns. 

Each interview lasted approximately half an hour and yielded approximately 12 

pages of transcribed data. The researcher also collected documents from 6 of the 10 

principals and two participants provided a verbal description of their documents. The 

documents were organized into three categories: (a) a list of interview questions 

principals ask candidates, (b) a scoring guide or rubric principals use to compare 

candidates, and (c) other documents related to the hiring process. 

In each of the research questions the findings are presented in descending order, 

beginning with the strongest pattern and ending with specific codes. Tables are also used 

to describe from which participants the code and pattern emerged. 
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Results of Data Analysis 

To strengthen the reliability and validity of the results, the researcher triangulated 

the data three times. The first triangulation occurred during the interview process. The 

researcher triangulated the data by taking field notes, digitally recording the interviews, 

and by collecting documents. This triangulation ensured that the information that was 

collected was an accurate representation of the role of the principal in selecting and hiring 

teachers. 

The second triangulation occurred after the analysis of the data. The original data, 

the within-case analysis, and the cross-case analysis were used for this triangulation. The 

researcher started with a hard copy of the data, and then used the hard copy to conduct a 

within-case analysis. After the within-case analysis, a cross-case analysis was conducted 

and then the results were placed in a matrix to examine for reoccurring themes and 

patterns. 

The researcher conducted a third triangulation after the analysis of the data was 

complete. The analysis, the summary sheet, and responses from participants were used to 

conduct this triangulation. The results from the analysis were used to develop summary 

sheets, and then the summary sheets were sent to each participant asking for confirmation 

and feedback on the results of the analysis. The researcher received responses from 9 of 

the 10 participants. 
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Demographic and Background Information on the Sample 

The researcher used the variable school level to describe and compare the 

principals' role in selecting and hiring teachers. Interviews were conducted with 10 

participants: (a) five elementary school principals, (b) two middle school principals, and 

(c) three high school principals. This section begins with a description of demographic 

and background information on each participant. Emerging codes and patterns are then 

discussed. 

The first interview was conducted on February 10, 2009, at 5 PM in the 

participant's office. The participant, HI, was an energetic white male completing his 

second year as principal of a high school. He had been an assistant principal for eight 

years and a teacher and coach for 12 years. All of his work experience has been in the 

same county. In the past two years, he had to hire about one-third of the faculty; some of 

the positions are a result of growth in student enrollment and the others are due to 

attrition. He had a difficult time trying to hire a Spanish teacher; however, he typically 

gets his first choice. He believed that personnel drive the school and that principals 

should take their time when hiring. He stated, "We're dealing with children and we're 

dealing with someone else's children so you do whatever is necessary and you take as 

much diligent time to try to hire the very best people." He also believed that the interview 

process can be used as an evaluation tool. He stated, 

What you say in the interview is your stamp, and your word, and your bond. 

Because, you know, you come into the interview as a teacher and say I am a 
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project based teacher, performance based, I love projects and this is what we do in 

my classes. Well then when I hire you, then we expect throughout the course of 

the year for you to do some of the things that you said. 

The second interview was conducted on February 13, 2009, at 4:30 PM in the 

participant's office. We sat directly across from each other with nothing in between us. 

The second participant, E2, was a friendly white female completing her second year as 

principal of an elementary school. She had been an assistant principal and instructional 

coach for four years, and taught elementary school for 17 years. She discussed how hiring 

has been a challenge, and how one of the ways she copes with the challenge is by taking 

extensive notes. She stated, 

I found out that if I don't write something down, as I go back and think about the 

interview, the interview is kind of difficult to kind of remember, exactly what was 

said, especially after you have done two or three. 

Her first year she had to hire eight teachers, and this current year she has had to hire two 

teachers in the middle of the school year. She typically gets her first choice; however, she 

had difficulty finding a qualified music teacher. 

The third interview was conducted on February 17, 2009, at 4:30 PM in the 

participant's office. The third participant, E3, appeared friendly and interested in the 

research topic. She was a white female completing her sixth year as principal of an 

elementary school. She worked one year as the special education director for the county 

and has been assistant principal for three years. The number of people that she has had to 
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hire has grown over the last five years due to student growth. This past year she hired 

between six and 12 teachers, and she anticipates only hiring two special education 

teachers this year. She typically gets her first choice and has been able to fill all of her 

vacancies with very little trouble. She discussed how the hiring process can be very time 

consuming; normally taking between one to two hours per applicant. She stated, 

I think that we make a decision about who is going to teach children based on a 

two-hour process. I really would like to have some way to put in place that it is 

mandatory that we see you teach. 

The fourth interview was conducted on February 19, 2009, at 3:45 PM in the 

participant's office. We sat at the conference table in her office. She was friendly and 

cheerful during the interview, partially because she was happy about her school's test 

results. The fourth participant, E4, was a white female, completing her seventh year as 

principal of an elementary school. She has also been an assistant principal parent 

coordinator and a pre-k director within the county. She discussed how her current school 

has a low turnover rate and she normally hires fewer than three teachers each year. Next 

year she does not anticipate having to hire any. She discussed how hiring a teacher is 

time consuming process; she spends around 20 hours per position to ensure the 

appropriate person gets the job. 

The fifth interview was conducted on February 23, 2009, at 3:45 in the 

participant's office. The fifth participant, E5, was a black female completing her third 

year as principal of an elementary school. We sat across from each other at her desk, and 
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she appeared to be interested in the topic and willing to share her expertise. She has been 

assistant principal for three years and taught for 10 years. She hired eight teachers her 

first year, four teachers last year and doesn't think she will have to hire any this coming 

year. She had difficulty hiring teachers her first year; however, now she finds it less 

difficult. She stated, 

My very first year I had to hire eight teachers in June; because, the principal 

before me she, um, retired late, and so I didn't get hired until June, and I 

remember scraping, uh, going out of state, calling out of state, trying to find 

teachers.. .It was difficult because there weren't many prospects, now there are 

tons so it is not difficult. 

The sixth interview was conducted on February 24, 2009, at 3:45 PM in the 

participants' office. The sixth participant, E6, was a white female completing her eighth 

year as principal of an elementary school. She has been in other leadership positions in 

different counties. She is completing her 38l year in education. Throughout the interview 

she expressed a concern for children and wanted to improve their lives by ensuring others 

received proper training. She stated, 

I love what I do, um, it is not a job it is a calling. When that calling's gone then I 

will go home, u I uh, when you don't want to do it for the children, you are in the 

wrong place. 

She reported that she has not had to hire many teachers, in the past two years she has 

hired three teachers, and this year she did not believe she will have to hire any. She 
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discussed how the hiring process can be very time-consuming, often taking weeks of her 

time. She has been able to fill her positions, but has had a difficult time hiring special 

education teachers. She reported having to fill them using the Teacher Alternative 

Preparation Program (TAPP). 

The seventh interview was conducted on February 25, 2009, at 3:45 PM in the 

participant's office. The seventh participant, M7, was a black male completing his third 

year as principal of a middle school. We sat across from each other at his desk, and he 

was polite and friendly during the interview. He was assistant principal for four years and 

has taught for eight years. He reported having a very low turnover, normally hiring 

between three to five teachers a year. He discussed how the length of time to hire a 

teacher depends on a number of factors. He stated, 

My job is to delve a little bit deeper, to ensure that we have the best person we 

can get.. .be confident that I have, again the best person that I feel, will, I think, 

bring something positive to our kids. 

It usually takes around three weeks, but can go quicker if everything is aligned. He has 

had a difficult time finding highly qualified math, science, and special education teachers; 

however, he has been able to fill all of the positions using TAPP teachers. 

The eighth interview was conducted on February 26, 2009, at 4:30 in the 

participant's office. The eighth participant, M8, was a black male completing his second 

year as principal of a middle school. During the interview he was polite, friendly and 

appeared interested in the research topic. He was assistant principal for eight years and 
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has taught for five years. Before transitioning into education, he was a detective in law 

enforcement. He stated, 

I don't look at myself as being the sharpest, smartest crayon in the box. Uh, I try 

to hire great quality people, and let them loose, and let them do what they need to 

do. Uh, so I mean, just because I have the keys to the building, does that make me 

the smartest in the building, absolutely not, um, and, and for me it would be 

stupid, I mean literally stupid, for me to have quality people in the building and 

not utilize them. 

He typically hires four to five teachers a year and has found it challenging to hire 

businesses education, math, and science teachers. He believed that principals should take 

their time when hiring teachers. He stated, 

The hiring process, that's the one time, and it's the most powerful opportunity, for 

a principal to shape his culture, to shape the culture of his building, and to hand 

pick individual teachers.. .If you get quality people from the start it would lessen 

all the headache, and the heartaches that you go through, once you bring them in 

your building. 

The ninth interview was conducted on February 27, 2009, at 4:30 PM in the 

participant's conference room. The ninth participant, H9, was a white male completing 

his second year as principal of his current high school. He was friendly and energetic. 

During the interview he admitted mistakes that he has made during the hiring process. He 

stated, "I've made some mistakes, and um, I have had kids who have had to pay for those 
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mistakes, and that keeps me up at night, just to be honest with you.. .1 cannot take back 

those mistakes..." He has been a high school principal in several other counties for a total 

of five years. He was an assistant principal for five years in a psycho-educational facility 

and has also taught for three years. He typically has a large turnover rate; last year he 

hired 13 teachers. He has had a difficult time hiring highly qualified math, science, 

special education, and foreign language teachers. He stated, 

I honestly would rather start the year with a long-term sub then find somebody 

that was not qualified. If you are going to settle for mediocrity, you, you might as 

well not go through the interview process, just take whoever the hell will come in 

the door, and, and I have, um I cannot have that. 

He sets a professional goal each year to be done hiring by the first of May; however, he 

has never reached that goal. He went on to discuss how principals need to take their time 

and hire the right person. 

The tenth interview was conducted on March 4, 2009, at 3:45 PM in the 

participant's office. The tenth participant, H10, was a white male completing his eighth 

year as principal of a high school. We sat across from each other in a corner of his office. 

He was friendly and polite, during the interview. He has been assistant principal for five 

years and has taught for seven years. In the past he has had to hire a large number of 

teachers. This past year he hired seven teachers, and this year he hired two. He had a 

difficult time finding a drama teacher one year and his solution was to not offer the class 

for that year. He discussed how the hiring process takes about 25% of his time in March 
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and April. He went on to discuss how he takes time to ensure he gets the right person for 

the position. He stated, 

I do the selecting urn I take a lot of pride in um who 1 bring to this school and in 

and in the culture that we shape here um and teaching faculty are the heart of 

that.. .It is really easy to say no in the hiring process. It is when you have hired 

them, and your kind of stuck with them, that things get difficult.. .1 would rather 

have a sub for a month than a bad teacher that I am going to have to work to get 

rid of. 

A cross-case analysis revealed several patterns and codes. First, all 10 principals 

were willing to discuss the selection and hiring of teachers and 6 of the 10 shared 

documents. Second, all of the participants discussed a love of and dedication to children. 

Third, all 10 discussed that they were responsible for hiring teachers for their school. 

Fourth, all 10 principals indicated they had a process in place to select and hire teachers. 

Fifth, all 10 principals discussed their job related experience. The principals had a 

range from two to eight years experience in their current school. The mean experience as 

principal was four and a half years. The sixth and seventh patterns that emerged were a 

result of participants indicating that the number of teachers hired each year is a result of 

student growth and teacher attrition. The eighth pattern that emerged was that all 10 

participants indicated that the hiring process was time consuming. The ninth pattern 

indicated that all 10 principals typically get their first choice. 
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The next four patterns resulted from the various teaching positions that principals 

had difficulty filling. Both middle school principals, and one high school principal 

indicated a difficult time hiring math and science teachers. One elementary, one middle, 

and one high school principal indicated they had a difficult time hiring special education 

teachers, and one elementary school, one middle school, and one high school indicated a 

difficult time finding elective teachers. Elective teachers included music, business 

education, and drama teachers. Another code that emerged was that two high school 

principals indicated they had a difficult time hiring foreign language teachers. Table 1 

provides a description of participant responses. 
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Table 1 

Demographic Patterns and Codes 

Patterns/Codes 

Willing to discuss the selection process 

Love and Dedication to children 

Decentralized hiring process 

Have process in place 

Job related experience 

Student Growth and Attrition 

Time Consuming process 

Typically get first choice 

Difficulty filling Math positions 

Difficulty filling Science positions 

Difficulty filling Special Education 

Difficulty filling elective positions 

Difficulty filling foreign language 

Note. E = Elementary School Principal, 1 
Principal. The number corresponds with 
interviewed. 

Participants 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

M7, M8, H9 

M7, M8, H9 

E6, M7, H9 

E2, M8, H10 

H1,H9 

= Middle School Principal, H = High School 
e order in which the principals were 
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Research Question One: 

What Training have Principals Received Regarding the Hiring Process? 

The researcher found four patterns that emerged from the analysis of the data. The 

first and strongest pattern indicated that 5 of the 10 participants received training from 

leadership classes in their graduate program. All of the participants who reported training 

from leadership classes also reported training from one of the other three patterns. 

The second pattern that emerged was that participants received training through 

experience on the job. Two elementary, one middle, and one high school principal 

communicated that they learned how to select and hire teachers from experience on the 

job. The third pattern showed that 4 out of 10 participants reported some training from 

their current Human Resource department. One of the middle school principals, M8, 

discussed why he felt it was important to question why their county does things a certain 

way. He stated, 

It goes back to when I was a police officer, usually the cases that I charge 

individuals with, was the cases that the individual that trained me charged 

individuals with, and if he taught me wrong that is all I knew. I did what he did, 

um, and sometimes that happens in education. Um, you just take on the habit of 

the organization and sometimes if you don't question the way they do things, or 

why they do things, this way, you just fall in line and start doing things the way 

they do it. 
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One high school principal, H9, discussed why it is important to always check with the 

board of education before making the final decision. He stated, 

I always check with the board of education, and make sure that there is not any 

surprises that they might know of; because, sometimes ,uh, our human resources, 

uh, our chief human resources officer might know something I don't know.. .1 

never want to be surprised, I don't want to recommend somebody and then all of a 

sudden get up there to a board meeting and they.. .pull the rug out from beneath 

my feet, and go you can't have that person. I always make sure I got my ducks in 

a row before we get up there. 

The last pattern that emerged was from three elementary school participants. The 

pattern revealed that they learned about the hiring process by personally reading about 

the subject. 

The researcher also found that one elementary and one high school principal 

reported receiving training from seminars. The high school principal, H10, could not 

remember the name of the specific program but indicated that he received training on a 

behavior based interview technique. The elementary school principal, E5, received 

training from the Georgia Leadership Institute for School Improvement (GLISI) on the 

hiring process. Table 2 provides a description of participant responses. 
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Table 2 

Principal Training on the Hiring Process 

Patterns/Codes Participants 

Leadership Class E3, E4, M8, H9, H10 

Job experience HI, E4, E6, M7, H9 

Human Resource Department E2, M7, M8, H10 

Personally Reading E3, E4, E6 

Seminars E5, H10 

Note. E = Elementary School Principal, M = Middle School Principal, H = High School 
Principal. The number corresponds with the order in which the principals were 
interviewed. 

Research Question Two: 

Who does the Principal Involve in Decision Making Process? 

The analysis of the data revealed that all of the principals utilized some form of a 

committee. The committees had a range from two to six participants, with a median of 

five committee members. One high school principal interviewed candidates by himself, 

followed by an interview of the candidate by the department head. After they had both 

interviewed the candidate, the principal and department head discussed the candidate. 

One elementary principal, E6, interviewed all candidates and on occasion will include the 

assistant principal in the interview process. She stated, 

One of the reasons I don't go with a committee, I, uh, it is because it is a small 

town, and when you start looking at relatives.. .you lose your perspective, you are 
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not objective anymore, and here everybody is related to everybody.. .and that does 

make it very tough. 

Seven other patterns emerged from the analysis of the data. The first and strongest 

pattern was all 10 principals reported participating in the applicant's interview. The 

second pattern indicated that 8 of the 10 principals preferred to include the assistant 

principal. They included the assistant principal to help further the assistant principal's 

experience with regard to the selection and hiring process. 

The third and fourth patterns both had five participants indicate that they would 

include either the department chair or one or two additional teachers on the interview 

committee. One elementary, one middle, and three high school principals reported 

including the department chair in the content area, and four elementary and one high 

school principal indicated that they include one or two additional teachers from the grade 

level. The fifth pattern that emerged was to include the academic coach for the position 

that was available. This pattern had two elementary and one middle school principal. 

Four other codes that emerged came from an elementary and middle school 

principal. The elementary school principal included the media specialist and a special 

education teacher. The middle school principal included a councilor and a graduation 

coach. Table 3 provides a description of participant responses. 
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Table 3 

People Involved in Decision Making 

Patterns/Codes Participants 

Principal 

Assistant Principal 

Department Head of Content 

One or Two Additional Teachers 

Academic Coach for Subject 

Media Specialist 

Special Education Teacher 

Graduation Coach 

Counselor 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

HI, E2, E4, E5, E6, M7, M8, H9 

H1,E3,E4,M8,H9,H10 

E2, E3, E4, E5, M7, H9 

E3, E4, M7 

E5 

E5 

M8 

M8 

Note. E = Elementary School Principal, M = Middle School Principal, H = High School 
Principal. The number corresponds with the order in which the principals were 
interviewed. 
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Research Question Three: 

What Standardized Procedures do Principals Incorporate into the Hiring Process? 

The analysis of the data revealed that principals use a three-step process to select 

and hire teachers. The first step is to identify potential applicants. The researcher found 

three patterns that emerged during this first step. The first and strongest pattern indicated 

5 of the 10 participants got applicants from www.TeachGeorgia.com. Two elementary 

school principals, one middle school principal, and two high school principals actually go 

to TeachGeorgia.com and pull applications directly from the website. The second pattern 

was to network with the Human Resource department. Two high schools and an 

elementary school principal got applications from the counties Human Resource 

department. The third pattern indicated that principals gathered applications during a 

county job fair. Two elementary and one middle school principal relied on the counties 

job fair to gather potential applicants. 

The second step in the selection and hiring process is to interview potential 

applicants. Two elementary school principals, one middle school principal, and one high 

school principal reported they interviewed between five and six applicants. This was the 

only pattern that emerged during the second stage of the selection and hiring process. 

However, two principals indicated that they interviewed between three to five applicants, 

and two principals indicated that the number they interview depends on the number of 

applicants. One participant, M7, stated, "Everybody who meets the initial screening 

criteria will get a full panel interview." 

http://www.TeachGeorgia.com
http://TeachGeorgia.com
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All of the principals reported that they had specific questions they liked to ask in 

an interview, and 9 of the 10 reported that they ask the same questions to every applicant. 

The number of questions asked during an interview ranged from 8 to 30 questions. One 

middle school principal, M7, stated, "It is good to allow elaboration, but it it's not good 

to be, uh, inconsistent in the main questions that you ask, so we try to be consistent." In 

direct contrast one high school principal, HI, compared the number of questions asked 

during an interview to differentiated instruction. He discussed how the number of 

questions he asks depends on the applicant; they ask whatever is necessary to pull out the 

answers they want. One elementary principal, E6, stated, 

I try to listen to what the person says, and then I may have a question about what 

they have said, so I'm not so hung up on just that, you know, here it is, okay, 

thank you for that and move to the next one.. .But you know sometimes they will 

say something, and then that leads to something else you want to probe a little bit. 

Another pattern that emerged was that these principals asked questions in a round 

table discussion. Four elementary, two middle, and one high school principal asked 

questions in a round table discussion. The round table discussion has each member of the 

committee ask specific questions. Participant, E2, provided her reason for using a round 

table format. She stated, "I think that people respond better if they aren't always having 

to make eye contact with one person." Participant, E3, disagreed and provided her 

rational for having one person facilitate the interview. She stated, "I prefer the one person 

facilitates because then everybody else is focused on the candidate." Refer to the 
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documents section of this chapter for a discussion of what questions are asked commonly 

during an interview process. 

After the interview another pattern emerged, three principals reported that they 

walk the candidate around the school. While on the tour, the principal takes the 

opportunity to explain and highlight some of the things.that are taking place at the school. 

Participant, H10, stated, 

I will walk them around the entire campus, and tell them about the high school, 

and about the students, .. .1 am a firm believer that both parties, going into a 

professional relationship, really need to have their eyes open, um, so there are not 

any surprises that first week of school. 

A code that emerged indicated that two participants ask each candidate to spend 

the entire day at the school. Participant, HI, provided his rationale for having the 

applicants spend the day at the school. He stated, 

What we like to do is have, um, the candidate come in and, um, spend a day with 

us, and um let them know a little about the high school. Um, sit in a classroom, 

meet with department heads, have lunch, see the kids interacting, see the total 

school experience, other than just sitting in my office... So we try to paint a real 

picture, so to speak. 

Participant, M8, provided his rationale for having the candidate spend a day at the school. 

He stated, 
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I ask the person who wants to interview to come and spend a whole day with us; 

because, I believe that an interview should be two sided. It is not what you have to 

offer, for me, to me in this building, but it is also what I have to offer to you, and 

so I want them to get a true picture of what the building is like. 

During the last stage of the process the principal decides on the applicant they 

want to hire. All 10 principals reported that they made the final decision. Participant, H9, 

elaborated and discussed that the principal makes a recommendation of who they want to 

hire to the board of education. Table 4 provides a description of participant responses. 
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Table 4 

Standardized Procedures Principals Use to Make Decisions 

Patterns/Codes Participants 

Step One - Gather Applications 

TeachGeorgia.com E2, E5, M8, H9, H10 

Network with HR Department H1, E5, H9 

County Job Fair E3, E4, M7 

Step Two - Interview 

Interviews 5 to 6 Applicants E2, E4, M8, H9 

Asks the same Questions E2, E3, E4, E5, E6, M7, M8, H9, H10 

Asks 10 Questions E2, M8, H9, H10 

Takes Turns Asking Questions HI, E2, E3, E4, E5, M7, M8 

Walks Applicants Around School HI, E5, H10 

Step Three - Final Decision 

Calls References E2, E3, E4, E5, M7, H9 

Principal Decides HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

Principal recommends to Board of H9 

Education 

Note. E = Elementary School Principal, M = Middle School Principal, H = High School 
Principal. The number corresponds with the order in which the principals were 
interviewed. 

http://TeachGeorgia.com
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Research Question Four: 

What Method do Principals use to Select Candidates at the Different Levels of 

Screening? 

A cross-case analysis of the data revealed several patterns and codes that emerged 

in each step of the selection process. In the first step, two principals use a rubric to help 

narrow the number of applicants, and two principals allow the committee to select which 

applicants the committee will interview. In addition, in the first step, one principal ranks 

applicants before selecting whom to interview. Participant, M8, discussed his reason for 

examining each candidate carefully during the first state. He stated, 

You have to read for those little things, you just can not read through it and 

because they are going to make it all look good, but you have to read through it to 

see hey now this individual worked in 2001, and then 2002, 2003, and then 

something happened, then they showed back up 2007, something happened. You 

know what happened, and, and then you have to read on through and try to find 

those hidden things, because everybody is going to make their resume sound 

good, but you have to be able to read through those applications and find those 

hidden little things. 

Participant, E3, indicated that she also examines the critical questions before inviting 

someone to interview. She stated, "Did they answer yes to any of the critical questions 

involving being non-renewed or having committed a felony." 
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In the second step, the researcher found one pattern. Four principals use a rubric 

when interviewing potential candidate and one principal provides room after each 

question for the committee members to take notes. Participant, M7, uses a rubric at each 

stage of the selection process; however, he indicated that principals should consider more 

than just the rankings. He stated, "When you are dealing with the quality of a person, you 

have to consider more than just, uh, uh subjective ranking on questions.. .How effective 

this person will be in your organization." 

In the third step, the three patterns emerged. First, all 10 principals indicated that 

they made the final decision. Second, before making their decision, 8 of the 10 principals 

discuss the candidates with the committee. The last pattern revealed that 4 of the 10 

principals have the committee rank each of the candidates. Participant, M8, elaborated on 

the things principals need to do before making their decision. He stated, "I don't do 

anything for the first time without calling someone.. .to bounce it off of them, um, we 

have a director of special education, that is why she is there." Refer to the documents 

section of this chapter for a discussion of the rubrics and rating scales used by principals. 

Table 5 provides a description of participant responses. 
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Table 5 

Methods Principals use to Record anc 

Patterns/Codes 

Step One - Gather Applications 

Uses Application Screening Rubric 

Committee Screens Applications 

Principal Ranks 

Step Two - Interview Applicants 

Uses Interview Rubric 

Takes Notes 

Step Three - Final Decision 

Discuss Candidates with Committee 

Committee Ranks Candidates 

Principal Decides 

Evaluate Candidates 

Participants 

E3, M7 

E3, M8 

E6 

E2, E3, E4, M7 

E6 

E2, E3, E4, E5, E6, M7, M8, H9 

E3, E4, M8, H9 

HI, E2, E3, E4, E5, E6, M7, M8, H9, H10 

Note. E = Elementary School Principal, M = Middle School Principal, H = High School 
Principal. The number corresponds with the order in which the principals were 
interviewed. 
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Research Question Five: 

What Hiring Criteria do Principals Use to Make their Final Decision? 

A cross-case analysis of the data revealed eight patterns that these participants 

examine before they make their final decision. The first and strongest pattern indicated 8 

of the 10 principals analyzed reactions from the interview panel. However, participant H9 

stated, 

Some people didn't see eye to eye with some of the changes I wanted to make.. .1 

will tell you that there have been times that my committee may have interviewed, 

and they may have screened, and they may have chosen someone, who I may 

know, because I have gone through some references checks. That person may not 

be the best fit, they may interview extremely well, but there might be something 

in their background that I can not necessarily share with the committee. 

The second pattern indicated that 6 of the 10 participants considered references 

before making their final decision. Participant, E4, stated, "I do call and get 

references., .that's a piece of the puzzle that the rest of the committee would not have 

necessarily in the end." Participant, H10, agreed that it is important to call and get 

references. He stated, 

If they are still in the final stack I will call at least one reference on every, every 

person, uh, because a lot of times you can here in talking to a reference some tiny 

bit that is going to kind of tilt you one way or the other. 
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The third pattern revealed that 6 of the 10 examined whether the candidate fit with 

the school's concept. The second participant, E2, discussed how principals need to 

balance how well a candidate fits with the specific position and how well they fit with the 

entire school concept. She stated, 

It takes lots of consideration and lots of effort to make sure that you get the right 

person and the right fit for the right job... You want somebody that's kind of 

marketable to because there is no guarantee that you'll always have three fifth 

grade classrooms so you need somebody that can teach fourth grade or third grade 

as well. 

The fourth pattern revealed that 5 of the 10 principals analyzed whether the 

candidate was committed and dedicated to helping children. The fifth participant, E5, 

discussed how this is sometimes difficult to judge. She stated, "Everybody says I love 

kids uh I don't want to hear I love kids what do you how do you manage the kids in the 

classroom?" 

The next four patterns all had 3 of the 10 participants indicate that they examined 

these qualities prior to making a decision. First, they reviewed the candidate's previous 

experience. Second, they examined whether the applicant had good credentials. Third, 

they analyzed whether or not candidates were going to be able to deliver the content and 

engage students. Last, these participants reviewed candidate's strengths and weaknesses 

before they made a final decision. Table 6 provides a description of participant responses. 
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Table 6 

Criteria Principals Use when Making their Final Decision 

Patterns/Codes Participants 

Reactions from Interview Committee E3, E4, E5, E6, M7, H9 

Consider References E2, E3, E4, E5, M7, H9 

Fit with School Concept HI, E2, E6, M7, M8, H9 

Committed and Dedicated to Children E5, E6, M7, M8, HI0 

Previous Experience E3,M7, H10 

Good Credentials E6, M7, H9 

Deliver Content and Engage Students HI, M7, M8 

Strengths and Weaknesses H1,E2, E6 

Team player E2, M7, M8 

Note. E = Elementary School Principal, M = Middle School Principal, H = High School 
Principal. The number corresponds with the order in which the principals were 
interviewed. 
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Documents 

The researcher collected documents from six of the 10 participants, and two 

participants, H9 and H10, provided a verbal description of their documents. The 

researcher grouped the documents into three categories: (a) questions asked during an 

interview, (b) the rubric used to score the applicants, and (c) supporting documents 

related to the hiring process. After the researcher grouped the documents a within-case 

analysis and cross-case analysis was conducted on the interview questions, and a within-

case analysis was conducted on the rubrics and supporting documents. 

The cross-case analysis of the interview questions revealed eight patterns and 

codes. First, six of the seven participants indicated that they asked candidates to tell about 

themselves. Second, five principals asked about communicating expectations with 

students and managing the classroom environment. Third, five principals asked about 

communicating and including parents in their child's education. Fourth, four principals 

out of seven asked about the candidates teaching style and differentiating instruction in 

the classroom. 

The next four patterns all had three out of seven principals report asking these 

questions during an interview. First, principals asked about candidate's strengths and 

weaknesses. Second they asked about lesson plans, and third they asked about what 

candidates thought the principals' role was in the school. Fourth, participants asked about 

how candidates managed conflicts and solved problems. Participant, H9, did this by 

providing scenarios for the candidate. He stated, 
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Scenarios range from uh an irate parent comes to your room in the morning before 

school uh demanding to know why you gave little Johnny a zero on the 

assignment when little Johnny did exactly what he was told to do to uh you have a 

you have a peer who uh every time you walk by them in the hallway mumbles 

something under their breath about you know how would you handle that. 

Two other codes emerged from the cross-case analysis. Two principals indicated 

that they ask the candidate about their philosophy of education, and two principals asked 

about how they incorporated technology in their classroom. Table 7 provides a 

breakdown of participant responses. 
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Table 7 

Questions Asked During the Interview 

Patterns/Codes Participants 

Tell about yourself E3, E4, E5, M7, M8, H9 

Classroom Management E3, E4, E5, M7, H9 

Contact and Inclusion of Parents E5, E4, M7, M8, H9 

Describe Teaching Style E3, E5, H9, M7 

Strengths and Weaknesses E3, E4, E5 

Lesson Plans E3, E5, M7 

Principals' role in School E3, M8, H9 

Conflict Resolution/Problem Solving E3, M8, H9 

Philosophy of Education E4, H9 

Incorporate Technology E5, M7 

Note. E = Elementary School Principal, M = Middle School Principal, H = High School 
Principal. The number corresponds with the order in which the principals were 
interviewed. 

Participant seven, a middle school principal, provided both a paper screening 

rubric and an interview rubric. The paper-screening rubric came from the county's human 

resource department. The rubric is divided into seven sections: (a) candidates name, (b) 

application/resume, (c) credentials, (d) experience, (e) references, (f) recommendations, 

and (g) comments. The rubric used a three-point scale to score each candidate in five of 
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the sections. The rubric had a place for the evaluators name, date, and signature. The 

rubric also had directions for the evaluator to follow. 

Participant seven's interview rubric was self-made. The rubric is divided into five 

sections: (a) professional experience, (b) instruction, (c) relationships, (d) content, and (e) 

overall rating. Each section includes the questions asked in the interview, a place for the 

committee member to take notes, and a place to score the applicant. The rubric uses a 10-

point scale. Two other participants provided a rubric used during the interview process. 

Participant three provided the interview rubric she uses to select and hire teachers. 

The rubric provides room for a committee member to take notes after each question, and 

provides space for each member to score the response. The scoring guide uses a four-

point scale and it provides a description for what score receives which point value. A 

candidate receives a zero for answers that are totally off base, and a candidate receives 

three points for impressive answers. 

Participant four uses a rubric from a reference book. The rubric is not attached to 

the interview questions and scores applicants based on a 10-point scale. The rating sheet 

is divided into 10 sections in which committee members can score the applicant. The 

scoring guide does not provide a description of the rating scale. 

Five other documents were collected from principals during the interview. 

Participant five, an elementary school principal, provided a rejection letter she sends to 

applicants. In the letter, the principal thanks the candidate for interviewing, and mentions 

that even though the candidate has an impressive background and credentials the 
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principal has gone with another candidate. The reason the principal gives the candidate is 

another candidate fits the position better. The letter also mentions that the principal will 

keep the candidates resume on file. 

Another document collected during the interview was a letter from the principal to 

her committee members. The letter outlines the interview questions and which committee 

members are responsible for which questions. The principal also mentioned that, if family 

issues arise, the committee should direct the candidate to discuss it privately with the 

principal. 

Participant seven provided the training packet from the counties Human Resource 

department. The training packet is broken into five sections: (a) questions to avoid, (b) 

things to do during the interview, (c) things to do after the interview, (d) major 

legislation, and (e) sample interview questions. Participant seven also provided an agenda 

used during the counties Job Fair. The agenda provides a timeline for how the job fair is 

structured. The agenda also provides the different rooms the interviews will take place. 

The tenth participant discussed the last set of documents. The participant 

discussed a set of reference pages from the book, The principals book of list, by Robert 

Ramsey. The pages he uses to select and hire teachers is broken into seven sections: (a) 

qualities to look for in potential teachers, (b) things to do to hire the right person, (c) 

attracting and recruiting teachers, (d) things principals should do and things principals 

shouldn't do in regards to the hiring process. 
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Summary 

This chapter presented the findings from the researchers' analysis of the data. Ten 

participants were interviewed: (a) five elementary, (b) two middle, and (c) three high 

school principals. Documents were collected from six of the 10 participants, and two 

participants provided a verbal description of their documents. Three separate 

triangulations were conducted to ensure the quality of the results. The researcher found a 

total of 65 patterns and codes related to the principal's role in selecting and hiring 

teachers. The patterns and codes were dispersed throughout the demographic and 

background information on the sample, the five research questions, and the documents 

collected during the interview. The next chapter provides a summary of the study, a 

discussion of the major findings, the researcher's conclusions, implications, and 

recommendations for future research. 



CHAPTER FIVE 

SUMMARY, DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS 

This current chapter is divided into six sections. The summary of the study 

provides an overview of the problem, the purpose of the study, the research questions, 

and the method used to address those questions. The discussion of the major findings 

provides a bridge between the literature review and the researchers' findings. The 

researcher then discusses the six conclusions that he made from this study. Then the 

researcher discusses the implication of the findings. Implications are made for the field of 

educational leadership, the participant, and the researcher. In the fifth section, the 

researcher provides recommendations for future research, and in the last section, the 

researcher provides a summary of the chapter. 

Summary of the Study 

Researchers have contended that the attrition and burnout of teachers is a growing 

problem for principals, causing them to hire additional teachers each year. Federal and 

state legislation require that local Boards of Education have policies and procedures in 

place to select and hire teachers. Research indicates that local Boards of Education use a 

decentralized hiring process, placing the majority of the responsibility on the building 

level principal. It is not known what policies and procedures principals implement with 

regard to the selecting and hiring teachers. 
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The purpose of this study was to provide an in-depth description of the role of the 

principal in selecting and hiring teachers. To accomplish this, the researcher posed five 

research question and one overarching question. Further, the researcher opted to utilize a 

qualitative method to answer the research questions. Each research question was 

developed based on a review of the literature. 

The review of literature was divided into five sections. In the first section the 

researcher addressed the attrition and burnout of teachers. The second section, the 

researcher discussed the selection process. The third section covered the selection bias 

and the laws associated with discrimination. The fourth section described characteristics 

principals may consider during the process. The last section identified and described the 

tools that help principals in making their decision. 

The researcher purposefully selected the participants based on maximum 

variation; the participant's school level was the variable. The researcher conducted 10 

structured interviews with 10 principals: (a) five elementary, (b) two middle, and (c) 

three high school principals. The interview consisted of 22 open-ended questions. The 

researcher took three steps to ensure the accuracy of the data. The researcher digitally 

recorded each interview, took field notes, and collected documents related selecting and 

hiring teachers. 

After the researcher interviewed all 10 participants, he transcribed each of the 

interviews. The verbatim transcription and supporting documents were coded using a 

with-in case analysis. The codes were placed in a matrix that allowed the researcher to 
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conduct a cross-case analysis. The cross-case analysis revealed several reoccurring 

patterns in the data. Based on the analysis of the data, the researcher found 65 patterns 

and codes. These patterns and codes were used to help describe the selection and hiring 

process at each level of education. 

Discussion of Research Findings 

The researcher found 65 patterns and codes with regard to the role of the principal 

in selecting and hiring teachers. Similarities and differences were noticed in patterns 

between elementary, middle and high school principals. All 10 principals had a process in 

place in accordance with the federal and state legislation. All 10 principals indicated that 

they were concerned about finding individuals that were highly qualified. Further, all 10 

principals reported that they made the final decision, indicating a highly decentralized 

hiring process. 

In research question one, the researcher found that principals received training in 

four different ways. The majority of the participants discussed learning about the hiring 

process from either leadership classes in graduate school or from experience on the job. 

Both patterns were utilized by two elementary, one middle, and two high school 

principals. The researcher also found that three elementary principals received training 

from personally reading about the subject. One participant reported receiving training in 

specific interview techniques similar to researchers (Clement et al., 2005). 

In research question two the research found that the majority of participants used 

a committee to help select and hire teachers. These results differed from Lui and 
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Johnson's (2006) study. All of the participants indicated that the candidates interviewed 

with the principal, and all but two of the participants reported including the assistant 

principal. Further, two elementary, a middle, and three high school principals reported 

including the department head and four elementary, a middle and a high school principal 

include one or two additional teachers on the interview panel. 

In research question three the researcher found that the participants followed a 

three-step process to select and hire teachers. In the first step the participants indicated 

that they gather applicants in three ways: (a) online, (b) from the human resource 

department, and (c) from job fairs. In step two, 9 of the 10 participants reported asking 

the same questions and 7 of the 10 asked then in a round table discussion. Six of the 10 

participants provided documentation with regard to the questions asked during the 

interview. The researcher found eight patterns that emerged from a cross-case analysis of 

the documents. In the last step, 6 of the 10 indicated they called references, and all 10 

reported that they made the final decision. These findings are similar to those of other 

researchers (Clement, 2000a, 2000b; Rebore, 2007; Young, 2008). 

In research question four, the researcher found that two participants used a rubric 

in step one of the selection process, and four participants used a rubric during the 

interview process. Of those four three participants provided documents related to the 

rubric used during the interview steps, and one of the three also provided the rubric used 

to screen the initial applicants. While all of the rubrics were different, each of the 

documents used a scoring guide to rate the candidates. Only one of the scoring guides 
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provided a description of what each score indicated. In the last step of the selection 

process the researcher found that 8 of the 10 participants reported discussing the 

candidates with the committee prior to making their final decision. Of those eight, four 

participants had the committee rank the candidates prior to the discussion. All 10 

participants indicated that they made the final decision. 

In research question five the researcher found nine patterns with regard to the 

criteria principals examine when making their final decision. Participants varied in the 

criteria they wanted in potential teachers. The four largest patterns included: (a) reactions 

from the committee, (b) considered references, (c) fit with school concept, and (d) 

committed and dedicated to children. These findings have similarities and differences 

with regard to other researchers and other studies (Ash, 2001; Cain-Caston, 1999; 

Pillsbury, 2005). 

Conclusions 

After conducting the study, the researcher came to six conclusions. The researcher 

came to these conclusions based on his analysis of the participant's interviews, the 

researchers field notes, and documents collected. First, the researcher concluded that the 

amount of training varies from participant to participant. Eight of the 10 participants 

reported receiving training and learning about the hiring process from multiple sources. 

For example, participant three learned about the process from leadership classes and 

personal readings, and participant seven learned about it from experience and the human 

resource department. 
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Second, the researcher concluded that all of the participants rely on at least one 

other person to provide input before they make their decision. The participants varied 

with regard to who they include on the interview committee. For example, participant ten 

preferred to include the department head in the content area, whereas, participant four 

prefers to include the assistant principal, department head, two other teachers, and the 

academic coach in the content area. One participant reported including the media 

specialist and a special education teacher, and another participant preferred to include a 

graduation coach and counselor. 

Third, the researcher concluded that all of the participants had a process in place 

to select and hire teachers; however, for 9 out of 10 participants, the process did not 

appear as structured as researchers recommend. For example, when asked about how they 

narrowed the field, only four participants mentioned the way they differentiated the initial 

applicant pool to select who they wanted to interview. 

Fourth, the researcher concluded that the use of rubrics and other data collection 

methods varied between participants. For example, 4 participants out of 10 discussed 

using a rubric or have a ranking system; three of the participants provided their rubric. 

The majority of the rubrics are developed by the principal and tailored to fit their schools 

needs. Rubrics are mainly used as a supporting document by these principals when there 

is a large pool of candidates. 

Fifth, the researcher concluded that participants wanted eight common criteria in 

potential applicants. Based on the documents collected, the researcher concluded that 
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these participants asked specific questions geared toward the criteria they wanted. Some 

of criteria appears to be very subjective. For example, 6 out of the 10 participants wanted 

a candidate that fit with the school concept. 

Last, the researcher concluded that additional research is needed in this area. This 

study provides a description of the overall role of the principal in selecting and hiring 

teachers; however, it was could not differentiate the principal's role using the different 

school levels. Further research is needed to increase the validity and transferability of 

these results. 

Implications 

This study provides a description of the role of the principal in selecting and 

hiring teachers. This description adds to the field of educational leadership for several 

reasons. First, it provides an in-depth look at the principal's role in the hiring process. 

Second, it provides information about policy implementation with regard to participants 

and the hiring process. Third it identifies areas for future research. 

This study provided an opportunity for participants to reflect on their process for 

selecting and hiring teachers. Participants had the opportunity to reflect in five different 

areas with regards to the hiring process: (a) their knowledge and training, (b) who they 

include on selection and hiring committees, (c) the procedures they implement, (d) 

methods used to differentiate candidates, and (e) the criteria they want in teachers. 

Further, as a result of this study participants may become more critical of the way they 

select teachers. Several of the participants discussed how the hiring process was one of 
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their most important responsibilities. As a result of this study the participants may include 

other people on committees, or develop and use a rubric to help select candidates. Last, as 

a result of this study the participants may change or alter the criteria they want in 

potential teachers. 

This study also had implications for the researcher. The researcher has increased 

his knowledge and understanding of the selection and hiring process. When the 

researcher is involved in the process he can incorporate the information learned from this 

study. This study has increased the researcher's understanding and ability to conduct 

qualitative research and has also provided additional areas of interest. 

Recommendations 

After conducting this study, the research has three recommendations for 

researchers interested in the selection and hiring of teachers. First, a qualitative method 

could be used to examine the Human Resource Directors role in the hiring process. A 

qualitative method could also be used to obtain an in-depth description of the teacher's 

experiences with regard to this process. If interviewing principals, the researcher 

recommends selecting participants based on another variable other than school level. 

Second, the researcher recommends that future researchers using a qualitative 

approach use a semi-structured interview format. The researcher believes the semi-

structured interview format would allow follow up questions that delve deeper into some 

of the areas mentioned during the interview. For example, if the researcher had used a 

semi-structured interview, the researcher could have asked follow up questions regarding 



99 

what the principal meant by wanting a teacher that fit in with the school concept. The 

researcher could have also asked follow up questions about the organization of materials, 

and a follow up question related to what information principals considered confidential. 

Last, the researcher recommends that future research be conducted using a 

quantitative approach. A quantitative approach would allow researchers to develop and 

test hypothesis related to the selection process. A quantitative method could also 

incorporate other variables such as region, school size, or gender. A quantitative 

approach would also allow researchers to examine the number of teachers that are 

retained as a result different hiring practices and generalize the results to a greater 

population. 

Summary 

In this chapter the researcher provided a summary of the study, a discussion of the 

major finding, the researchers conclusions, implications, and recommendations for future 

research. In the summary, the researcher discussed the problem, purpose, questions, and 

methods for conducting this study. The discussion of major findings provided a 

connection between other researchers and the researcher's findings. The researcher then 

discussed his six conclusions. Each of the conclusions were developed from the analysis 

of the data. The implications section addressed how this research was beneficial to the 

field of educational leadership, the participants, and the researcher. Finally, in the 

recommendations section, the researcher provided three recommendations for future 

researchers interested in studying the selection and hiring of teachers. 
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21-Jan-2009 

Mr. David Lee Popwell 
Mercer University 
Tift Colege of Education 
1400 Coleman Avenu 

Macon, GA 31207 

RE: THE ROLE OF THE PRINCIPAL IN SELECTING AND HIRING TEACHERS. (H0901010) 

Dear Mr. Popwell: 

Your application entitled: "THE ROLE OF THE PRINCIPAL IN SELECTING AND HIRING 
TEACHERS." (H0901010) was reviewed by this Institutional Review Board for Human Subjects Research 
in accordance with Federal Regulations 21 CFR 56.110(b) and 45jCFJ^Jj5JJK)£b} (for expedited review) 
and was approved under Category 7 per 63 FR 60364. 

Your application was approved for one year of study on 21-Jan-2009. The protocol expires 21-Jan-2010. If 
the study continues beyond one year, it must be re-evaluated by the IRB Committee. 

New Application 
Please complete the survey for the IRB and the Office of Research Compliance. To access the survey, click 
on the following link: http://wvvw,zoornerangxom/Survey/?p-WEB227URK2RB6Q 

Upon completion of your study please complete the Final Report Form located at the following link and 
submit to our office: httg.̂ wwj*L2..„m^ 
0642F543CB1 F/0/StudyFinalReport_2_.doc 

It has been a pleasure to work with you and much success with your project!! 
If you need any further assistance, please feel free to contact our office. 

Mercer University IRB & Office of Research Compliance 
Phone (478) 301-4101 
Fax (478) 301-2329 
ORC MercertS:Mercer. Edu 

Respectfully, 

Ajuania G. White, MPH, CHES, CIM 
Member 
Institutional Review Board 
AGW/acr 

http://wvvw,zoornerangxom/Survey/?p-WEB227URK2RB6Q
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You are being asked to participate in a research study. Before you give your consent to volunteer, it 
is important that you read the following information and ask as many questions as necessary to be 
sure you understand what you will be asked to do. 

Investigator 
Affiliated with Mercer University, Tift College of Education, Candidate for Ph.D. in Educational 
Leadership 

David Popwell, 150 Tobee Drive, Lizella, GA 31052 
(H) 478-935-8917 (C) 478-390-9733 
davidpopwell@mac.com 

Bachelor of Science Leisure Studies with emphasis in Therapeutic Recreation. University of South 
Alabama 
Masters of Education with emphasis in Secondary Special Education and Transition. Auburn University 
Add-on Certificate in Educational Leadership. Mercer University 

Faculty Advisor 
Anthony J. Harris, 3001 Mercer University Drive, Atlanta, GA 30341-4155 
(w) 678-574-6633 

harris aj@mercer.edu 

Purpose of the Research 
The purpose of the study is to develop a deep understanding of the selection and hiring practices used by 
six principals. The data will be used to describe the hiring practices used by six principals. The results of 
the study will fulfill partial requirements for the degree of Ph.D. in Educational Leadership from Mercer 
University. 

Procedures 
If you volunteer to participate in this study, you will be asked to interview with the investigator. The 
interview consists of 22 structured questions and should take approximately one hour of your time. 
With your permission the researcher would like to tape record the interview. The researcher would also like 
to take notes and possibly collect any relevant documents. 

Potential Risks or Discomforts 
There are no foreseeable risks associated with the study. If at anytime you feel uncomfortable you have the 
right to temporarily or permanently discontinue participation. 

Potential Benefits of the Research 
This study provides a knowledgebase for principal behavior with regard to the hiring process. The study 
also provides knowledge regarding organizational effectiveness with respect to time, cost, and effort. Last, 
this study will provide participants with a chance to reflect on their own part in the hiring process, and 
identify areas for future research. 

mailto:davidpopwell@mac.com
mailto:aj@mercer.edu
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Confidentiality and Data Storage 
With your permission the researcher will tape record the interview. The researcher will also take notes and 
possible collect relevant documents. The information provided by you will be confidential and no 
identifying characteristics will be reported in the findings. Confidentiality will be established by: (1) after 
each interview, the researcher will give the participant a pseudonym, (2) the researcher will transcribe the 
interviews and replace any identifying information with the appropriate pseudonym, (3) codes will be 
developed to identify patterns and themes, and (4) if a direct quote is used from an interview, the researcher 
will replace identifying information with generic terms and pseudonyms. The only one with access to 
identifiable information will be the researcher, the researcher's faculty advisor, Committee advisors, 
sponsoring Institutional Review Board Members, and governmental review agencies. The collected data 
will be stored at the researcher's primary residence and at Mercer University for three years after 
completion of the study. 

Participation and Withdrawal 
Your participation in this research study is voluntary. As a participant you may refuse to participate 
at anytime. If you decide to participate, you are free to withdraw at anytime. To withdraw from the 
study please contact the investigator or faculty advisor. 

Questions about the Research 
If you have any questions about the research, please speak with David Popwell. If you have questions 
later, you may contact David Popwell or Anthony Harris. 

This project has been reviewed and approved by Mercer University's IRB. If you believe there is any 
infringement upon your rights as a research subject, you may contact the Chair, at (478) 301-4101. 

You have been given the opportunity to ask questions and these have been answered to my 
satisfaction. My signature below indicates my voluntary agreement to participate in this research 
study. My signature below also indicates that I have initially agreed to be audio recorded. 

Please return one copy of this consent form and keep one copy for your records. 

Signature of Research Participant Date 

Participant Name (Please Print) Date 
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Hello, 

I am a doctoral candidate at Mercer University conducting research in the area of the role 
of the principal in selecting and hiring teachers. I would like to collect data by 
interviewing some principals in your school district. My advisor stated I need a 
permission letter from your district in order to do so. Attached is a copy of a form that 
provides more information about my dissertation. If granted an opportunity to collect data 
in your system, principal's responses will remain confidential at all times. There will be 
no identifying characteristics of participants that could lead someone to identify the 
specific participant or your county. At the conclusion of the study, your district will 
receive a summary of the findings. If you have any questions, please contact me at: 
(home 478-935-8917) or (cell 478-390-9733). 

The letter can be emailed directly to: davidpopwelirglrnac.com or to my home address: 

David Popwell 
150 Tobee Drive 
Lizella,GA 31052 

Due to time constrains, I am hoping to receive your county's approval/permission to 
conduct research by January 23, 2009, so that I may submit all approval letters to 
Mercer's Institutional Review Board on January 26, 2009. My advisor stated that you 
may grant permission via email or by letter. 

If I have contacted the wrong person, please forward this information to the correct 
person or contact me so that I may resubmit this information. Thank you for your 
consideration. 

Sincerely, 
David Popwell 

http://davidpopwelirglrnac.com
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APPENDIX D: INTERVIEW QUESTIONS 



Participant Name: 

Date: 

Interview Start Time: 

1. Tell me a little about yourself relevant to your current position? 

2. On average how many people do you hire each year? 

3. On average how many applicants do you have for each opening? 

4. Do you have openings that you didn't fill, or had trouble filling? 

5. Take me through the steps you used to narrow the field? For example do you do it 

or do you use a committee? 

6. What training/instruction have you/committee received regarding the hiring 

process? 

7. Do you use an instrument (like a rating system) to help narrow the field? 

8. What happens at this point? Do you call/write letter to applicants? 

9. On average how many candidates do you interview? 

10. How many times does each candidate interview? 

11. Who interviews? You or a committee? Who is on the committee? 

12. Do you use the same set of questions for every applicant? 

13. How many questions do you typically ask? 

14. Who asks the questions during the interview? 
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15. Who came up with the questions? 

16. Do you use an instrument to rate the applicants answers? 

17. After the interview, what methodology do you use to make your decision? For 

example do you rank them from one to four? 

18. Who makes the final decision? 

19. What criteria do you use to help make your decision? 

20. Do you typically get your first, second, or third choice? 

21. This entire process typically takes how much of your time? 

22. Is there anything else you want to tell me about the hiring process? 
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Code Book 

D/RQ Code Participant 

D Willing to discuss the selection HI, E2, E3, E4, E5, E6, M7, M8, H9, 

process H10 

D Love and Dedication to children HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

D Decentralized hiring process 

D Have process in place 

D Job related experience 

D Student Growth and Attrition 

D Time Consuming process 

HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 
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D Typically get first choice 

D Difficulty filling Math positions 

D Difficulty filling Science positions 

D Difficulty filling Special Education 

D Difficulty filling elective positions 

D Difficulty filling foreign language 

RQ1 Leadership Class 

RQ1 Job experience 

RQ1 Human Resource Department 

RQ1 Personally Reading 

RQ1 Seminars 

RQ2 Principal 

RQ2 Assistant Principal 

RQ2 Department Head of Content 

RQ2 One or Two Additional Teachers 

RQ2 Academic Coach for Subject 

RQ2 Media Specialist 

RQ2 Special Education Teacher 

RQ2 Graduation Coach 
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HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

M7, M8, H9 

M7, M8, H9 

E6, M7, H9 

E2,M8, H10 

H1,H9 

E3, E4,M8,H9,H10 

H1,E4,E6, M7, H9 

E2, M7, M8, H10 

E3, E4, E6 

E5,H10 

HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

HI, E2, E4, E5, E6, M7, M8, H9 

H1,E3,E4, M8,H9, H10 

E2, E3, E4, E5, M7, H9 

E3, E4, M7 

E5 

E5 

M8 



RQ2 

RQ3 

RQ3 

RQ3 

RQ3 

RQ3 

RQ3 

RQ3 

RQ3 

RQ3 

RQ3 

Counselor 

TeachGeorgia.com 

Network with HR Department 

County Job Fair 

Interviews 5 to 6 Applicants 

Asks the same Questions 

Asks 10 Questions 

Takes Turns Asking Questions 

Walks Applicants Around School 

Calls References 

Principal Decides 

M8 

E2, E5, M8, H9, H10 

H1,E5, H9 

E3, E4, M7 

E2, E4, M8, H9 

E2, E3, E4, E5, E6, M7, M8, H9, H10 

E2,M8,H9, H10 

H1,E2,E3,E4, E5,M7,M8 

H1,E5,H10 

E2, E3, E4, E5, M7, H9 

HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

RQ3 Principal recommends to Board of H9 

Education 

RQ4 Uses Application Screening Rubric E3, M7 

RQ4 Committee Screens Applications E3, M8 

RQ4 Principal Ranks E6 

RQ4 Uses Interview Rubric E2, E3, E4, M7 

RQ4 Takes Notes E6 

RQ4 Discuss Candidates with Committee E2, E3, E4, E5, E6, M7, M8, H9 

RQ4 Committee Ranks Candidates E3, E4, M8, H9 

http://TeachGeorgia.com


RQ4 Principal Decides 

RQ5 Reactions from Interview 

Committee 

RQ5 Consider References 

RQ5 Fit with School Concept 

RQ5 Committed and Dedicated to 

Children 

RQ5 Previous Experience 

RQ5 Good Credentials 

RQ5 Deliver Content and Engage 

Students 

RQ5 Strengths and Weaknesses 

RQ5 Team player 

RQ4 Tell about yourself 

RQ3 Classroom Management 

RQ3 Contact and Inclusion of Parents 

RQ3 Describe Teaching Style 

RQ3 Strengths and Weaknesses 

RQ3 Lesson Plans 

RQ3 Principals' role in School 
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HI, E2, E3, E4, E5, E6, M7, M8, H9, 

H10 

E3, E4, E5, E6, M7, H9 

E2, E3, E4, E5, M7, H9 

H1,E2, E6, M7,M8,H9 

E5, E6, M7, M8, H10 

E3,M7,H10 

E6, M7, H9 

HI, M7, M8 

HI, E2, E6 

E2, M7, M8 

E3, E4, E5, M7, M8, H9 

E3, E4, E5, M7, H9 

E5, E4, M7, M8, H9 

E3, E5, H9, M7 

E3, E4, E5 

E3, E5, M7 

E3, M8, H9 
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RQ3 Conflict Resolution/Problem E3, M8, H9 

Solving 

RQ3 Philosophy of Education E4, H9 

RQ3 Incorporate Technology E5, M7 

Note. D = Demographic code, RQ = Research Question E = Elementary School Principal, 
M = Middle School Principal, H = High School Principal. The number corresponds with 
the order in which the principals were interviewed. 
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OBJECTIVE 

To obtain a position helping students transition from school to become productive 
citizens in the community. 

EDUCATION 

PhD. In Educational Leadership, Mercer University, Macon, GA. Fall 2006 - Present 

Add-on Certificate in Educational Leadership, Mercer University, Macon, GA. 2006 

Masters of Special Education with emphasis in Secondary Education and Transition. 
Level A Certification. Auburn University, Auburn, AL. 2001 

Bachelors of Science in Leisure Studies with emphasis in Therapeutic Recreation. 
University of South Alabama, Mobile, AL. 1999 

WORK EXPERIENCE 

Special Education Teacher, Bibb County Public Schools, Macon, GA. 2001 - 2009 

• Teach and supervise the instruction of individuals with moderate, severe, and 
profound intellectual disabilities in a self-contained setting. Duties and 
responsibilities include: (1) teach a functional curriculum consisting of personal 
living skills, community living skills, functional academics, employment skills, and 
home living skills, (2) provide instruction and supervision during community based 
training, (3) implementation of all students IEP's, and (4) assess students using the 
Georgia Alternate Assessment. 

• Taught and supervised the instruction of students with mild intellectual disabilities, 
behavior disorders, specific learning disabilities, autism, and other health impairments 
in a co-taught and collaborative setting. Duties and responsibilities included: (1) 
collaboration with all content area courses, (2) co-teaching the mathematics 
curriculum using all 6 models of co-teaching, (3) implementation of students IEP's, 
and (4) providing accommodations and modifications to curriculum when needed. 

• Other duties and responsibilities at school: (1) co-chairing community design team, 
(2) serving on school safety committee and media/technology committee,(3) 
presenting to faculty on various topics, (4) coordinating/ presenting during book 
studies, and (5) entering and coding school discipline. 
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Bibb County's Leaders Academy Administrative Institute. 2006 - 2008 

• Experience with school improvement plans, scheduling, budgeting, disaggregating 
data, task management, distributed leadership, collaboration and team building, 
management and 

operation of a school, professional learning including leading book studies and 
managing shadowing and internship experiences, and strategies to improve the 
achievement and performance of every child, in every classroom, in every school. 

Macon/Bibb County Parks and Recreation, Adaptive Program. Macon, GA 
1995 - 2003 

• Volunteered as a Special Olympics Coach and chaperone. Worked with the adaptive 
programs providing recreational experiences for persons with mental and physical 
disabilities. Selected as Special Olympics Sailing Coach working as a unified 
partner/coach with one athlete as a two man sailing team. Provide encouragement and 
instruction on sailing in competition. 

Adaptive Aquatics Inc. Macon, GA 1992 - 2000 

• A non-profit organization that provides water ski lessons to persons with disabilities 
in cities around the southeast United States. I traveled as part of a 6 man team to 
bring boats and equipment to cities on the weekends. I worked with 20 to 30 
individuals every Saturday, providing sometimes their first experience in any type of 
water related activity to include water skiing, swimming or just riding in a boat. 

ASCCA (Alabama Special Camp for Children and Adults). Lake Martin, AL. 
1992 -1994 

• The world's largest camp for persons with mental and physical disabilities. As a 
member of the aquatics staff I worked with all disability groups providing swimming, 
water skiing lessons, and boat rides. I maintained the equipment, boats and all lake 
front facilities. As Counselor I supervised the individual's activities to include 
feeding, dressing, taking of their medications, and overseeing their individual 
recreational activity. 



ORGANIZATIONS 

• Council for Exceptional Children (CEC) 

• Association for Supervision and Curriculum Development (ASCD) 

ACHIEVEMENTS 

• 2009 Participated in a panel discussion on research at Mercer University 
• 2008 Presented at a research convention with Mercer University 
• 2003 Special Olympic World Games Unified Partner/Coach Sailing 
• 2000 Special Olympic European Games Unified Partner/Coach Sailing 
• 1999 Special Olympic World Games Unified Partner/Coach Sailing 
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