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(ABSTRACD

This study examined the teaching performance, academic

achievement, and perceived staff value of teachers recruited through

the Chesapeake Career Commitment Program as compared to those

teachers recruited through a more traditional method. The problem

statement of this study was to determine what differences. existed

between the Career Commitment teachers and the traditionatly y

recruited teachers. Grade point averages, scores on the National

Teachers Examination, evaluation of teaching perfomnance by the

respective principals, evaluation of teaching performance by the central .

ofüce evaluator, and the staff value of teachers expressed by ranking

scores were analyzed for both the Chesapeake Career Commitment

teachers and the traditionatly recruited teachers. Additionally, the

reasons stated of both groups for accepting employment with

Chesapeake Public Schools, and the retention rate for both groups was

investigated.



The subjects in this study were the T985 Career Commitment

teachers and certain selected teachers who were matched with the

career teachers. The matched teachers were selected because they

had not taught before and were assigned to the same school as was a

Career Commitment teacher.

Related literature was examined regarding supply and demand of

q teachers, recruitment, the need for quality teachers, measures of

academic achievement, teacher retention and the development of

Chesapeakes' Career Commitment Program. The findings reveal a

measurable difference between the performance of teachers recruited

through the Career Commitment Program and those teachers recruited

° in the traditional method exists. Flndings suggest that: (T) the

Chesapeake Career Commitment Program ls very successful and should

not only be continued but expanded beyond the present scope, and (2)

that it may, If properly structured be equally effective to recruit and hire

teachers prior to conclusion of all classwork and student teaching rather

than observe the traditional delay until all educational work is completed.

The principals, as a group, viewed the Career Commitment teachers as

being more of a staff asset than the traditionally recruited teachers.

INDEX WORDS: Teacher Employment Program.
Teacher Recruitment
Teacher Employment
Early Employment
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4 CHAPTER I

THE OVERVIEW

Introduction

Currently, the market for teachers may be characterized as

imbalanced when considering supply and demand factors. According to

Vlhse, Hammond, and Berry (l988, p. 82), a large portion of the teaching

force in this country that will be in the classrooms six years from now has

yet to be employed. That is to say, a major tumover in teachers is

imminent. The demand for teachers is being brought about by retirement.

teachers leaving the profession. growing student enrollments, and stricter

certification requirements. The situation is further complicated by the fact

that the number of teachers entering the field of education has

decreased over the past I5 years.

All organizations, be they public or private, must continuously recruit

so as to maintain an adequate number of high quality employees. Carrell

and Kuzmits, (l986, p. 9l) report that there is a paucity of new methods or

techniques in the recruiting üeld. Their study also suggests that most

recruiters do not become concemed about recruiting until a position or

positions must be filled.

Certain traditional methods of recruitment have been, and are

being, used by educational personnel administrators for several reasons:

I
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(1) direct opplicotion by self-selected individuols hos olwoys generoted o

lorge supply of oppliconts, (2) wolk-ins hove occounted for onother reody

source of teochers, ond (3) referrols from inside ond outside the school

system hove provided odditionol personnel.

Lows ond locol regulotions or customs often encouroge school

systems to comply with troditionol considerotions when hiring o new

employee. Mony school systems will odvertise o position, interview

self-selected oppliconts, ond then select from those who opply. A follow-

up on the occurocy of the opplicotion moy or moy not occur (Allred.

1987, p. 13).

Hermon ond Stephens, (1987, pp. 24-25) suggest thot school

systems focing o shorloge of teochers con still employ excellent teochers.

Five school systems in Michigon ond New York were utilized to develop

on eight—step plon to employ the best teochers. One of the steps

implemented wos to select cerloin recruitment strotegies to promote the

school ond build o lorge pool of opplicotions. Some of the suggestions

were to develop ottroctive brochures, to ploce odverlisements in the

poper, to utilize video-topes, to develop opplicotions thot ore eosy to

complete, ond to recruit through college plocement oflices. Another

suggestion provided for on oppropriote orientolion to the system ond
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implementation of a buddy system with an experienced teacher at the

beginning of the school year.

The effectiveness of any school system depends largely on the

quality of the teachers employed. The problem that exists for many

school systems is that they are unable to employ enough teachers to üll

' the classrooms. Mary Jensen, (T987. p. 6), in her comprehensive study on

recruiting, selecting, and retaining the best teachers, predicts a shortage

of teachers. She cites a study from the National Center for Education

Statistics which predicts that there will be a shortage of 278,000 teachers

in this country by l99l. However, a more recent release from the

National Center for Statistics reported that student enrollments are up and

so are the number of education majors. Lawrence Feinberg, (April, T987)

staff writer for the Washington Post, quotes Emily Feistrilzer, Director of the

National Center for Education Information as follows: 'despite predictions

of a nation—wide teacher shortage, most school systems have been able

to hire qualified people for almost all of their vacancies'. The main

reason, she claimed, was that many teachers who graduated during the

time of declining enrollments were still available. Some disagreement
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obviously exists with regord to the potentidl shortoge of tedchers. Prudent

_educotors will, however, proceed on the bosis thot o shortoge moy well

occur.

Obviously school systems with the obility to poy better, offer fringe

benefits of o more ottroctive noture, ond provide working ond living

conditions thot ore more substontive ore Iikely to hove on obundonce of

quolitied opplicdnts. Rurol ond inner-city school systems with poor solory

ond fringe benefrt structures will experience the full brunt of the teocher
l

shortoge. Another foctor offecting tedcher supply ond demdnd is thot

not oll students eoming degrees in educotion will dctuolly tedch (Jensen,

1987, p. 6). "We’ve been heoring thot the top people oren't going into

educotion for some reoson . . . moybe not enough recognition or ünonciol

reword,' suggested Whitehurst (Chomberloin, 1985, p. A3).

Von Meter (1984, p. 27) coutions thot, even though o school system

moy not currently be experiencing difliculty in employing o full
‘

complement of teochers, thot good fortune is subject to chdnge.

Therefore, recruiting options ond oltemotives should be explored. Mory

Jensen (1987, p. 8) reports thot school systems must re-evoluote the

monner in which they recruit ond select the best teochers. She olso

suggests thot ottention must be given to the needs of new teochers os
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well GS dddressing wdys to provide fdvordble working conditions with d

professiondl dtmosphere so ds to retoin the best tedchers.

In Cdlifomid, the demdnd for tedchers exceeds the supply. JOGD

Bumside, Assistdnt Superintendent for the Morongo Unified School District

in Cdlifomid, fdced dn increose of 600 new students dnd wds dble to hire

less thdn hdlf of the 70 tedchers needed. It wds obvious thdt trdditiondl

hiring methods hdd to be improved. The solution wds to recruitin stdtes

ThCIT ÜGÖ both d surplus supply of tedchers dnd reciprocdl or simildr

tedcher certificdtion requirements (Bumside, 1987, p. 28).

Other dggressive recruiting methods hdve included offering
-

bonuses for relocdting dnd supplementing rent expenses. Some recruiters

would obtdin d list of seniors from the Universities so thdt they could invite

them to visit, thus providing the recruiters with dn opportunity to promote

the school system. Another strdtegy involved encourdging students to

student tedch in the district (Jensen, 1987, p. 8).

The Iiterdture reviewed in this study dddresses severdl dreds of the

recruitment process, mdinly the imporldnce of recruitment, selection

procedures, dnd the vdlue of the interview. Thdt resedrch dlso indicdtes

thdt, by compdrison with the public schools, the privdte sector expends

more money dnd effort to recruit personnel with the QTGGTQST potentidl
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into their organization in order to remain competitive (Engel and Nall,

1984, pp. 105-109). Recruiting good teachers is a problem. Fewer college

students are entering the educational lield. Industry is a strong competitor

for the college graduate. Incentives to attract education students are

limited. What then, given these problems, can public schools do to

combat the problems?

The Chesapeake (Wrginia) Public Schools have developed an early

teacher employment program to hedge against the possible teacher

shortage and to employ teachers with the greatest potential. The

Chesapeake Career Commitment Program is an earty identitication.

recruitment, selection, and employment effort designed to persuade the

brightest and most enthusiasttc teachers to select Chesapeake Public

Schools. The program was initiated by the school board of the

Chesapeake Public Schools in December, 1984. lt was conceptualized by

Superintendent Dr. C. Fred Bateman to (1) identity and employ

outstanding teachers through an early commitment process, (2) provide

teacher education students with the security of being assured

employment prior to graduation, and (3) maintain instructional excellence

(Appendix A). V

Matthew Bowers, staff writer with the Ledger Star/\Arginian Pilot,

reported that because of an increasingly competitive job market for the
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best teochers, the Chesopeoke School Boord found thot the best defense

ogolnst losing quolity teochers wos o good offense (Bowers, Morch 15,

1985, p. D4). The Chesopeoke School Boord ls committed to employing

those teochers who ore believed to hove the highest potentiol for success

in teoching. To secure the very best, lt is believed necessdry to recruit

eorly ond to be willing to toke o risk with on indivlduol who hos not

completed his or her formol course work, student teoching or the required

stote ond notionol tests (Botemon, 1986, p. 27).

A seorch of the llteroture pertoinlng to eorly employment reveoled

no progroms or identified prdctices designed to hire public school

teochers prior to the student tedchlng experience. Chesopeoke’s Coreer

Commitment Progrom is unique ond responds to the potentiol shortoge of

teochers. In oddition, the progrom seeks to employ the brlghtest students

to teqch ln Chesopeoke. 'lt's o buyer’s morket,' sold Botemon: 'however,

l would llke for Chesopeoke to hove its shore of the brlghtest ond most

enthuslostlc young teochers . . . who ore potentiol moster teochers,

motlvqtlng supervisors or creotlve odministrotors' (Chomberloln, Februory

18, 1985).
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Stotement of the Problem

This study wos designed to exomine the differences, if ony, which

existed between those teochers recruited through the Chesopeoke

Coreer Commitment progrom ond selected teochers recruited through

the troditionol method. Speciticolly, differences in the following voriobles

· were exomined: College grode point overoge; the professionol

knowledge, communicotions skills, ond the generol knowledge sections of

the Notionol Teochers Exominotion; teocher ronking scores; teocher

retention; ond evoluotions of teoching performonce by both the

respective principols ond centrol office personnel.

Purpose of the Study

The purpose of the study wos to exomine selected chorocteristics

of first yeor teochers recruited through the Chesopeoke Coreer

Commitment Progrom os compored to selected teochers recruited

through the trdditionol recruitment method. The doto to be considered

were under grdduote grode—point overoge, scores on the Notionol

Teochers Exdminotion (NTE), evoluotlon of teoching performonce by the

principols, evoluotlon of teoching performonce by the centrol office

evoluotor, principols ronking of the teochers overoll contribution to the

school, ond teocher retention. Another purpose of the study wos to
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determine whdt prompted or influenced the new teocher's decision to

_ tecich in the Chesdpedke Public Schools. Group differences dre reported

dnd dnolyzed. The efüciency of the Cdreer Commitment progrdm will be

evdludted.

Significdnce of the Study

lt wos hoped the results of this study might did decision mdkers in

the Chesdpedke school division by exponding their knowledge bose

regdrding recruitment prdctices dnd outcomes. Other school divisions

might dlso beneflt from the study becduse of the opportunity to ledrn of

clnother recruitment method designed to employ teochers. Ultlmdtely.

school division policies dnd procedures regdrding the recruitment dnd

selection process could be GÜGCTGÖ by this study.

Limitotions of the Study

This study is confined to the recruitment process of the Chesdpeoke
°

Cdreer Commitment Progrdm of the Chesopeoke, Virginio, Public

Schools. A generdlizdtion to other recrulting progrdms dnd school systems

mdy not be possible.
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Definition of Key Terms

For purposes of this study, key terms ore defined ds follows:

1. Qhesopeoke Coreer Commitment Prggrom is on eorly

commitment progrom designed to identify. select ond offer

employment to educotion students.

2. Ndtionol Teochers Exominotion (NTE) tests dre notionolly

normed stondordized exominotions thot die designed to provide

objective meosures of ocodemic ochievement for teocher

educotion students.

3. Grode Point Averoge (GPA) is the student’s cumulotive grode
·

point overoge reflecting oll completed undergroduote college

course work.

4. Troditionol Recruitment for Chesopeoke Public Schools is

conducted in eorly spring for the current school yeor ond

coordinoted in conjunction with the plocement ofüce of the

college or university.

Orgonizotion of the Study

Chopter I introduces the problem, stotes the purpose ond

signiticonce of the study, deünes key terms ond limitotions, ond

presents the orgonizotion of the study.
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Chapter Il consists of a review of the literature concerning: (I)

supply and demand of teachers, (2) the need for quality teachers, (3)

recruitment methods, (4) measures of academic achievement, (5) why

teachers accepted employment in Chesapeake, (6) retention of

teachers, and (7) the development of the Chesapeake Career

Commitment Program, followed by a summary of the Chapter.

Chapter lll details the methodology used for collection and

treatment of the data. This chapter contains: (T) Research Design and

Population, (2) the Sample, (3) Teacher Evaluation Instrument, (4) Teacher

Rankings, (5) Measures of Academic Achievement, (6) Interviews, (7)

Teacher Retention, (8) the Data Collection, and (9) treatment of the

data.

Chapter IV presents the accumulated data augmented by

appropriate tables, analyses and concludes with a summary of the

findings.

Chapter V presents the summary and conclusions based on

Chapter IV findings. Recommendations for practice and further research

conclude the study.



CHAPTER Il

REVIEW OF THE LITERATURE

Purpose

The purpose of this chapter is to review that body of research and

literature pertinent to the study. To accompiish this effectively, the

chapter is divided into eight sections. The first section addresses the

supply and demand of teachers. The need for quality teachers is

presented in the second section. The third section reviews recruitment

methods. Measures of academic achievement used as a screening

device are examined in section four. The fifth section examines the

rationale given by teachers for accepting employment in a particular

school system. Teacher retention is presented in section six. The

development of the Chesapeake Career Commitment program is

chronicled in the seventh section followed by a summary of the chapter.

Supply and Demand of Teachers

The concern regarding the teacher shortage is not new. News

articles, studies, and special reports have indicated that an arguable

teacher shortage exists at the national, state and local levels. One

indication that a teacher shortage exists is the attention the topic is

receiving from professional organizations charged with the responsibility

for personnel administration and recruiting. Karen E. Cannon (l98o, p. I),

I2
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membership chainnan for the Mid-Atlantic Association for Schools.

Colleges and Universily Staffing, stated in the organization’s newsletter

that there is an impending shortage. Further, Cannon reported in her

newsletter that significant numbers of teachers will be retlring in three to

five years which may further complicate the teacher shortage. One

’
identifiable reason for the shortage is the 30 percent decline over the

previous decade in the number of students majoring in Education (Foster.

1987, p. 120). Engelking (1987, p. 1) suggested that fewer education

teachers will be graduating from colleges and universities. Cited was a

study by C. E. Feistritzer conducted in 1983 which showed that only 5

percent of the full-time national college freshman class in 1980 had

selected education as a major. This was a drop from 1970 when 19% of

the college freshmen identified education as the academic major that

would be pursued. The reasons identified in the study were: low salaries.

little prestige associated with teaching, limited career options, and too

many graduates already certified as teachers.

Darling-Hammond and Wise (1987. p. 3) prepared a report

published by the RAND Corporation entitled: School Dlstricts Must improve

Hiring„ Retentlon Practices to Cope with Upcoming Teacher Shortages.

The report addressed numerous topics conceming those activities that
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precede hiring as well as the final act of employing teachers. Their study

_was in response to the high demand for teachers balanced against the

inadequate supply. The demand for teachers for the period of 1989-1993

will be approximately one million. The supply of new teachers for that

same period is estimated to be less than 667,000 or approximately

two-thirds of the projected need.

In Wrginia, however, there is research suggesting that theteacher

shortage may not be as critical as some report. Thomas Boyer (1986), a

staff writer for the Virginian-Pilot, reported that 7.8 percent of \Arginia’s

teachers are between the ages of 56 and 65 as compared to the 38

percent between ages 31 and 40. This suggests that fewer teachers will

be retiring in the future. Since the universities are producing more

teachers, perhaps the shortage will be less serious than originally feared.

In any case, prudence dictates that school systems protect themselves

against a short-fall of teachers.
l

The public concern for quality teachers is high. Salaries, fringe

benefits, and innovative programs for recruiting and hiring the best

teachers are rapidly becoming more critical to school systems. Based on

the NECS report alluded to in Chapter I, public school enrollments are up

which results in the need for more teachers. Because jobs in education
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are more available and the salaries have improved, an increasing number

of students are electing to enter the teaching field. Dr. Mary Ann Lewis,

Assistant Dean of the College of Education at Virginia Polytechnic Institute

and State University, stated that students are switching to the field of

education both because they want to work with children and they realize

that employment is available if one is desirous of teaching (Boyer, 1986).

It is difficult for educational planners to know what the future will

hold. Many of the teachers employed today will be teaching during the

school year 1999-2000. The concern for quality teaching and a viable

curriculum must be present now in order to be of value in the year 2000
~

(Anthony, 1984, p. 104).
‘

The Need for Quality Teachers

The hiring and retention of quality teachers is a concern shared not

only by school systems but also by the general public. Research reveols

that the more academically capable college students are not entering

the teaching field. The reasons most often cited are low salaries,

increased career options in fields traditionally closed to women and

minorities, as well as a perceived lack of prestige associated with

teaching. The brighter college students are entering careers that offer a

greater financial reward (Duttweiller, 1987, p. 15).
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Going os for bock GS 1928, Jensen (1987, p. 6) cites o study thot

reported lower test scores for students in educdtion os compdred to

non—educdtion students. Another study reveoled thot mole educdtion

mojors between 1951-1953 received the lowest scores on the Selective

Service Qudlifying Test which meosures verbol ond moth obility. Still

onother review of the literoture reveols thot educdtion students scored

lowest on the Groduote Record Exomincrtion from 1970 to 1982; lt is

importont to recognize thot ocddemic dchievement is not the only

meosure or indicotor of o good teocher. However, one must

demonstrote mostery of the required ocodemics in order to hove the

requisite knowledge to communicote to the students. Stonddrdized tests

such ds the SAT, NTE, GRE, dnd o long temw meosure of performonce

such os the GPA con be used in concert to suggest who hos the

potentiol to become o quolity teocher. Timothy Weover (1984, pp.

108-1 15) reported thort scores on the Scholostic Aptitude Tests (SAT) hove

declined for both men ond women who entered the teoching profession

since 1970. Weover dsserts, occording to historicol dqto, thot the most

ocodemicolly tolented tend to enter coreers thot poy well. Bosed on this

informotion, the study concluded thot if the educdtion profession is going

to ottroct students who ore ocodemicolly successful; the public is going
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to have to pay much higher wages to teachers. Weaver states that the

teaching profession ranks in the bottom third of the economic income

scale and that those who enter teaching are Iargely in the bottom third

scholastically. ln short, it has been shown that over the years, students

who major in education have not been as academically able as students

pursuing degrees in other fields.

In 1985, S. J. Rosenholtz found that after a period of six years, only 37

percent of the teachers who scored in the top 10 percent on the verbal

ability test remained in teaching. However, more than 60 percent of the

teachers who scored in the lowest 10 percent remained in teaching

(Dultweiler, 1987, p. 150). This suggests that the student is not receiving

the quality education that the parents want for their children.

Hiring teachers may well be viewed as one of the most important

functions of school system personnel departments and school

administrators. The quality of any school system depends, to a large

extent, on having the right person in the right job. The image of the

school system and the impact on instruction can be altered each time a

new teacher is employed. lt is estimated that approximately 5 percent of

the teachers in the classroom are incompetent. Poor teaching impacts
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on student leoming, demdnds d greot deol of the principol’s time, ond

certoinly dffects the reputotion ond credibility of the school system

(Jensen, 1987, p. 5).

A mojor considerotion in hiring the brighter teocher is the impoct

on students’ ledming. Henry Levin osserts thot o relotionship exists

‘
between teocher intellectuol dbility ond student leoming. Levin illustroted

this point by using o complex mothemoticol onolysis between student

scores ond teocher SAT scores involving o number of schools. His finding

wos thot 'eoch ddditionol point scored by the teocher on the SAT verbol

sub-tests odds .175 points to the verbol scores of block students ond .179

points on the verbol scores of white students.' According to Levin, it would

be more cost effective to spend substontiol monies on recruitment ond

retention of teochers with higher verbol skills thon to spend money for

experience if the outcome is meosured in higher student dchievement

(Wedver, 1984, p. 110). \Mlliom Webster (1988, p. 245), in CI tive yeor study,

supported Levin's belief when he voliddted o teocher selection system.

The system showed positive relotionships between the teocher’s

meosured verbol ond moth obility ond the quolity of clossroom instruction

bcrsed on teocher evoluotions.
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One method of mointoining quolity teochers is to use o method

.suggested by Jeffery South (1979, pp. 19-20), on educotion journcllist in

Phoenix. South odvocotes the utilizotion of dn NFL—lype droft to stoff

schools. South’s method is designed to periodicolly move teochers who

ore olreody employed so os to bolonce the stoff city-wide. New teochers

dre olso included in the droft. Hopefully, ossignment chonges result in

everyone stoying fresh ond excited obout their jobs. Eoch timeo new

teocher enters the üeld of educotion, the odministrotion hos on

opportunity to improve the instructionol progrom. Therefore, it behooves

the ddministrotion to seek the best possible condiddtes.

School systems, for the most port, rely on the presence of quolity

personnel to ochieve o continuing reputdtion for excellence. Mdny

componies moke it d policy to investigote the quolity of the educotionol

progrdms in on dred before mdking o finot decision regording the Iocotion

or relocdtion of their heddquorters or businesses. Porents will investigote
l

the reldtive excellence of the school system before moving to d porticulclr

city. This is especiotty true when cities dre close together ond there is o

choice. The demond for quolity educotion ond teochers is o priority for

mony.
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Recruiting

The principles of recruitment prqcticed in the public sector do not

differ greqtly from recruitment prdctices in the privote sector. Both

require q greot deol of plqnning ond should be o port of on on·going

efforl to employ the best of those qvoiloble. The purpose of recruitment is

to qctively ottroct cqndidqtes to compete for jobs in the orgdnizotion with

the intent to employ the best quolitied for o specific job. There should be

q bqsic plqn or design for recruitment (Heller, 1985, pp. 1-2).

The reseorch reveols thqt persons pursuing coreers in teqching qre

not the most ocodemicolly qble. It is importqnt thqt school systems,

especiqlly systems with severe shortoges, develop strotegies to employ

the best quqlified cqndidotes (Jensen, 1987, p. 6).

Smqll school systems fqce different problems in recruiting thon might

q lqrge system. Vlülliqm Renner (1985, p. 36), suggests thqt smoller school

systems must be more oggressive. Some of the methods he recommends

ore telephone contqcts to grqduqting seniors ond odvertisements oimed

ot grqduqtes. Mqjor emphosis is plqced upon personol contoct with the

qpplicont.

Howord ond Gqethqls (1985, p. 511) reported thot, in order to hire

good teochers, considerqtion should be given to educoting high school
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students obout teoching os o coreer. This opprooch wos proven to be

beneficiol in Louisville, Kentucky os reflected by the improved dttitude of

students toword teochers ond the teoching field. lt dlso served GS ci good

recruiting dctivity so GS to ottroct good students to the teoching field.

Business ond industry hove often been more oggressive in recruiting

personnel thon hove public school systems. Ldrge componies employ

fuII—time recruiters to visit compuses ond subsequently invite potentiol

employees to visit their offices. School systems ore beginning to develop

strotegies similor to the model used in industry (Jensen, 1987, p. 8). By

visiting o school system, the cdndidote moy be better dble to decide

whether or not to occept o teoching position. ln effect, the Impression

thot the school system mokes on the condidote during the selection

process might couse teochers to screen themselves in or out of the

dpplicont pool (Wise ond DorlIng—Hommond, 1988, p. 83). The invitotion to

visit the school system ond exercise the opportunity to screen themselves

in or out of the dpplicotion pool ore elements of the progrom developed

by the Chesopeoke, Virginio, Public Schools ond is presented in the lost

section of this chopter. Becouse recruiting in certoin cruciol subject oreos

such os mothemotics ond science is vitol to ony ond dll school divisions.
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Engle ond Noll (1984, pp. 105-109) identifiecl nine suggestions for improving

recruitment progroms. These suggestions ore:

(1) Recruit yeor—round, not only in April ond Moy. Good

communicotions with university ofliciols ond constont

plonning ore vitol to on effective recruitment progrom.

(2) A written plon of oction for recruitment is necessory to

benefit from oll resources ovoiloble.

(3) Know why teochers occept employment in the school

system. Understond personol oncl orgonizotionol reosons for

hiring.

(4) Use employees to ossist in recruiting. Teochers who ore

positive ond enthusiostic will ossist in selling the school system.

(5) Consider prospective teochers from within the system.

(6) Develop promotionol moteriol thot represents the system

visuolly.

(7) Encouroge muIti—certificotion of teochers.

(8) Join with neighboring school systems in recruiting to sove

money oncl old smoller systems in recruiting octivities.

(9) Long term plonning for recruitment helps to insure on

odequote number of teochers.
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Many of these suggestions, coincidentally, are part of the Chesapeake

Career Commitment Program.

Supply, demand, and the quality of personnel to be employed are

common threads that run throughout the recruitment, selection, and

employment process. All of these conslderations are important to both

' an early commitment recruiting program as well as a traditional recruiting

program. Employment incentives are extremely important andare used

to gain attention by many school divislons. Most incentives are based on

hospitalization plans, vacation time, payroll services, and retirement

benefits.

Eddy Van Meter (l984, pp. 27-28), acknowledges that there is a

shortage of teachers and that each school division has unique

employment needs. Because of those unique needs, incentive plans must

be well developed and designed to satisfy specific employment needs.

Van Meter offers eight incentive ideas that can be used in varying

degrees by school divisions to recruit. One of those is to offer a one-time

bonus when teachers join with the system. Another idea is to provide paid

release time during the year. The release time would have to be

arranged in advance for planning purposes. Other suggestions include

lengthening the school year to offer teachers a more flexible schedule
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ond on dcceleroted sobboticol leove schedule thot would ollow

l tedchers with fewer yedrs of employment to toke d sobboticol.

An integrol component of the recruitment process is the interview.

Personnel odministrotors, building principols, ond other school

ddministrotors with the responsibility for hiring routinely use the interview os

o port of the selection process of new employees. Since the interview is

the only sure woy to ossociote the opplicont with the opplicotion form.

most employers wdnt to see who they ore hiring (Nlece, 1983, p. 232).

The formol interview wos used in the Chesdpeoke Coreer

Commitment Progrom. However, it wos not used in compdring the two

groups in this study. The topic of interviewing is worthy of mention here

becouse of the importonce dssigned to it by employers.

The structured interview conducted by Chesopeoke Public School

personnel odministrotors Idsted opproximdtely forly-five minutes.

According to Richord Hobort (1979, p. 29), o structured interview will
l

probobly toke one hour. He dlso noted thot, while the interviewer is

evoluoting the opplicont, the opplicont is mdking d decision obout the

school division.

Niece (1983, pp. 232), stdted thot becouse the overoge interview

Idsts less thon one hour, it is probobly the Ieost relioble of dll selection
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procedures. He reported thot most orgonizotions will hire the most

quolified person less thon 50 percent of the time. Niece olso found thot

centrol ofüce personnel tend not to volue the more ocodemicolly

quolified dpplicont.

The single foctor thot most discredits the interview process is the

interviewer. The mojorlty of interviewers ore untroined, use unrelioble

questions, interject personol bios, ond ore often too quick to moke o

judgement regording the quolilies of the oppliconts. Joe Smith.

occording to Niece, hos identitied two odditionol reosons for the

weokness in the interview. One is the lock of speciüc quolities required of
·

o teocher. The second reoson is thot most school divisions hove not

estoblished o system for conducting interviews (Niece, T983, p. 233).

The Chesopeoke Coreer Commitment Progrom interview system

wos structured ond corefully monitored. Two personnel odministrotors

conducted the interviews; one osked the questions in the some order for

eoch condidote while the other interviewer recorded the responses. The

interview process for the troditionolly recruited teochers wos odministered

differently for two reosons:

(T) A single interviewer would ottend the coreer doy sponsored

by the plocement ofüce for recruiters to interview teochers.
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(2) Time ond number of persons to be interviewed would dictote

how long the Interview would lost.

In order to overcome the inodequdcies of the interview device,

Ferguson (1983, p. 1 18) suggests thdt one of the most imporlont elements

in screening qppliconts is to plon oheod. He strongly recommends thot

eqch cdndidote be required to onswer the some questions. This con

counterdct discriminotion ond provide the Interviewer with d common

bose of compdrison to did in selection. Ferguson dlso recommends thdt,

in order to dvoid discrimindtory prdctices, school systems need to use

skilled interviewers who utilize d structured interview formdt. The more

fomndl dpprodch increoses both the vclidity ond reliobility of the interview

process. lt olso reduces the chdnces of d discrimindtion suit.

The interview scores for the cdreer commitment group ond the

scores for the trddilionolly recruited group were identicdl. Edch of the

tedchers received ci roting of 5 on the interview. Five wos the hlghest

rcting possible, therefore, no bosis for comporison existed. The instrument

mdy be exdmined in Appendix C.

Tedcher Retention

lf the godl of recruitment is to dttroct dnd employ the brightest ond

most quqlitied dpplicdnt, lt is redsondble to dssume thqt It is qlso desirous
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to retoin thot teocher. To begin, it must be osked why do some

beginning teochers often leove the profession ofter only o yeor or two?

More often thon not, occording to Amistrong (1984, p. 110), beginning

teochers leove becduse of the structure of the educdtionol decision

moking process. School systems ore chorocterized by o conservotive

environment with o definite hierorchy ond power bose thot closely

regulotes chonge of either o positive or negotive noture. Teochers who

ore enthusiostic obout teoching ond Ieoming often find thot the working

conditions ore too restrictive ond ünd it necessory to leove the profession.

This effects the quolity of those who remoin in the profession. Three other

unsotisfoctory working conditions most often cited by TGOCNGTS were:

(1) teocher Iood, (2) poor discipline, ond (3) o lock of trust in the school

leodership (Engle ond Noll, 1984, p. 106).

According to Arthur Vwse (1987, p. 40), 'In mony districts os mony

os 20 percent of the new teochers leove within the tirst yeor ond onother

20 percent the second yeor'. The Iikelihood of the remoining 60 percent

being representotive of the brightest teochers is not very proboble.

Schlechty ond Vonce (1983, p. 177), ossert thot school orgonizotion

does not promote the retention of ocodemicolly oble teochers. The

primdry conditions thot discouroge the brighter teochers ore (1) low poy
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(most oll solory increoses come in the first third of their teoching coreer),

(2) lock of coreer stoges ossocidted with the job of the clossroom teocher,

(3) hdving little opportunity to directly pdrticipote in decisions regdrding

the school, ond (4) on environment thot is essentiolly closed ond

controlled by d mdnogement structure thot operdtes from d punishment

’
bose.

Although most efforts to retoin good tedchers oppeor to be

pldusible, d study by Bruno ond Negrete (l983, p. l39), revedled thot the

use of soldry GS o primory incentive wos ineffective. On the surfoce,

pdying d solory differentidl for tedching in d Iorge urbdn school system

should be incentive enough to retoin teochers. Such wos not the cose in

the school system studied becouse the ddditionol money did not help to

retoin quolity teochers. Working conditions, however, did ploy d Iorge role

in tedcher sdtisfdction.

The Govemor of Tennessee, Lomdr Alexonder (l985, pp. 33-34), hos

offered severol suggestions for keeping good teochers. Vwth the

exceptions of estoblishing o coreer lodder ond providing summer work,

none of the other suggestions involved o monetory goin. Eoch of the

other suggestions ore rooted in recognition progroms ond professionol
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qcknowledgments. This study will report the tindings of the retention

lfoctors of both cqreer commitment teochers ond trqditionolly recruited

teochers.

Meosures of Acodemic Achievement

Mdry Jensen (1987, p. 14), when discussing the volue of using grode

point dverqges to predict on the job success, reports thot employers from

industry who recruit on compus often qsk to interview only those

cdndidotes who hove cr GPA of 3.0 or higher ond who hove held

Ieddership roles. Like industry, educotion tends to support the belief thot

the GPA is not only reflective of strong ocddemic obility but olso suggests

good work hqbits GS well os the obility to follow through ond qssume

responsibility. Other meosures thot hove been used in predicting

successful teqching qre personolity tests, self-concept tests, ottitudinol

inventories, ond vocotionol interest botteries. Some of these tests ore _

qdministered prior to selecting o field of study for college (Jensen, 1987,

p. 14).

School qdministrotors employ teochers bosed not only on the GPA

but the utilizotion of interview questions ond certqin formql tests. Jensen

emphosizes thot none of these meosures olone cqn be used to predict

success in teqching. Together, however, they con provide the interviewer
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with definitive data about the prospective teacher regarding academic

preparation achievement and decision making skills. Since the

publication of A Nation At Risk, most school systems routinely require that

a transcript accompany the application for the purpose of serving as a

veritication of academic success or failure (Jensen, l987, p. 22).

According to Jensen, an increasing number of studies have reached the

conclution that future teaching performance can be predicted by

examining current academic success.

The Ofüce of Research and Evaluation of the Austin, Texas

Independent School District (l984), prepared a research report that

·
examined competency tests designed to evaluate prospective teachers.

One of the tindings stated in the report was that the National Teacher

Examination (NTE) was the most frequently used test. The NTE is designed

to measure academic preparation in three general areas:

communication skills, general knowledge, and professional education.

The research report also concluded that no single test or method of

selecting teachers should be used.

The American College Test (ACT') is another instrument used in the

hiring process as a quality control measure of the academic aptitudes of

teachers. Skillett and Tompkins (l98A, p. l) discovered that there was no
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signiticont difference in the test scores between the teochers who goined

employment ond the educotion groduotes who were not hired.

Reseorch regording tests of ocodemic ochievement consistently

report thot the volue of such tests lie in the foct thot they serve os onother

source of informotion with which to predict success in ony endeovor. The

NTE ond GPA were used in this study becouse the scores ore occepted

meosures of ocodemic ochievement. They serve to bolonce the

recruitment ond employment process on which so much of the decision

to hire is dependent on personolity foctors.

. Reosons for Accepting Employment

As o port of the recruiting process, it is importont to know why

teochers occept one teoching position os opposed to onother. Engle

ond Noll 0984, pp. l05-l0o), in their extensive study, report similor tindings

reflecting prior resedrch conducted on the reosons teochers occepted

employment. First, they developed o list of forty·five reosons why teochers

occepted teoching positions. Teochers were then osked which reosons

would be importont enough for them to occept o porticulor teoching

position. Their findings, in order of importonce, were 'proximity to spouse’s

job, friendliness of odministrotion, discipline, solory, focilities, personol

growth, competence of stoff, ond the philosophy of the school.'
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Similor tindings ore reported by Mory Jensen in her excellent report

for the School Mondgement Digest. She presents four primory redsons for

teochers dccepting employment. The reosons were: (I) solories thot ore

competitive with other fields, (2) prestige ond work thot is regorded os

importdnt, (3) professionol working environment, ond (4) on opportunity

for professionol growth. The reosons the Chesopeoke coreer commitment

teochers ond the troditionolly recruited teochers occepted employment

will be presented in Chopter IV.

Development of Chesopeoke’s Coreer Commitment Progrom

The Chesopeoke Coreer Commitment Progrom begon in l<?84

when Superintendent Dr. C. Fred Botemon presented the concept to the

members of the Chesopeoke School Boord. A primory reoson the

progrom come obout wos due to growth potterns in the city. Populotion

growth medns more students which trdnslotes into the need for more

teochers. There wos olso on expected dttrition rote occording to Howord

Loumonn (l989, interview), Personnel Administrotor with the Chesopeoke

Public Schools. He stdted thot in dny given yeor there will be

opproximotely o 7 to IO percent tumover in the teocher ronks due to

retirement, spouse tronsferrol, or Ieoving teoching for other fields of work.
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This tumover trdnslotes into o need for dpproximotely 150 new teochers.

Forly percent of this number, or opproximdtely 60 teochers. ore

elementory teochers.

The Chesdpedke Schools hove experienced student growth for the

post 5 yedrs occording to Edword L. Hughes (1989, interview), Clerk of the

Chesdpeoke Public School Boord. Edch yedr, the student growth fdctor

hds overdged dpproximdtely 3 percent. In the 1985-86 school yedr,

student enrollment wos 25,361. In only one yedr, the enrollment climbed

to 26,360 which wos on increose of 999 students or 3.94 percent. During

1987-88, the school division experienced o growth of 2.89 percent or 763

students. The increose for 1988-89 wos 552 students which represents on

increose of 2.04 percent. There is d projected enrollment for 1990 of

28,112 dnd over 31,000 in 1993-94. By 1998-99, the enrollment projected

by the Chesdpeoke Public Schools Reseorch Depdrtment, will be in excess

of 36,000 students. ln oddition to sotisfying the need for more teochers.

the progrdm wos conceived os o meons of mdintoining instructionol

excellence. The unique ospect of the progrdm wos thot perspective

tedchers would be offered controcts to tedch in Chesopeoke prior to the

completion of their student tedching experience. After the School Bodrd

opproved the coreer commitment concept, the superintendent dnd his
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stoff developed the initiol plons for the eorly commitment progrom.

Meetings with Virginio Tech ond Norfolk Stote University odministrotors ond

foculty were held to finolize the progrom ond estoblish o plon for

implementotion. Criterio were estoblished ond ogreed upon by the

· ddministrotors from the universities ond Chesopeoke schools. The

° selection of criterio consisted of the students' quolity point overoge.

recommendotions from teochers, the students' coreer gools, dn interview.

extro—curricuIo octivities, ond work experiences. The criterio used for

troditionol recruitment os opposed to the coreer commitment progrom

were similor but there were severdl importont distinctions. One difference

wos thot the potentiol Chesopeoke Coreer Commitment tedcher wos

interviewed by two Chesopeoke school interviewers. Another difference

wos thot the dotd used to moke the decision whether or not to employ

were limited becouse course work ond student teoching informotion were

not ovoiloble to the recruiter for the Chesopeoke Coreer Commitment

Progrom. Perhops the most significont difference wos thot the progrom

wos coordinoted through the schools of educotion ond not the

plocement office which occommodotes the troditionol method of

recruitment. Once the selection criterio wos estoblished, the octuol

interviews begon. By Iote October, the students were screened ond those
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who were selected received invitqtions to visit Chesqpeoke for two dqys

_ with oll expenses pqid. During their visit, they toured schools ond

interqcted with teochers, principqls, ond school boord members.

The coreer commitment students qltended q bqnquet in their honor

which wos hosted by the superintendent. Guests included the mqyor, city

officiols. city council members, school boord members, ond school

odministrotors. After the tours ond meetings, they were offered teqching

contrqcts ond qsked in which school would they prefer to teqch. Coreer

commitment teochers were invited to complete qll or ci portion of their

student teqching in Chesqpeoke.

The coreer commitment teochers were qssigned to mqster teochers

for their student teqching experience in schools of their choice where

possible. After their student teqching experience, the coreer commitment

teochers requested specific schools for their regulor teqching qssignment.

The personnel office mode every effort to honor those requests. A
3

complete progrom description oppeors in Appendix A.

Summqr_v_

Supply ond demqnd for teochers, occording to the reseqrch

presented in this Chqpter, suggests thqt q teqcher shortqge exists certqinly

in some geogrqphicol oreqs ond subject mqtter qreos. The more
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academically able students tend not to consider teaching as a career

but rather pursue a degree in fields that offer a more lucrative future.

Incentives to entice students to enter education appear to be more

helpful in retaining teachers than in recruiting teachers. The incentives

based on salary and fringe beneüts do not always guarantee that
l

teachers will enter teaching or remain in the üeld. The teacher

recruitment process is aimed at attracting the best qualified candidate to

teach in a particular subject, grade, or school. Research suggests that a

year-round recruitment program will produce more applications and in

the long run offer a school system more choices from which to select
_

teachers. A written recruitment plan will aid school systems in making the

best use of their resources.

Interviews are a major part of the recruitment process. The

interview is important to those responsible for hiring from the standpoint of

matching a face with an application. The interview must be structured

and carefully monitored if it is to be of value.

Teacher retention is important instructionally because of the

experience the teacher gains and the consistency that is brought to the

students. Determining or predicting teacher success, according to Bowers

and Pass (I982, p. 33), is like 'playing the horses'. Pedigrees and inside tips
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all being equal, each one is just as Iikely to possess that mysterious inner

quality that it takes to be a winner. Assuming all things are not equal, one

way to aid personnel decision makers is to consider the candidate’s

academic achievement. The criteria most frequently used by school

officials and personnel administrators are the student's final grade point

average (GPA) and the National Teachers Examination (NTE). Both

criteria, along with other information regarding the applicant, aid the

intewiewer in making and hiring decisions.

Education graduates who accept teaching positions do so for

numerous reasons. The research suggests that the number one reason

teachers accept employment is the proximity to their spouse's work,

followed by the friendliness of the administration, and the school’s

discipline policies.

The Chesapeake Career Commitment Program was developed in

response to the predicted student growth in the Chesapeake Public

School System and motivated by the school board’s desire to employ the

brightest teachers. The career commitment program was designed to

employ future teachers prior to the completion of their course work and

student teaching. The perspective teachers were invited to visit

Chesapeake with all expenses paid. After visiting with teachers, students.
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administrators, school and city oflicials, they were offered a teaching

contract. The career commitment program serves as an altemative to

the traditional recruitment effort which usually occurs in early spring.



CHAPTER Ill

RESEARCH METHODOLOGY

Introduction

This study exomined the teoching ond ocodemic performonce of

first yeor teochers recruited through the Chesopeoke Coreer

Commitment Progrom ond ci like number of teochers recruited through

. the troditionol method. This study wos designed to provide relevont doto

for descriptive onolysis between the groups ond wos outhorized by the

centrol odministrotive stoff of the Chesopeoke Public School Division.

A discussion of the design ond procedures used for collection ond

treotment of the doto is contoined in the chdpter under the following

heodings: (I) Reseorch Design ond Populotion, (2) Somple, (3) Teocher

Evoluotion Instrument, (4) Teocher Ronkings, (5) Notionol Teochers

Exominotions, (6) Undergroduote Grode Point Avercige, (7) Interviews,

(8) Teocher Retention (9) Dcrto Collection, ond (IO) Treotment of the Doto.

Reseorch Design ond Pogulotion

In order to investigote the teoching ond ocodemic performonce of

the coreer commitment teochers os compored to the troditionolly

recruited teochers, it wos necessory to review edch of the subject’s

personnel records. The doto extrocted from the records were scores on

39
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the Nqtiondl Tedchers Exdminqtion, undergrdduote college grdde point

_ dveroge (GPA), dnd tedching evdluotions conducted by the building

principdls.

For purposes of compqrison, qnother evdluqtion of tedching

performdnce wos conducted by on impdrtiql centrdl office evdluotor.

Other ddtd used for comporing the two groups consisted of o rdnking by

the principdl of the coreer teochers, the trdditiondlly recruited teochers

qnd three other teochers. The principdl ronked the teochers from l to 5

with 5 representing the highest vdlue. A compqrison between the Cdreer

Commitment teochers dnd the trqditionqlly recruited teochers relqting

. to retention wos conducted four yeors dfter initiql employment.

Additiondlly, informotion wos sought from both groups GS to why

they qccepted employment with the Chesdpedke Public School Division.

The coreer commitment group dccepted edrly employment prior to

completing their grdduqtion requirements. The populqtion for this study
l

includes the coreer commitment teochers qnd certqin selected tirst yeqr

teochers employed for the T985 school yeqr in the Chesqpeoke (Virginid)

Public Schools.
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The group of cdreer commitment tedchers in 1985 consisted of

seven ürst yedr tedchers. For purposes of compdrison, it wds necessdry to

select d sdmple equdl in number (7) to the cdreer commitment progrdm

tedchers. Seven first YGCIT tedchers who hdd recently completed dll

requirements for grddudtion, but hdd no tedching experience were

motched dnd compored with the TGOChGfS selected for the ÖOTGGT

Commitment Progrdm. Edch motched pdir wds dssigned to the sdme

school.

The working conditions dnd experiences of the tedchers were

simildr. The motched pdir were evdludted by both the sdme principdl,

dnd the sdme centrdl office SVGIUGTOT, tdught students from the sdme

community, experienced the sdme fdcility limitortions, dnd TGUQÜT with

the sdme philosophy dnd policy guidelines of the respective school.

Tedcher Evdludtion Instrument

The study compored the tedching performonce of tedchers

recruited prior to completing TOVTTTGI course work dnd student tedching

with tedchers who hdd completed dll formdl course work dnd hdd

completed their student tedching experience. Ddtd reldtive to the

TGCICÜGTS cldssroom performonce wds compiled using the Chesdpedke
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Public School teocher performonce evoluotion form CS l,l l7 (l l-A) R/84

(Appendix B.) This form wos utillzed by the principdl to evqluote both the

coreer commitment teocher ond the troditionolly recruited teocher.

Evqluotion of eoch coreer commitment teocher ond eoch

troditionolly recruited teocher wos mode by o centrol office evoluotor

who wos not qwqre of which method hdd been utillzed to recruit the

respective teqchers. The centrol office evoluotor hod experience ocross

dll grode levels ond wos porticulorty skilled in using both the evoluotion

form ond conference techniques used in the Chesopeoke School

Division.

The Chesopeoke School Boqrd odopted the evoluotion instrument

in August, l984, to identify lndividuol teocher strengths ond needs for the

purpose of improving teocher performonce. The evoluotion process

is exploined in the regulotions for the evoluotion of teocher personnel

in the policy book E-T9 Teocher Evoluotion, (Chesopeoke Public Schools

Policy ond Regulotions).

The teocher evoluotion instrument wos developed by o committee

of educotors. The committee represented the Chesopeoke Educotion

Associotion, elementory ond secondory principols, elementory ond

secondory teochers, os well os centrol office personnel from the oreos of
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instruction, personnel ond stoff development. The committee exdmined

other school system's evdluotion instruments ond the previous yeor's

instrument used in Chesopeoke to determine the longudge ond criterio to

be used on the revised evdluotion instrument.

The tedcher evdluotion instrument is used by oll principols in the

Chesdpeoke School division. The items ond longudge used to describe

techniques, methods, ond instruction skills were odvocoted by Modeline

Hunter (Whitehurst, l987).

The consensus of the committee who pldnned, resedrched, ond

developed the instrument wos thot dn instrument bosed on objective ond

observdble performonce would provide o volid bosis for evdluotion. The

evdluotion process offers the employee ond employer d common

longuoge in which performonce con be documented, discussed, ond

chonged, if necessory, before the next evdluotion period. The tedcher

evdluotion instrument developed by the speciol Chesdpeoke Public

Schools Committee, dccording to Whltehurst(l987), wos designed to

dchieve the following objectives:

l. To identify individuol tedcher strengths ond needs

2. To improve tedcher eftectiveness
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3. To appraise employee performance on the basis of

obsen/able behavior and established criteria

4. To provide the employee with performance expectations

5. To provide useful information for making objectlve personnel

decisions regarding in-service programs, promotions,

' retention, discipline, transfers and dismissals

Based on the rating scale for the teacher evaluation instrument, each

principal assigns a rating. Each performance rating is defined as

followsz

l. Exceeds Expectation (E)- Perfonnance which exceeds the

level expected. When using this rating, examples of

performance must be cited which support this rating.

2. Meets Expectation (M) - Performance which generally meets

the levels expected.

3. Below expectation (B) — Performance which falls below the

level expected. When using this rating, examples of

performance must be cited which support this rating.

4. Unsatisfactory (U)- Unacceptable performance which must

receive immediate attention. When using this rating,

examples of performance must be cited which support this

rating.

4
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5. Not Applicdble (NA) - Evdludtion of the fdctor or criterion is

‘ indppropridte for the employee being rdted.

The Chesdpedke Tedcher Evdludtion instrument form CS 1,117 (1 1·A) R/84,

ddopted by the school bodrd in 1984, is the only dpproved tedcher

evdludtion instrument used by the Chesdpedke School Division.

Tedcher Rdnking

The cldssroom tedching performdnce of the cdreer commitment

group dnd the trdditiondlly recruited group wds evdludted using the

Chesdpedke Public Schools tedcher evdludtion. There dre non-teoching

dctivities thdt ore importdnt to the operotion of the school thdt were

medsured by rdnking the poired teochers in reldtion to other tedchers.

Building principols were osked to rdnk the pdired teochers in their

building GS to how vdludble those teochers were to the operdtion of the

school (Appendix E). Principols were provided d list of five tedchers from y

his or her school. All five teochers hdd dpproximdtely the sdme tedching

experience. A cdreer tedcher dnd d trdditiondlly recruited tedcher were

included in the five tedchers. The principdl wds provided three ddditiondl

ndmes so thdt he or she could develop his or her own compdrison

stdnddrd using the rdnking form. This procedure elimindted d forced

choice SlTUG1'lOI"l,Gl’1d offered d wider rdnge of choice to the principdl.
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The only scores reported in this study were those of the Coreer

Commitment group ond the trdditionolly recruited group. A Likert-type

scole wos used becduse of edse of development ond, dccording to

lsddc ond Michdel (l 983), it would provide essentiolly the some results ds

o more sophisticdted scdle.

The items to be considered were non—tedching dctivities ond duties

importdnt to operoting d school. The principdls were dsked to ossign d

vdlue to the items thdt described the willingness of the teocher to dssume

responsibility. The principol rdnked edch of the tive tedchers on edch of

the eight items. A vdlue of l (lowest vdlue) to 5 (highest vdlue) wos
—

ossigned to edch item. The ddto were reported in frequencies by method

of recruitment.

Ndtiondl Teochers Exominotion

One medsure frequently used to determine ocddemic

dchievement is the Notionol Tedchers Exominotion. The stondordized test

dnd d possing score is required by the Chesopeoke Public School Division.

Doto from the three mdjor dreds were used in the study. The mdjor dreds

of the NTE dre: professiondl knowledge, communicdtion skills ond the

generol knowledge dred. This test, coupled with other ddtd, seives os d

predictor of tedching success.



47

Undergraguate Grade Point Average

Another measure used to determine academic achievement was

the grade point average. This score reflected academic performance of

the teacher for all undergraduate college course work. The GPA on an

official transcript is part of the application process required by

Chesapeake Public Schools.

The grade earned for the student teaching experience is another

predictor of future teaching performance. Student teaching grades were

considered as another variable for comparison. However, the variety of

evaluations utilized by the different universities involved would have

necessitated an artificial method to be created so as to compare the two

groups. For example, four of the subjects were graded pass/fail which did

not provide for degrees of satisfactory performance. Therefore, it was felt

that inclusion of the student teaching grade would not have been

appropriate.

Interviews

Each career commitment teacher was asked both during an

interview and in writing to respond to a single important question, "why

did you make an early employment decision to be with Chesapeake

Public Schools (Appendix F)?" The data are reported in frequencies which
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provides d summory of responses exploining the Coreer Commitment

teochers eorly occeptonce of employment.

Trdditionolly recruited teochers were polled by d personnel

cidministrotor to Iedrn why they decided to opply for employment with

the Chesopeoke Public School Division. The responses dre reported in

frequencies which provides d summory of responses exploining why they

desired to teoch in Chesopeoke.

Teocher Retention

Retoining quolity teochers is both o concern ond o desire for school

systems. Becduse of the uniqueness of the coreer commitment progrom,

d point of interest is centered oround the retention of the teochers in both

groups. An inquiry wos mode through the Chesopeoke Public Schools

Office of Personnel to determine the retention stotus of both groups of

teochers. The findings were reported in frequencies with d brief ndrrotive

os to why individuols seporoted from the Chesopeoke School Division.

Doto Collection Procedures

The doto collected for this study were gothered through severol

meons. The following steps were token to ossure dccurote ond

comprehensive doto collection.
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Once the teochers hod been employed, ond hdd octuolly tought

for o whole yeor, their records were requested from the Director of

Personnel (Appendix D). The records were reviewed with the intent of

obtoining specific doto regording both the coreer commitment teochers

ond the troditionolly recruited teochers. Informotion token from the

· records wos numericol in noture. The doto exomined in this study

included the individuol’s grode point overoge, the Notionol Teochers

Exominotion scores for dll three ports, the principol's evoluotion of the

tedcher’s teoching performonce ofter one yeor experience ond the

centrol office evoluotor’s evoluotion of the teoching performonce.

Building prlncipols were osked to ronk the poired teochers in their

building os to how voluoble those teochers were to the operotion of the

school (Appendix E). The doto were reported in frequencies by method

of recruitment ond the volue of the teocher to the operotion of the

school which wos determined by the princlpol.

NTE (Notionol Tedchers Exominotion) scores were olso compored.

All three oreos of the NTE were used; the professionol knowledge,

communicotion skills, ond the generol knowledge oreo. The doto were

reported by method of recruitment ond reflected the high ond low scores

os well os the meon score ond stondord deviotion for eoch group.
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The grade point average, which was not available when the

_career commitment teachers were employed, was retrieved and

compared with the traditionally recruited teachers. High and low scores

were reported in addition to the mean scores and standard deviation.

A review of the teacher's performance evaluation was used to

determine how well both groups of teachers performed in the classroom.

The evaluations were made by the building principal and a central office

evaluator. The scores were reported by groups using the mean score. All

three areas of the evaluation instrument were analyzed and reported for

both groups. Scores for the leaming environment, instruction, and

professionalism were reported. A composite total of teaching

performance for all three sections was reported.

Interviews were conducted with both groups of teachers to

determine why they ultimately decided to sign a teaching contract with

Chesapeake Public Schools. An investigation of the retention of the
S

career commitment group as opposed to the traditionally recruited

group was conducted to determine the teaching status of both groups.

Treatment of the Data

The small number of subjects investigated does not call for the use

of inferential statistical treatments. The small number of subjects was



51

occosioned by the innovotive noture of the coreer commitment progrom

ond wos not o voluntdry function of this study. Therefore, the results of

doto occumulotion dre presented using descriptive stotistics.

Accordingly, tobulor doto ore presented in terms of the high ond

low scores obtoined for eoch group, meon scores, ond stonddrd

deviotions. Although bosic in noture, these descriptive stotistics permit o

much more occurote chdrocterizotion of eoch group thdn would

unstructured obseivotions. Appropriote tobles hove been constructed to

illustrote the findings.
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CHAPTER IV

ANALYSIS AND DISCUSSION OF THE DATA

The purpose of this study was to examine the teaching

performance and prior academic achievement of first year teachers

recruited through the Chesapeake Career Commitment Program as

compared with those first year teachers recruited through the traditional

recruitment method. ln addition, the study examined what prompted or

influenced the new teacher’s decision to teach in the Chesapeake Public

Schools.

Data collected and findings for the study are presented in this

chapter. The chapter is organized by the following major sections:

Population, Value of the Teacher to the Operation of the School, College

Undergraduate Grade Point Average, Analysis of Teacher Performance

on the National Teacher Examination, Teacher Performance Evaluation

by both the Building Principal and Central Office Administrator,

Chesapeake Career Commitment Program Teacher and Traditionally

Recruited Teacher Interviews, Teacher Retention, and a Summary. Each

section includes a discussion of the findings followed by a table which

presents the data.

52
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Populdtion

The populotion selected for this study consisted of the entire group

of seven tedchers who were recruited through the Chesdpedke Cdreer

Commitment Progrom ond d motched group of seven tedchers who

were selected by medns of the troditiondl recruitment method.

Eoch cdreer commitment tedcher wos selected prior to the

completion of his or her college course work, the student tedching

experience, ond prior to sitting for the Notiondl Teochers Exdminotion.

Eoch trdditionolly recruited tedcher hdd completed dll course work, the

student tedching experience, ond hdd token the Notiondl Teochers

Excimindtion.

Stoff Volue of the Tegcher to the Operdtion of the School

Eoch pdrticipoting principol wos dsked to ronk the pdired tedchers

in their building GS to how voludble those tedchers were to the operotion

of the school (Appendix E). The pdired tedchers were grouped with three

other tedchers from the some building so thot the principol could use his

or her own compdrison stdnddrd using the rdnking form. The principol

wos not forced to ronk the Cdreer Commitment tedcher higher or lower

thon the trdditionolly recruited tedcher becouse o wider ronge of choice

wos dvdildble. The Cdreer Commitment tedcher dnd the trdditiondlly
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recruited teacher were ranked compared to the other three teachers

the form provided to the principal (Appendix E). The instructions to the

principals were to rate each teacher on each item from l to 5 with 5

representing the highest value.

The responses were to reflect the willingness of the teachers to

· perform non-classroom teaching duties as well as the willingness to

assume more responsibility. The rating scale was assigned weighted value

as followsz

Rating Scale Weighted Value

Very Willing 5

Often Willing 4

Willing if Asked 3

Seldom Willing 2

Unwilling l

The results were tabulated for both the career commitment group and

the traditionally recruited group so as to reflect the number of individuals

rated in each category. The results are presented in Table l.

Six of the seven career commitment group teachers, or 86% were

rated at 3 or above. This suggests that the majority were willing, if asked,

to assist with extra assignments requested by the principal. It was also
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Table T

Staff Value of the Teacher to the Operation
of the School as Ranked by the Building Principal

Reported by Method of Recruitment (N=T4)

Recruitment Value to School Operation Ranking
Method Based on \Mllingness to Assume Extra Duties

Seldom Vlülling Often Very
Unwilling \Mlling if Asked willing Vwlling”

(T) (2) (3) (4) (5)

T 2 2 2

Traditional T 3 T T T

Note: Rankings range from T (lowest) to 5 (highest)
°
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observed that, of the seven traditionally recruited teachers, more than

half (4) were rated 2 or below meaning that they were seldom willing to

parlicipate in extra duty assignments requested by the principal. Another

ünding, reflected in Table 2, was that the group mean ranking for the

career commitment teachers (3.42) exceeded that of the traditionally

recruited teachers (2.7l) by seven—tenths of a point. This difference

approaches one point which is nearty representative of an entire ranking

category. The standard deviation of the career commitment group (T .23)

was slightly smaller than that of the traditionally recruited group (T .40).

Building principals rated the career commitment group as being more

willing and thus more valuable to the operation of the school than they

did the members of the traditionally recruited group.

College Undergraduate Grade Point
Average Reeorted by Method of Recruitment

Traditionally, the academic achievement of prospective beginning

teachers has been evaluated by reference to the undergraduate grade

point average. Undergraduate grade point averages were acquired and

analyzed for both the career commitment teachers and the traditionally

recruited teachers. Table 3 presents the tinding. The career commitment

teachers, as a group, had a slightly higher (.30) Grade Point Average
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Tdble 2

Tedchers Vdlue to the Schools Operdtion
ds Rdnked by the Building Pnincipdl

Recruitment High Low Medn Stdnddrd
Method Rdnking Rdnking Devidiion

Cdreer 5 1 3.42 1 .23

Trdditiondl 5 1 2.71 1 .40

Note: Rdnkings rdnge from 1 (lowest) to 5 (hlghest)
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Table 3

College Undergraduate Grade Point Average
Reported by Method of Recruitment (N=14)

Recruitment High Low Mean Standard
Method Score Score Score Deviation

Career 3.93 2.90 3.32 .22

Traditional 3.71 2.16 3.02 .81
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meon score thon did the troditionolly recruited teochers. The college

undergroduote GPA meon score for coreer commitment teochers wos

observed to be 3.32 while the GPA meon score for troditionol recruitment
teochers wos observed to be 3.02. The stondord deviotion for the coreer
commitment teochers (2.2) wos oppreciobly less thon thot of the

· troditionolly recruited group (.8l) which indicotes thot the coreer

commitment teochers scores cluster more tightly together os o group.

This suggests thot the score within the coreer group were simulor ond the

scores within the troditionol group hod o wider spreod. The stondord

deviotion olso suggest thot the scores between the two groups were olso

different. There wos o Iorger morgin between the Coreer Commitment

group ond the troditionolly recruited group.

Anolysis gf Notionol Teochers Exominotion
The Notionol Teochers Exominotion is onother troditionolly

occepted meons of evoluoting ond selecting potentiol teochers.

Consideroble numbers of school systems in the United Stotes require thot

prospective teochers not only toke the Notionol Teochers Exominotion but

ochieve o predetermined score so os to be eligible for o teoching

certificote ond employment. ln the Commonweolth of Virginio, both ofthese considerotions qre true. —
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Although recently revised, the version of the NTE these teochers

·
took is divided into three mdjor tests: professiondl knowledge,

communicotion skills, ond generol knowledge. Eoch test is two hours in

durdtion. The test of professionql knowledge presents questions designed

to determine the level of knowledge of the prospective teocher with

regdrd to sociol ond culturol proctices of society. ln oddition, questions

concerned with the principles of Ieorning ond instruction ore included.

The test of communicdtion skills is designed to evoluote skills in listening,

writing ond reoding. The test of generol knowledge is designed to ossess

the knowledge of moth, science, fine orts ond sociol studies (Notionol

Teochers Exdminotion Bulletin of lnformdtion, l986, p. 5).

NTE: Professionol Knowledge

In Tdble 4, the Professionol Knowledge scores ond qnolyses for both

groups ore presented. Anolysis of the informotion reveols thot the _

individuol high ond low scores of Coreer Commitment teqchers ore

higher. lndividuol high score reported for the Coreer Commitment

teocher wos 674 ond 67l for the troditionolly recruited teocher which

reflects d 3 point difference. The idividuol low score reported for the

Coreer Commitment teocher wos 656, which wos 18 points higher (638)

thon the troditionolly recruited teocher. The meon score for the cdreer
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Toble 4

NTE Scores for Professionol Knowledge
Reported by Method of Recruitment (N=14)

Recruitment High Low Meon Stonddrd
Method Score Score Score Devidtion

Coreer 674 656 665. 14 7.24

Troditioncil 671 638 655 1 1.59



62

commitment teochers exceeded thot of the troditionolly recruited

teochers by ten points. The stondord deviotion of the coreer commitment
‘

group wos four points less thon thot of the troditionolly recruited group.

These tindings suggest thot the coreer groups individuol scores reflected d

less vdrioble set of scores. However, there is o lorge stondord deviotion

between the two groups which reflects o consideroble spreod in the set

of scores (Pophon ond Sirotnik, 1967, p 21.) ·

NTE: Communicotion Skills

The scores for the Communicotion Skills test ore presented in

Toble 5. Once ogoin, the coreer commitment group performed higher.

The meon score for the coreer commitment group wos observed to be

670.85 while the rneon score for the troditionolly recruited teochers wos

observed to be 656.0. Anolysis of the informotion reveols d difference of

14.85 between the two groups os meosured by the Communicotions Skills

test of the NTE.

NTE: Generol Knowledge

The doto in Toble 6 rettect the NTE: Generol Knowledge meon

scores for eoch group of teochers bosed upon their method of

recruitment. The meon score for the coreer commitment teochers wos
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Tdble 5

NIE Scores for Communicdtion Skills
Reported by Method of Recruitment (N=14)

Recruitment High Low Medn Stdnddrd
Method Score Score Score Deviotion

Coreer 684 666 670.85 10.21

Trdditiondl 674 632 656.0 14.50
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Table 6

NTE Scores for General Knowledge
Reported by Method of Recruitment (N=l4)

l
Recruitment High Low Mean Standard
Method Score Score Score Deviation

Career 682 660 669.57 8. T2

Traditional 666 645 657.0 8.74
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colculoted to be 669.57 while the meon score for the troditionclly

_ recruited tedchers wos 657.0. Anolysis shows thdt the some pottern

reported eorlier wos true for the Generdl Knowledge scores. lt mdy be

sdid thdt the scores of the cdreer commitment group ore consistently

higher dnd more tightly clustered thon those of the trdditionolly recruited

teochers.

Teocher Performonce Evoluotion

The performonce evdludtion process is used to determine how well

o teocher is performing in the clossroom. Eoch cldssroom teocher is

evdluoted yeorly by the building principol utilizing o stcndord form thot is

sepordted into three sections GS follows: Leorning Environment,

Instruction, ond Professionolism. Eoch of these sections is composed of o

number of foctors designed to provide for on in-depth onolysis of thot

section. In oddltion to on evdluotion by the building principol, o centrdl _

office evdluotor troined in instructionol supervision wos ossigned to

evoluote eoch new teocher.

The teochers recruited through the ccireer commitment progrom

ond those recruited using the troditionol method were evoluoted using

Chesdpeoke Public School form CS l,l l7 (I I-A) R/84 (Appendix B). "The

purpose of the teocher evdludtion process is to identify individudl tedcher
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strengths and needs in an attempt to improve teacher effectiveness‘.

according to a statement in the Teacher Evaluation Instrument adopted

in the summer of l<?84.

The Teacher Evaluation Instrument (Appendix B) consists of forly—

three questions divided into three sections. Each section deals with a

major component of the evaluation process and of the study. The first

section, Learning Environment, seeks to determine if rules of conduct

are maintained, if acceptable student behavior was reinforced, if proper

care of the facility is being encouraged, and if standards and deadlines

for student work are clearly communicated. This section contains tive
·

performance statements. The second section, Instruction, consists of

twenty performance statements. The instructional statements are listed

under four sub—headings: content, planning, presenting the content, and

monitoring and evaluating. The third section, Professionalism, seeks to

determine the ability of the teacher to work cooperatively, respect the

confidential nature of professional information, maintain accurate

records, observe school board policy, and demonstrate responsibility for

his or her own professional growth. There are a total of eighteen

performance statements in this section. A composite score has been
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computed by the researcher to reflect the overall performance of each

individual and thus compare the two groups being studied.

Learning Environment

Table 7 presents a summary of the Learning Environment

evaluations conducted by building pdncipals and the central office

evaluator for both career commitment teachers and traditionally

recruited teachers. The building principal rated the career commitment

group one full point higher than the traditionally recruited group while the

central office evaluator rated the traditionally recruited group

approximately seven-tenths of a point higher than the career

commitment group.

Instruction

The Instruction section is reported in Table 8. The building principal.

in this case. rated the career commitment teachers such that a mean

score of eighty-four was derived. This group's mean was two points higher

than that of the traditionally recruited teachers. The central office

evaluator rated the career commitment teacher group at a mean of

eighly-one, or three points lower as a group than did the building

principal. While the central office evaluator rated the career teachers
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Table 7

Annual Evaluation of Teaching Performance
Reported by Method of Recruitment

Section l Leaming Environment (N=14)

Recruitment Method Evaluator _
Building Principal Central Office

Mn Score° Mn Score°

Career 21 19.29

Traditional 20 20

° Maximum score possible is 25
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Table 8

Annual Evaluation of Teaching Performance
Reporled by Method of Recruitment

Section II Instruction (N=14)

Recruitment Method Evaluator
Building Principal Central Oftice

Mn Score° Mn Score°

Career 84 81

Traditional 82 81

° Maximum score possible is 25
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lower thon did the building principol, the centrol ofüce GVGIUGTOT olso

_ roted the troditiondl teochers lower thon did the principols.

In summory, the centrol oftice evoluotor roted both groups lower

thon did the building principols. Both evoluotors were more in ogreement

when evoluoting the troditionol group thon they were when evoluoting

the ooreer commitment group.

Professiondlism

A

Reporled in Toble 9 is o summory of the Professionolism evoluotions

conducted by building principols ond the centrol oftice evdluotor for both

ooreer commitment teochers ond for troditionolly reoruited teochers. In

this ondlysis, it wos observed thot building principols roted ooreer teochers

higher thon troditionolly reoruited teochers while the centrol ofüce

evoluotor roted troditionolly recruited teochers the some os cdreer

teochers. When comporing the respective evoluotion rotings of the

twogroups,it wos observed thot the centrol ofüce evoluotor roted the coreer

commitment group eight points lower thon did the building principol. The

troditionolly reoruited group wos olso roted slightly lower (one point) by

the centrol office evdluotor thon by the building principol.

The composite scores for the two groups presented in Toble l0

reflect o tive point differentiol in fovor of the ooreer commitment group
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Table 9

Annual Evaluation of Teaching Perfonnance
Reported by Method of Recruitment

Section lll Professionalism (N=l4)

Recruitment Method Evaluator
Building Principal Central Ofüce

Mn Score° Mn Score°

Career 75 72

‘
Traditional 73 72

° Maximum score possible is 25
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Table TO

Summed Annual Evaluation of Teaching Performance
Reported by Method of Recruitment

Composite Total Sections I, ll, and lll (N=l4)

Recruitment Method Evaluator _
Building Principal Central Office

Mn Score° Mn Score°

Career l80 l72

Traditional l 75 T 74

° Maximum score possible is 2l5
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when rdted by the building prlncipdl. The centrdl office evdluotor roted

the trdditionolly recruited group two points higher thdn the coreer

commitment group. Since this pdttern wos not onticipdted, no provision

wos mode to inquire in ony depth regording this motter. Appropriote

comments regording this difterentiol will be included in Chdpter V.

Why Cdreer Teochers Accegted dn Eorly Tedching
Controct with Chesopeoke Public Schools

The coreer commitment tedchers were queried by the resedrcher

os to their redsons for occepting employment with Chesdpedke Schools

prior to completing their educdtionol experience. A follow-up letter wos

sent to eoch coreer commitment tedcher osking specificolly why the

individuol dccepted dn employment offer before completion of student

tedching, dcddemic course work, ond dn evoluotion of other job offers

(Appendix F). A written response wos received from eoch subject. Edch

response reflected the persondl redson(s) for deciding to dccept

employment with the Chesdpeoke School division.

Tdble T T presents o summdry of the responses reported by the

coreer commitment tedchers for occepting employment os o tedcher in

the Chesdpedke Public Schools before they completed student tedching,

before dll course work wos completed, ond before considerotion of other
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Table ll

Summary of the Career Teachers lnterviews
Regarding the Reason(s) for Accepting Employment (N=l4)

· General Category of Responses N

Why did you accept an employment offer before student teaching, before
your course work was completed, and before otherjob offers had been
considered?

T. Special treatment received 5

2. Guaranteed job security via special program 5

3. Quality repulalion of the Chesapeake Public Schools 5

4. lmpressed by top administrators (Superintendent.
Assistant Superintendents, Directors) who
supported the program 4

5. Salary and fringe benefits 2

6. To get away from home by moving to Chesapeake 2

7. To teach in my home city of Chesapeake T

8. Planned to move to the area after getting married T

Total Responses 25

Number of responses exceeds l4 due to multiple responses
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job offers. Although d vdriety of responses (d totdl of 25) were received, it

·
wos possible to estoblish eight generol cotegories. The mojor reosons

given for dccepting employment were the speciol tredtment the future

tedchers received, the gudrdnteed job security the progrdm offered, the

quolity of the Chesdpedke Public Schools, dnd the support dnd

enthusidsm for the progrdm thdt wos demonstrdted by top schoolddministrdtors. ·
Wh the Trdditiondll Recruited Tedchers

Accegted d Tedching Contrdct with CNGSOQOCIKQ Public Schools

A personnel dssistdnt wds requested to cdll the trdditiondlly

l recruited tedchers dnd dsk why they dccepted employment with

Chesdpedke Public Schools. Tdble 12 reflects the number one response

offered by edch of the tedchers. Four of the seven trdditiondlly recruited

tedchers signed with Chesdpedke Schools becduse they were from

Chesdpedke, knew the school system, dnd wdnted to tedch in their home
A

town. One of the seven wos from o neighboring city dnd dpplied to

Chesdpedke cs his or her preferred employment becduse of the

philosophy of the school system. The other two trdditiondlly recruited

tedchers dpplied to Chesdpedke becduse of proximity to the job of their

spouses. One of the spouses wos dlreody employed GS d tedcher with the
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Toble I2

Summory of the Troclitlonolly
Recruited Teochers Interview

Reoson for occepting employment with N
Chesopeoke Public Schools

I. From Chesopeoke originolly 4

Il. From neighboring city/Iiked schools philosophy I

lll. Proximity to Spouse’s job 2
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Chesdpedke Public School Division. Three of the seven tedchers offered

redsons thdt were documented by Engle dnd Ndll dnd presented in

Chdpter ll of this study. Those TGOSOHS were proximity to spouse's job dnd

the philosophy of the school.

Tedcher Retention

The coreer commitment group dnd the trdditiondlly recruited group

were dndlyzed dt the end of four yeors from initiol employment for the

purpose of determining whether ony differences were present in terms of

retention. The tindings presented in Tdble T3 reflect the stdtus of the two

groups of tedchers.

After four yedrs, five of the seven coreer commitment tedchers

were still tedching. Three were tedching in Chesdpedke. Two hdd mdrried

dnd were tedching in onother city in \Arginid, one hdd moved with fomily

dnd entered the privote sector in North Cdrollnd, dnd one hdd mdrried

dnd wos no longer tedching.

The trdditiondlly recruited group, OÜ€l’ four yedrs, hdd six tedchers

tedching in Chesdpedke. The one trdditiondlly recruited tedcher who left

the school system dlso left the field of educdtion to enter sdles dnd

mdrketing. An dndlysis of the redsons given for sepdrdtion revedled thdt
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Toble 13

Retention of Teochers Recruited Through the
Coreer Commitment Progrom Compored with

Teochers Recruited Through the Troditionol Method (N=14)
Four Yeors Loter

Method of Teoching in Teoching No Longer
Recruitment Chesopeoke Elsewhere Teoching

Coreer 3 2 2

Trdditionol 6 T
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traditional forces were at play. Marriage, relocation of a spouse, and

family obligations constituted the aforementioned factors.

Summag

Chapter IV reports the data collected regarding first year teachers

recruited through the Chesapeake Career Commitment Program and
A

that matched group of teachers recruited by means of the traditional

recruitment method. Additional data were reported regardinggrade

point average, NTE, the central office evaluators evaluation of both

groups, and the building principals evaluation. This summary is intended

to place the tindings in perspective. Conclusions, implications for future

recruitment efforts and recommendations for further study are presented

in Chapter V.

The building principals were asked to rank the paired teachers in

their building as to how valuable those teachers were to the total

operation of the school. Approximately 86 percent of the career teachers

were rated '3' or higher on a 5 point scale and more than half of the

seven traditionally recruited teachers were rated
“2"

or lower. The majorily

of the principals indicated in Table l that, as a group, the career teachers

responded positively more often to the needs of the school and

volunteered to take responsibility for work not directly related to teaching.
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The National Teachers Examination (NTE) is divided into three

parts; professional knowledge, communication skills, and general

knowledge. The career commitment teachers scored higher, as a group,

in professional knowledge, communications skills, and general knowledge

than did the traditionally recruited teachers. These findings suggest

‘
that the career teachers performed better on the academic

achievement tests than did their counterparts on the same tests. The

grade point averages, when the two groups were compared, revealed

that the career commitment teachers had slightly higher GP/\'s.

The career commitment teachers were impressed by the special

treatment they received, the quality they felt the Chesapeake Public

Schools represented, and their contact with top school ofücials. They

were also impressed by the employment security that was offered them

by the school system. The career commitment teachers were not

influenced by the salary and fringe beneüts package as much as other

factors. Other reasons given for early signing were to move back to the

area or a previous decision to relocate in the Chesapeake area.

The traditionally recruited teachers obviously were not provided the

same incentives that attracted the career teachers nor were they

influenced by special treatment. They sought employment with
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Chesdpeoke Public Schools becouse of personol needs. Returning home

or locdtion of spouse constituted the primory motives for seeking
‘

employment with Chesdpeoke Public Schools.



CHAPTER V

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

A summory of the study, followed by o discussion of the conclusions

ond recommendotions ore presented in this chopter. The chopter is

orgonized into the following mojor sections: Summory, Conclusions, ond

Recommendotions.

Summog
u

This study exomined the teoching performonce, ocodemic

ochievement, ond perceived stoff volue of teochers recruited through the

Chesopeoke Coreer Commitment Progrom os compored to those

teochers recruited through o more troditionol method. Specificolly, the

problem stotement of this study wos the determincition of whot

differences, lf ony, existed between the coreer commitment teochers ond

the trdditionolly recruited teochers. Undergroduote grode point

overoges, scores on the Ndtionol Teochers Exominotion, teocher volue os

represented by ronking scores, ond the onnuol evoluotion of teoching

performonce by both the respective principols, ond by o centrol office

evoluotor were onolyzed for both the Chesopeoke Coreer Commitment

teochers ond the troditionolly recruited teochers. The stoted rotionole of

82
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both groups for dccepting employment with Chesdpedke Public Schools

wds cdtegorized dnd dndlyzed. Flndlly, the respective group retention

rdtes were reported dnd discussed.

The subjects comprising this study were the Cdreer Commitment

tedchers dnd certoin selected teochers who were mdtched with the

cdreer tedchers. Both groups were hired for the 1985 school yedr. The

motched teochers were selected becouse they, like the cdreer

commitment group, hdd not tdught previously dnd were dsslgned to the

some school ds wds d Coreer Commitment tedcher.

RSIGTGÖ literoture wos exomined regording supply dnd demond of

teochers, recruitment prdctices, the need for qudlity tedchers, pertinent

meosures of ocodemic ochievement, tedcher retention, dnd the

development of Chesdpedke’s Coreer Commitment Progrdm. The

findings of this study reveol thdt d difference exists between the

performdnce of teochers recruited through the Coreer Commitment

Progrdm dnd those tedchers recruited in the trdditiondl mdnner.

Conclusions

The conclusions dre bdsed on the Hndings of this study dnd the

literoture reviewed for the study. As stdted in Chopter l, the results dre

dvdildble to did decision mdkers in the recruitment dnd employment
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process. The findings provide informotion for personnel ddministrotors who

ore chorged with the hiring of teochers ond support the following

conclusion:

The Coreer Commitment progrom works. Personnel

ddministrotors con, bdsed on the informotion presented in this

study, iegitimdtely consider hiring teochers prior to the completlon

of course work ond student teoching. The doto dccumuloted by

this study did not result in the credtion of o profile thdt might be

utilized to predict success os o clossroom teocher. lt did, however,

suggest thot school personnel recruiters con, with reosonoble

dssuronce, hire teochers prior to the completlon of their formdl

educdtion. Trdditionolly, school personnel recruiters woit until Idte

spring when the courses ore olmost completed, student teoching is

finished, ond for the most port GII the grodes hove been oworded.

Recommendotions

The following recommendotions ore bosed on the findings of this

study ond ore presented in two sections. The first section dedls with

recommendotions resulting from the conclusions of this study. The second

section dedls with recommendotions for further resedrch.
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Recommenddtions Resulting from this Study

l. Bosed on the findings of this study which suggest thot the

qudllty of cdreer commitment tedchers dre QS good GS the

tedchers who were recruited dfter completion of his/her

formdl educdtion, it is recommended thdt the Chesdpedke

' Cdreer Commitment Progrdm be expdnded.

2. The findings reveoled thot more of the trdditiondlly recruited

tedchers continued to tedch in Chesdpedke OÜGT four yeors

thdn did cdreer commitment tedchers. lt is recommended

thdt d study be conducted to exdmine the retention rote of

tedchers recruited through the cdreer commitment progrdm

dnd tedchers recruited using the trdditiondl method.

3. It is recommended thot the invitotion to visit Chesdpedke

remdin the focdl point of the cdreer commitment progrdm.

The opportunity to visit schools, spedk with tedchers, students,

school bodrd members, dnd top school ddministrdtors wds

cited in this study by the cdreer commitment tedchers ds

hdving influenced them to dccept employment.
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Recommendatlons for Further Research

l The findings and concluslons of this study prompted several

recommendations for further research. The recommendations are:

l. This study should be replicated using all known career

commitment teachers most recently completing one year of

teaching to determine whether the findings are similar to

those presented in this study.

2. Additional research is needed to determine if a career

commitment program would benefit small, rural, and

inner—city school systems experiencing tremendous difficulty in

employing and retaining good teachers.

3. A study should be conducted to examine the dlfferences in

the teacher education programs of the students selected for

_ the career commitment program.

4. A cost analysis should be conducted that would compare
k

the cost of recruiting through the career commitment

program with the cost of recruiting through the traditional

recruiting program.
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EPILOGUE

Since the inception of the Career Commitment Program in 1985, the

program has grown every year in the number of students recruited and in

the number of universities participating in the program. The number of

universities participating currently (1989-90) is nine and two of those are

out of state. The program has received a great deal of positive news and

television coverage which has influenced the board and administrations

desire to continue the program.

What happens when early recruitment becomes the standard in

other school systems; when employers begin to routinly invite prospective

teachers to visit their school division and provide the red carpet

treatment? At this juncture, Chesapeake Public Schools would no longer

possess the unique advantage it currently holds.

ln order to recapture the initiative, it may be advisable to carry the

current practice of early recruiting to another step. lf early college

recruitment is a vlable process, then identification during the early

collegiate years and perhaps the Iatter years of high school might be

viewed as a Iogical extension of the entire philosophy. A precedent exists

in the realm of athletic recruitment. Many current college athletes were

identified as early as elementary school. Their progress was monitored
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ond evoluoted through their high school yeor. Scholorships were

forthcoming to those othletes who demonstroted o desiroble level of

proficiency. One moy well osk whether or not the some process hos

opplicotion to teocher recruitment.

ln point of foct, students ore oworded dcodemic scholorships os

well os dthletic scholorships. Students who demonstrote certoin quolities.

skills, ond ocodemic obilities dssocioted with successful teoching might

well be identitied eorly in their public school coreers ond be cultivdted.

Selected students might be given direct finonciol ossistonce by o school

division if o willingness is demonstrdted to mojor in educotion ond teoch

in o school division for o specified period of time. The first step would be

to identify the porometers necessory for inclusion in such o progrom.

Once the porometers were set, o formol system designed to cultivote

these students could be initioted. Such o system might include:

l. A counseling service to identify, develop, ond ddvise students.

2. Finonciol pldnning ond educotion scholorships.

3. Summer employment to provide both experience ond

flnoncidl reword.

4. Counting summer employment ds time with the system for

sdlory purposes ond retirement.
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5. Assisting with housing ond/or moving expenses.

Recruitment does not end when stoff requirements ore met. lt is d

continuous process thot seeks to identify ond employ the highest quolity

tedchers possible.
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102

_~„‘;;_2V”J

Sdiool Administrotion Building
Post Office Box 15204
Chesopeoke. Wrginio 23320



103

CHESAPEAKE CAREER COMMITMENT PROGRAM

The Chesapeake Career Comitment Program is an early
career decision and recruitment option initiated by the
School Board of Chesapeake Public Schools in December, 1984.
The program, conceptualized by Superintendent C. Fred Bateman,
has three components: (1) pre—student teaching commitment,
(2) student teaching commitment in Chesapeake, and (3) student
teaching outside of Chesapeake with comitment to Chesapeake
Public Schools.

Background

The Career Commitment Program was developed to identify and
employ outstanding teachers through an early commitment process,
and to provide teacher education majors with the security of being
assured of employment prior to graduation. Recognizing the
reality of the impending shortage of teacher education graduates,
Superintendent Bateman developed this program as a means of
maintaining instructional excellence. Teacher education majors who
are selected to enter this program are afforded all of the staff
development and upward-mobility opportunities that are available
to other career teachers.

Career commitment differs from the traditional teacher
selection process in the following ways:

Teacher education majors selected are identified by
their professors as those who have the greatest
potential for success.

Candidates are identified prior to or during student
teaching.

Candidates receive a provisional contract that
guarantees employment with the system before a
specific assignment has been identified.

Program Administration

The program is administered by the assistant superintendent
for personnel and staff development. The identification phase is
implemented by the personnel administrators. The director of
personnel coordinates the placement phase.
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Pre-Student Teaching Commitment

The pre-student teaching component consists of the identi-
fication of outstanding teacher education majors during their
junior or senior year of college. These outstanding teacher
education majors are identified by their professors as having the
greatest potential for a successful career in education. The
transcripts, applications, and career related activities of these
candidates are reviewed by the personnel administrators who con-
duct the initial interviews.

Prospective teachers who sign employment contracts are urged
to commit to student teaching in Chesapeake when it is feasible
for the participating university. Should the student teaching and
other requirements be completed prior to graduation (December) or
prior to the close of the Chesapeake school term, the teachers may
begin substitute teaching immediately on a short-term or long—term
basis. The rate of pay would be the prevailing rate for other
certifiable substitute teachers.

Followino graduation, the career conitment teachers become
career teachers with all of the rights of other full—time teach-
ers. This right is extended to consideration for summer employ-
ment prior to the beginning of the annual contract in the fall.

Orientation

Students selected for the Chesapeake Career Commitment Pro-
gram during the junior year are invited to Chesapeake during the
senior year for the orientation program. Students selected during
the senior year of study are invited to Chesapeake to learn more
about the city and the school division.

The school board provides lodging in a local hotel for two
(2) nights and provides transportation and meals during the
applicants‘ stay. The two (2) days are planned with activities
which provide facts, answer questions, and allow for individual
exploration. Activities include a tour of the city and a
visitation of schools which span the socioeconomic spectrum, grade
levels, and curricular offerings available to Chesapeake teachers.
Prospective teachers have the opportunity to talk with current
employees (teachers, principals, and other administrators), School
Board members, and key city officials. An orientation banquet is
held with city officials, school personnel, and participating
university officials to culminate the prospective teachers' visit.
Prospective teachers may sign contracts at the conclusion of the
two (2) day visit or within thirty (30) days of the contract
offer. Periodic contacts are maintained until those prospective
teachers under career commitment contracts report for work the
next school year.
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Student Teaching Commitment in Chesagake

A phase of this component has been used as an option for
several years. Some cooperating teachers, college supervisors,
and principals have informed the personnel administrators of
outstanding student teachers placed in the school division; These
student teachers are subsequently considered for inclusion in the
Career Coxmuitment Program.

Currently all college students who are student teaching in
Chesapeake are observed routinely. Specific observation forms
have been developed for the purpose of providing systematic infor-
mation on each student teacher. All student teachers are invited
to interview for teaching positions during their internship place-

. ment in Chesapeake Schools.

Student Teaching Outside of Chesagake

This component was developed to accommodate those students
who have been identified by college and university faculty members
as having outstanding potential for success in teaching, but who
cannot relocate to student teach in Chesa.peake. When these
teacher education majors are identified by the college or univer-
sity personnel, interviews are arranged and on—site observations
are conducted by personnel administrators. Should some of the
candidates possess the qualities and competencies that are desired
in career coamitment candidates, these student teachers will be
offered a career commitment contract.

Upon completion of student teaching and other certification
requirements, those persons selected will be eligible for long—term
or short-term substitute work and summer employment. They will re-
ceive the prevailing rate of pay for other certifiable teachers.

Procedure

Following receipt of the nomination of candidates for the
Chesapeake Career Coamitment Program, the assistant superintendent
for personnel and staff development will recommend those candi—
dates to the superintendent. After meeting the candidates the
superintendent will decide who will be presented to the school
board for approval.

‘

The candidates are presented to the school board at the pre-
viously mentioned banquet. This phase of the career commitment
process affords the board members an opportunity to participate in
the recruitment process.
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Schedule

— The schedule for the Career Commitment process is outlined
below.

August - September Contacts made with participating
colleges and universities

October - November Identification, interviewing, and
nomination of career commitment
candidates

December Candidates invited to tour
Chesapeake and school facili-
ties and meet with school
administrators

Candidates presented to school board
during the banquet

January - April Candidates begin student teaching in
Chesapeake

Candidates who have completed
student teaching begin long-term

„ substitute teaching in Chesapeake

my Candidates return to university for
~ graduation ceremonies

June - July Limited summer school
employment

August Candidates become career teachers
with school assignments
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why Early Comitment?

1. The school board wants the brightest teacher education majgxs

with the greatest potential to teach in Chesapeake.

2. Fewer students are majoring in education resulting in a

nationwide teacher shortage.

3. School board offers compete with offers from business and

industry and are sometimes more attractive in terms of salary

and benefits.

_4. Chesapeake's enrollment projections reflect an increasing need

for teachers through the first quarter of the 21st century.

S. Career Commitment is an accountability program that comple-

1 ments the existing university and school board placement

programs.

Benefits for the Participating Institutions

1. The Career Comitment Program will reduce the students'

anxiety about employment upon graduation.

2. A closely monitored student teaching experience enhances

the university program. y

3. The Chesapeake Career Commitment Program provides the

university with a direct link to the school division for:

”
. research
. course offerings for teachers/staff
. special programs leading to advanced degrees
. advisory capabilities
. supervisory services

4. The Career Commitment Program enhances the line of com-

munication for university administrators and professors with

the local school division.

Benefits for Chesapgake Schools

1. The school board can employ early those teacher education

majors who show the greatest potential.

2. The school board has input from the university in identify·

ing the best candidates. ~

3. The school board can select top candidates to fill positions

in areas of projected need within the school division.
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4. School division personnel can interview and select
candidates who are highly motivated and who are willing
to relocate in Chesapeake.

S. Personnel administrators can better plan for future staff-
ing needs.

6. A recommendation by the university increases the possi-
bility for a successful program.
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CHESAPEAKE PUBLIC SCHOOLS

Teacher Evaluation Instrument
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Interview Record
' Short Form

Name: ______i_..._____i. Telephone No.:

Date TeachingExperience:State

Type of certificate held

Endorsemenqs)

Highesl Degree Held: Wherelntervlewconducted:Grade

Point____i_.;_. _____......_;...
Major Overall

Lwhalisilaboulleachingltlalhasmadeyouseleclifasyour
chosen prolession?

An lndlcatlon that the eppllcant Ilkes people,
Iscomfortablewith children and vlews educatlon as

an lmportant

endeavor.zylhaldoyouleelthatyouhavetoohermestudentsinOhesapeake
which may be unique or special?

An answer lndlcetlng that thought has beengivenes

they relate to the posltlon

deslred.3.t..istlourpersorlaIqt1alitiesthatyouleelhavehelpedorwill
help IO make you successful in the classroorn.

An answer lncludlng qualltles slmllar to anyol
thetollowlng:carlng, conslstency, empathy, talrness,
rlexlblllty, maturlty, organlutlon, patlence,
seIf~conrldence,sense of humor, sensltivlty.

4.Dldyou panlclpare lnanyesara-cunlcirlaractlvltles ln
high school or college? If so, what werethey?M

lndlcatlen of lnvolvement ln extrrcurrlcularor

workactivities.Note:

“IfI¢@¢l’l¢Il0¢dlB3dl€f,8$kU\¢'0ll0W*\Q!
Our-lngyourprev•ot;se:qaer1ence(s)dldyouworkwrthany
exlracurncularctrvltes?Note:

An answer Indlcatlng thatthe eppllcant has
b••nInvolvedlnproressIonaIand/or•:¤re-ct•rrl¢ll|•ractlvltles.

ateachergain the respectolyourstu-

answer lndlcatlng that the eppllcant strlves tor
therespectothlslherstudentsandrespectttltestudents

ln return.

6. llthatrespectbrealcsdowrtorllloranyolherreasondis-
clpllne problems occur, howdo you handlethem?An

l|\¢l¢IÜO|\ thetthe eppllcant _

1. letalr endconslstent2.
handles problems lmmedlately, lt possible

8. does not embarrass studenu In front ofthelrpeers
„

lt lnvolveeparents, Ilnecessary5.
atmemptato handle problems betore theybecome

serlousenoughllosendtotlleerrlce.Note:

Iltheteacherisinlheareaolspeclaleducatiorl.askthelolowingc
Describeasystemolbellaviormanage-

memormodlflcationmatyouwouldükelolmplemerllmyour
classroom

ÄII understanding ofwhat a system ef
behevlefmanagementIs and awareness of how to develop
auch e system.

05*922
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7. How would you describe the basic responsibiliüés¤Ia
teacher?

An awareness that the responslbllltieaofateacherare
varled and many, butshould Include Instruction

approprlatnto the Ieamers,goodclassroommanage-ment
and a responslveness to the admlnlstration

and schoolcommunity.8.

Characterize your style of instruction. including
themelhodologyyou preler in order lo leacha skill, concept
orbehavior.An

answer lndicatlng a knowledge of methods
appropriate to the grade or sublect area forwhichthe

appllcant Is applylng.

9. Given a choice, what subiect or grade level within your
endorsement areas would you most like toteach?10.

Prolessionally. where do you see yourself tenyearsfrom
novü

An awareness of professional goals and acommIt·ment
to education.

Interview Rating (1 -5; 5 high)__i______

Remarks &RecommendationsDate

ot Interview: SignatureofInterviewer:CS-922
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, A Chcsapaaka Public SchoolsÄ•_’%1*

‘*} c"°“°°•‘*¤V¤¤üü•21¤¤
small?

’"’

TD: John Vance, Director of Personnel

FRDN: Dan Graves, Program Admlnlstrator for Personneliyäl

RE: Personnel Records

DATE: nay 18, 1866 _

I would llke to review the records of the employees
llsted below to obtaln data necessary to complete a study
comparlg Chesapeake Career Commltnent teachers with
those teachers recruited ln the traditional manner.

The information will be reported by group and not by
individual. Huch of the information sought ls_ln the
area of evaluations. The records will be needed for
review May 27th and wlll be returned to personnel as soon
as possible.

Teachers Schools

Thank you for your help and support ln this study
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_ Chesapeake Public'Schools
Schoolhimitxisuaüonßuilding

;gI ;\„i~ ·{ Fk¤x0Hk•BoxISxM

”

TD: Certain Prlnclpals

4 FRDII: Dan Graves, Personnel/Staff Development Program
Administrator

SUBJECT: Requested Ranking of Certaln Teachers

DATE: June 10, 1388

As a E‘ollow·up to ou: conversatlon last week explalnlng my
study, please rank the teachers in your building. List on
page E of thls memo. Rank them on how much they contrlbute
to the total school operatlon. Assign a number of 1 to S
wlth 5 representlng 'very w11ling“ and a 1 representlng
“unw1lllng°'. Please check the appropriate box.

Un- seldom wllling often very
Ullllng wllllng lf asked wllllng wllllng

+-•---•+-•····-·--·
+··—·•---+--—•·--•••·+•••-••+

I 1 I_ 2 I 3 I Q I S I
-----—-——---—+—-·-—·+--——-——-—+--———--+—--—·----+—-—-+

1. Ullllngness I I I I I I
to help on I I I I I I
short notice I I I I I I
•—••-•-•·--•+----+·--·——····+-•—--—-+——------•+-•-··+

2. Ullllngness I I I I I I
to sponsor I I I I I I
clubs I I I I I I
--—··-·---··--·•-+-··-•·¢·+——-——-·——+—-—--———+—-——--——-+--—+

3. Ulllingness I I I I I I
to coach I I I I I I
.•---•-••-••·-+•-•-—+—-——-———+—-—-•-——+--—•—-—--+--·•-—+

Q. Ulllingness I I I I I I

to assume I I I I I I
extra—dutles I I I I I I
--•-—•-•--•—-•4--••—•—+—--—--———+-——-—--+--———--—-+——--+

5. Uilllngness I I I I I I

to work wlth I I I I I I
athletlcs I I I I I I
••••••••-••·—••+•—-••··+····—---•+——-—---—+------•·+···•••·+

8. Ulllingness I I I I I I

to work with I I I I I I
parents & PTA I I I I I I
----....-•-•••--•4»••--••-•+·-————-—

-4--•—·—-——-—+•--•-----+-•··•••'+
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—-—-————--———-+--———-+————--———+———-—-·—+—-—---—--1-----+

7. Ullllngness I I I I I I
to coordlnate I I I I I I
speclal schoolI I I I I I
actlvltles I I I I I I-—-—-——-——————+-———-—+--———-——-+—-—-—-—-+—--——————+—---„+

8. Voluntarllg I I I I I I
attends school! I I I I I
Eunctlons I I I I I

‘
I

·—li-•--—---—-+--——-—+-·—-——-•—+--—--•--+---—---—+--••-+

Please return to me no later than June EO, 1586.

Slncerelg,

Dan Graves
School Administration Bulldlng



APPENDIX F. REQUEST FOR PARTICIPATION

120



121

,1, ~ . _„ Chesapeake Pub|ic°SchooIs
Ö _ _ '° Building

A Ä Kb Q P¤¤ot6¤•a¤x1s2o4
yjäägggäygäg, Cheäwnnhxvügmhzzxm

ssräsmvJune

12, 1885

Dear ,

As you are aware, I am currently enrolled ln the
Educational Administration Doctoral Program at the Vlrglnla
Polytechnic Institute and State University.

Hy study is almed at evaluating the performance of
teachers employed through the Career Commitment Program.
Host of my data will ba gleaned through the review of records
and evaluations. However, an important consideration to be
included ls the study ls why you chose to work with
Chesapeake Public Schools.

Please take a few minutes and list the reasons you
accepted an employment offer before student teaching, before
your course work was completed, and before other Job offers
had been considered.

If you have any questions about mu request, please call
_ me at work (S%7-0153) or at home Thank you very

much for your cooperatlon and support.

Slncerely,

Danlel J. Graves
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Chesapeaks Pub|ic'Scheo|$. flééäääg SdwdAgNMm&Buküg
_ *•.

F . os: Box Iü)4
{L- Chesap¢aka,V'•rginiaKQD

äisäü.

March ä, 1386

Nr. Edward L. Hughes
Admlnlstratlve Assistant
Chesapeake Public Schools
300 Cedar Road
Chesapeake, VA 23320

Dear Hr. Hughes,

As gou are aware, I am currentlg enrolled ln the
Educational Admlnlstratlon Doctoral Program at the Vlrglnla
Polgtechnic Institute and State Unlversltg. Durlng the next
gear, I plan to collect the data for mg dlssertatlon.

Mg studg wlll be almed at evaluatlng the performance of
teachers emploged through the Career Commitment Program. I
wlll then compare the career teachers wlth other new teachers
who were recrulted through a more tradltlonal method.

In order to gather mg data, I wlll require access to
personnel records and an opportunltg to speak with certaln_
prlnclpals. The Career Commitment Program ls innovative, and
at this time, the onlg one of its klnd angwhere.

Hg hope ls that the board wlll find the results useful
ln future declsion—maklng regardlng attractlng new teachers.
The personnel department should be able to lncorporate the
flndlngs ln their plannlng for emploglng teachers ln the
future. I am asklng gou and the boards ullllngness to
support thls studg. All instruments and ratlngs wlll be
confldentlal and lndlvldual results will not be ldentlflable.
However, results of the studg wlll be made avallable to gou
and the board and the summarg and recommendatlons wlll be
shared. If gou have ang questlon regardlng this studg,
.please do not hesltate to contact me.

Skéherelu .

Danlel J. Graves
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THE SCHOOL BOARD OF THE CITY
OF CHESAPEAKE

maomsuxwxu
Q•••q>•d¤e.VIr¤lnI¤ß32D

March 18, 1986

Mr. Daniel J. Graves
Program Administrator
Department of Personnel

' Chesapeake Public Schools
P. O. Box 15204
Chesapeake, Virginia 23320

Dear Mr. Graves:

Thank you for your recent letter regarding the study
of Chesapeake's Career Commitment Program. We would, indeed,
be interested in the results of your findings.

At this time, we are very pleased with the program and
we would be most interested in evaluating the first year's
group of Career Commitment Teachers. As you know, we are
beginning to experience a teacher shortage of very broad
dimensions. We see the Career Commitment Program as one
possible solution to that dilemna. Also, the Career
Commitment Program, as we envision it in the long term,
will enable us to recruit the very best teacher—candidates
available. Inasmuch as the teacher is the single most
important factor influencing the teaching-learning process,
we believe this program will have a significant impact upon
instruction in our schools.

Once again, we would be most interested in your
findings as well as any subsequent recommendations you
might make. Should my office be of any assistance in
this regard, please let me know.

Sincerely,

Edward L. Hughes, Clerk
Chesapeake City School Board
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