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Abstract

The purpose of this study was to determine if aroencial teacher selection tool,
the Ventures for Excellence Teacher StyleProfigg & statistically significant
relationship with teacher evaluation and perfornesieedback data gathered during a
teacher’s first year of teaching in the Midwest &diDistrict. A review of the literature
confirmed the importance of teacher selection. o8timprovement initiatives have
verified the need to improve the process of teashkction as a critical variable in the
improvement of instruction and student performarntkese initiatives have fostered the
exploration of utilizing commercial assessmentddol objectify and improve the hiring
process.

The online Teacher StyleProfile yields a teachertered score and a student-
centered score. The researcher anticipated thapective teachers with a higher
student-centered score would receive superior atiahs and performance feedback.
The 60 hypotheses in this study tested the relstipnof the teacher-centered score and
the student-centered score in relation to evaloaiml performance feedback data
collected during a teacher’s first year teachinthenMidwest School District. The site
of the study was a school district located in thdwést that serves approximately 5,800
students. A random sample of 45 elementary arskdbndary teachers were selected
from a population of 64 elementary and 72 seconteaghers employed between FY’08
and FY’13. The study was quantitative utilizilng tPearson product-moment

correlation coefficient.



An analysis of the 60 hypotheses revealed one mediatistically significant
correlation between the student-centered scoreeof €acher StyleProfile and the
classroom management portion of the teacher evatuat the secondary level.

An important finding of the study related to teat¢her evaluation data revealed that the
principals in the Midwest School District frequantated teachers highly inferring little
differentiation in performance. The literatureicated that this is a common occurrence
with teacher evaluations. These findings merithieir study along with a continued focus
on applying quantitative measures to the evaluaifdeacher selection tools and

evaluation processes.
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VENTURES FOR EXCELLENCE 1

Chapter One: Introduction
A review of educational research literature conéitimat highly effective teachers are one
of the most substantial components that influemgdent learning and achievement.
Research by Rivkin, Hanushek, and Kain (2005) sliaivat educator quality affects
student achievement. When school districts arattaining high student achievement, it
is important to evaluate and examine the hiringess. Additional research from The
Teaching Commission (2004) regarding the impat¢eéachers on student achievement
found “All good schools have one thing in commonod teachers. Top-quality teaching
fosters high student achievement—and high achiesaerdarness their talents and
energies to become successful, contributing ciizgm 12). Additional literature over
the years has confirmed this premise. O'Laugilé99) noted, “Nothing contributes
more to the quality of education our children reedhan the quality of the teachers
working in their schools. The process of recrgjtamd hiring high-quality teachers is
therefore critical” (p. 25). The importance ofihg the best candidates was reiterated by
Nicholson and Mclnerney (1988) when they statedhi#ng mistake is really two
mistakes: the wrong one was hired and the rightveasn't” (p. 89). Sanders and Rivers
(1996) found that pupils assigned to effectiveringbrs on a yearly basis have a
significant benefit in terms of attaining greatevels of learning and achievement. In
addition, the No Child Left Behind (NCLB) requirents are reinforced by research that
indicated that a substantial measure of the difieedetween higher and lower student
achievement is related to the quality of the indtvu(Stronge, 2002). The NCLB

requirements stipulated that for a teacher to sidered highly qualified, his or her
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credentials must include a bachelors’ degree, Btaesure or certification, and
demonstration of subject matter competence (U.paBment of Education, 2013a).

On the contrary, ineffective educators influenegleht learning and achievement
in a significantly negative way. Mendro (1998)embthat ineffective educators have a
lasting impact on student learning and achievertieitcan take up to three years to fully
address. Hanushek (1992) asserted that the dispativeen a highly effective and less
effective educator could be a full school yeareairhing. Sanders and Rivers (1996)
pointed out that a high quality educator receistigdents from a lower quality educator
can accelerate an improvement in learning for bisétudents throughout the school
term. Sanders and Rivers went on to point outtti&tingering impact of relatively
ineffective educators from previous school ternts losa measured in future student
achievement results. Fortunately, it appearsghatents can recapture lost learning due
to an ineffective educator when they are assigoethteffective educator in future school
years. Pillsbury (2005) stated, “A great curricalin the hands of a poor or mediocre
teacher is nothing more than a poor or mediocraatdum” (p. 36).

Based on the research findings that teachers ammortant component
impacting student learning and achievement, issegrtial that practitioners identify and
select high quality teachers from the vast poalasfdidates that apply for open positions.
Peterson (2002) asserted that the excellence diyresed educators impacts community
outlook, school morale, students, as well as thd lan the veteran educators. Identifying
the characteristics of successful teachers candobipols screen teacher applicants in an
effort to identify those who are best suited tackeéGimbert & Chesley, 2009). Heller

(2004) also stated that the most successful wapbhsform schools is through the staff



VENTURES FOR EXCELLENCE 3

selection process. Webb and Norton (1999) affirthetl “The selection process
represents one of the quickest ways to initiatenghand improvement in schools” (p.
301). Emley and Ebmeier (1997) stated, “Errors enadhe selection process have
direct impact on the school and have far-reachorgequences for students,
administrators, other teachers, and the functiooirtge school as a whole” (p. 39).
Pillsbury (2005) claimed that the staff selectitiice has a larger impact on students
than any other administrative action. Rutledgeyddas, Thompson, and Ingle (2008)
discussed the fact that choosing classroom teaghttrshe correct fundamental
capabilities is so critical, that administratorssnuse selection practices that are
exceedingly reliable.

With teacher effectiveness being so importantudestt learning and
performance, it is essential that school hiringggsionals be apprised of the
characteristics of highly effective candidates.fdgtunately, many school professionals
that work with staff selection are not well versedarding research on the traits and
characteristics of effective candidates. RyneewBr, and Colbert (2002) stated that
72% of the human resource managers surveyed asfastudy mistakenly believed
that conscientiousness is a better predictor okergperformance than intellect.
Contrary to these impressions, their research atéicthat overall mental aptitude is the
greatest predictor of likely job performance. Thmsling is supported by research
conducted by Schmidt (1993) that found that measafability, achievement, and
knowledge are among the most valid and useful ptexdi of occupation performance.
Another finding in the study conducted by Ryneale(2002) was that the bulk of

individuals that responded to the survey assumadatfyanizations that screen for
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candidate values have better employee perform&acedrganizations that screened for
intellect. Once again, this practice was not icéd by the data in the study. While
conscientiousness may not be a superior predi€toprker performance than intellect,
this quality should be considered according to @rd#88). Organ reported that
conscientious employees allow an organization &fimancial resources more
efficiently. For example, when other employeesadreent, conscientious employees will
pitch in and help get the work done and therefater@quire organizational resources to
be spent on substitute employees. Essentiallgmizgtions with conscientious
employees gain additional work capacity withoutr@&asing the number of employees
and the associated costs, but should not placeat deal of emphasis on that or
candidate values alone.

Further complicating the process of identifying aetecting the best teaching
candidates are research studies that indicatediage students majoring in education
may not be among the most capable students antlersity which limits the pool of
guality candidates and makes the identification seldction of teachers more
challenging. Research conducted by Hanushek acel 895) disclosed that a
significant number of university students choodeaching majors are frequently drawn
from the lower portion of the aptitude disseminati&Gcholastic Aptitude Test (SAT) and
other data inferred that high school seniors whotw@become teachers are among the
least qualified of all possible university studefiisiycock, 1998).

The Educational Testing Service (2004) proposeddth@wving regarding the

factors that contribute to teacher quality:
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There are certain things we know about teacheiitguah correlation exists
between a teacher’s verbal ability and studenteagiment. Teachers who have
majored in the subject they teach are better teadfd¢hat subject than those who
have not. Pedagogy, particularly content-basedgegly, has a positive impact
on student achievement, and teachers with consildeexperience are likely to
make a greater contribution to student learning teachers with few years of
teaching experience. (p. 3)
The identification of meaningful traits and usedata to guide the teacher selection
process will help with improved decision makingtpgadarly when dealing with a
theoretically limited pool of potential candidates.
Background of the Study
Identifying the qualities of effective teachers aledermining if teaching
candidates possess these qualities should infagrhiting process. Research has
identified various types of commonalities amongheas that have a positive influence
on student achievement. With limited monetary tsm@é resources, the utilization of
valid measurable information as part of the appilbiceprocess is essential. Researchers
have endeavored to identify measureable candidetigtigs and criteria that can be
evaluated and considered during the applicationge® Clotfelter, Ladd, and Vigdor
(2007) determined that an educator's experiensesamsent results, and license had a
positive impact on student learning. GoldhabeO@@liscovered a positive correlation
among some educator licensure assessments andtssudeess. Ferguson and Ladd
(1996) discovered that educator ACT performanceamMaigger influence on student

success than student poverty level, the size ofltss, and teaching experience
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combined. A research synthesis by Wayne and Yo(2(¥3) demonstrated a weak
relationship between the rankings of educator wrdeuate programs and student
learning. This study also found that students e from educators with higher
verbal scores, and that mathematics degrees amslevoark contributed to improved
student achievement in math. A study by StraudsSawyer (1986) discovered that the
average performance of the students taking starmbardssessments in a school district
increased with the average performance of the edrscim the school district on the
National Teacher Exam. Empirical research revielse®ice (2003) examined the
teacher qualities of experience, preparation progralegrees, educator certification,
educator coursework, and the assessment perfornoétioe educator. Rice found that
teacher experience could make a difference in edueéfectiveness predominantly in
the first few years of teaching. Additional findminclude evidence that graduate
degrees in math and science are prone to contributereased student learning in high
school mathematics as well as in science andehaher certification can augment
student achievement in high school mathematicse Rliso noted that teacher
coursework appears to have influence on improvedesit learning across all grade
levels. Rice concluded that subject specific cewgk has the greatest impact at the
secondary level and examinations that assess eduitatacy or verbal aptitude are also
linked to higher student achievement.

Research conducted by Schussler, Bercaw, and ®te@wkg2008) examined the
intellectual, cultural, and moral dispositions oé{service teachers to study how they
drew from these three areas as they investigatedestudy involving a hypothetical

teaching situation. Additional research of thigeyould prove valuable to practitioners
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trying to better understand the dispositions ofdodaies that will be most successful in
helping students learn. Pre-employment toolswhidhelp school districts uncover and
evaluate the dispositions of candidates may ledwbtier staff selection decision making.
In an effort to identify candidates that will be shsuccessful, some school
districts are utilizing commercial selection totddearn more about teaching candidates
beyond what can be learned from a standard resantha@plication materials. Research
by Emley and Ebmeier (1997) provided useful infaiorafor practitioners attempting to
identify the most qualified candidates during tinesgreening process:
This finding suggests prescreening applicants baseslirveys, inventories, and
other self-reported instruments might hold morenpse than is widely believed
and practiced. It could reduce the overall tirguresd for interviews or add
confirmative information to the data gathered datime interview process. In the
later sense, pre-interview questionnaire data cbeldiewed as value-added
information that could increase the predictive digyi of the selection process. (p.
53)
Many prescreening instruments attempt to measuueaaded components during the
teacher application process. Research regardengdéfulness and effectiveness of
commercially available selection tools is valudbl@ractitioners making staff selection
decisions in the ongoing effort to select quaktgahers.
Purpose of the Dissertation
The purpose of this study was to determine (d)af\fentures for Excellence
Teacher StyleProfile student-centered and/or teamr@ered score of teachers employed

in the Midwest School District had a statisticalgnificant relationship with formative
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and summative evaluation ratings during a teacliesisyear teaching in the Midwest
School District and (b) if the Ventures for Excelte Teacher StyleProfile student-
centered and/or teacher-centered score of teaeh®toyed in the Midwest School
District had a statistically significant relatiomgtwith the Midwest School District
Probationary Teacher Feedback Scale ratings dartegcher’s first year teaching in the
Midwest School District. The Midwest School Distris the fictitious name for the
school district where the study took place.
Rationale for the Study

Midwest School District used multiple sources aflence as part of the teacher
application process to identify and select quakigehing candidates with the goal of
positively influencing student achievement. Ak¢bing candidates in the Midwest
School District are required to complete a 32-goasteb-based Teacher StyleProfile
assessment as part of their application. The TeedstyleProfile assessment measures
various qualities to determine the candidate’'sestirdentered and teacher-centered
profile score and is marketed as a tool to helpgkdistricts select effective teachers.

HUMANeX Ventures (2013a) markets the StyleProféeaa exceptionally
successful tool developed to identify persons waimahstrate the life themes of quality.
A study to determine if a teacher’s scoring proditethis employment screening tool has
a statistically significant relationship with théarmative and/or summative teacher
evaluation ratings would be of substantial intetegshe Midwest School District and to
other school districts utilizing the Teacher Styl&ite assessment or to those considering
the use of this tool or other commercial teach&rcti®n tools. Additional research on

commercial educator selection tools is warrantestan the increasing use of schools
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using online screening instruments (Metzger & Wa0&. Ebmeier, Dillon, and Ng
(2013) noted that “all of the commercially produgestruments will assist school
districts in selecting quality teachers primarigchuse they are all structured
instruments, which far exceed non-structured ostiol only instruments common in
many school districts” (p. 7).

Due to the significant financial commitment thattsal districts make to purchase
and use this and similar types of tools as compenafithe staff selection process, it is
important to research the tools’ relevance to \es that districts use to assess teacher
quality such as teacher evaluations and the pediocsratings assigned by principals.
The consequence of selecting the highest quabishters cannot be overstated. The data
provided by this and other similar types of stafestion tools are utilized to identify the
most promising candidates. Inevitably, some caatd&lare excluded from the hiring
process based on the data provided by staff setertstruments.

Decisions regarding which candidates move forwarithé selection process to a
face-to-face screening interview are often madezung the data gathered by the Teacher
StyleProfile assessment as well as other variopBcapion components. The goal of the
teacher selection process is to identify and selaatlidates who have the qualities and
skills that will improve student achievement. As\pously stated, the process of hiring
highly effective teachers is one of the most sigaift means over which school districts
have control to improve student achievement. ilnisortant for school districts currently
utilizing the Teacher StyleProfile assessment datonsidering the use of these data as
part of their teacher selection process, to havesacto researched-based information

regarding if there is a statistically significaatationship or correlation between the
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Teacher StyleProfile scores and teacher performasoeeasured by evaluation and
administrator feedback data.

Few commercial tools for screening personnel haenlpeer reviewed in
journals or by independent reviewers. Evaluatib@as have taken place are mostly in the
form of dissertations and frequently offer incomelsupport of the claims made by
commercial companies (Ebmeier et al., 2013). Rligdeet al. (2008) discussed the
importance of choosing classroom teachers witleisential competencies so crucial
that administrators must utilize reliable selectwactices. Research regarding a tool
marketed to assist school districts with screecangdidates that have the qualities of
highly effective teachers is relevant to practidmiand will provide guidance to the
Midwest School District regarding future teachdeston processes targeted at
employing quality teachers.

Hypotheses A1-A6

Teacher StyleProfile Scores and Summary of Overaltvaluation Ratings
Al. In Midwest School District, there is a relatship between a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtemre and overall

performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary
school level in the Midwest School District.

A2. In Midwest School District, there is a relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall

performance as measured by a summary of the forenatid summative
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evaluation ratings during a teacher’s first yeateaiching at the elementary
school level in the Midwest School District.

In Midwest School District, there is a relatstip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the secondary school
level in the Midwest School District.

In Midwest School District, there is a relatstip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the secondary school
level in the Midwest School District.

In Midwest School District, there is a relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary and
secondary school levels in the Midwest School iistr

In Midwest School District, there is a relatstip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary and

secondary school levels in the Midwest School iistr
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Hypotheses B1-B6

B1.

B2.

B3.

B4.

Teacher StyleProfile Scores and Summary of Instruabnal Process
Evaluation Ratings

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centesmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmoséary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures

for Excellence Teacher StyleProfile teacher-centep®re and overall
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performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at th@seary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary and secondary school
levels on the instructional process portion oftdecher evaluation in the
Midwest School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at tle@rentary and secondary school
levels on the instructional process portion oftdecher evaluation in the

Midwest School District.

Hypotheses C1-C6

C1.

Teacher StyleProfile Scores and Summary of ClassraoManagement
Evaluation Ratings

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at treredntary school level on the
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classroom management portion of the teacher evaituit the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
classroom management portion of the teacher evaituit the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmoséary school level on the
classroom management portion of the teacher evaituist the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéeary school level on the
classroom management portion of the teacher evaituist the Midwest School
District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall

performance as measured by the formative and surer@taluation ratings
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during a teacher’s first year of teaching at the@rentary and secondary school
levels on the classroom management portion ofdheher evaluation in the
Midwest School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsp®re and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at tle@rentary and secondary school
levels on the classroom management portion ofdhehter evaluation in the

Midwest School District.

Hypotheses D1-D6

D1.

D2.

Teacher StyleProfile Scores and Summary of Interpesonal Relationships
Evaluation Ratings

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at treredntary school level on the
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interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at th@seary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centesmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmoséary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at tle@rentary and secondary school
levels on the interpersonal relationships portibthe teacher evaluation in the
Midwest School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall

performance as measured by the formative and surer@taluation ratings
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during a teacher’s first year of teaching at the@rentary and secondary school
levels on the interpersonal relationships portibthe teacher evaluation in the

Midwest School District.

Hypotheses E1-E6

El.

E2.

ES.

Teacher StyleProfile Scores and Summary of Professial Responsibilities
Evaluation Ratings

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at th@seary school level on the
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professional responsibilities portion of the teaahealuation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centep®re and overall
performance as measured by the formative and surerataluation ratings
during a teacher’s first year of teaching at th@seary school level on the
professional responsibilities portion of the teaaheluation in the Midwest
School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at tl@rentary and secondary school
levels on the professional responsibilities portdthe teacher evaluation in the
Midwest School District.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at tle@rentary and secondary school
levels on the professional responsibilities portdthe teacher evaluation in the

Midwest School District.
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Hypotheses F1-F6

F1.

F2.

F3.

F4.

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on all Portions of the Probationary Fesdback Scale

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the elementary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the elementary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtex@mre and a summary of the
principal’'s assessment during a teacher’s first gédeaching at the secondary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’s assessment during a teacher’s first gédeaching at the secondary
school level on all portions of the Midwest SchBadtrict Probationary Teacher

Feedback Scale.
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In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the elementary
and secondary school levels on all portions oiMidvest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the elementary
and secondary school levels on all portions oiMidvest School District

Probationary Teacher Feedback Scale.

Hypotheses G1-G6

G1.

G2.

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Purpose Portion of the Probaticary Feedback Scale

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the purpose portion of the Midwest School DestArobationary Teacher

Feedback Scale.
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In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the purpose portioh@Midwest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the purpose portioh@Midwest School District

Probationary Teacher Feedback Scale.
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Hypotheses H1-H6

H1.

H2.

H3.

HA4.

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Human Interaction Portion of theProbationary Feedback
Scale

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the human interaction portion of the Midwest&@xitDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s

assessment during a teacher’s first year of tegdtithe secondary school level
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on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the human interactiotigmoof the Midwest School
District Probationary Teacher Feedback Scale.

In Midwest School District, there is a relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the human interactiotigmoof the Midwest School

District Probationary Teacher Feedback Scale.

Hypotheses 11-16

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Teaching/Learning Portion of thérobationary Feedback
Scale

In Midwest School District, there is a relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relatstip between a teacher’s Ventures

for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
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assessment during a teacher’s first year of tegdtithe elementary school level
on the teaching/learning portion of the Midwest &uiDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relatstip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the teaching/learning portion of the Midwest &uiDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relatstip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsomre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is a relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtaare and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the teaching/learnimggroof the Midwest School
District Probationary Teacher Feedback Scale.

In Midwest School District, there is a relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the teaching/learnimggroMidwest School District

Probationary Teacher Feedback Scale.
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Hypotheses J1- J6

J1.

J2.

J3.

J4.

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Overall Teaching Effectivenessotion of the

Probationary Feedback Scale

In Midwest School District, there is a relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the overall teaching effectiveness portion Miginechool District
Probationary Teacher Feedback Scale.

In Midwest School District, there is a relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the overall teaching effectiveness portion Miginechool District
Probationary Teacher Feedback Scale.

In Midwest School District, there is a relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the overall teaching effectiveness portion Miginechool District
Probationary Teacher Feedback Scale.

In Midwest School District, there is a relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s

assessment during a teacher’s first year of tegdtithe secondary school level
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on the overall teaching effectiveness portion Miginechool District
Probationary Teacher Feedback Scale.

In Midwest School District, there is a relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centsemre and the principal’s
assessment during a teacher’s first year of tegdithe elementary and
secondary school levels on the overall teachingcéffeness portion Midwest
School District Probationary Teacher Feedback Scale
In Midwest School District, there is a relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the overall teachingcaffeness portion Midwest

School District Probationary Teacher Feedback Scale

Limitations of the Study

Limitations that may impact the application of rasd findings to a larger

populace of educators include the unique individuellities of the educators that tend to

work at the elementary and secondary level. Thhaeacteristics may impact the

StyleProfile student-centered and teacher-centrerk of these teachers. All of the

subjects included in the study were hired for t@agholes in the Midwest School

District. This restricts the quantity of subjettsorporated in the study sample and

limits the application of the research findings.

History threat. A life event or occurrence between the time alieay candidate

took the StyleProfile, and when they were evaluéitetheir principal utilizing the

Midwest School District Formative Teacher EvaluatiMidwest School District
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Summative Teacher Evaluation, and Midwest Schosiri@t Probationary Teacher
Feedback Scale could be a factor impacting theipabhs’ scoring of the teacher.

Selection threat. A selection threat exists due to the numerous job
responsibilities of the populace studied. The wjampulation differs with respect to
background, education, age, and gender. The &atttat qualify a teacher for a
particular position differ by grade level and subjarea.

Testing threat. A testing threat exists due to (a) potential disarey regarding
administrator evaluation of teacher performancagitie Midwest School District
Formative Teacher Evaluation and Midwest SchootrigisSummative Teacher
Evaluation and (b) potential discrepancy regardidgninistrator evaluation of educator
performance utilizing the Midwest School DistricbBationary Teacher Feedback Scale.

Location threat. Due to the Teacher StyleProfile assessment beimpleted by
candidates online and offsite, a candidate coudive assistance answering the
guestions or have another person complete thesmsseasfor them.

Definition of Terms

Ventures for Excellence Teacher StyleProfile Commercial tool developed to
help with educator selection where the applicanmgletes a 32-question online
assessment. Each applicant receives a studemtredrand a teacher-centered score.
Themes evaluated by this tool to determine a catelisl score includes the following
category sub scores: (a) purpose, (b) communicaty@ersonable, (d) compassionate,
(e) motivating, (f) objective, (g) generator ofeatiatives, (h) learner outcomes, (i) self-
supporting, (j) directing, (k) referring, () stusteconforming, and (m) school conforming

(HUMANeX Ventures For Excellence, 2013).
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Midwest School District Formative Teacher Evaluatim. Ongoing
development process designed to promote commumicatid professional growth. All
probationary teachers receive a minimum of two fatime teacher evaluations on an
annual basis (see Appendix B).

Midwest School District Summative Teacher Evaluatia. A review and
synthesis of formative data pertaining to the penénce of the teacher. All probationary
teachers receive a summative teacher evaluati@am @mnual basis (see Appendix C).

Midwest School District Probationary Teacher Feedbek Scale. Internal
survey administered by the Midwest School Distdaiman Resources Center where
principals annually assess probationary staff i @infour quartiles with respect to the
following: (a) purpose, (b) human interaction, t@ching/learning, and (d) overall
teaching effectiveness (see Appendix D).

Conclusions

The probability of identifying highly effective tehing candidates increases with
the use of research and data to inform the seleptiocess. Uncovering traits of teachers
that are not easily measured utilizing a standesdme and application information may
help school districts gain additional informatiardamprove the selection process.
Some of the teacher traits that research has fobehéis supporting improved student
achievement are not easily measured and evalu&mdexample, a meta-analysis
conducted by Cornelius-White (2007) of researcheacher-student relationships
discovered that teachers' warmth, empathy, anddirestivity is correlated to higher
levels of student involvement, enthusiasm, andeagment. ldentifying these types of

characteristics supports the use of additionakttmenhance the teacher selection
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process. Ebmeier et al. (2013) stated that “alhefcommercially produced instruments
will assist school districts in selecting qualigathers primarily because they are all
structured instruments, which far exceed non-gtineck or question only instruments
common in many school districts” (p. 7).

The basis for this study is to improve understagaihhow the student-centered
and/or teacher-centered scores purportedly meabyrdte Teacher StyleProfile relate to
how teachers perform based on evaluations and &e&dlom their administrator. If
educator performance as assessed by teacher émaldata can be significantly
correlated with a candidate’s Teacher StylePrafd&, the instrument’s value in
informing selection of quality candidates coulddoafirmed as a tool to enhance the
selection of quality teachers and thereby ultinyaltellp improve student learning and

achievement.
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Chapter Two: The Literature Review
Teacher Quality and Student Achievement

The impact that teacher quality has on studeneaelment was captured when
President Barack Obama stated, “From the momedésts enter a school, the most
important factor in their success is not the colfatheir skin or the income of their
parents, it's the person standing at the fronh@fclassroom” (The White House Office
of the Press Secretary, 2009). Studies have amdito demonstrate the significant
impact that educator quality has on student legraimd success (Rivkin et al., 2005). A
review of the literature confirmed these concepts.

According to O'Laughlin (1999), “Nothing contribstenore to the quality of
education our children receive than the qualityhefteachers working in their schools.
The process of recruiting and hiring high-qualégc¢hers is therefore critical” (p. 25).
Research by Sanders and Rivers (1996) found timiispassigned to effective educators
on an annual basis have a tremendous benefitnrstef reaching greater achievement
levels. Wright, Horn, and Sanders (1997) repottedfollowing regarding the
significance of teacher effectiveness:

The results of this study well document that thestmmportant factor

affecting student learning is the teacher. In tolalj the results show wide

variation in effectiveness among teachers. Theadiate and clear

implication of this finding is that seemingly maran be done to improve

education by improving the effectiveness of teashiean by any other single

factor. Effective teachers appear to be effeatiitha students of all

achievement levels, regardless of the level ofrbgtmneity in their
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classrooms. (p. 63)

Harris and Herrington (2006) indicated that therancreasing research showing
that pupil performance is impacted by the chargttes and performance of teachers and
administrators. In addition, the NCLB legislatisreinforced by research stating that
the difference between high and low pupil achievetnedirectly connected to educator
guality (Stronge, 2002). The profound impact @icteer quality on the lifetime earnings
of students was captured by Chetty, Friedman, auk&f (2013) when they suggested
that parents “should be willing to pay roughly 28%heir child’s income at age 28 to
switch their child from a below-average (25th petde) to an above-average (75th
percentile) teacher” (p. 1).

On the other hand, the impact that ineffective atlws have on student learning
is notable. A study by Hanushek (1992) found Haaiance between a highly effective
and less effective educator can be a full levééafning in one school term. The
negative impact on student learning is furtherfoeoed by research conducted by
Mendro (1998) which indicated that ineffective ealacs significantly impact pupil
learning and that it can take up to three yearsdapture the learning that was lost with
an ineffective educator. Sanders and Rivers (1896)marized the influence that
ineffective and effective educators have on studehtevement:

An effective teacher receiving students from atneddy ineffective

teacher can facilitate excellent academic gairhisther students

during the school year. Yet these analyses sudjgatsthe residual

effects of relatively ineffective teachers fromquryears can be

measured in subsequent student achievement sqords.
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Borman and Kimball (2005) established that “Théedénce between ‘bad’ and ‘good’
teaching is generally equivalent to about one fiftla standard deviation difference in
achievement” (p. 16).
Identification of Quality Teachers

The relationship between teacher quality and stusiercess indicates that the
identification and selection of quality educat@®ssential to ensure student achievement
and is, therefore, a vital function for school dids while offering various challenges.
Marzano (2003) contended that “the teacher is foigithe single most important factor
affecting student achievement-at least the singistamportant factor that we can do
much about” (p. 1). The key role that administrafalay in the selection of staff is
emphasized by research conducted by Emley and Ebi@i®97) which found that the
hiring of educational staff is one of the cruciatgions made by the school district
officials responsible for hiring educators. Otkardies point to the lack of consistency
related to how teacher education programs prepgharea¢ors adding to the challenge of
identifying candidates that have the best chandeig successful in the classroom.
Levine (2006) asserted, “At the moment, teachecatilon is the Dodge City of the
education world. Like the fabled Wild West townisitunruly and disordered” (p. 109).

Over the years, administrators and researchersdradeavored to identify the
gualities of highly effective educators during #taff selection progression. Teaching
candidates typically apply via a web or paper-baggaication and upload or submit all
of the materials that are requested as part aippdication. Typically, materials such as
recommendation letters, copies of performanceaaniure assessments, transcripts, etc.

are requested to assist with the appraisal ofdhdidate. However, the identification of
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effective teachers based on application materlalseamay be inadequate. Goe (2007)
examined the importance of ensuring that paperebdata utilized in the decision
making process such as licensure assessmentsssinngawvhat is most important:

Given the research analyzed through this framewbsgeems apparent that

defining teacher quality solely through paper digtions is not sufficient

for ascertaining teacher quality. Because the siaamat hand to evaluate

teachers’ characteristics, practices, and effeigéigs, reliance on paper

qualifications as proxies for teacher quality mgsly not sufficient for valid
determinations of high-and low-quality teachersisTis not to say that

paper qualifications - such as scores on a tesbmtent knowledge - are

useless. However, scores on tests cannot alwagscpevhich teachers will

be most successful in the classroom. The challehgesfore, is insuring that

licensure tests and other paper qualificationsrafact measuring what is

most important: what the best teachers know antthaloresults in greater

student learning in the classroom. (p. 46)

Identifying the specific characteristics of sucéelssducators can help schools
screen teacher candidates to identify applicamtisate best matched to teach (Gimbert &
Chesley, 2009). Teachers and schools are an iargdector for student success and
minor achievement gains with younger pupils arateel to specific educator and school
characteristics according to research by Rivkial ef2005). Identifying these
characteristics can be complicated, but researshdeatified some commonalities

among educators that have a favorable influencgumtent achievement.
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On the other hand, teacher licensure assessmeahtesifications have shown to
be indicators of teacher quality. An educatorijgegience, examination performance, and
licensure had positive consequences on pupil legio@ased on research by Clotfelter et
al. (2007). Sunderman and Kim (2005) determimad $chools would improve student
achievement if they focus on recruiting, selectengy retaining educators that have
attained full certification. Goldhaber (2007) faLa positive relationship among some
educator licensure assessments and student acl@etze study by Darling-Hammond,
Holtzman, Gatlin, and Heilig (2005) identified timeportance that educator certification
plays in the achievement of students:

We found that, relative to teachers with standatifeccation, uncertified

teachers and those in most other non-standardicatibn categories

generally had negative effects on student achiemgraéter controlling for

student characteristics and prior achievement,edlsas teacher

experience and degrees. (p.16)

Further supporting the importance of teacher ¢eatibn is research by
Goldhaber and Brewer (2000) that stated, “In matkters, we find teachers who have a
standard certification have a statistically sigraft positive impact on student scores
relative to teachers who either hold private scleolification or are not certified in their
subject area” (p. 129). Additionally, researchDarling-Hammond (2000) discovered
“quantitative analyses indicate that measuresaufiter preparation and certification are
by far the strongest correlates of student achievenm reading and mathematics, both
before and after controlling for student povertyg dsamguage status” (p.1). Sparks (2004)

reported that fully certified educators had slightiore impact on student achievement in
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math and reading than less-than-fully certifiectbeas. Conversely, Goldhaber and
Brewer (2000) found no indication that educatorthwtandard certification outperform
educators with emergency teaching qualificatioimstact, Goldhaber and Brewer did not
identify a solid relationship between state caréifion guidelines and student
performance. Other researchers have reportedetiffeutcomes related to various types
of certification. Research on the validity of inseire and certification as indicators of
teacher quality has revealed mixed results.

Additional research has underscored the importahseabject matter knowledge
as well as other indicators of general knowledgdhsas coursework, academic
performance, and performance on standardized tésts.importance of mathematical
knowledge was discussed in a study by Hill, Roveend, Ball (2005), who discovered
that educators’ understanding of mathematics wked to student learning
improvements in first and third grade. AdditiogalFerguson and Ladd (1996) found
that teacher ACT scores were a bigger influencstodent achievement than student
poverty level, the quantity of students in the s]amnd teaching experience combined.

The impact that higher learning institutions hamegoaduating teachers that
positively impact student learning was discussedl iesearch synthesis by Wayne and
Youngs (2003). This study found a weak connedbetween the rankings of educator
undergraduate programs and student learning. Bengand Womack (1993) found
educational coursework to be a greater forecastitacher effectiveness than grade
point average or educator examination performamdenk (1994) found subject area
training was positively associated with studentcegs in math and science. Wayne and

Youngs (2003) also reported that students benefittan educators with higher verbal
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scores. Additionally, mathematics degrees and matinsework contributed to improved
student achievement in math. A study by StraudsSawyer (1986) found evidence that
average school district performance on standardizsdssments increased with the
average performance scores on the National Te&otan by the educators employed in
the school district. Greenwald, Hedges, and L&18986) proposed that the intellectual
capability of teachers might be more significarrtiheacher training. Ebmeier (2009)
stated that school districts should pay attentomdicators of basic intelligence such as
grades, test scores, Praxis results, ACT resuli§, i8sults, etc. and that these indicators
of past performance are indicators of future pentonce. Empirical research examined
by Rice (2003) focused on the teacher charactesisfiexperience, training programs,
degrees, educator certification, educator classesthe educators’ own examination
scores. Rice found that teacher experience coakkra difference in teacher
effectiveness predominantly in the first few yeafrseaching. Graduate degrees in
mathematics and science are prone to contributeteased student learning in high
school mathematics and science. Additionally,teacertification could augment
student success in high school mathematics. RR@3() also stated that teacher
coursework seems to have an affirmative influentstadent education at all grade
levels and content specific coursework mattersiibet at the secondary level. Rice also
found that examinations that evaluate teachewliteor verbal ability are connected to
increased student achievement.

Inversely, research conducted by Jacob and Lef@@06) did not identify any
statistically significant relationship among studachievement and the years a teacher

had taught. Haycock and Hanushek (2010) identitieel only attribute of teacher
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effectiveness that stands out is being a rookiehied (p. 48). Additionally, Haycock &
Hanushek stated “Teachers in their first three yelara less satisfactory job than they
will with more experience” (p. 48). Furthermoresearchers have not found advanced
degrees an accurate predictor of educator effews® (Gordon, Kane, & Staiger, 2006).
Research by Ehrenberg and Brewer (1995) foundhleaterbal aptitude scores of
educators had a consequence on student assessoreist SHanushek (1989) stated,
“Perhaps the closest thing to a consistent cormhuacross the studies is the finding that
teachers who perform well on verbal ability testsbetter in the classroom, but even
there the evidence is not very strong” (p. 48).

McEwan (2002) identified 10 characteristics of hygéffective educators. The
traits are subdivided into the categories of: @gpnal traits that signify character, (b)
instructional traits that get results, and (c) lietstual qualities that exhibit knowledge,
curiosity, and reflection. The traits classifiectihe category of personal traits signifying
character include: (al) mission-driven and pass&r{a2) positive and real, and (a3)
teacher-leader. The traits categorized under¢ldihg of instructional traits that get
results include: (b1) with-it-ness, (b2) style, XIb3otivational knowledge, and (b4)
instructional effectiveness. The traits organirethe category of intellectual qualities
that exhibit knowledge, curiosity, and reflectiorwlude: (c1) book learning, (c2) street
smarts, and (c3) a mental life. Morgan and As¢esié2010) identified the dimensions
of high performing teachers as consisting of “bemaifrelationships, fairness,
communication, empathy, student learning, feedbl@ekning environment, relevant
learning, motivation, school-community partnershgasd worldly connections” (pp. 1-

2).
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Research conducted by Bohn, Roehrig, and Presa®¢| found that effective
primary teachers spend more class time teachimgsts and that they utilize more
diverse instructional strategies than less effedttachers. The researchers also
established that effective teachers frequentlyzetl positive motivational strategies and
implemented highly effective classroom managemgategies. Christenbury (2010)
described effective teaching as adjustable, comédxbased on students’ academic
interest, self-directed, and courageous.

The prerequisites of effective teachers were ifiedtby Stronge (2002) as
consisting of: (a) verbal aptitude, (b) educationrsework, (c) educator certification,
(d) subject knowledge, and (e) teaching experieftesearch by Gordon et al. (2006)
found the following regarding teacher effectivenasst is related to certification:

According to recent evidence, certification of tears bears little

relationship to teacher effectiveness (measuredbpwgcts on student

achievement). There are effective certified teexhad there are ineffective

certified teachers; similarly, there are effectiveeertified teachers and
ineffective uncertified teachers. The differenbesveen the stronger
teachers and the weaker teachers only becomeariearteachers have been

in the classroom for a couple of years. (p. 5)

While some researchers indicated that certificasi@atus is not useful in
predicting educator influence on student perforreateacher rankings during the first
two years on the job provided direction regardirigacher’s impact on the achievement
of their students during their third year. Reskdrg Gordon et al. (2006) stated the

following:
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The average student assigned to a teacher whawtlas bottom quatrtile
during his or her first two years lost an averagefentile points relative
to students with similar baseline scores and deapiacs. In contrast, the
average student assigned to a top-quartile tegeheed 5 percentile points
relative to students with similar baseline scomed d@emographics.
Therefore, the average difference between beingress$ a top-quartile or a
bottom-quatrtile teacher is 10 percentile points8jp
Rowan, Correnti, and Miller (2002) found that teadhers to which students were
assigned had a significant impact on student aehiewnt:
In elementary schools, Prospects data suggesaftieatcontrolling for student
background and prior achievement, the classroomaich students are
assigned account for somewhere between 4-18% oftfi@nce in students’
cumulative achievement status in a given year, vtrenslates into a d-type
effect size of 0.21 t00.42. (p. 9)
With respect to teacher effectiveness as it igedléo experience, Gordon et al.
(2006) stated the following:
In other words, as teachers gain experience ojotheheir effectiveness
does not seem to converge. This has potentialyrtant implications. For
example, suppose that some teachers started euatiedf and remained so
and other teachers started out ineffective, bubgtter. We would expect
the distribution of teacher impacts to become weeravith each year of
experience. This does not happen. In other woekhave shown that the

reverse is true: those who start out effectivenairtfirst years of teaching
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tend to get better faster than those who starineditective (Kane and

Staiger 2005; Kane, Rockoff and Staiger, 2005)other words, the teachers

who start out more effective seem to improve dightdy faster rate than those

who start out less effective. (p. 27-28)
Research conducted by Marzano (2003) found thatigstts in classes of teachers
classified as the most effective could be expetdeghin about 52 percentile points in
their achievement over a year’s time” (p. 2). KaveCaffrey, Miller, and Staiger
(2013) stated that “teachers identified as morectiife produced greater student
achievement growth than other teachers in the sam@ol, grade, and subject” (p. 2).

Some researchers contend that the identificatidmagasurement of traits that
make teachers more or less effective is not a stergiforecaster of performance.
Ferguson (1998) asserts that

social scientists are unable to identify and measurst of the characteristics that

make one teacher more effective than another. Macbaracteristic is a reliable

predictor of a teacher’s performance. Nor are remsthers uniformly good or

bad in every subject or with all types of stude(js351)
Pedagogy that Influences Student Achievement

Classroom instructional practices have an influemtstudent learning that is at
least as significant as that of a student’s baakyidWenglinsky, 2002). Research
conducted by Bain, Lintz, and Word (1989) founat tbffective educators do the
following: (a) have high expectancies for studertti@avement, (b) provide clear and
focused teaching, (c) carefully examine the devaleqt of student learning, (d) reteach

using other tactics when students do not comprehl{ehdse motivators and rewards to
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inspire learning, (f) are proficient in their classm procedures, (g) identify and
implement high expectancies for student behavimi, () maintain exceptional personal
relations with pupils. A meta-analysis conductgddornelius-White (2007) of research
on teacher-student relationships discovered tlaahtrs' warmth, empathy, and non-
directivity correlated to increased levels of studearticipation, motivation, and success.
Variables impacting qualities of effective educatmientified by Stronge (2002) include:
(a) the educator as a person, (b) classroom mareagemnd organization, (c) planning
for teaching, (d) implementing instruction, and ¢egcking pupil growth and potential.
According to this author, the specific traits oé tieacher as a person include: (al) caring,
equality and regard, (a2) relations with studefat8) passion and inspiration, (a4)
attitude toward instruction, and (a5) thoughtfudgirce. Traits under the heading of
classroom management and organization include:qlassroom management, (b2)
important elements of organization, and (b3) digdipg students. The qualities of
effectively preparing for instruction are: (c1) iorpance of teaching, (c2) time allocation,
(c3) teacher expectation, and (c4) planning farircsion. Descriptors of effectively
implementing instruction encompass: (d1) teachtrajeqies, (d2) content and
expectations, (d3) difficulty and questioning, &dd) the student. Key features of
checking student improvement and potential are: tfel use of homework, (e2)
checking student development, and (e3) reactirsguident needs and capabilities.

Ten model standards for novice teachers were itkshtdy the Interstate Teacher
Assessment and Support Consortium (2011) as folldslearner development, (2)

learning differences, (3) learning environment$,c@nhtent knowledge, (5) application of
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content, (6) assessment, (7) planning for instouct{8) instructional strategies, (9)
professional learning and ethical practice, and [@&dership and collaboration” (p.1).
Additional research regarding teacher effectiverstésted, “Effective teachers
have excellent classroom management skills andgemcaffold, balanced literacy
instruction, often in small groups, characterizgdehplicit instruction in skills and
strategies as well as frequent opportunities fadestts to read, write, and talk about text”
(Taylor, Pressley, & Pearson, 2000, p. 12). ManZ@&903) quantified that effective
teachers perform many functions that can be orgdnizto three categories: (a) making
judicious selections regarding the most operatigérictional tactics, (b) planning the
classroom curriculum to enable learning, and (preyriate utilization of classroom
management strategies. Ferguson (2010) identdaeshing quality as consisting of the
following behaviors: care, control, clarify, challge, captivate, confer, and consolidate.
Stronge and Tucker (2000) identified the follows®ayen strategies that teachers can
utilize to enhance student achievement: “appropeapectations and a sense of efficacy,
classroom management and organization, opporttmigarn, curriculum pacing, active
teaching, teaching to mastery, and a supportivaileg.environment” (p. 7).
Educational Testing Service (2004) identified tbkoiwving types of skills and
knowledge for all teachers: (a) fundamental acadeeading, writing, and mathematics,
(b) detailed understanding of subject area confepgeneral and content exclusive
understanding of areas like child development,sctasm organization, inspiring students
to learn, understanding and utilizing test resutdividualizing teaching, aligning
content to state standards, developing teachingmatg, and working with students with

disabilities and from other cultures, and (d) ajt# and skill to utilize knowledge to
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involve students in learning and content mastétris important to note that the
Educational Testing Service is in the businesseoktbping, marketing, and selling
teacher competency assessments to states as gettelcher certification process.
Impact of Teacher Recruitment, Interviewing, and Séection

Teacher recruitment, interviewing, and selectiaessential functions in all
school districts. School districts are peopleristee organizations due to the focus on
teacher-to-student ratios and the variety of subjeffered. Due to the large number of
teaching staff in school districts, the majoritydidtrict revenue is allocated toward
personnel salaries since a high budget prioriptased on staffing. Therefore, making
outstanding hiring decisions is an essential corapbaof school district planning.

Peterson (2002) asserted that the quality of negshinfluences public opinion,
school morale, students, as well as the encumbi@meeteran educators. Sanders
(2000) stated, “If anyone is serious about imprguime academic achievement levels for
all students, then this improvement will be obtdioaly by reducing the likelihood that
students will be assigned to relatively ineffectigachers” (p. 335). The importance of
choosing the uppermost quality educators shouldeatnderestimated.

When school districts are not obtaining high stu@ehievement, it is important
to look at how the staff selection process takaseal Heller (2004) stated that the most
effective strategy to transform schools is throtlghstaff selection and employment
process. The Teaching Commission (2004) repohedailowing regarding effective
schools: “All good schools have one thing in comngwod teachers. Top-quality
teaching fosters high student achievement—and dwgevers can harness their talents

and energies to become successful, contributimgeas” (p. 12).
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Emley and Ebmeier (1997) stated, “Errors made eénstlection process have
direct impact on the school and have far-reachorgequences for students,
administrators, other teachers, and the functionirtge school as a whole” (p. 39).
According to Castetter (1986), the most well-plahtesacher selection procedures are
subject to errors. For example, the informatioguared about a candidate might be
incorrect, deficient, or ambiguous. Additionalhetindividuals involved with reviewing
candidate credentials may disagree in their assagsohthe information they have for a
candidate. Haberman (1995) contended that stiifts@n is more important than
training. Pillsbury (2005) stated, “A great cualiem in the hands of a poor or mediocre
teacher is nothing more than a poor or mediocraatum” (p. 36). Additionally,
Pillsbury articulated that the employment choice &digger impact on students than any
other administrative action. The selection of td@@ducators is critical to the quality of
instruction provided to students and more weiglbusthbe placed on refining the method
of recognizing and choosing quality educators (Bsoin, 1996). Rutledge et al. (2008)
discussed the importance of choosing classroonméegaavith the essential competencies
and stated that while making these critical deasi@dministrators must utilize selection
practices that are reliable. Research by EmleyEdeier found that principals were
effective in distinguishing between effective andffective educators based on the
educator’s efficacy, work commitment, work fulfilent, morale, and general ability to
be an effective teacher by reviewing video intema®f the educators.

The importance of making effective staff selecti® particularly critical for

districts with limited financial resources. In aiwh to compromising the quality of
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student performance, poor hiring decisions areyosticKenna (2004) pointed out the
ramifications the hiring process has as it is eglab employee turnover:
A Harvard business school study determined thaertt@an 75% of turnover
could be traced back to poor hiring practices. [Baeing contributor to turnover
is often not what happens after the employee edhibut rather the process

leading up to it. (p. 16)

The cost of turnover includes time invested irugmg as well as the time
resources utilized when screening and interviewieny applicants. Once a new
employee is identified and hired, there are addezhtial costs as well and time
resources consumed to train the new employee (Dek984). The financial investment
that school districts make in teachers is effetficaptured by Hindman and Stronge
(2009) when they outlined how the selection ofaher can be a two million dollar
decision:

If we assume a teacher earns, on average, $5100@lsy, plus approximately

33% in benefits, then a teacher’s typical annoat ¢not including professional

development and other support expenses) is appataly $67,000. And if we

further assume that the teacher will remain intéfaehing field for a 30-year
career, then the total expenditure of taxpayedadolor tuition or other funding
sources and private school settings) is slightbyerthan $2 million.

Unfortunately, too often we make this $2 milliogcgsion over and over with

teachers based on a paucity of evidence. (p. 1)

“The wrong hiring decisions can result in a dramtlee school resources when intensive

support is placed around the new hire in an etbencourage improvement and insulate
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students from the impact of an ineffective teaclfeiihdman & Stronge, 2009, p. 7).
Furthermore, when staff selection decisions donwk out, school districts may be
faced with costly litigation. Bridges (1992) assss that the expense to school districts
is between $50,000 and $100,000 to discharge aratmtu To reduce the chances of
making an ineffective hiring decision, Peterson0@0recommended that interviewers
receive a minimum of 20 hours of interview traininbraining on structured interviews
improves the reliability and validity of the emplagnt choice. Training administrators
on effective interviewing procedures could resalimproved decision-making, provide
more effective teachers for students, reduce theemewal of teacher contracts, and
decrease the resources utilized on teacher idsattdn and selection (Hindman &
Stronge, 2009). Ebmeier (2009) reported that itnginegarding the use of a selection
instrument is important and will increase the gyadf the selection process 20 to 25%.
Teacher Recruitment

School districts need to utilize multiple stratesggs part of their approach to
teacher recruitment by casting a broad net to ifjecsindidates. According to Clement
(2001), recruitment strategies include attendingcatbr job fairs, connecting with
universities, recruiting internally, school dista@eveloping their own teachers, and
embracing recruitment strategies from the busimes®l. With respect to each of the
recruitment approaches, Clement outlined seveetllisecommendations such as
attending job fairs and having a booth that promdite school district that can be setup
at each recruitment event. At these events, satisticts should consider utilizing the
local Chamber of Commerce as well as real estaetado help sell the community to

prospective candidates. These community assocgatian meet with or share
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publications with prospective hires that promote ¢bommunity. Clement also discussed
the benefits of hosting a school or district spoedaecruitment event.

Clement (2001) also discoursed about the bendfitslaborating with university
career centers and colleges of education to héipadistricts identify potential
teachers. Career centers publish job postingth&r students on an ongoing basis and
districts can list open positions with the univrsiareer centers in their state and with
neighboring states. Additionally, accommodatinggbicum students, placing student
teachers, and having district employees serve ast gpeakers at local universities
enhance potential teacher recruitment prospects.

Clement (2001) detailed how working with schookwit$ paraprofessionals and
substitute teachers on completing their generata&thn requirements at a local
community college is a practical strategy. By ctetipg these preparatory programs,
these candidates will be in a better position terimto a university teacher education
program. In addition, a school district’s connectand relationship with local
universities and community colleges may help feat#i innovative structures and
programs.

In an effort to adopt recruitment strategies frém business world, Clement
(2001) identified the importance of highlightingethdvantages of the teaching profession
that includes holiday breaks, the length of the mem and earlier retirement to
encourage more people to enter the field of tegchior prospective candidates that
have children, the advantage of being on a simghedule as their children can be a
plus. Research by Taylor and Collins (2000) regmbdn the following candidate

recruitment factors: (a) an organization’s candidatruitment sources have an impact
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on the types of interested candidates, (b) recantrmaterials have an favorable
influence on candidates if they include detailedrimation about position and employer
characteristics, (c) organizational image swayslckates’ early responses to companies,
(d) applicants’ with a larger quantity of positioptions are more focused on and more
influenced by early recruitment, (e) recruiter dgnmagphics have minor influence on
candidates’ interest in the organization, (f) sedectools and the predictors utilized
during candidate recruitment impact the candidatesights and opinion of the
organization, (g) accurate position overviews redemmployee turnover, (h) accurate job
previews impact on turnover are greater for intéllal, dedicated, and veteran
candidates, (i) applicants’ recruitment experieraras interactions with recruiters
provides information about concealed or omittedtpmsand organization information,
() recruiter friendliness has an affirmative impan applicants’ conclusions regarding if
they will accept a position, (k) employees beconmeertommitted to organizations who
provide accurate information regarding open posgithat allow them to make choices
based on complete information, and (l) applicaviEsivpoints about their being a “good
fit” among their principles, interests, and perdimampact their decisions regarding an
open position. Ebmeier (2009) recommended estabtjgecruitment systems where
employees can recruit and recommend future empofpeehe school district. He also
stated that aggressive advertising, elaborate hreshwidespread recruitment trips, and
costly internet advertising may not be as costcgiffe as utilizing current employees.
Research conducted by Gilliland and Cherry (208@ted to applicant
perceptions indicated the following: (a) candiddtase a more positive outlook towards

hiring sequences when they are provided with d¢tation regarding how the instruments
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are related to work performance, (b) candidatesalseslection procedures that they feel
are linked with the position, (c) processes thataewed as reliably managed are viewed
as being objective, (d) candidates are negativardéngg companies when they believe
they were not treated with honesty or when theyktinecruiters are deceptive, (e)
candidates desire practices that allow for recigroommunication, (f) letters of refusal
without sufficient explanation are seen as moreelpfhl than letters where an
explanation is stated, and (g) not receiving wielled feedback contributes to opinions of
inequity.
Selection Practices and Systems

Peterson (2002) noted that to be successful inghtrighly effective teachers, a
district must have agreement regarding the sigmiite of teacher selection and all
district stakeholders must be committed to the @sec While developing a teacher
selection system, it is essential to recognizectffe strategies and methods. “Teacher-
selection practice at many schools and distridfesifrom poorly conceived recruitment
systems, limited applicant pools, and poor trairanghe part of recruiters” (Peterson,
2002, p. 1). Some of the most common teacherdhmiistakes were identified by
Peterson (2002) as the following: (a) not havingugih time allotted to recruitment,
(b) having a small pool of candidates, (c) lacknstruction for the individuals making
the selection, (d) limited recruitment sources, n@ utilizing unbiased evidence
regarding applicant quality, (f) placing too muchight on interviews, (g) selection
based on appearance, (h) disregarding applicaot&npal growth, (i) selection standards
not connected to the position, (j) overlooking amoits’ impact on student education,

(k) not checking candidate materials for truthfeisig(l) insufficient follow-up on
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references, (m) the use of prohibited or unfairstjoes, etc. With respect to the use of
employee references, Ebmeier (2009) noted thaterete checks are of low predictive
validity and most school districts do not have refee checking scripts that are
differentiated based on employee classificationldifonally, Ebmeier advocated that
background investigations are beneficial but misalastantial amount of information
regarding the candidate.

Given the importance of the selection process hadniportance of avoiding
potential pitfalls, several models or strategiegehaeen developed and efforts have been
made to learn the qualities of effective procesdas.and Johnson (2006) discussed
three types of candidate hiring processes frequeititized in schools. The three hiring
processes examined consist of systems that anficagily decentralized, significantly
centralized, and somewhat centralized/somewhantiateed. A significantly
decentralized progression consists of the candidagang hired directly by the local
schools. In a significantly centralized methoa, sichool district manages the screening,
selection, and assignment progression. A somegdmdtalized/somewhat decentralized
procedure consists of the district screening timelickates with the definitive selection
process taking place at the school level. Smithkamab (1996) identified the
components of an efficient, reliable, and valicctesx selection system as the following:
(a) identification of attitudes, behaviors, ancttas that describe the type of educators
most sought after in schools, (b) screening fosehgarticular qualities throughout the
information gathering and candidate appraisal jgetio) validating the selection
procedure to verify that it forecasts quality ctassn professional practices, (d) ensuring

that the staff selection methods are in agreeméhtemployment laws, (e) reducing
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needless paperwork so top applicants have assuratite system used to recruit them,
(f) automating recruitment processes whenever gahle to diminish time spent on
clerical related requirements, (g) utilizing maabdr-intensive evaluation approaches
and techniques for only the most promising appbsain) providing swift, available, and
truthful information to applicants throughout theages of the selection procedure, and
() providing the individuals making the staff setien conclusions accurate and well-
timed information about the progression and outme

Peterson (2002) proposed three different structior@ssist the superintendent
with educator selection. The first structure ssge was the educator selection task
force. This group is comprised of administratteachers, parents, students, and
members of the public. The work of this groupoisecommend hiring policy to the
superintendent. The second structure identifie®&erson (2002) was the educator
selection team. This committee should consisigiftdo 12 members with an even
number of administrators and teachers. The coraenghould also include office staff,
parents, students, and public participants. The&wbthis committee is to identify the
top applicants by systematically decreasing theberrmof candidates for each position
and eventually choosing the new employee. Théhsragelection committee reports to
the teacher selection task force. The third stinectliscussed by Peterson (2002) was the
educator candidate screening team. This grougssreandidates for appropriateness
and prepares candidate materials. This group stensi an administrator, a teacher, and
office staff. Participants of this group shoulddi®sen by and report to the hiring task

force.
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According to Peterson (2002), the guiding philogeplof a teacher selection
system should include the following: (a) adheretiacpersonnel associated legal
requirements, (b) identification of the top apptitsathat meet the needs of the district,
(c) making selection decisions based upon impaetialence, (d) avoiding
preconceptions, (e) encouraging equality of oppoiyu(f) basing choices on
expectations from the national professional staaltlrat are subject to evaluation,

(g) authentication, (h) refining, and (i) revisinBbmeier (2009) noted that when making
decisions regarding applicants, the use of indizigeces of information should be
avoided and that aggregate information collectechfmultiple sources produces the best
overall evaluation of candidates. Additionallye thractice of determining cut-off scores
based on the outcomes of individual candidate eialn tools should be avoided.
Interviewing and Selection

The importance of teacher interviewing and seledsceffectively articulated by
Hindman and Stronge (2009) when they describeddedecting the most effective
educators impacts subsequent decisions:

Getting teacher selection choice right makes Mistedl subsequent decisions

related to the teacher easy. Hire a good teauisktikely every school

improvement endeavor, including student learnmugitives, instructional
delivery, curriculum articulation, interactionsttviparents, and a host of other

efforts will be more successful. (p. 1)

Selection effectiveness is described by Gillland &herry (2000) as the
capability of the staff selection progression tedict the performance of the employee

with respect to the job. Nearly all school digsiatilize an interview as part of the
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selection process. Over 85% of school administsdielieve the interview sequence is a
fundamental component that should be utilized wdedacting educators (Vornberg &
Liles, 1983). Emley and Ebmeier (1997) stated thatuse of interviews with any hiring
procedure is one of the most realistic approaah@ather data concerning teacher
applicants. The authors went on to say that ttexvirew is the most applicable approach
of observing applicant characteristics such as asmue, enunciation, wording, posture,
facial expressions, fashion, hygiene, and gestugesley and Ebmeier indicated that the
preceding qualities of the candidate are imponaedictors of their ability to connect
with students. A study by Rutledge et al. (20@8)arding the hiring of teachers found
that it is not unlike the hiring in other professsathat require a higher level of
employment difficulty. They go on to say that digtadministrators use many of the
same strategies utilized by other organizationkithing resumes, university records,
references, experience, certification standingsqaality assessments, and interviews.
Developing an interview that asks questions focuse@rds a candidate’s experience
with similar types of school and student demograloipulations may help define if the
applicant has the needed experience to be suctessfu

Clement (2001) specified that the interview setvas purposes. The first
purpose is to conclude if the applicant is abldddhe job and be successful. The second
is to sell the teaching position to the applica@tement (2001) detailed the sequence of
an effective interview plan as containing introdugtor opener questions followed by
guestions regarding curriculum, preparation, clamsr organization and management,
homework and grading practices, meeting the neksisidents, interaction with

stakeholders, and professional development. SctivenaGrigsby, and Vesey (2011)



VENTURES FOR EXCELLENCE 54

found that research-based interview questions ftos classroom management,
planning for instruction, executing instructiondamonitoring pupil progress could
predict high quality teaching and improve studesrfgrmance.

Harris and Edger (1999) have determined that thgcgeation of many
individuals improves the selection procedure ard fiiring choices ought to be based on
applicant achievements instead of perceived a#itardorospective potential. In addition,
according to these authors, structured interviewdygpically more dependable than
unstructured ones. Ryan and Tippins (2004) comatbd that structured interviews have
better predictive validity regarding position perfance than unstructured interviews
and the individuals assisting with the selectioocpss should concentrate on and
evaluate the verbal ability of applicants in adutitio candidate experience. A meta-
analysis of 47 interview associated studies dis@aéhat unstructured interviews were
more effective in acquiring personality relatecbimhation about candidates, and
structured interviews were more effective in prajeg future work performance
(Huffcutt, Roth, Conway, & Stone, 2001). Researchducted by McDaniel, Whetzel,
Schmidt, and Maurer (1994) indicated that structun¢éerviews could have validity
scores two times those of unstructured intervielgtsmeier (2009) proposed that
interviewer expertise, experience, and proficieaynot as significant when structured
interviews are utilized to evaluate candidateddaching positions. Scriven (1990)
articulated that interviews reveal an applicarttiityt to work under stress, their mastery
of language, understanding of current topics, amese of the hiring school district and
some intellectual abilities. Green (1996) wrotatthehavior based interviewing is “the

most objective, systematic, consistent, and untiasethod available for filling jobs with
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the best people” (p. 49). Campion, Pursell, anuBr (1988) proposed that the
interview allows for the evaluation of thinkinglj&nowledge, as well as motivation.
Klimoski (1993) stated that the interview appearbé a flexible measurement method.
Research by Deems (1994) established that behbasw®ed interviewing is a more
dependable forecaster of an applicant’s aptitude #n interview concentrated on
character qualities. Deems stated the followiggarding behavior-based interviewing:
The single best predictor of a candidate’s futolegerformance is his or her past
job behavior. How do we know this to be true?cd&ese it's been proven
thousands of actual job situations for more themdecades. Interviews that
probe for past job behavior have been found tmbee reliable than ones that
focus on personality traits, such as “I'm depeneldlor “ I'm hard-working,” or
even “You can count on me.” And hiring decisitmased on actual behavior are
far more accurate than those based on gut feelifi@sems, 1994, p. 9)
Ebmeier et al. (2013) supported the theory tharaliclate’s past conduct and
experiences are a forecaster of future performantiesir research that stated:
The best single predictor of future job performaiscgast job performance.
Thus, on the job observation, simulations, and e programs are the best
way to predict how an employee will do in a newt &fimilar, position. Having a
prospective teacher demonstrate his or her skilsclassroom situation with
children through substitute teaching or guesul@ag will provide vastly better
information about the skills and abilities of ttendidate than any employment

selection instrument. (p. 6)
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Interview related research conducted by Huffcutlef2001) found that
experience-centered questions were greater preslictduture employee work
performance than situational based questions.n@i@ase reliability and validity, it is
important that employers train interviewers antiagistandard procedures throughout
the interview process (Williamson, Campion, RoahliMalos, & Campion, 1994). ltis
critical that interviewing vulnerabilities be aveld. Some of the susceptibilities
identified by Scriven (1990) included: (a) learnmgre about the interviewers than the
candidate, (b) overestimating a top performer ratth@n a continuous overachiever, and
(c) lending too much influence to skills and aektseparate from classroom instruction.
A candidate that makes a positive impression duxmgterview does not mean they will
be a successful teacher. Interviews can exaggeeasenal qualities that do not directly
connect to the classroom, but interviews usederldte phases of hiring can be
successful in excluding some candidates (MessrB88)1 Selection can be swayed by
the individual characteristics of the educator aggpit such as presentation panache, age,
appearance, connection with the questioner, andeggRingitore, Dugoni, Tindale, &
Spring, 1994). Gifford, Fan Ng, and Wilkinson (598und candidates who smiled,
regularly gestured, and frequently talked were @eexl by members of the interview
team to be highly motivated.

The individuals conducting applicant interviews dhée be cautious regarding
how the interview is structured. Niece (1983) disred that the typical interview was
less than 60 minutes and the interviewer spoke 8D8te time. Additionally, it is
important to use objective measurements to heljuatecandidates due to selection

decisions potentially being influenced by the pee@haracteristics of the candidates.
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Research by Finkelstein, Frautschy Demuth, and Beye@007) stated “Weight,
applicant race, job qualifications, and job typelehad a modest but significant impact
on ratings of hireability, performance capacityajpidbility, and interpersonal skills, in
varying combinations” (p. 203). A study conducbgdNiece discovered that favored
treatment was provided to candidates that wereietinad expertise in multiple
curriculum areas, those that were just startingrotieir career, as well as to candidates
that were physically attractive. Bredeson (198%)tended that psychological influences
enter into the evaluation process of candidatdse duthor stated that interference theory
expresses that various characteristics of candidateinferred based on inadequate
information, conduct, or an order of events comipiaréo those experienced in a prior
setting by the individual or individuals involvedtivthe selection process. Additionally,
interviewers typically make inferences about mathebtraits not included with the
candidate’s data. Bredeson went on to state #tiaigrtheory consists of the performance
of the individual being evaluated as well as thaleator's observation and memory of
the candidate’s performance. Both interferencerthand rating theory may influence
the outcome of the candidate evaluation procegse&tch by Baker and Morris (1990)
found that applicants skillful at emulating andresponding to the recognized job
qualities as well as applicants who have learnembtomunicate the right types of
information are often provided additional considiera Research by Dipboye and
Gaugler (1993) found that what the questioner rezas could be a result of the
interview design and the questioner's personadityposed to the candidate's qualities

and qualifications.
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Murnane and Steele (2007) captured the essendergf bhallenges at the local
level when they stated, “Historically, the demaadteachers has been driven by local
preferences, and hiring decisions have not alwags bbased on estimates of teachers’
instructional effectiveness” (p. 23). Further cdicgting the process of recognizing and
choosing the best teaching applicants is what tevltken the best candidate rejects an
offer for a position. Murphy (1986) found that whige top candidate for a position
turns down the offer for the position, the ovesdfectiveness of the selection process is
diminished. Moreover, research indicates thategalstudents majoring in education
may not be among the most capable students ahttiersity. Research conducted by
Hanushek and Pace (1995) indicated that a signifitamber of university students
choosing teaching majors frequently come from éssér end of the aptitude distribution
at the university. Scholastic Aptitude Test (SARM other data imply that high school
seniors who seek to become educators are amonegttteskilled of all potential
university students (Haycock, 1998). Issues furtoenplicating the process of
identifying the most highly qualified candidateg &fentified in research by Hoxby and
Leigh (2005) that quantified that the income dissetion for public school educators
has constricted so considerably, that candidatdstive highest aptitude can anticipate
that they will earn no more income than candidatéls the lowest aptitude. The authors
claim that this accounts for more than three-faidhthe decrease in educator quality.
Gordon et al. (2006) provided a useful analogy @myparing where an employee might
start out in the corporate world versus where apleyee begins in teaching:

An employee hired in the mail room in a modern ooagion can remain in

the mail room or be promoted. The same is truemnoployees hired to be
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stock analysts, accountants, or salespeople.typisally assumed that as

they gain skills and experience, employees will mom to more responsible

tasks. When they meet expectations, they are geamwhen they fall below

expectations, they remain at the entry level. nigirmay be rare, but it is not

at all rare for employees to be passed over fanptmn. For teachers, there is

no equivalent to the mail room. A low-performirggither has as much

responsibility for a class of students as a higtigoming teacher. (If a high-

performing teacher has leverage to influence abassrassignments, the low-

performing teacher may actually get larger classssor the students with the

poorest prior performance.) When a low-perforntieacher is retained, his or her

students pay the price. All else equal, partidylgiven the difficulty in

identifying effective teachers based on paper §aations, one might even

expect to see higher discharge rates in schoatsithather industries. At

present, they seem to be considerably lower. (p. 26

Research by Murnane and Steele (2007) found that atdustrialized nations
face obstacles finding high quality teachers. lkestin the United States, other countries
determine teacher compensation based on educaéidartials and experience. These
countries screen candidates during the hiring m®bet do an equally poor job
evaluating teachers for effectiveness after thexeleeen placed in schools. Murnane
and Steele went on to say that in other industedlinations, it is often times more
challenging to enter the teaching profession thadnited States of America due to more
rigorous academic background requirements. Aduhlig, the authors stated that even if

schools make instructional efficiency of uppernmsghificance during the hiring
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process, they might still find it challenging toodse teachers that will be highly
successful. The information available and utilideding the hiring process may not be
an accurate predictor of the teacher’s abilitynimreéase the skills of their students.
Evaluating Applicant Characteristics

Another key employee characteristic important tderatand prior to entering
into the hiring process is the concept of pro-damiganizational behavior. Brief and
Motowidlo (1986) described pro-social organizatidmehavior as conduct that is
performed by a member of the team, focused towamdadividual, group, or
organization within which the employee interactslevbonducting their role. This
behavior is completed with the goal of promoting tirellbeing of the individual, group,
or organization. Organ (1988) stated that theratesef complaints and grievances as
well as the concept of touching base with the stper, showing courtesy, and working
with other staff members regarding their workloadheo-social behavior. Borman and
Motowidlo (1993) stated that pro-social organizagéibbehavior focuses more on the
prevention of issues versus alleviating existirsyés.

Evaluating positive applicant characteristics carcbmplex. A characteristic that
interviewers seek in candidates is high performar@ampbell, McCloy, Oppler, and
Sager (1993) defined performance as “goal-relematidns that are under the control of
the individual, regardless of whether they are dbgn motor, psychomotor, or
interpersonal” (p. 40). The authors identified specific components of performance as
follows: (a) job-specific task expertise, (b) naiqspecific task expertise, (c) written and
oral communication task expertise, (d) showingrefi@) upholding individual

discipline, (f) facilitating peer and team perfommoa, (g) supervision/leadership, and (h)
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management/administration. Interviewers frequetigguss the importance of
identifying self-motivated candidates. Campbekle{1993) identified motivation as a
significant factor impacting performance. The authdefined motivation as the result of
the decision to utilize effort, the decision regagdthe level of effort to use, and the
decision to continue in the outlay of effort. kteanpting to understand how motivation
impacts performance based on candidate predispasjtCampbell et al. stated
motivation is always a determinant of performarase] a relevant question for
virtually any personnel selection problem is howcimof the variance in choice
behavior can be accounted for by stable predispositneasurable at the time of
hire and how much is a function of the motivatimgperties of the situation or

the interaction. (p. 45)

Rowan, Chiang, & Miller (1997) discovered that ‘thars’ ability and motivation
combine in additive (rather than multiplicativeyiiégon to affect students’ achievement”
(p. 274). Murnane and Steele (2007) suggestectzatemically gifted educators are
more successful at increasing student achieverhantaducators with less academic
ability. Another characteristic important to unstand when entering into the selection
process is the idea of organizational citizensl@pganizational citizenship “involves
such activities as making suggestions to supewignimprove the organization’s
functioning, helping co-workers with a heavy wouddl) speaking positively about the
organization to outsiders, arriving early to waakd the like” (Borman & Motowidlo,
1993, p. 76). Smith, Organ, and Near (1983) deyexlaa 16-item questionnaire that can
be utilized to evaluate the performance of an iidial in this area. Borman and

Motowidlo (1993) stated the following with respéctorganizational citizenship:



VENTURES FOR EXCELLENCE 62

Factor analysis of correlations between the iteaveland generally yielded two
factors: (1) altruism — spontaneous pro-socialugesttowards others in the
organization, such as orienting new people andiigkpo-workers or supervisors
with their work, and (2) conscientiousness — gdired compliance with
organizational rules and procedures, such as logirigne to work and not
spending time on personal phone calls. The fastor can be characterized as
citizenship behavior towards individuals, the setas citizenship behavior in
relation to the organization. (p. 76)

Another employment criteria that needs to be unidedsprior to entering into the
hiring process is the concept of employee relighilHogan and Hogan (1989) described
employee reliability as job behaviors related tgamizational effectiveness. Borman and
Motowidlo (1993) identified the types of behaviepshibited by employees that have
poor reliability as consisting of: ignoring compamyes, challenging social expectations,
circumventing commitments, and exhibiting insuboadion. Identifying employees that
are highly reliable and that exhibit traits thatl wanslate into high performance is a
challenging task. Research has shown that sommarfam sense” criteria may not be
useful when determining the characteristics of lggiformance. Rynes et al. (2002)
reported that 72% of the human resource adminsgdhat were surveyed as part of a
study believed that conscientiousness is a supknecaster of employee performance
than intellect, while in reality, intellectual afotile is the best forecaster of likely
performance according to their research findin@enversely, a study by Barrick and
Mount (1991) examined the “Big Five” personalityrginsions (extraversion, emotional

stability, agreeableness, conscientiousness, agih@gss to experience) to the position
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performance standards of position competence jtigacompetence, and personnel
statistics. The results of this study showed thatpersonality trait of conscientiousness
was connected positively with job performance i pinofessions reviewed. A
connection was also found between extraversiorj@ngerformance in occupations
involving collaboration. Additionally Rynes et #2002) found that another common
practice of human resource professionals not stggdry research was the fact that the
preponderance of individuals responding thoughtdbenpanies that evaluate for
applicant values have greater employee performtdnaecompanies that evaluate for
intelligence.

Schussler et al. (2008) examined the intellectudtural, and moral dispositions
of pre-service teachers to study how they drew ftioese three areas as they examined a
study involving a proposed teaching situation. sTigpe of research could prove valuable
to practitioners trying to determine the disposii@f candidates that will be most
successful in helping students achieve. Ebme@qpstated that the administration of
assessments that evaluate honesty and integrigeary administered, inexpensive, and
appear to add some predictive power regarding graplbehavior. Identification of
tools that will help school districts uncover anvédeiate the dispositions of candidates
may lead to better staff selection decision makiRgwan (1994) compared teaching to
other professions and found that by level of octiopacomplication, teaching has
characteristics with professional and nonprofesdigacations. With respect to the
complexity of the teaching profession, Rowan (1984jed, “Teaching children and
adolescents is complex work, and successful pegoo@ of this work requires high

levels of general educational development and 8pewcational preparation” (p. 13).
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Utilization of Commercial Selection Tools

In an effort to identify candidates that will be shsuccessful, some school
districts utilize commercial selection screening axterview instruments. Improved
understanding regarding what selection tools measilows administrators to know how
to utilize these tools. Klimoski (1993) assertedttpractitioners have increased
accountability to explain the basis behind persbaelkection practices and conclusions.
Klimoski pointed out the following regarding theeusf candidate assessment tools:

The term predictor construct has come to mean smpect of a person which, if

assessed, has relevance to predicting (or unddmstgriuture behavior or

performance. Thus, although the phrase impliesttaitoute of a device or
measure (an interview or a test), it usually reduoea factor thought to be useful

for distinguishing among individuals; in other wera trait. (p. 101)

Klimoski (1993) discussed the measurement of clarigtics that reflect traits of
individuals that are evident in various types ofkvcelated situations. As stated by
Higgs, Papper, and Carr (2000) “Nearly all orgatizes use some initial screening
process before beginning their more formal selaatibassessment procedures” (p. 82).
Ebmeier et al. (2013) stated that “all of the comoiadly produced instruments will assist
school districts in selecting quality teachers puiily because they are all structured
instruments, which far exceed non-structured ostjoe only instruments common in
many school districts” (p. 7.). Research by Endag Ebmeier (1997) provided useful
knowledge for practitioners attempting to identifizk most qualified applicants during

the screening process:
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This finding suggests prescreening applicants basexiirveys, inventories, and
other self-reported instruments might hold morenpse than is widely believed
and practiced. It could reduce the overall tirguresd for interviews or add
confirmative information to the data gathered datime interview process. In the
later sense, preinterview questionnaire data coeldiewed as value-added
information that could increase the predictive didyi of the selection process. (p.

53)

Many of these instruments attempt to measure vadisked components during
the teacher application process. Peterson (2002)ded insight on the use of such
instruments:

Other districts use a standard battery of questiaitiser in interviews or on a

survey, that are scored to yield applicant diagihastording to different

categories (e.g., “Personal Motivation,” “Child-Geredness,” or “Preference for

Collaboration”). Answers to these questions wilen suggest candidate

personality types. There is no research to suggasany single personality type

is best for teachers, but district personnel oftexier to work with people who
think or act like they do. However, this attituti@y be the opposite of what we
need for a variety of student styles or preferendeis up to each district whether

to use personality profiles. (p. 75-76)

A variety of pre-employment screening tools forcteer selection have been
developed by companies. HUMANeX Ventures provic@smercial staff selection
products that include online candidate screeniotstas well as structured interview

frameworks. A predictive validity study conductag HUMANeX Ventures (2009)
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utilizing teacher effectiveness ratings and HUMANé&ntures structured interview

scores, found a statistically significant correlatbetween teacher effectiveness scores

and the HUMANeX Ventures structured interview ssor&he online tool that is the

focus of this research study is the HUMANeX VensugyleProfile. This tool is

designed to help school districts with the ideaéifion of teaching candidates. Ventures

for Excellence described the StyleProfile as thiewing:

In order to help companies select “one more lil@rthest”, Ventures for
excellence developed a highly effective instruntentientify individuals who
exemplify the "life themes” of excellence demont&daby industry professionals.
This web-based tool is comprised of 32 questiorssngoreal-life situations that
are designed to uncover each applicant’s innagats| qualities and individual
work style. The purpose of this tool is to predicise with a higher probability
of success in the structured interview phase of#bection process. After the
completion of the online survey, the StyleProfilg®herates a graphical display
that immediately provides clients with feedbackjémge each applicant’s
potential success. Ventures for Excellence otfeesStyleProfile™ in an array of
industry-specific roles, ranging from “Teacher*téouseparent.” (HUMANeX
Ventures, 2013b)

Ventures for Excellence (2013b) asserted thatdahkelts of the StyleProfile

assessment can be applied along with other evidegeeding the candidate to assist

with the decision making process related to if¢ardidate should move forward in the

selection process. Candidates that are successtuke StyleProfile should be

considered for a more formal structured intervievétter understand their attitudes and
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behaviors. The Gallup Organization sells an onfireemployment screening tool called
the TeacherInsight. Teacherinsight is marketeal stsategy to identify a candidate’s
teaching potential. The Gallup Organization (200&acherinsight Frequently Asked
Questions handout describes the assessment agateoized web based interview
utilized by school districts to assist with iderdftion of the best possible teachers. The
Gallup Organization (2007) states the following:
The Teacherlnsight is fair because all applicaresaaked exactly the same
guestions and they are evaluated exactly the saage Whe questions have been
thoroughly researched and tested to be sure tleeyifg potentially superior
teachers. The Teacherinsight interview developrstrity, completed in January
2002, demonstrated content, construct, and criteetated validity as well as
fairness across Equal Employment Opportunity Corsimis(EEOC)
classifications of race, gender, and age. Subsgegulysis of candidate scores
indicates similar results and interview fairnessoas groups. TeacherInsight
does not replace personal interviews, but by eiffity identifying the best
potential teachers, district representatives ale talspend more time with these
promising candidates and conduct more productivegpal interviews. (p. 1)
The Gallup Organization (2007) provided the follogiinformation with regard to the
types of questions a candidate will encounter enfiacherinsight:
There are two types of questions. First are mlelighoice questions where you'll
have 50 seconds to choose the response that BESSTilsks you from four
possible responses. Second are Likert questiorsamiou’ll have 20 seconds to

read a statement and rate your level of agreemiéimtive statement. You'll
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select from five possible responses: “Strongly Bisa,” “Disagree,” “Neutral,”

“Agree,” and “Strongly Agree.” Be sure to read Hoale carefully on the Likert

guestions so you mark the response you intend.) (p.

The lllinois State University Career Center (20iti®ntified 12 themes around
which the Teacherlinsight interview is constructddhe themes identified include: (a)
mission, (b) focus, (c) empathy, (d) rapport drige,individualization, (f) listening, (g)
investment, (h) input drive, (i) activation, (jnavation, (k) perfection drive, and (1)
objectivity.

Aspex Solutions (2013) markets two online teaclaedaate-screening solutions
called TeacherFit and JobFit. Information on thppWrack web page regarding the
characteristics evaluated by TeacherFit includefajaness and respect, (b) concern for
student learning, (c) adaptability, (d) communigatand persuasion, (e) planning and
organizing, and (f) cultural competence. Charasties evaluated by JobFit include: (a)
cultural competence, (b) ease of supervision,|éxjlility/openness to change, (d)
interpersonal skills, (e) reliability, and (f) sthty/stress tolerance. Information on the
Aspex Solutions (2013) web page regarding valigetibtheir selection tools includes
the following statement:

"Validation" can take a number of forms, but th®sgest form involves

developing multiple sets of data that, togethewyjle a pattern of consistent

support for the use of a test. AppliTrack Selettmucational Systems utilizes
proprietary job analytic techniques to supply oad pf that pattern. Its reliance
on the use of proven testing approaches providgesand source of support.

(“AppliTrack Selection Validation Process”, p. 1)
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The American Association of School Personnel Adstrators (2013) sells a
computer-based interview tool developed by profeBsoHoward Ebmeier from the
University of Kansas based on a review of researcbducator effectiveness,
consultation with practitioners, and an examinabbnational commission reports. The
system uses a computer application to track regsogsd poses possible questions
constructed on response patterns. The questites ase clustered into the following
four themes: (a) working with others, (b) knowleddeontent, (c) knowledge of
teaching, and (d) knowledge of students.

The Star Teacher Interview Pre-Screener is a comataelection tool developed
by The Haberman Educational Foundation (2013) s Tdol is designed to evaluate
various candidate dimensions. These candidaterdiiores are identified by the
Haberman Educational Foundation as consistingeofdtiowing: (a) persistence, (b)
organization and planning, (c) values studentsilagr (d) theory to practice, (e) at-risk
students, (f) approach to students, (g) surviveuireaucracy, (h) explains teacher
success, (i) explains student success, and (pifall. Research related to the Haberman
Star Teacher Evaluation PreScreener by Rockofghld€ane, and Staiger (2008) found
“a statistically significant but modest relationshibetween student achievement and
several non-traditional predictors of teacher gifeness, including performance on the
Haberman selection instrument” (p. 2).

Morgan and Associates (2013) provides teacheuiteaent and selection services
that are targeted to help schools identify teactietsare caring, demonstrate belief that

all students can learn, implement teaching stratetiiat focus on learning, etc. Morgan
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and Associates markets an online candidate-scrgéoah as well as a structured
interviewing tool and protocols.

Ebmeier et al. (2013) stated that the best comaldools could merely forecast
educator quality about 25% of the time. Gimbed &hesley (2009) suggested that an
interview system or assessment is only as reliabtevalid as the items comprising it.
School districts should cautiously evaluate if enomercially designed selection tool is
more reliable or valid than other predictors of pgsformance. Due to the variety of
commercial selection tools available to practitisn&imbert and Chesley advocated that
school districts should conduct studies using ckifie selection procedures and teacher
evaluation tools to gain additional understanding.

Teacher Selection in the Midwest School District

Teacher selection in the Midwest School Distridbased on multiple data points
that are collected throughout the application pssceCandidates that are interested in
applying for positions do so electronically. Adraidates are required to upload a
resume, copies of university transcripts, Prax@eceports, as well as a minimum of
three letters of recommendation. Teaching cane#date identified for district level
video recorded screener interviews based on thanfwig criteria: (a) area(s) of
certification, (b) relevant work experience, (c) MANeX Ventures StyleProfile scores
(2013), (d) Morgan and Associates (2013) onlineecer scores, (e) undergraduate as
well as graduate university scholarship/achievem@nPraxis score performance in
relevant subject area(s), (g) significance of gtmmmendation letters, and (h) answers

to questions asked on the application.
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Teachers that are selected from the applicant @@oinvited to participate in a
structured videotaped interview developed by Morgad Associates (2013) that is
designed to identify the best candidates. Afteagpropriate number of candidates have
been identified, principals are provided with tis¢ bf candidates. Principals make the
decision regarding which candidates will be invitegbarticipate in building level
interviews.

Building level interviews are typically conductedthvprincipals, department
leaders, grade level teams, and with other stafhb&es included as necessary. Each
building level process includes an interview witldéional interview components
differing from school to school. Components ofltng level interviews may include
one or more written performance events as welhagsdaching of a practice lesson.
Once the building level interview process is cortglerincipals make a candidate
recommendation to the superintendent of schooke récommended candidate
interviews with the superintendent. The final stepsists of the superintendent making
a recommendation to the Midwest School District f8loaf Education (Midwest School
District).

Teacher Evaluation

Standards based teacher evaluation systems wienel@d to evaluate teaching
practice utilizing a set of standards and perforceamibrics in an effort to improve
instruction (Borman & Kimball, 2005). Danielsor0(7) identified the following four
teaching domains: (a) planning and preparationth@)xlassroom environment, (c)
instruction, and (d) professional responsibiliti@hese four domains, or a variation of

these domains are frequently utilized as the fotiod@f standards-based teacher
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evaluation systems across the United States of kemeResearchers have revealed
positive relationships between educator evaluatamspupil achievement. Heneman,
Milanowski, Kimball, and Odden (2006) found posgtikelationships with educator
appraisal scores and increases in student achiexerdeltzapple (2003) determined that
educators who received low marks on the instruatiportion of the educator evaluation
system had pupils with lower achievement scores dmiicipated based on preceding
achievement. Teachers with advanced or distingdisatings had students with greater
than expected achievement. Students of teachesrsvéire rated as proficient had
average achievement. Borman and Kimball (2005)@sed that teachers who score
well on the evaluation system might be better dticeng achievement gaps between
students with diverse social backgrounds and diksimchievement levels. Jacob and
Lefgren (2005) compared principals’ assessmentsaahers with paper qualifications
and discovered that the principals’ evaluationteather effectiveness were significantly
better at predicting student achievement than @édueaperience or schooling. In
another research study, Jacob and Lefgren (20&8t&dsthe following regarding the skill
of principals to recognize teachers that have tkatgst impact on student achievement:
In fact, principals are quite good at identifyilgps$e teachers who produce the
largest and smallest standardized achievement gathsir schools (the top and
bottom 10-20 percent). They are less able tordjaish among teachers in the
middle of this distribution (the middle 60-80 pemnte suggesting that merit-pay
programs that reward or sanction teachers shoulthbed on evaluations by

principals and should be focused on the highest{@mnest performing teachers.

(p. 60)
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Milanowski (2004) analyzed the connection betwedurcator evaluation scores
and pupil learning. He found minor to modest pesitorrelationships for most grade
levels in each subject that was evaluated. Adubfiy Milanowski correlated the
variance between projected and actual student\zhient in science, math, and reading
for students in grades third through eighth with@dor evaluation scores. The
researcher found minor to modest positive corm@tatiips indicating that scores from a
detailed teacher evaluation system can be assdd¢@mttudent learning. Jacob (2012)
identified the importance of linking student acl@ment data to individual educators as a
value-added component when evaluating teacherteé@ess. The MET Project (2012)
identified the following six requirements for quglclassroom observations: (a) use of an
observation instrument that sets clear expectati®sequiring observers to validate
accuracy before scoring teachers, (c) use of maltpservations, (d) track system
reliability, (e) combine observations with studanohievement improvements, and (f)
confirm that educators with high observation scaies have high student achievement.

The role that teacher evaluations play in accwyaggresenting what takes place
in a classroom have been questioned by some résesrcBased on an examination of
the literature, Peterson (2002) stated that stanelducator evaluation practices do not
improve educators or truthfully characterize wilakess place in classrooms. Further
guestioning the validity of teacher evaluationeesearch by (Glazerman et al., 2010) that
stated that the “majority of school districts prageemploy teacher evaluation systems
that result in all teachers receiving the same) (tafpng” (p. 1). The need for improved
teacher evaluation systems is recognized by thehNdtEducation Association in policy

that stated that the National Education Associasigpports high quality evaluation
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systems that provide the tools teachers need fat auktruction, improve practice and
increase pupil achievement (National Education Aisgimn, 2013).
Summary

The literature confirms that teacher quality haggaificant impact on student
achievement and that the hiring process plays @adriole in attaining quality teachers.
Studies spanning several years have continuedojmosuthese findings.

Rivken et al. (2005) confirmed that aswevident that teachers had a significant
impact on student learning and achievement. Stadgesigned to quality teachers each
year were afforded an advantage in terms of regdhigher levels of achievement and
learning. Therefore, school administrators hadvgrortant responsibility in identifying
and selecting high quality teachers. Marzano (28€8ed that teachers were the most
important factor influencing student achievemeat ttould be adjusted or changed. This
finding was supported by research conducted by ane Ebmeier (1997) who found
that the selection of teachers was one of the pragtal decisions made by
administrators responsible for hiring teachers.

Peterson (2002) noted that to be successful inghtrighly effective teachers, a
district must have agreement regarding the sicanice of teacher selection and district
stakeholders must be committed to the process. idighrators that are responsible for
identifying and selecting teachers should consideasurable criteria as part of the
decision making process. Gimbert & Chesley (2@@®tended that identifying the
characteristics of effective teachers could assisbols in screening teacher applicants to

identify candidates that are best matched to tedbdre specifically, Ebmeier (2009)
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found that indicators of basic intelligence suclyasles, test scores, Praxis results, ACT
results, SAT results, etc. could be signs of fupegdormance.

Various research based interviewing and selectiategies have been identified
and developed to assist administrators with thetifieation of effective teachers. The
use of commercially produced tools to assist watlecting quality teachers was
supported by research conducted by Ebmeier e2@L3) who stated “all of the
commercially produced instruments will assist sc¢htigtricts in selecting quality
teachers primarily because they are all structurstiluments, which far exceed non-
structured or question only instruments common amynschool districts” (p. 7.).
Examples of commercially developed tools marketeassist in the selection process
include the HUMANeX Ventures StyleProfile, Gallupganization’s TeacherInsight,
Aspex Solutions TeacherFit and JobFit, The HaberBducational Foundation Star
Teacher Interview Pre-Screener, etc.

Once a teacher is hired and has had the opportunitfluence student
achievement, performance should be evaluatedinglizsearch based evaluation
methods. Research by Borman and Kimball (2005peaked that teachers who score
well on the evaluation system might be better dticeng achievement gaps between
students with diverse social backgrounds and diksimchievement levels. The
educator evaluation outcomes should inform thehteaselection process. When an
educator received lower evaluation scores, it waechreflection on the factors that were
considered and possibly overlooked during the seleprocess.

In conclusion, the literature has continteedonfirm the impact of teacher quality on

student achievement. In addition, the overall gdgdromoting student achievement is
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impacted positively or negatively by the effectiess of the hiring process and continued
examination of the hiring process in relation tacteer evaluation data and student

performance.
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Chapter Three: Methodology
Hiring highly effective educators has been showhdmne of the most important
things that can be done to improve student learnAgO'Laughlin (1999) stated,
“Nothing contributes more to the quality of eduoatour children receive than the
quality of the teachers working in their school$e process of recruiting and hiring
high-quality teachers is therefore critical” (p.)2%ccording to Heller (2004), the most
effective strategy to change schools is througlsta# selection process.

The purpose of this study was to determine (d#)afVentures for Excellence
Teacher StyleProfile student-centered and/or teamd@ered score of teachers employed
in the Midwest School District had a statisticalgnificant relationship with formative
and summative evaluation ratings during a teacliesisyear teaching in the Midwest
School District and (b) if the Ventures for Excelte Teacher StyleProfile student-
centered and/or teacher-centered score of teaehg®yed in the Midwest School
District had a statistically significant relatiomgtwith the Midwest School District
Probationary Teacher Feedback Scale ratings dartegcher’s first year teaching in the
Midwest School District. The Midwest School Distrgranted permission for this study.
Research Design

The study was quantitative utilizing the Pearsadpct-moment correlation
coefficient. “The Pearson product-moment correlatoefficient (or Pearson correlation
coefficient, for short) is a measure of the strbrgjta linear association between two
variables and is denoted by r” (Laerd Statisti€d,2 “What does this test do?” para. 1).

Laerd Statistics (2013) explains how a Pearsonymtechoment correlation functions:
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Basically, a Pearson product-moment correlatioenapts to draw a line of best

fit through the data of two variables, and therBaa correlation coefficient, r,

indicates how far away all these data pointsat&is line of best fit (how well

the data points fit this new model/line of best f{*What values can the Pearson

correlation coefficient take?” para. 2)

This study utilized the Pearson product-moment oatltogy to measure the
association of the variables and draw conclusibasdan provide information to school
districts regarding how the pre-employment scregimol that was examined in this
study relates to post employment teacher evaluaia from the Midwest School
District. The study provides additional researot affectiveness evidence regarding the
use of a commercial teacher selection tool asqgddhe hiring process as related to
teacher evaluation data.

Null Hypotheses A1-A6

Teacher StyleProfile Scores and Summary of Overaltvaluation Ratings
Al. In Midwest School District, there is no relatghip between a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtemre and overall

performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary
school level in the Midwest School District.

A2. In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall

performance as measured by a summary of the forenatid summative
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evaluation ratings during a teacher’s first yeateaiching at the elementary
school level in the Midwest School District.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the secondary school
level in the Midwest School District.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the secondary school
level in the Midwest School District.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary and
secondary school levels in the Midwest School iistr

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary and

secondary school levels in the Midwest School iistr
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Null Hypotheses B1-B6

B1.

B2.

B3.

B4.

Teacher StyleProfile Scores and Summary of Instruabnal Process

Evaluation Ratings

In Midwest School District, there is no relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surerataluation ratings
during a teacher’s first year of teaching at therentary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is no relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is no relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is no relatship between a teacher’s Ventures

for Excellence Teacher StyleProfile teacher-centep®re and overall
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performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surerataluation ratings
during a teacher’s first year of teaching at the@rentary and secondary school
levels on the instructional process portion oftdecher evaluation in the
Midwest School District.

In Midwest School District, there is no relaiship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surerataluation ratings
during a teacher’s first year of teaching at the@rentary and secondary school
levels on the instructional process portion oftdecher evaluation in the

Midwest School District.

Null Hypotheses C1-C6

C1.

Teacher StyleProfile Scores and Summary of ClassraoManagement
Evaluation Ratings

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at treredntary school level on the
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classroom management portion of the teacher evaituit the Midwest School
District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
classroom management portion of the teacher evaituit the Midwest School
District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surerataluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
classroom management portion of the teacher evaituit the Midwest School
District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
classroom management portion of the teacher evaituist the Midwest School
District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall

performance as measured by the formative and surer@taluation ratings
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during a teacher’s first year of teaching at the@rentary and secondary school
levels on the classroom management portion ofdheher evaluation in the
Midwest School District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at therentary and secondary school
levels on the classroom management portion ofdhehter evaluation in the

Midwest School District.

Null Hypotheses D1-D6

D1.

D2.

Teacher StyleProfile Scores and Summary of Interpesonal Relationships
Evaluation Ratings

In Midwest School District, there is no relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surerataluation ratings
during a teacher’s first year of teaching at treredntary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at treredntary school level on the



D3.

DA4.

D5.

D6.

VENTURES FOR EXCELLENCE 84

interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is no relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.

In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at the@rentary and secondary school
levels on the interpersonal relationships portibthe teacher evaluation in the
Midwest School District.

In Midwest School District, there is no relaiship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall

performance as measured by the formative and surer@taluation ratings
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during a teacher’s first year of teaching at the@rentary and secondary school
levels on the interpersonal relationships portibthe teacher evaluation in the

Midwest School District.

Null Hypotheses E1-E6

El.

E2.

ES.

Teacher StyleProfile Scores and Summary of Professial Responsibilities
Evaluation Ratings

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centsere and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at th@seary school level on the
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professional responsibilities portion of the teaahealuation in the Midwest
School District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at tle@rentary and secondary school
levels on the professional responsibilities portdthe teacher evaluation in the
Midwest School District.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centesmre and overall
performance as measured by the formative and surerataluation ratings
during a teacher’s first year of teaching at the@rentary and secondary school
levels on the professional responsibilities portwdthe teacher evaluation in the

Midwest School District.

Null Hypotheses F1-F6

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of

the Teacher on all Portions of the Probationary Fesdback Scale
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In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and a summary of the
principal’s assessment during a teacher’s first gédeaching at the elementary
school level on all portions of the Midwest Schbadtrict Probationary Teacher
Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’s assessment during a teacher’s first gédeaching at the elementary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and a summary of the
principal’'s assessment during a teacher’s first pédeaching at the secondary
school level on all portions of the Midwest Schbadtrict Probationary Teacher
Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’'s assessment during a teacher’s first gédeaching at the secondary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.

In Midwest School District, there is no relaship between teachers’ Ventures
for Excellence Teacher StyleProfile student-cemtemre and a summary of the

principal’s assessment during a teacher’s first pééeaching at the elementary
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and secondary school levels on all portions oMidvest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the elementary
and secondary school levels on all portions oiMidvest School District

Probationary Teacher Feedback Scale.

Null Hypotheses G1-G6

G1.

G2.

G3.

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Purpose Portion of the Probaticary Feedback Scale

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s

assessment during a teacher’s first year of tegdtithe secondary school level
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on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

In Midwest School District, there is no relathip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the purpose portioh@Midwest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is no relaship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the purpose portioh@Midwest School District

Probationary Teacher Feedback Scale.

Null Hypotheses H1-H6

H1.

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Human Interaction Portion of theProbationary Feedback
Scale

In Midwest School District, there is no relatship between a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtamre and the principal’s
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assessment during a teacher’s first year of tegdtithe elementary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the human interaction portion of the Midwest &@xitDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relatship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the human interactiotigmoof the Midwest School

District Probationary Teacher Feedback Scale.
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In Midwest School District, there is no relaitship between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the human interactiotigmoof the Midwest School

District Probationary Teacher Feedback Scale.

Null Hypotheses 11-16

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Teaching/Learning Portion of thérobationary Feedback
Scale

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsomre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s

assessment during a teacher’s first year of tegdtithe secondary school level
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on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsomre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the teaching/learnimggroof the Midwest School
District Probationary Teacher Feedback Scale.

In Midwest School District, there is no relatghip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the teaching/learnimggroof the Midwest School

District Probationary Teacher Feedback Scale.

Null Hypotheses J1-J6

J1.

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of
the Teacher on the Overall Teaching Effectivenessotion of the

Probationary Feedback Scale

In Midwest School District, there is no relasbip between a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtamre and the principal’s
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assessment during a teacher’s first year of tegdtithe elementary school level
on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is no relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is no relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is no relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.

In Midwest School District, there is no relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the overall teachingcéffeness portion of the

Midwest School District Probationary Teacher Feedltfacale.
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J6. In Midwest School District, there is no relasbip between a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the overall teachingcéffeness portion of the
Midwest School District Probationary Teacher Feedttfacale.

The Research Site
The study took place at a pre-kindergarten thrdlth grade metropolitan

school district of approximately 5,800 studentsated in the Midwest. The school

district is comprised of six elementary schools) twiddle schools, and one high school.

The school district has an average student tordassteacher ratio of 15 to 1 and an

average student to administrator ratio of 170 td he average years of experience for

teachers in the school district is 14.1 years pleeence with 68.6% of the teachers
having a master’s degree or higher.

Participants and Sampling Procedure
The study population was identified from a populat&71 teachers employed by

the school district during the 2008-09, 2009-10Q,®Q1, 2011-12, and 2012-13 school

years. Out of this populace, 35 educators weneigdited for various reasons (e.g., early
childhood teacher, counselor, technology specjatistructional specialist, incomplete
evaluations, missing evaluations, missing TeachdeBrofile, missing Midwest School

District Probationary Teacher Feedback Scale). réheining populace consisted of 64

elementary teachers and 72 secondary teacheranddm sample of 45 elementary and

45 secondary teachers were selected for the stdBearson product-moment
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correlation coefficient was calculated to measurde strength of a linear association
between the two variables for each of the sixtydtlgpses.
Instrumentation

Three sets of data were utilized in the study. fliséset of data included a
32question Teacher StyleProfile online assessrhahig completed as part of the
employment application process. This assessmenidas a student centered percentage
and a teacher centered percentage that is derneedd combination of the following sub
score themes: (@) purpose, (b) communicative,d9gnable, (d) compassionate, (e)
motivating, (f) objective, (g) generator of altetimas, (h) learner outcomes, (i) self-
supporting, (j) directing, (k) referring, () stusteconforming, and (m) school conforming
(HUMANeX Ventures For Excellence, 2013). Due te Wentures for Excellence
Teacher StyleProfile Builder being a proprietargdarct, psychometric information
regarding the algorithm used to calculate the studentered and teacher-centered
percentages is not made available by HUMANeX Vesgur

The second set of data utilized in the study wagdhcher evaluation data that is
collected as per Midwest School District Policy GE&N This policy states that all
probationary teachers receive a minimum of two ftiwe and one summative
evaluation. If a teacher had more than two formeagivaluations, only the first two
formative evaluations were included in the studiadaAdditional formative evaluations
beyond the first two were not included in the stddya. The formative and summative
evaluations appraise teacher performance in tresareinstructional process (seven
subcategories), classroom management (three sgbda®), interpersonal relationships

(two subcategories), and professional responséslfour subcategories). For each
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subcategory item, the teacher was rated as meg¢sttions, needs improvement, or
requires performance improvement plan. A ratinghekts expectations was calculated
as three points, a rating of needs improvementoaksilated as two points, and a rating
of requires performance improvement plan was catedlas one point. The total points
for all three evaluations were calculated to predexcaluation-scoring totals for each
subcategory (Table 1).

Table 1

Midwest School District Formative and Summativel&@on Criteria Scoring
Summary

Hypothesis Formative and Summative Evaluation Criteria Tested Number of Total
Categories Points

Possible
Al-A6 Summary of all Evaluation Subcategories 16 144
B1-B6 Summary of Instructional Process Subcategories 7 63
C1-Cé6 Summary of Classroom Management Subcategories 3 27
D1-D6 Summary of Interpersonal Relationships Subcategorie? 18
E1-E6 Summary of Professional Responsibilities Subcategor4 36

The third set of data utilized in the study washhidwest School District
Probationary Teacher Feedback Scale. This sogleéreel administrators to place
teachers in one of four quartiles in the areasugp@se, human interaction,
teaching/learning, and overall teaching effectigsneOne point was calculated for a
placement in the fourth quartile, two points weaéalated for placement in the third
quartile, three points were calculated for placenmethe second quartile, and four points
were calculated for placement in the first quarti@n the Midwest School District
Probationary Teacher Feedback Scale, the firstitpier considered the highest quartile

and the fourth quartile is considered the lowestrtje. This feedback scale was
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completed by the building administration towards tlonclusion of each school year for
all probationary staff (Table 2).
Table 2

Midwest School District Probationary Teacher Feeclb&cale Scoring Summary

Hypothesis Probationary Teacher Feedback Scale Criteria Tested Number of  Total
Categories Points

Possible
F1-F6 Summary of all Teacher Feedback Subcategories 4 16
G1-G2  Summary of Purpose Category 1 4
H1-H2  Summary of Human Interaction Category 1 4
11-16 Summary of Teaching/Learning Category 1 4
J1-J6 Summary of Overall Teaching Effectiveness Category 1 4

External Validity

The results of this research study could be thdutifhigeneralized based on this
random sample of 45 elementary and 45 secondachidesin the Midwest School
District. Administrators were annually trained ttve use of the formative and summative
teacher evaluation tools and were provided insaston how to complete the Midwest
School District Probationary Teacher Feedback Scale StyleProfile assessment is
scored electronically by HUMANeX Ventures basedow the candidate responded to
the 32 survey questions (HUMANeX Ventures For Eberele, 2013). Responses to
these questions generated a student-centeredasittecentered score.

Summary

This study was quantitative utilizing the Pearsamdpct-moment correlation
coefficient to test each hypothesis to measuratilemgth of the possible linear

association between the two variables containesah hypothesis. The first research
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guestion examined whether or not the Ventures xamelence Teacher StyleProfile
student-centered and/or teacher-centered scoeadhers employed in the Midwest
School District had a statistically significantagbnship with their formative and
summative evaluation ratings during their firstiyemaching in the Midwest School
District. There were 30 hypotheses tested thatedlto the first research question.
These hypotheses were organized in sets of sie.hypotheses related to the first
research question included: A1-A6, B1-B6, C1-C6;MA, and E1-E6. The second
research question was to determine if the VentiareBxcellence Teacher StyleProfile
student and/or teacher-centered score of teachgoged in the Midwest School
District had a statistically significant relatiomgtwith their rating on the Midwest School
District Probationary Teacher Feedback Scale duheg first year teaching in the
Midwest School District. There were 30 hypothesssed that related to the second
research question. These hypotheses were organisets of six. The hypotheses
related to the second research question includeder G1-G6, H1-H6, 11-16, and J1-J6.
The study took place at a pre-kindergarten thralth grade metropolitan
school district of approximately 5,800 studentsted in the Midwest. Three sets of data
were utilized in the study. The first set of deweluded a 32-question Teacher
StyleProfile online assessment that was completqzhet of the employment application
process. The second set of data was collectedtfierteacher evaluation that was
collected as per Midwest School District PolicyheTthird set of data was collected from
the Midwest School District Probationary Teacheedtgmck Scale. The results of this
research study could be thoughtfully generalizesetiaon this random sample of 45

elementary and 45 secondary teachers in the Mid8astol District.
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Chapter Four: Results

The purpose of this study was to determine if twes from the Ventures for
ExcellencelTeacher StyleProfile online pre-employment scregbiol had a statistically
significant relationship with teacher evaluationngs and/or with the Midwest School
District Probationary Teacher Feedback Scale ratthging a teacher’s first year
teaching in the Midwest School District.
Description of the Population

The study population was identified from a populat&71 teachers employed by
the school district during the 2008-09, 2009-10Q,®Q1, 2011-12, and 2012-13 school
years. Out of this populace, 35 educators weneigdited for various reasons (e.g., early
childhood teacher, counselor, technology specjatistructional specialist, incomplete
evaluations, missing evaluations, missing Stylelof The remaining populace
consisted of 64 elementary teachers and 72 secptetahers. A random sample of 45
elementary and 45 secondary teachers were selecttdek study.
Results and Data Analysis

The first research question was (a) if the Venttwe&xcellence Teacher
StyleProfile student-centered and/or teacher-cedtscore of teachers employed in the
Midwest School District had a statistically sigo#dnt relationship with their formative
and summative evaluation ratings during their fygesdr teaching in the Midwest School
District. There were 30 hypotheses tested thatedlto the first research question.

The second research question (b) was to deterrnihe Ventures for Excellence
Teacher StyleProfile student and/or teacher-cetitgrere of teachers employed in the

Midwest School District had a statistically sigo#dnt relationship with their rating on the
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Midwest School District Probationary Teacher Feed#tlfacale during their first year
teaching in the Midwest School District. There &80 hypotheses tested that related to
the second research question.

A Pearson product-moment correlation coefficiens walized to test each
hypothesis to measure the strength of the linesocation between the two variables
contained in each hypothesis. The following sestisummarize the results of these
tests:

Hypotheses A1-A6 Testing and Analysis

Teacher StyleProfile Scores and Summary of Overaltvaluation Ratings

The first set of hypotheses (A1-A6) examined thedr association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the evaluation ratings during a te&chest year of teaching in the
Midwest School District.

The first null hypothesis (Al) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtexmre and overall

performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary
school level in the Midwest School District.
The Pearson product-moment correlation coefficygglitied a small negative non-
significant correlation coefficient of -0.131 wighcritical value of 0.288. The researcher

failed to reject the null hypothesis. These ressiliggest that at the elementary school
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level, no significant relationship exists betwelea StyleProfile student-centered score
and overall performance as measured by the formatnd summative evaluation ratings.
The second null hypothesis (A2) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary
school level in the Midwest School District.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.042 with a criticahue of 0.288. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary school level, no
significant relationship exists between the Stytdir teacher-centered score and overall
performance as measured by the formative and surer&taluation ratings.

The third null hypothesis (A3) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the secondary school
level in the Midwest School District.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of .007 with a critical wa of 0.288. The researcher failed to

reject the null hypothesis. These results sughestat the secondary school level, no
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significant relationship exists between the Stytdir student-centered score and overall
performance as measured by the formative and surer&taluation ratings.
The fourth null hypothesis (A4) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the secondary school
level in the Midwest School District.

The Pearson product-moment correlation coefficyggltied a small negative non-

significant correlation coefficient of -0.180 wighcritical value of 0.288. The researcher

failed to reject the null hypothesis. These ressiiggest that at the secondary school

level, no significant relationship exists betwela StyleProfile teacher-centered score

and overall performance as measured by the formatnd summative evaluation ratings.
The fifth null hypothesis (A5) was:

In Midwest School District, there is no relationsbetween a teacher’s Ventures
for Excellence Teacher StyleProfile student-centaseore and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary and
secondary school levels in the Midwest School istr

The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.059 with a criticahlue of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary

school levels, no significant relationship existévween the StyleProfile student-centered



VENTURES FOR EXCELLENCE 103

score and overall performance as measured by th&ftve and summative evaluation
ratings.
The sixth null hypothesis (A6) was:
In Midwest School District, there is no relationshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by a summary of the forenatid summative
evaluation ratings during a teacher’s first yeateaiching at the elementary and
secondary school levels in the Midwest School iistr
The Pearson product-moment correlation coefficyggltied a small negative non-
significant correlation coefficient of -0.106 wighcritical value of 0.195. The researcher
failed to reject the null hypothesis. These ressiliggest that at the elementary and
secondary school levels, no significant relatiopghists between the StyleProfile
teacher-centered score and overall performancesasured by the formative and
summative evaluation ratings. No statisticallyngigant correlation coefficients were

found for hypotheses A1-A6 (Table 3).

Table 3

Pearson Product-Moment Correlation Coefficient Btats for Hypotheses A1-A6
Hypothesis Correlation Coefficient Critical Value Significant?

Al (SC) -0.131 0.288 No

A2 (TC) -0.042 0.288 No

A3 (SC) 0.007 0.288 No

A4 (TC) -0.180 0.288 No

A5 (SC) -0.059 0.195 No

A6 (TC) -0.106 0.195 No
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Hypotheses B1-B6 Testing and Analysis
Teacher StyleProfile Scores and Summary of Instruabnal Process
Evaluation Ratings
The second set of hypotheses (B1-B6) examinedrtbarlassociation between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the instructional process portion etéacher evaluation during a teacher’s
first year of teaching in the Midwest School Distri
The first null hypothesis (B1) was:
In Midwest School District, there is no relationshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
instructional process portion of the teacher evanan the Midwest School
District.
The Pearson product-moment correlation coefficygglitied a small negative non-
significant correlation coefficient of -0.119 wighcritical value of 0.288. The researcher
failed to reject the null hypothesis. These ressiliggest that at the elementary school
level, no significant relationship exists betwelea StyleProfile student-centered score
and overall performance as measured by the inginatprocess evaluation ratings.
The second null hypothesis (B2) was:
In Midwest School District, there is no relationshietween a teacher’s Ventures

for Excellence Teacher StyleProfile teacher-centsp®re and overall
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performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at theredntary school level on the
instructional process portion of the teacher evalnan the Midwest School
District.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.008 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary school level, no
significant relationship exists between the Stytéir teacher-centered score and overall
performance as measured by the instructional pso@esluation ratings.

The third null hypothesis (B3) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
instructional process portion of the teacher evalnan the Midwest School
District.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.022 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results sugfestat the secondary school level, no
significant relationship exists between the Stytéir student-centered score and overall
performance as measured by the instructional psogesuation ratings.

The fourth null hypothesis (B4) was:
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In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
instructional process portion of the teacher evanan the Midwest School
District.

The Pearson product-moment correlation coefficyggltied a small negative
non-significant correlation coefficient of -0.168tkwva critical value of 0.288. The
researcher failed to reject the null hypothesikesk results suggest that at the secondary
school level, no significant relationship exist$ween the StyleProfile teacher-centered
score and overall performance as measured by streiational process evaluation
ratings.
The fifth null hypothesis (B5) was:
In Midwest School District, there is no relationshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at the@rentary and secondary school
levels on the instructional process portion oftdecher evaluation in the
Midwest School District.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.056 with a criticahle of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary

school levels, no significant relationship existévween the StyleProfile student-centered
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score and overall performance as measured by streiational process evaluation
ratings.
The sixth null hypothesis (B6) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at the@rentary and secondary school
levels on the instructional process portion oftdecher evaluation in the
Midwest School District.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.063with a criticallua of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existévween the StyleProfile teacher-centered
score and overall performance as measured by streiational process evaluation
ratings. No statistically significant correlatiooefficients were found for hypotheses

B1-B6 (Table 4).

Table 4

Pearson Product-Moment Correlation Coefficient Stats for Hypotheses B1-B6
Hypothesis Correlation Coefficient Critical Value Significant?

B1 (SC) -0.119 0.288 No

B2 (TC) 0.008 0.288 No

B3 (SC) 0.022 0.288 No

B4 (TC) -0.168 0.288 No

B5 (SC) -0.056 0.195 No

B6 (TC) -0.063 0.195 No
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Hypotheses C1-C6 Testing and Analysis
Teacher StyleProfile Scores and Summary of ClassrabManagement
Evaluation Ratings
The third set of hypotheses (C1-C6) examined teali association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the classroom management portion eé#oher evaluation during a
teacher’s first year of teaching in the Midwest &uiDistrict.
The first null hypothesis (C1) was:
In Midwest School District, there is no relatiornshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and suner&taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
classroom management portion of the teacher evatuet the Midwest School
District.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.095 with a criticahue of 0.288. The researcher failed to
reject the null hypothesis. These results suggestat the elementary school level, no
significant relationship exists between the Stytdir student-centered score and overall
performance as measured by the classroom managerauaation ratings.
The second null hypothesis (C2) was:
In Midwest School District, there is no relatiornshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centspmre and overall

performance as measured by the formative and suner&taluation ratings



VENTURES FOR EXCELLENCE 109

during a teacher’s first year of teaching at tleredntary school level on the
classroom management portion of the teacher evaituist the Midwest School
District.

The Pearson product-moment correlation coefficyggitled a small negative non-

significant correlation coefficient of -0.138 wighcritical value of 0.288. The researcher

failed to reject the null hypothesis. These ressiliggest that at the elementary school

level, no significant relationship exists betwela StyleProfile teacher-centered score

and overall performance as measured by the classno@nagement evaluation ratings.
The third null hypothesis (C3) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
classroom management portion of the teacher evaituit the Midwest School
District.

The Pearson product-moment correlation coefficygltled a medium positive
significant correlation coefficient of 0.302 withcatical value of 0.288. The researcher
rejected the null hypothesis and accepted thenaltee hypothesis that

In Midwest School District there is a relationsbigtween a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings

during their first year of teaching at the secogdahool level on the classroom
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management portion of the teacher evaluation iMtasvest School Distric

(Figure 1).
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Figure 1 A comparison of the Ventures for Excellence TeaStyleProfile studer-
centered scores and overall performance on therolas management portion of 1
formative and summative evaluation ratings for selemy teacher
The fourth null hypothesis () was:
In Midwest SchooDistrict, there is no relatieship between a teacher’s Ventu
for Excellence Teacher StyleProfile teac-centered score and over
performance as measured by the formative and surer&taluation rating
duringa teacher’first year of teaching at the secondary schoolllemdhe
classroom management portion of the teacher evaiugt the Midwest Schoc
District.
The Pearson produatoment correlation coefficielyielded a negative n«-significant
correlation coefficient 0-0.022 with a critical value of 088. The researcr failed to
reject the null hypothesi These results suggest that at the secondary sigvedl no
significant relationship exists between the Stytdiy teache-centered score and over

performance as measured by the classroom manageraaatiol ratings
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The fifth null hypothesis (C5) was:

In Midwest School District, there is no relatioisbetween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at therentary and secondary school
levels on the classroom management portion ofdheher evaluation in the
Midwest School District.

The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.089 with a criticahe of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existévween the StyleProfile student-centered
score and overall performance as measured by assroom management evaluation
ratings.

The sixth null hypothesis (C6) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centesmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at th@rentary and secondary school
levels on the classroom management portion ofdhehter evaluation in the
Midwest School District.

The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.086 with a criticahue of 0.195. The researcher failed to

reject the null hypothesis. These results sugpestat the elementary and secondary
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school levels, no significant relationship existéween the StyleProfile teacher-centered
score and overall performance as measured by dssroom management evaluation
ratings. No statistically significant correlationefficients were found for hypotheses
C1, C2, C4, C5, and C6. A statistically signifitaarrelation coefficient was found for

hypothesis C3 (Table 5).

Table 5

Pearson Product-Moment Correlation Coefficient Stats for Hypothesis C1-C6
Hypothesis Correlation Coefficient Critical Value Significant?
C1(sC) -0.095 0.288 No

C2 (TC) -0.138 0.288 No

C3 (SC) 0.302 0.288 Yes

C4 (TC) -0.022 0.288 No

C5 (SC) -0.089 0.195 No

C6 (TC) -0.086 0.195 No

Hypotheses D1-D6 Testing and Analysis

Teacher StyleProfile Scores and Summary of Interpesonal Relationships

Evaluation Ratings

The fourth set of hypotheses (D1-D6) examined itieal association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the interpersonal relationships podfdhe teacher evaluation during a
teacher’s first year of teaching in the Midwest &aiDistrict.

The first null hypothesis (D1) was:

In Midwest School District, there is no relationshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-centseore and overall
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performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at theredntary school level on the

interpersonal relationships portion of the teacghaluation in the Midwest

School District.

The Pearson product-moment correlation coefficyggltled no correlation due to
the standard deviation of the formative and sumvaatiterpersonal relationships portion
of the teacher evaluation ratings equaling zeroe fesearcher failed to reject the null
hypothesis. These results suggest that at thesakamy school level, no significant
relationship exists between the StyleProfile sttidemtered score and overall
performance as measured by the interpersonalae$dtips evaluation ratings.

The second null hypothesis (D2) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures

for Excellence Teacher StyleProfile teacher-centsmre and overall

performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at treredntary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest

School District.

The Pearson product-moment correlation coefficyggltled no correlation due to
the standard deviation of the formative and sumvaatiterpersonal relationships portion
of the teacher evaluation ratings equaling zeroe fesearcher failed to reject the null
hypothesis. These results suggest that at theeakamy school level, no significant
relationship exists between the StyleProfile teacleatered score and overall

performance as measured by the interpersonalae$dtips evaluation ratings.
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The third null hypothesis (D3) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.
The Pearson product-moment correlation coefficyggltied no correlation due to the
standard deviation of the formative and summatierpersonal relationships portion of
the teacher evaluation ratings equaling zero. r€kearcher failed to reject the null
hypothesis. These results suggest that at thexdaopschool level, no significant
relationship exists between the StyleProfile sttidemtered score and overall
performance as measured by the interpersonalae$dtips evaluation ratings.

The fourth null hypothesis (D4) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
interpersonal relationships portion of the teacghaluation in the Midwest
School District.

The Pearson product-moment correlation coefficygglitied no correlation due
to the standard deviation of the formative and satira interpersonal relationships

portion of the teacher evaluation ratings equatie. The researcher failed to reject the
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null hypothesis. These results suggest that ate¢bendary school level, no significant
relationship exists between the StyleProfile teacleatered score and overall
performance as measured by the interpersonalae$dtips evaluation ratings.
The fifth null hypothesis (D5) was:
In Midwest School District, there is no relatioisbetween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at tl@rentary and secondary school
levels on the interpersonal relationships portibthe teacher evaluation in the
Midwest School District.
The Pearson product-moment correlation coefficyggltied no correlation due to the
standard deviation of the formative and summatierpersonal relationships portion of
the teacher evaluation ratings equaling zero. r€kearcher failed to reject the null
hypothesis. These results suggest that at theeakamy and secondary school levels, no
significant relationship exists between the Stytéir student-centered score and overall
performance as measured by the interpersonalae$dtips evaluation ratings.

The sixth null hypothesis (D6) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at the@rentary and secondary school
levels on the interpersonal relationships portibthe teacher evaluation in the

Midwest School District.
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The Pearson product-moment correlation coefficygglitied no correlation due to the
standard deviation of the formative and summatierpersonal relationships portion of
the teacher evaluation ratings equaling zero. r€kearcher failed to reject the null
hypothesis. These results suggest that at theeakamy and secondary school levels, no
significant relationship exists between the Stytéir teacher-centered score and overall
performance as measured by the interpersonalaesdtips evaluation ratings. No

statistically significant correlation coefficientgere found for hypotheses D1-D6 (Table

6).Table 6

Pearson Product-Moment Correlation Coefficient Btats for Hypotheses D1-D6
Hypothesis Correlation Coefficient Critical Value Significant?

D1 (SC) null 0.288 No

D2 (TC) null 0.288 No

D3 (SC) null 0.288 No

D4 (TC) null 0.288 No

D5 (SC) null 0.195 No

D6 (TC) null 0.195 No

Hypotheses E1-E6 Testing and Analysis

Teacher StyleProfile Scores and Summary of Professial Responsibilities

Evaluation Ratings

The fifth set of hypotheses (E1-E6) examined thedr association between the
Ventures for Excellence Teacher StyleProfile scaretoverall performance as
measured by the professional responsibilities porif the teacher evaluation during a
teacher’s first year of teaching in the Midwest &aiDistrict.

The first null hypothesis (E1) was:
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In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-centaseore and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at theredntary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.
The Pearson product-moment correlation coefficyggitied no correlation due to the
standard deviation of the formative and summatieégssional responsibilities portion
of the teacher evaluation ratings equaling zeroe fesearcher failed to reject the null
hypothesis. These results suggest that at thesakamy school level, no significant
relationship exists between the StyleProfile sttidemtered score and overall
performance as measured by the professional reifildies evaluation ratings.

The second null hypothesis (E2) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at therentary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.

The Pearson product-moment correlation coefficyggitied no correlation due to the
standard deviation of the formative and summatieégssional responsibilities portion
of the teacher evaluation ratings equaling zeroe fesearcher failed to reject the null

hypothesis. These results suggest that at theeakamy school level, no significant
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relationship exists between the StyleProfile teacleatered score and overall
performance as measured by the professional reifildies evaluation ratings.
The third null hypothesis (E3) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmoséary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.
The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.048 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results sughestat the secondary school level, no
significant relationship exists between the Stytéir student-centered score and overall
performance as measured by the professional reifildies evaluation ratings.

The fourth null hypothesis (E4) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
professional responsibilities portion of the teaahealuation in the Midwest
School District.

The Pearson product-moment correlation coefficyggltied a small negative non-

significant correlation coefficient of -0.182 wighcritical value of 0.288. The researcher
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failed to reject the null hypothesis. These ressiiggest that at the secondary school
level, no significant relationship exists betwelea StyleProfile teacher-centered score
and overall performance as measured by the profealsiesponsibilities evaluation
ratings.
The fifth null hypothesis (E5) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at therentary and secondary school
levels on the professional responsibilities portdthe teacher evaluation in the
Midwest School District.
The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.042 with a criticallua of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existdireen the StyleProfile student-centered
score and overall performance as measured by tliegsional responsibilities evaluation
ratings.

The sixth null hypothesis (E6) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and overall
performance as measured by the formative and surer@taluation ratings

during a teacher’s first year of teaching at th@rentary and secondary school
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levels on the professional responsibilities porodthe teacher evaluation in the

Midwest School District.
The Pearson product-moment correlation coefficyggitled a small negative non-
significant correlation coefficient of -0.125 wighcritical value of 0.195. The researcher
failed to reject the null hypothesis. These ressiliggest that at the elementary and
secondary school levels, no significant relatiopsists between the StyleProfile
teacher-centered score and overall performancesasured by the professional
responsibilities evaluation ratings. No statidhcaignificant correlation coefficients

were found for hypotheses E1-E6 (Table 7).

Table 7

Pearson Product-Moment Correlation Coefficient Stats for Hypotheses E1-E6
Hypothesis Correlation Coefficient Critical Value Significant?

E1 (SC) null 0.288 No

E2 (TC) null 0.288 No

E3 (SC) 0.048 0.288 No

E4 (TC) -0.182 0.288 No

E5 (SC) 0.042 0.195 No

E6 (TC) -0.125 0.195 No

Hypotheses F1-F6 Testing and Analysis
Teacher StyleProfile Scores and Summary of the Praoipal’'s Assessment of
the Teacher on all Portions of the Probationary Fedback Scale
The sixth set of hypotheses (F1-F6) examined tleal association between the

Ventures for Excellence Teacher StyleProfile scaresoverall performance as
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measured by a summary of the principal’'s assessafi¢hé¢ teacher on the Midwest
School District Teacher Feedback Scale.
The first null hypothesis (F1) was:
In Midwest School District, there is no relationshbietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and a summary of the
principal’s assessment during a teacher’s first gédeaching at the elementary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.089 with a criticahue of 0.288. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary school level, no
significant relationship exists between the Stytéir student-centered score and the
summary of the principal’s assessment on the Mitl8ekool District Probationary
Teacher Feedback Scale.

The second null hypothesis (F2) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’s assessment during a teacher’s first gédeaching at the elementary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.062 with a criticallua of 0.288. The researcher failed to

reject the null hypothesis. These results suggestat the elementary school level, no
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significant relationship exists between the Stytditr teacher-centered score and the
summary of the principal’s assessment on the Mitl8ekool District Probationary
Teacher Feedback Scale.

The third null hypothesis (F3) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the secondary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.
The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.006 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results sugfestat the secondary school level, no
significant relationship exists between the Stytditr teacher-centered score and the
summary of the principal’s assessment on the Mitl8ekool District Probationary
Teacher Feedback Scale.

The fourth null hypothesis (F4) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the secondary
school level on all portions of the Midwest SchBadtrict Probationary Teacher
Feedback Scale.

The Pearson product-moment correlation coefficyggltled a negative non-significant

correlation coefficient of -0.065 with a criticahlie of 0.288. The researcher failed to
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reject the null hypothesis. These results sughestat the secondary school level, no
significant relationship exists between the Stytditr teacher-centered score and the
summary of the principal’s assessment on the Mitl8ekool District Probationary
Teacher Feedback Scale.
The fifth null hypothesis (F5) was:
In Midwest School District, there is no relationsbetween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtexmre and a summary of the
principal’s assessment during a teacher’s first pééeaching at the elementary
and secondary school levels on all portions oiMidwvest School District
Probationary Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.030 with a criticahue of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existdwreen the StyleProfile student-centered
score and the summary of the principal’s assessaretite Midwest School District
Probationary Teacher Feedback Scale.

The sixth null hypothesis (F6) was:

In Midwest School District, there is no relationshbietween a teacher’s Ventures

for Excellence Teacher StyleProfile teacher-centemre and a summary of the

principal’s assessment during a teacher’s first pééeaching at the elementary

and secondary school levels on all portions oiMidvest School District

Probationary Teacher Feedback Scale.
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The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.010 with a criticahe of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existévween the StyleProfile teacher-centered
score and the summary of the principal’s assessaretite Midwest School District
Probationary Teacher Feedback Scale. No statigtgignificant correlation coefficients

were found for hypotheses F1-F6 (Table 8).

Table 8

Pearson Product-Moment Correlation Coefficient Stats for Hypotheses F1-F6
Hypothesis Correlation Coefficient Critical Value Significant?

F1 (SC) -0.089 0.288 No

F2 (TC) 0.062 0.288 No

F3 (SC) 0.006 0.288 No

F4 (TC) -0.065 0.288 No

F5 (SC) -0.030 0.195 No

F6 (TC) -0.010 0.195 No

Hypotheses G1-G6 Testing and Analysis
Teacher StyleProfile Scores and Summary of the Praoipal’'s Assessment of
the Teacher on the Purpose Portion of the Probaticary Feedback Scale
The seventh set of hypotheses (G1-G6) examinelinie association between
the Ventures for Excellence Teacher StyleProfiteas and overall performance as
measured by the purpose portion of the principsessment of the teacher on the
Midwest School District Teacher Feedback Scale.

The first null hypothesis (G1) was:
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In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.
The Pearson product-moment correlation coefficyggltied a small negative non-
significant correlation coefficient of -0.147 wighcritical value of 0.288. The researcher
failed to reject the null hypothesis. These ressiliggest that at the elementary school
level, no significant relationship exists betwelea StyleProfile student-centered score
and the purpose portion of the principal’s assessime the Midwest School District
Probationary Teacher Feedback Scale.

The second null hypothesis (G2) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.091 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results suggestat the elementary school level, no
significant relationship exists between the Stytditr teacher-centered score and the
purpose portion of the principal’s assessment erMidwest School District

Probationary Teacher Feedback Scale.
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The third null hypothesis (G3) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.
The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.008 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results sughestat the secondary school level, no
significant relationship exists between the Stytéir student-centered score and the
purpose portion of the principal’s assessment erMidwest School District
Probationary Teacher Feedback Scale.

The fourth null hypothesis (G4) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the purpose portion of the Midwest School DestArobationary Teacher
Feedback Scale.

The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.075 with a criticahue of 0.288. The researcher failed to
reject the null hypothesis. These results sugpestat the secondary school level, no

significant relationship exists between the Stytditr teacher-centered score and the
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purpose portion of the principal’s assessment erMidwest School District
Probationary Teacher Feedback Scale.

The fifth null hypothesis (G5) was:

In Midwest School District, there is no relationshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtaare and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the purpose portioh@Midwest School District
Probationary Teacher Feedback Scale.

The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.058 with a criticahue of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existbireen the StyleProfile student-centered
score and the purpose portion of the principal&asment on the Midwest School
District Probationary Teacher Feedback Scale.

The sixth null hypothesis (G6) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the purpose portiohe@Midwest School District.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.002 with a criticallua of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary

school levels, no significant relationship existévween the StyleProfile teacher-centered
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score and the purpose portion of the principal&asment on the Midwest School
District Probationary Teacher Feedback Scale. thltiistically significant correlation

coefficients were found for hypotheses G1-G6 (T&)le

Table 9

Pearson Product-Moment Correlation Coefficient Stats for Hypotheses G1-G6
Hypothesis Correlation Coefficient Critical Value Significant?

G1 (SC) -0.147 0.288 No

G2 (TC) 0.091 0.288 No

G3 (SC) 0.008 0.288 No

G4 (TC) -0.075 0.288 No

G5 (SC) -0.058 0.195 No

G6 (TC) 0.002 0.195 No

Hypotheses H1-H6 Testing and Analysis

Teacher StyleProfile Scores and Summary of the Praoipal’'s Assessment of

the Teacher on the Human Interaction Portion of theProbationary Feedback

Scale

The eighth set of hypotheses (H1-H6) examineditigat association between
the Ventures for Excellence Teacher StyleProfitres and overall performance as
measured by the human interaction portion of tlecypal’s assessment of the teacher on
the Midwest School District Teacher Feedback Scale.

The first null hypothesis (H1) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtamre and the principal’s

assessment during a teacher’s first year of tegdtithe elementary school level
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on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a small negative non-
significant correlation coefficient of -0.119 wighcritical value of 0.288. The researcher
failed to reject the null hypothesis. These ressiliggest that at the elementary school
level, no significant relationship exists betwelea StyleProfile student-centered score
and the human interaction portion of the principalssessment on the Midwest School
District Probationary Teacher Feedback Scale.

The second null hypothesis (H2) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a small positive non-
significant correlation coefficient of 0.140 withcatical value of 0.288. The researcher
failed to reject the null hypothesis. These ressiliggest that at the elementary school
level, no significant relationship exists betwela StyleProfile teacher-centered score
and the human interaction portion of the principalssessment on the Midwest School
District Probationary Teacher Feedback Scale.

The third null hypothesis (H3) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtamre and the principal’s
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assessment during a teacher’s first year of tegdtithe secondary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.031 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results sughestat the secondary school level, no
significant relationship exists between the Stytéir student-centered score and the
human interaction portion of the principal’'s assesst on the Midwest School District
Probationary Teacher Feedback Scale.

The fourth null hypothesis (H4) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the human interaction portion of the Midwest &@itDistrict Probationary
Teacher Feedback Scale.

The Pearson product-moment correlation coefficyggltied a small negative non-
significant correlation coefficient of -0.106 wighcritical value of 0.288. The researcher
failed to reject the null hypothesis. These ressiiggest that at the secondary school
level, no significant relationship exists betwela StyleProfile teacher-centered score
and the human interaction portion of the principalssessment on the Midwest School
District Probationary Teacher Feedback Scale.

The fifth null hypothesis (H5) was:
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In Midwest School District, there is no relatioisbetween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the human interactiotigmoof the Midwest School
District Probationary Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.012 with a criticahue of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existévween the StyleProfile student-centered
score and the human interaction portion of thegyped’'s assessment on the Midwest
School District Probationary Teacher Feedback Scale

The sixth null hypothesis (H6) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the human interactiotigmoof the Midwest School
District Probationary Teacher Feedback Scale.

The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.007 with a criticahe of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existéween the StyleProfile teacher-centered

score and the human interaction portion of thegyped’'s assessment on the Midwest
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School District Probationary Teacher Feedback Sddke statistically significant

correlation coefficients were found for hypotheBdsH6 (Table 10).

Table 10

Pearson Product-Moment Correlation Coefficient Stats for Hypotheses H1-H6
Hypothesis Correlation Coefficient Critical Value Significant?
H1(SC) -0.119 0.288 No

H2 (TC) 0.140 0.288 No

H3 (SC) 0.031 0.288 No

H4 (TC) -0.106 0.288 No

H5 (SC) -0.012 0.195 No

H6 (TC) -0.007 0.195 No

Hypotheses 11-16 Testing and Analysis

Teacher StyleProfile Scores and Summary of the Praoipal’'s Assessment of
the Teacher on the Teaching/Learning Portion of thé’robationary Feedback
Scale

The ninth set of hypotheses (11-16) examined thedr association between the

Ventures for Excellence Teacher StyleProfile scaresoverall performance as

measu

red by the teaching/learning portion of thecfpal’'s assessment of the teacher on

the Midwest School District Teacher Feedback Scale.

The first null hypothesis (11) was:

In Midwest School District, there is no relatiornshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemntasiemre and the principal’s

assessment during a teacher’s first year of tegdtithe elementary school level
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on the teaching/learning portion of the Midwest &uiDistrict Probationary
Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.012 with a criticahue of 0.288. The researcher failed to
reject the null hypothesis. These results suggestat the elementary school level, no
significant relationship exists between the Stytéir student-centered score and the
teaching/learning portion of the principal’'s assesst on the Midwest School District
Probationary Teacher Feedback Scale.

The second null hypothesis (12) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsomre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.019 with a criticahue of 0.288. The researcher failed to
reject the null hypothesis. These results suggestat the elementary school level, no
significant relationship exists between the Stytditr teacher-centered score and the
teaching/learning portion of the principal’s assesst on the Midwest School District
Probationary Teacher Feedback Scale.

The third null hypothesis (I13) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtamre and the principal’s
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assessment during a teacher’s first year of tegdtithe secondary school level
on the teaching/learning portion of the Midwest &uiDistrict Probationary
Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.002 with a criticahue of 0.288. The researcher failed to
reject the null hypothesis. These results sugpestat the secondary school level, no
significant relationship exists between the Stytéir student-centered score and the
teaching/learning portion of the principal’'s assesst on the Midwest School District
Probationary Teacher Feedback Scale.

The fourth null hypothesis (14) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsoore and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the teaching/learning portion of the Midwest &ulDistrict Probationary
Teacher Feedback Scale.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.014 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results sughestat the secondary school level, no
significant relationship exists between the Stytditr teacher-centered score and the
teaching/learning portion of the principal’'s assesst on the Midwest School District
Probationary Teacher Feedback Scale

The fifth null hypothesis (I5) was:
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In Midwest School District, there is no relatiornshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtamre and the principal’s

assessment during a teacher’s first year of tegdtithe elementary and

secondary school levels on the teaching/learnimggroof the Midwest School

District Probationary Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.012 with a criticahue of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existévween the StyleProfile student-centered
score and the teaching/learning portion of thegppal’'s assessment on the Midwest
School District Probationary Teacher Feedback Scale

The sixth null hypothesis (16) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the teaching/learnimggroof the Midwest School
District Probationary Teacher Feedback Scale.

The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.004 with a criticahlue of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existéween the StyleProfile teacher-centered

score and the teaching/learning portion of thegppal’'s assessment on the Midwest
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School District Probationary Teacher Feedback Sddke statistically significant

correlation coefficients were found for hypothele$5 (Table 11).

Table 11

Pearson Product-Moment Correlation Coefficient Stats for Hypotheses 11-16
Hypothesis Correlation Coefficient Critical Value Significant?

11 (SC) -0.012 0.288 No

12 (TC) -0.019 0.288 No

13 (SC) -0.002 0.288 No

14 (TC) 0.014 0.288 No

I5 (SC) -0.012 0.195 No

16 (TC) -0.004 0.195 No

Hypotheses J1-J6 Testing and Analysis

Teacher StyleProfile Scores and Summary of the Praoipal’'s Assessment of
the Teacher on the Overall Teaching Effectivenessotion of the

Probationary Feedback Scale

The ninth set of hypotheses (J1-J6) examined tleatiassociation between the

Ventures for Excellence Teacher StyleProfile scaresoverall performance as

measured by the overall teaching effectivenessquodf the principal’s assessment of

the teacher on the Midwest School District Tea¢redback Scale.

The first null hypothesis (J1) was:
In Midwest School District, there is no relatiornshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-centasiemre and the principal’s

assessment during a teacher’s first year of tegdtithe elementary school level
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on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.051 with a criticahlue of 0.288. The researcher failed to
reject the null hypothesis. These results suggestat the elementary school level, no
significant relationship exists between the Stytéir student-centered score and the
overall teaching effectiveness portion of the ppats assessment on the Midwest
School District Probationary Teacher Feedback Scale

The second null hypothesis (J2) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centemre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary school level
on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.027 with a criticallua of 0.288. The researcher failed to
reject the null hypothesis. These results suggestat the elementary school level, no
significant relationship exists between the Stytditr teacher-centered score and the
overall teaching effectiveness portion of the ppats assessment on the Midwest
School District Probationary Teacher Feedback Scale

The third null hypothesis (J3) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures

for Excellence Teacher StyleProfile student-cemtamre and the principal’s
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assessment during a teacher’s first year of tegdtithe secondary school level
on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.015 with a criticahe of 0.288. The researcher failed to
reject the null hypothesis. These results sugpestat the secondary school level, no
significant relationship exists between the Stytéir student-centered score and the
overall teaching effectiveness portion of the ppats assessment on the Midwest
School District Probationary Teacher Feedback Scale

The fourth null hypothesis (J4) was:

In Midwest School District, there is no relationsbetween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsmre and the principal’s
assessment during a teacher’s first year of tegdtithe secondary school level
on the overall teaching effectiveness portion efMidwest School District
Probationary Teacher Feedback Scale.

The Pearson product-moment correlation coefficyggltled a negative non-significant

correlation coefficient of -0.070 with a criticahe of 0.288. The researcher failed to
reject the null hypothesis. These results sugbestat the secondary school level, no

significant relationship exists between the Stytditr teacher-centered score and the

overall teaching effectiveness portion of the ppats assessment on the Midwest

School District Probationary Teacher Feedback Scale
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The fifth null hypothesis (J5) was:
In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-cemtamre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the overall teachingcéffeness portion Midwest
School District Probationary of the Teacher FeeHll&zale.
The Pearson product-moment correlation coefficyggltled a negative non-significant
correlation coefficient of -0.032 with a criticahue of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existbireen the StyleProfile student-centered
score and the overall teaching effectiveness podidhe principal’s assessment on the
Midwest School District Probationary Teacher Feeditfacale.

The sixth null hypothesis (J6) was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile teacher-centsomre and the principal’s
assessment during a teacher’s first year of tegdtithe elementary and
secondary school levels on the overall teachingcéffeness portion of the
Midwest School District Probationary Teacher Feedttfacale.

The Pearson product-moment correlation coefficyggltled a positive non-significant
correlation coefficient of 0.029 with a criticallua of 0.195. The researcher failed to
reject the null hypothesis. These results sugpestat the elementary and secondary
school levels, no significant relationship existévween the StyleProfile teacher-centered

score and the overall teaching effectiveness podidhe principal’s assessment on the
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Midwest School District Probationary Teacher Feed#tlfacale. No statistically

significant correlation coefficients were found foypotheses J1-J6 (Table 12).

Table 12

Pearson Product-Moment Correlation Coefficient Stats for Hypotheses J1-J6
Hypothesis Correlation Coefficient Critical Value Significant?
J1(SC) -0.051 0.288 No

J2 (TC) 0.027 0.288 No

J3 (SC) -0.015 0.288 No

J4 (TC) -0.070 0.288 No

J5 (SC) -0.032 0.195 No

J6 (TC) 0.029 0.195 No
Summary

The independent variable for the tests describethapter four was the Ventures
for Excellence Teacher StyleProfile score and #ygeddent variable was the evaluation
ratings and the Midwest School District ProbatignBeacher Feedback Scale.

The third null hypothesis (C3), which was the omhe with significant findings,
was:

In Midwest School District, there is no relatiorshietween a teacher’s Ventures
for Excellence Teacher StyleProfile student-centseore and overall
performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
classroom management portion of the teacher evaituit the Midwest School

District.
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The Pearson product-moment correlation coefficyggitied a medium positive
significant correlation coefficient of 0.302 withcatical value of 0.288. The researcher
rejected the null hypothesis and supported theratere hypothesis that

In Midwest School District, there is a relationsbigtween a teacher’s Ventures

for Excellence Teacher StyleProfile student-centaseore and overall

performance as measured by the formative and surer@taluation ratings
during a teacher’s first year of teaching at thmogéary school level on the
classroom management portion of the teacher evaituit the Midwest School

District.

No other significant relationships were found bedwéhe Ventures for
Excellence Teacher StyleProfile scores and teamaduation ratings and/or the Midwest
School District Probationary Teacher Feedback Shadeg a teacher’s first year
teaching in the Midwest School District. A smalisitive non-significant relationship
was found with null hypothesis H2 (r = 0.140; c9.288). Small negative non-
significant relationships were found with null hypeses Al (r = -0.131; cv = 0.288), A4
(r=-0.180; cv = 0.288), A6 (r =-0.106; cv = 05)9B1 (r =-0.119; cv = 0.288), B4 (r =
-0.168; cv = 0.288), C2 (r =-0.138; cv = 0.288}, (E= -0.182; cv = 0.288), E6 (r =
-0.125; cv =0.195), G1 (r =-0.147; cv = 0.288), = -0.119; cv = 0.288), and H4 (r =
-0.106; cv = 0.288). Implications and recommeratetifor future research are presented

in Chapter Five.



VENTURES FOR EXCELLENCE 142

Chapter Five: Discussion, Summary and Recommendatis
Overview

Teacher quality is the principal factor of studiesirning and achievement
(Salinas & Kritsonis, 2006; Stronge & Hindman, 2D08apable, qualified teachers are
essential to student learning and poor teachectsmbecan lead to inferior student
achievement and low morale between colleagues (€&1erd009). A critical
responsibility of school principals is hiring higlality teachers (Grove & Stronge,
2009). Pillsbury (2005) stated that staff selecthoice has a greater impact on students
than any other administrative decision. ReseaycRdyter-Magee (2004) indicated that
effective educators have a long-term positive grfice and ineffective educators have a
long-term negative influence. Hindman and Strof§$9) summarized the impact of a
poor hiring decision when they stated “The wrongnigi decisions can result in a drain
on the school resources when intensive suppotaced around the new hire in an effort
to encourage improvement and insulate students tfinenmmpact of an ineffective
teacher” (p. 7).

Studies have shown that teacher evaluation datheaonnected with student
learning and achievement levels. Teachers evalusteheir principals as being
effective may be more successful in improving shiidiearning and achievement. For
example, research by Heneman et al. (2006) fousdiy® relationships with teacher
evaluation scores and increases in student ach&venioltzapple (2003) also
determined that educators who received low markihiemstructional portion of the
educator evaluation system had pupils with lowdieaement scores than anticipated

based on prior achievement. In addition, teachlsadvanced or distinguished ratings
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had pupils with greater than expected achievenagut students of teachers that were
rated proficient had average achievement. MilakoyZ04) analyzed the connection
between teacher evaluation scores and pupil legrniinis study found minor to modest
positive correlationships for most grade levels@ch subject that was tested.

Purpose of the Study

The purpose of this study was to determine if twes from the Ventures for
ExcellencelTeacher StyleProfile online pre-employment scregtiol had a statistically
significant relationship with teacher evaluationngs and/or with the Midwest School
District Probationary Teacher Feedback Scale ratthging a teacher’s first year
teaching in the Midwest School District. A Pear§sonduct-Moment Correlation
Coefficient was utilized to test each hypothesimasure the strength of the linear
association between the two variables containe&ah hypothesis.

For each hypothesis tested, the researcher andipapositive correlation
between the Teacher StyleProfile student-centareks and overall performance as
measured by the evaluation and/or feedback scahgsaeven if the correlation
coefficients were not statistically significant dther words, it was anticipated that the
more student centered a teacher was the highereeduation and/or feedback scale
ratings would be. The researcher also anticipateegative correlation between the
Teacher StyleProfile teacher-centered scores aadhlbyerformance as measured by the
evaluation and/or feedback scale ratings evereittirrelation coefficients were not
statistically significant. In other words, it wasticipated that the more teacher centered
a teacher was the lower their evaluation and/atldaek scale ratings would be. While

the correlation coefficient tests revealed manyeekgd insignificant positive and
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negative correlations, unforeseen insignificanitpa@sand negative correlations were
observed for some hypotheses.

Out of the 60 hypotheses tested, hypothesis C3heasnly one that yielded a
medium statistically significant relationship. $helationship was identified with the
Teacher StyleProfile student-centered score andlissroom management portion of the
teacher evaluation at the secondary level.

Summary of Findings for Hypotheses A1-A6

Teacher StyleProfile Scores and Summary of Overaltvaluation Ratings

The first set of hypotheses (A1-A6) examined thedr association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the evaluation ratings during a te&cfiest year of teaching in the
Midwest School District. No statistically signifint correlation coefficients were found
for hypotheses Al1-A6.

Hypotheses A1-A6
Teacher Style Profile Scores and Summary of Overall

Evaluation Ratings

0.40

0.20 0.288 0.288 0.288 0.288 0-195 0-195

0.00 P -0.01

-0.20 2)0-?3“ P R a¢ 0.195 895
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A1 (SC) A2 (TC) A3 (SC) A4 (TC) A5 (SC) A6 (TC)
= Correlation Coefficient -0.13 -0.04 0.01 -0.18 -0.06 -0.11
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
== Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195
e Correlation Coefficient Critical Value == Critical Value

Figure 2 A summary of the correlation coefficient signéice findings for hypotheses

Al-A6.
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While none of the correlation coefficients werdistacally significant, the
researcher anticipated a positive correlation betwbe Teacher StyleProfile student-
centered scores and overall performance as measytbe evaluation ratings. A
positive correlation was observed for hypothesis £®ntrary to expectation, a negative
correlation was observed in hypotheses Al and Rte researcher anticipated a negative
correlation between the Teacher StyleProfile teachatered scores and overall
performance as measured by the evaluation ratiAgsegative correlation was observed
in hypotheses A2, A4, and A6 (Figure 2).

Summary of Findings for Hypotheses B1-B6

Teacher StyleProfile Scores and Summary of Instruabnal Process

Evaluation Ratings

The second set of hypotheses (B1-B6) examinedrtbarlassociation between
the Ventures for Excellence Teacher StyleProfitress and overall performance as
measured by the instructional process portion etéacher evaluation during a teacher’s
first year of teaching in the Midwest School Distri No statistically significant
correlation coefficients were found for hypotheBésB6.

While none of the correlation coefficients werdistacally significant, the
researcher anticipated a positive correlation betwhe Teacher StyleProfile student-
centered scores and overall performance as measyithé instructional process portion
of the teacher evaluation. A positive correlaticas observed for hypothesis B3.

Contrary to expectation, a negative correlation alaserved in hypotheses B1 and B5.
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Hypotheses B1-B6
Teacher Style Profile Scores and Summary of Instructional
Process Evaluation Ratings
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B1 (SC) B2 (TC) B3 (SC) B4 (TC) B5 (SC) B6 (TC)
== Correlation Coefficient -0.12 0.01 0.02 -0.17 -0.06 -0.06
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
== Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195
e Correlation Coefficient Critical Value e Critical Value

Figure 3.A summary of the correlation coefficient signiinc findings for hypotheses
B1-B6.

The researcher anticipated a negative correlagtweden the Teacher
StyleProfile teacher-centered scores and overdibppeance as measured by the
instructional process portion of the teacher ev@na A negative correlation was
observed in hypotheses B4 and B6. Contrary toaa&pien, a positive correlation was
observed with hypothesis B2 (Figure 3).

Summary of Findings for Hypotheses C1-C6

Teacher StyleProfile Scores and Summary of ClassraoManagement

Evaluation Ratings

The third set of hypotheses (C1-C6) examined tieali association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the classroom management portion eéé#oher evaluation during a

teacher’s first year of teaching in the Midwest &ulDistrict. No statistically significant
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correlation coefficients were found for hypothe€ds C2, C4, C5, and C6. A

statistically significant correlation coefficientas found for hypothesis C3.

Hypotheses C1-C6
Teacher Style Profile Scores and Summary of Classroom
Management Evaluation Ratings

0.40
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C1(sC) C2(TC) C3 (SC) C4 (TC) C5 (SC) C6 (TC)
== Correlation Coefficient -0.10 -0.14 0.30 -0.02 -0.09 -0.09
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
= Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195
e Correlation Coefficient Critical Value == Critical Value

Figure 4.A summary of the correlation coefficient signiinc findings for hypotheses
C1-Ce6.

Hypothesis C3 yielded a medium positive significamtrelation coefficient
indicating a statistically significant relationstbptween the Teacher StyleProfile student-
centered score and the classroom management poftiba teacher evaluation at the
secondary level. This finding suggests that aMiwvest School District, the secondary
teachers included in this study that have a hidleacher StyleProfile student-centered
score tend to be evaluated as meeting expectaiiotise classroom management portion
of the teacher evaluation.

While the correlation coefficients for hypotheselsdhd C5 were not statistically
significant, the researcher anticipated a positmeelation between the Teacher
StyleProfile student-centered scores and overalbpaance as measured by the
classroom management portion of the teacher evafuaContrary to expectation, a

negative correlation was observed in hypothesear@d1C5. The researcher anticipated a
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negative correlation between the Teacher Stylelertgacher-centered scores and overall
performance as measured by the classroom manageoréoh of the teacher
evaluation. A negative correlation was observehyipotheses C2, C4, and C6 (Figure
4).
Summary of Findings for Hypotheses D1-D6

Teacher StyleProfile Scores and Summary of Interpesonal Relationships

Evaluation Ratings

The fourth set of hypotheses (D1-D6) examined itiesal association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the interpersonal relationships podfdhe teacher evaluation during a
teacher’s first year of teaching in the Midwest &ulDistrict. No statistically significant
correlation coefficients were found for hypotheBdsD6.

Hypotheses D1-D6

Teacher Style Profile Scores and Summary of Interpersonal
Relationships Evaluation Ratings

84 o28s 0.288 0.288 0.288 0495 0495
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D1 (SC) D2 (TC) D3 (SC) D4 (TC) D5 (SC) D6 (TC)

e Correlation Coefficient 0 0 0 0 0 0
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
== Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195

= Correlation Coefficient Critical Value == Critical Value

Figure 5.A summary of the correlation coefficient signiinc findings for hypotheses

D1-D6.
While none of the correlation coefficients werdistaally significant, the

researcher anticipated a positive correlation betwtbe Teacher StyleProfile student-
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centered scores and overall performance as measytée interpersonal relationships
portion of the teacher evaluation. No correlatiaas yielded due to the standard
deviation of the formative and summative interpaedaelationships portion of the
teacher evaluation ratings equaling zero. Theareber anticipated a negative
correlation between the Teacher StyleProfile teachatered scores and overall
performance as measured by the interpersonalaesdtips portion of the teacher
evaluation. No correlation was yielded due todtandard deviation of the formative and
summative interpersonal relationships portion eftdacher evaluation ratings equaling
zero (Figure 5).
Summary of Findings for Hypotheses E1-E6

Teacher StyleProfile Scores and Summary of Professial Responsibilities

Evaluation Ratings

The fifth set of hypotheses (E1-E6) examined thedr association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the professional responsibilities porif the teacher evaluation during a
teacher’s first year of teaching in the Midwest &lDistrict. No statistically significant
correlation coefficients were found for hypotheE4sESG.

While none of the correlation coefficients werdistacally significant, the
researcher anticipated a positive correlation betwhe Teacher StyleProfile student-
centered scores and overall performance as measyitbeé professional responsibilities

portion of the teacher evaluation.
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Hypotheses E1-E6
Teacher Style Profile Scores and Summary of Professional
Responsibilities Evaluation Ratings

0.4
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-0.2 0. : : ) 195 0495
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e Correlation Coefficient 0 0 0.05 -0.18 0.04 -0.13

Critical Value 0.288 0.288 0.288 0.288 0.195 0.195

= Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195
= Correlation Coefficient Critical Value === Critical Value

Figure 6.A summary of the correlation coefficient signiinc findings for hypotheses
E1-EG.

No correlation was yielded for hypothesis E1 duthtostandard deviation of the
formative and summative professional responsiegifportion of the teacher evaluation
ratings equaling zero. A positive correlation waserved for hypotheses E3 and E5.
The researcher anticipated a negative correlagétwden the Teacher StyleProfile
teacher-centered scores and overall performanceeasured by the professional
responsibilities portion of the teacher evaluatidio correlation was yielded for
hypothesis E2 due to the standard deviation ofdireative and summative professional
responsibilities portion of the teacher evaluatiatings equaling zero. A negative
correlation was observed in hypotheses E4 and 6@ 6).

Summary of Findings for Hypotheses F1-F6

Teacher StyleProfile Scores and Summary of the Praoipal’'s Assessment of

the Teacher on all Portions of the Probationary Fedback Scale

The sixth set of hypotheses (F1-F6) examined tleal association between the

Ventures for Excellence Teacher StyleProfile scaretoverall performance as
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measured by the summary of the principal’s asseassofieche teacher on all portions of
the Midwest School District Probationary Teacheedtmck Scale. No statistically
significant correlation coefficients were found foypotheses F1-F6.
Hypotheses F1-F6
Teacher Style Profile Scores and Summary of the

Principal's Assessment of the Teacher on all Portions of
the Probationary Feedback Scale
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= Correlation Coefficient -0.09 0.06 0.01 -0.07 -0.03 -0.01
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
= Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195

e Correlation Coefficient Critical Value e Critical Value

Figure 7.A summary of the correlation coefficient signiinc® findings for hypotheses
F1-F6.

While none of the correlation coefficients werdistacally significant, the
researcher anticipated a positive correlation betwhe Teacher StyleProfile student-
centered scores and overall performance as measyitbé summary of the principal’s
assessment of the teacher on the Midwest SchotiiddiBrobationary Teacher Feedback
Scale. A positive correlation was observed fordigpsis F3. Contrary to expectation, a
negative correlation was observed in hypothesemndlF5. The researcher anticipated a
negative correlation between the Teacher Stylelertgacher-centered scores and overall
performance as measured by the summary of theijpairscassessment. A negative
correlation was observed in hypotheses F4 anddhtrary to expectation, a positive

correlation was observed in hypothesis F2 (Figyre 7
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Summary of Findings for Hypotheses G1-G6

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of

the Teacher on the Purpose Portion of the Probaticary Feedback Scale

The seventh set of hypotheses (G1-G6) examineliniw association between
the Ventures for Excellence Teacher StyleProfitres and overall performance as
measured by the purpose portion of the principa'sessment on the Midwest School
District Probationary Teacher Feedback Scale. thliisically significant correlation
coefficients were found for hypotheses G1-G6.

Hypotheses G1-G6
Teacher StyleProfile Scores and Summary of the

Principal's Assessment of the Teacher on the Purpose
Portion of the Probationary Feedback Scale

838 0.288 0.288 0.288 0.288 0-195 0-495

0.00 : 0:0% o ~ @26 0

-0.20 _‘OOK:M o ona P — 0495

020 288  -0.288  -0.288  -0.288

G1 (SC) G2 (TC) G3(SC) G4 (TC) G5 (SC) G6 (TC)

e Correlation Coefficient -0.15 0.09 0.01 -0.08 -0.06 0.00
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195

e Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195

= Correlation Coefficient Critical Value == Critical Value

Figure 8 A summary of the correlation coefficient signéice findings for hypotheses
G1-G6.

While none of the correlation coefficients werdistaally significant, the
researcher anticipated a positive correlation betwtbe Teacher StyleProfile student-
centered scores and overall performance as mealsyitbé purpose portion of the
principal’s assessment on the Midwest School RisRrobationary Teacher Feedback
Scale. A positive correlation was observed fordtgpsis G3. Contrary to expectation, a

negative correlation was observed in hypothesear@1G5. The researcher anticipated a
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negative correlation between the Teacher Stylelertgacher-centered scores and overall
performance as measured by the summary of theipairscassessment. A negative
correlation was observed in hypothesis G4. Copt@expectation, a positive
correlation was observed in hypotheses G2 and @6iré8).
Summary of Findings for Hypotheses H1-H6

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of

the Teacher on the Human Interaction Portion of theProbationary Feedback

Scale

The eighth set of hypotheses (H1-H6) examineditigat association between
the Ventures for Excellence Teacher StyleProfitress and overall performance as
measured by the human interaction portion of tlecypal’s assessment on the Midwest
School District Probationary Teacher Feedback Sddke statistically significant
correlation coefficients were found for hypothebdsH6.

Hypotheses H1-H6
Teacher Style Profile Scores and Summary of the Principal's

Assessment of the Teacher on the Human Interaction
Portion of the Probationary Feedback Scale

0.40
0.20 0.288 0.'288 0.288 0.288 0195 0-195
0.00 /“\3‘9@\ 0:0% =01
-0.20 047 — — o 0.195 4195
_0.40 _O.I_UU UUUUUUUUUU J.Z00
H1 (SC) H2 (TC) H3 (SC) H4 (TC) H5 (SC) H6 (TC)
e Correlation Coefficient -0.12 0.14 0.03 -0.11 -0.01 -0.01
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
== Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195
= Correlation Coefficient Critical Value == Critical Value

Figure 9 A summary of the correlation coefficient signéice findings for hypotheses

H1-H6.
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While none of the correlation coefficients werdistacally significant, the
researcher anticipated a positive correlation betwbe Teacher StyleProfile student-
centered scores and overall performance as measyitb@ human interaction portion of
the principal’s assessment on the Midwest Schosiridt Probationary Teacher
Feedback Scale. A positive correlation was obskfoehypothesis H3. Contrary to
expectation, a negative correlation was observéymotheses H1 and H5. The
researcher anticipated a negative correlation betvtlee Teacher StyleProfile teacher-
centered scores and overall performance as measyitbé human interaction portion of
the principal’s assessment on the Midwest Schosiridt Probationary Teacher
Feedback Scale. A negative correlation was obddnvbypotheses H4 and H6.
Contrary to expectation, a positive correlation whserved in hypothesis H2 (Figure 9).
Summary of Findings for Hypotheses 11-16

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of

the Teacher on the Teaching/Learning Portion of thérobationary Feedback

Scale

The ninth set of hypotheses (11-16) examined thedr association between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the teaching/learning portion of thecgral’'s assessment on the Midwest
School District Probationary Teacher Feedback Sddke statistically significant

correlation coefficients were found for hypotheles5.



VENTURES FOR EXCELLENCE 155

Hypotheses I11-16
Teacher Style Profile Scores and Summary of the
Principal's Assessment of the Teacher on the
Teaching/Learning Portion of the Probationary Feedback

Scale
0.40
0:30 0.288 0.288 0.288 0.288 0-195 0-195
0.00 -0 B 0:02 0-66 0-0% 004 o)
848 e 0.288 0.288 0.288 -07495 5155
’ 11 (SC) 12 (TC) 13 (SC) 14 (TC) 15 (SC) 16 (TC)
e Correlation Coefficient -0.01 -0.02 0.00 0.01 -0.01 0.00
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
= Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195
== Correlation Coefficient Critical Value == Critical Value

Figure 1Q A summary of the correlation coefficient sign#icce findings for hypotheses
11-16.

While none of the correlation coefficients werdistacally significant, the
researcher anticipated a positive correlation betwtbe Teacher StyleProfile student-
centered scores and overall performance as mealsuitbé teaching/learning portion of
the principal’s assessment on the Midwest Schosiridt Probationary Teacher
Feedback Scale. Contrary to expectation, a negatwrelation was observed in
hypotheses I1, 13, and 15. The researcher ant@iba negative correlation between the
Teacher StyleProfile teacher-centered scores aacbyperformance as measured by the
teaching/learning portion of the principal’s assesst on the Midwest School District
Probationary Teacher Feedback Scale. A negativelaton was observed in
hypotheses 12 and 16. Contrary to expectatigrpstive correlation was observed in

hypothesis 14 (Figure 10).
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Summary of Findings for Hypotheses J1-J6

Teacher StyleProfile Scores and Summary of the Praipal’'s Assessment of

the Teacher on the Overall Teaching Effectivenessotion of the

Probationary Feedback Scale.

The tenth set of hypotheses (J1-J6) examinedrikariiassociation between the
Ventures for Excellence Teacher StyleProfile scaresoverall performance as
measured by the overall teaching effectivenessgrodf the principal’s assessment on
the Midwest School District Probationary Teacheedtmck Scale. No statistically
significant correlation coefficients were found foypotheses J1-J6.

Hypotheses J1-J6
Teacher Style Profile Scores and Summary of the Principal's

Assessment of the Teacher on the Overall Teaching
Effectivness Portion of the Probationary Feedback Scale

0.40
0.30 0.288 0.288 0.288 0.288
0.2 0:195 0:195
0.10 3
82(1)8 - 85 0:02 5= 0.03 0
0.20 e @Y S—@] O 5
0.30 -0. o - -
J1(SC) 12(TC) 13 (SC) J4(TC) J5(SC) 16 (TC)
e Correlation Coefficient -0.05 0.03 -0.02 -0.07 -0.03 0.03
Critical Value 0.288 0.288 0.288 0.288 0.195 0.195
= Critical Value -0.288 -0.288 -0.288 -0.288 -0.195 -0.195
e Correlation Coefficient Critical Value = Critical Value

Figure 11.A summary of the correlation coefficient significze findings for hypotheses
J1-J6.

While none of the correlation coefficients werdistaally significant, the
researcher anticipated a positive correlation betwtbe Teacher StyleProfile student-
centered scores and overall performance as measyithé overall teaching

effectiveness portion of the principal’s assessmerthe Midwest School District
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Probationary Teacher Feedback Scale. Contrarydectation, a negative correlation
was observed in hypotheses J1, J3, and J5. Téarcker anticipated a negative
correlation between the Teacher StyleProfile teachatered scores and total
performance as measured by the overall teachiegteféness portion of the principal’s
assessment on the Midwest School District Probatiomeacher Feedback Scale. A
negative correlation was observed in hypothesisClghtrary to expectation, a positive

correlation was observed in hypotheses J2 andig6réF11).

Discussion and Implications of the Findings
One of 60 hypotheses tested yielded a mediunststatly significant

correlation coefficient. This correlation coeféait was identified with the Teacher
StyleProfile student-centered score and the clagsimanagement portion of the teacher
evaluation at the secondary level for hypothesis C3

At the secondary level, there were anticipated ade data findings for
hypotheses A3, A4, B3, B4, C3, C4, E3, and E4. ddta for Hypotheses D3 and D4
were not appropriate for the Pearson test. Theservable data findings indicated that
at the secondary level, the Teacher StyleProfuldestt-centered scores tended to
correspond with higher evaluation ratings and #aeher-centered scores tended to

correspond with lower evaluation ratings. Resuléssammarized in Table 13.
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Table 13.

Observable Secondary StyleProfile/Probationary e@tt Scale Data Findings
Category Student Centered Teacher Centered
Summary of all Criteria Anticipated Positive (A3) Anticipated Negative (A4)
Instructional Process Anticipated Positive (B3) idiplated Negative (B4)
Classroom Management Anticipated Positive (C3) iddpated Negative (C4)
Interpersonal Relationships Not Observable (D3) ot @bservable (D4)
Professional Responsibilities  Anticipated Posi(ikZ8) Anticipated Negative (E4)

At the elementary level, there were anticipatesieobable data findings for
hypotheses A2 and C2. There were unanticipateereaisle data findings for
hypotheses Al, B1, B2, and C1. The data for Hymsbé®1, D2, E1, and E2 were not
appropriate for the Pearson analysis. These o@islerdata findings indicated that at the
elementary level, the Teacher StyleProfile studemtered scores tended to correspond
with lower evaluation ratings and teacher-centeaes tended to correspond with

higher evaluation ratings. Results are summariaéichble 14.

Table 14.

Observable Elementary StyleProfile/Probationary dlesck Scale Data Findings
Category Student Centered Teacher Centered
Summary of all Criteria Unanticipated Negative JA1  Anticipated Negative (A2)
Instructional Process Unanticipated Negative (B1)  natticipated Positive (B2)
Classroom Management Unanticipated Negative (C1) ntic#vated Negative (C2)
Interpersonal Relationships Not Observable (D1) ot @bservable (D2)

Professional Responsibilities  Not Observable (E1) Not Observable (E2)
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At the secondary level, there were anticipated adde data findings for
hypotheses F3, F4, G3, G4, H3, H4 and J4. There umanticipated observable data
findings for hypotheses I3, 14, and J3. These ofadde data findings indicated that at
the secondary level, the Teacher StyleProfile sttsdentered scores tended to
correspond with higher evaluation Midwest Schodtfdct Probationary Feedback Scale
ratings and the teacher-centered scores tendexrespond with lower Midwest School

District Probationary Feedback Scale ratings. Resuke summarized in Table 15.

Table 15.

Observable Secondary StyleProfile/Probationary Feett Scale Data Findings
Category Student Centered Teacher Centered
Summary of all Criteria Anticipated Positive (F3) Anticipated Negative (F4)
Purpose Anticipated Positive (G3) Anticipated Nega(G4)
Human Interaction Anticipated Positive (H3) Angiated Negative (H4)
Teaching/Learning Unanticipated Negative (13) birgpated Positive (14)
Overall Teaching Effectiveness  Unanticipated Niegat)3) Anticipated Negative (J4)

At the elementary level, there was an anticipatesbovable data finding for
hypothesis 12. There were unanticipated observddla findings for hypotheses F1, F2,
G1, G2, H1, H2, 11, J1, and J2. These observadike fthdings indicated that at the
elementary level, the Teacher StyleProfile stusemtered scores tended to correspond
with lower Midwest School District Probationary Eeack Scale ratings and the teacher-
centered scores tended to correspond with highdwist School District Probationary

Feedback Scale ratings.
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Table 16.

Observable Elementary StyleProfile/Probationary dlesck Scale Data Findings
Category Student Centered Teacher Centered
Summary of all Criteria Unanticipated NegativeYF1  Unanticipated Positive (F2)
Purpose Unanticipated Negative (G1) Unanticip&esitive (G2)
Human Interaction Unanticipated Negative (H1) hb@pated Positive (H2)
Teaching/Learning Unanticipated Negative (11) idipated Negative (12)
Overall Teaching Effectiveness  Unanticipated Niegatl1) Unanticipated Positive (J2)

Data revealed that the teachers represented sathple population received
exceptionally favorable evaluations from the schambhinistration. Evaluation data
included both the formative and summative evaluatesults as well as the Probationary
Feedback Scale ratings.

In the Midwest School District, the maximum numbgpoints possible on a
formative or summative evaluation is 21 pointsif@tructional process, 9 points for
classroom management, 6 points for interpersotatioaships, and 12 points for

professional responsibilities.

25

20.84 20.66 B Average of Formative Evaluation

#1 Instructional Process (21 points
possible)

20

15
Average of Formative Evaluation

12 11.97
10 8.96 8.91 #1 Classroom Management (9
6 6 points possible)
M Average of Formative Evaluation
#1 Interpersonal Relationships (6
0

points possible)

6]

Elementary Secondary

Figure 12.A comparison of elementary and secondary formagaeher evaluation
scores for the first evaluation in the Midwest SaDistrict.
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The favorable evaluation data in the Midwest Scliistrict could be a
byproduct of the Midwest School district evaluattonl design, administrator training
regarding the use of the tool or another unknovasaa. Figure 12 represents results

from the first formative evaluation.

25 M Average of Formative Evaluation

#2 Instructional Process (21 points

possible)
Average of Formative Evaluation

#2 Classroom Management (9
points possible)

12 11.95
10 8.93 8.97 M Average of Formative Evaluation
6 6 #2 Interpersonal Relationships (6
points possible)
M Average of Formative Evaluation
l I l #2 Professional Responsibilities (12
0

points possible)

20.77 20.82
20

15

v

Elementary Secondary

Figure 13 A comparison of elementary and secondary forrea@acher evaluation
scores for the second evaluation in the Midwesb8kbistrict.

Figure 13 represents results from the second evahjand Figure 14 represents

results from the summative evaluation.

25

20.84 20.93 W Average of Summative

Evaluation Instructional
Process (21 points possible)

20

15 Average of Summative

Evaluation Classroom

12 11.95
10 8.97 8.95 Management (9 points
ossible
6 6 u Rverlage)of Summative
Evaluation Interpersonal
Relationships (6 points
0 possible)

Elementary Secondary

(€]

Figure 14 A comparison of elementary and secondary summ&tiacher evaluation
scores in the Midwest School District.
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The issues associated with the evaluation systerardly in place at the Midwest
School District are portrayed by Weisberg, Sexdualhern, and Keeling (2009) when
they stated:

In districts that use binary evaluation ratingsn@eailly “satisfactory” or

“unsatisfactory”), more than 99 percent of teachecgive the satisfactory rating.

Districts that use a broader range of rating ogtida little better; in these

districts, 94 percent of teachers receive one®tadp two ratings and less than

one percent are rated unsatisfactory. (p. 4)

Remedies for this type of issue may be forthcomiStates seeking relief from
the No Child Left Behind (NCLB) requirements arg@lgng for an Elementary and
Secondary Education Act Flexibility Waiver. Thisiwer requires states to develop
teacher evaluation systems that are used for ingpnewt in instruction, differentiate
teacher performance levels, utilize multiple measumn determining performance,
provide clear and timely feedback, and are usadftom personnel decisions (U.S.
Department of Education, 2013a). Weisberg e28l09) recommend implementing an
evaluation system that differentiates teacher perdmce based on an educator’s ability
to improve student achievement, that trains evalsain the system, holds evaluators
accountable for effective implementation, integsdtee evaluation system with human
resources policies, and provides dismissal policiesldress ineffective teachers after
due process has been given.

The Midwest School District is in a state that wyesnted an Elementary and
Secondary Education Act Flexibility Waiver. Thetdict is currently piloting a revised

evaluation system that meets U.S. Department ot&chn Guidelines. A
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recommendation regarding a revised teacher evafuatistem will o to the schoc
board at the Midwest School Distrnear the conclusion of the 2013-school year.
Recommendationdor Future Researchand Study

The literature has confirmed the importance ofttineg process in relation i
improving teacher qualit student learning, and student achieveméstschool district:
identify new teachers and evaluate existing teacimean effort to improve stude
achievement, the use of quantifiable data to ma&epd po-employment decisior
will become more comnn across the United States. These data utilizecbiee
employmentecisions will need to be highly accurate, reliabled effectively
interpretedsee Figure 1!. Additional research regarding the usea@ihmerciaand
othertools for screening personnelmerited based on thienited body of pee-reviewed

research regardirgcreenin tools in journals (Ebmeier et al., 2013).
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Figure 15.A comparison of the average Ventures for Excelléhezcher SyleProfile
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student-centered and teacher-centered scorindgeddir elementary and secondary
teachers.

Many of the school districts located in the sameggaphical location as the
Midwest School District utilize one or more pre-dayment screening tools in an effort
to identify high quality staff. HUMANeX Ventures now selling an updated candidate-
screening product entitled, IMPACTeX Technologyuioins. This tool is designed to
help school districts screen and select staff (HUN@X Ventures, 2013c). Research
utilizing correlation coefficient statistical teststh this or other commercial pre-
employment screening tools along with modern evalnanstruments that have the
components required in the Elementary and Secorteldugation Act Flexibility Waiver
may Yyield predictive relationships.

Numerous variables can potentially affect the validf teacher evaluation data.
For example, the culture of a school and schodaticiglong with the relationship
between the administration and teachers influehoeseffective administrators are in
formally documenting areas of concern with teagleformance. School district
policies and procedures related to what takes pléan a teacher challenges an
evaluation may influence teacher evaluation outniean administrator thinks that a
challenge to their evaluation by a teacher wilutes a series of meetings and questions
regarding the evaluation, they may choose nottmdtly document substandard
performance. School level administrators’ peragptegarding the level of support they
have from the upper administration and school bedren documenting poor
performance may also influence how effectively dmmistrator addresses performance

issues. An administrator that thinks his or hgresuisor may not support a negative
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evaluation may choose to minimize or overlook teaglerformance concerns for fear of
having to change or modify the evaluation or cdivecfeedback.

The evaluation data from the Midwest School Diswitdized in this study is
representative of the evaluation ratings describe@Weisberg et al. (2009) that found
“94 percent of teachers receive one of the topratings and less than 1 percent are rated
unsatisfactory” (p. 4). Closely examining the diaten teacher evaluation systems on an
annual basis may help school districts identifyaaref teacher performance where school
administrators need professional development totifyehighly effective teaching and
learning practices. These data may also helpiigahthe evaluation system has the
research-based components of an improvement-fo@wsddation system. The types of
components found in an improvement-focused evanaystem include measures of
effective teaching, ensuring the accuracy and @b@h-quality data, and investing in
improvement (MET Project, 2013). Continued redeaegarding the relationship of pre-
employment screening tools with how school disriceasure teacher performance, may
help school districts identify candidates that w#l successful teachers based on the pre-
employment characteristics of the teaching candglafdditional research is also
warranted on improving the effectiveness of teaelvatuation tools and how to best
utilize the data to improve student achievemente-researched and implemented
teacher selection and evaluation system can impgeaaher quality, student learning,

and achievement and is therefore a worthwhile itneest for school districts.
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Appendix A

April 16, 2013

Dear Mr. Nelson,

-School District is supportive of you conducting research related to exploring the relationship
between the Ventures for Excellence Teacher StyleProfile data and teacher performance as measured by teacher
evaluations and performance rating tools. You are conducting this research as part of your requirements for
completion of a doctorate program at Lindenwood University. Formal permission will be given full
consideration when the Human Subjects Committee at Lindenwood University approves the study. All surveys,
questionnaires, interview topics, data collection instruments, and research methodologies, including
confidentiality and use of any and all district data, must be provided to_ School District in advance for
review and approval. Failure to meet this requirement will nullify consideration for project approval.

Furthermore, it is required that neither |l School District nor any school in [Nl will be identified
by name without permission from the superintendent. The results of the research project will be shared with the
I School District at the completion of the project.

Please feel free to contact me if you have any questions.

Sincerely,

Superintendent of Schools
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Appendix B
SCHOOL DISTRICT
FORMATIVE EVALUATION FORM
TEACHER

Teacher: School Year:
School: Observation Date:
Grade/Level: Beginning Time:
Subject: Evaluator:

Rating Explanations:
“Meets Expectations”™ means a teacher is performing effectively. This is not a rating that means “average.” This rating indicates there are no concerns
about the teacher’s performance.

“Needs Improvement™ indicates a teacher is not consistently performing effectively for that criterion. This means the teacher and evaluator will work
to improve the teacher’s performance.

The “Requires Performance Improvement Plan™ rating is a clear indication that the concern for the teacher’s competence for that criterion is serious
and that failure to improve could lead to termination of employment. A Performance Improvement Plan will be written for every eriterion that is
marked with this rating.

I. Instructional Process

A. Demonstrates appropriate preparation for classroom instruction as it relates to_
curriculum.
[ |Meets Expectations
[ INeeds Improvement
[ IRequires Performance Improvement Plan

B. Uses teaching techniques (including materials/technology) that promote understanding of concepts
and application of processes referenced in curriculum.
[ IMeets Expectations
[ |Needs Improvement
[ |Requires Performance Improvement Plan

C. Uses strategies that accommodate students' individual learning needs to promote student success.
[ Meets Expectations
[ |INeeds Improvement
[ JRequires Performance Improvement Plan

D. Demonstrates knowledge of subject matter.
[ |Meets Expectations
[ INeeds Improvement
[ |Requires Performance Improvement Plan

E. Uses instructional time effectively.
[ IMeets Expectations
[ |Needs Improvement
[ JRequires Performance Improvement Plan

F. Demonstrates ability to communicate effectively with students.
[ IMeets Expectations
[ INeeds Improvement
[ JRequires Performance Improvement Plan

G. Uses a variety of assessment information (including performance based) to plan instruction and to
provide feedback to students on their understanding of concepts and application of processes

referenced in curriculum.
[ IMeets Expectations
|:|Needs Improvement
[ |Requires Performance Improvement Plan
R S
INITIALS

_ School District 2003

(Page 1 of 3)
51
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Teacher :
IL. Classroom Management
A. Organizes classroom environment to promote learning.
[ Meets Expectations
[ [Needs Improvement

|_|Requires Performance Improvement Plan
B. Promotes responsible student behavior in a constructive manner.
[ Meets Expectations
[ |Needs Improvement
[[Requires Performance Improvement Plan
C. Demonstrates positive interpersonal relationships with students.
[ Meets Expectations
[ |Needs Improvement
[|Requires Performance Improvement Plan

IIT. Interpersonal Relationships

A. Demonstrates positive interpersonal relationships with parents/community.

[ [Meets Expectations
[|Needs Improvement
[ [Requires Performance Improvement Plan
B. Demonstrates positive interpersonal relationships with staff.
|_[Meets Expectations
[ Needs Improvement
[ |Requires Performance Improvement Plan

IV.  Professional Responsibilities

A. Follows school district policies and procedures.
[ IMeets Expectations
[ [Needs Improvement
[ |Requires Performance Improvement Plan

B. Utilizes district technology appropriately.
[ IMeets Expectations
[ [Needs Improvement
|_|Requires Performance Improvement Plan

Items C and D are completed jointly by the administrator and teacher
C. Participates in professional growth activities that support implementing
align with the District’s Professional Development Areas of Emphasis.
[ Meets Expectations
| |Needs Improvement
[ [Requires Performance Improvement Plan
D. Assumes school-related responsibilities outside the classroom.
[ Meets Expectations
[ Needs Improvement
[ |Requires Performance Improvement Plan

- School District 2003

(Page 2 of 3)

curriculum and

INITIALS

52



VENTURES FOR EXCELLENCE 186

Teacher :

The narrative addresses areas of strength; and, any area checked for needs improvement must be addressed in the
narrative.

NARRATIVE:

Instructional Process:

Classroom Management:

Interpersonal Relationships:

Professional Responsibilities:

ADMINISTRATOR COMMENTS:

TEACHER COMMENTS:

CONTFERENCE DATE: TIME:

TEACHER SIGNATURE:

EVALUATOR SIGNATURE:

Note: Signatures indicate that content of this form has been discussed.

Copy — HRC

Copy — Evaluator

Copy — Employee

Copy — Pre-conference Copy

/
INITIALS

| School District 2003

(Page 3 of 3)
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Appendix C

SCHOOL DISTRICT
SUMMATIVE EVALUATION FORM
TEACHER

Teacher: School Year:
School: Evaluator:
Grade/Level: Subject:
Rating Explanations:
“Meets Expectations™ means a teacher is performing effectively. This is not a rating that means “average.” This rating indicates there are no concerns
about the teacher’s performance.

“Needs Improvement” indicates a teacher is not consistently performing effectively for that eriterion. This means the teacher and evaluator will work
to improve the teacher’s performance.

The “Requires Performance Improvement Plan” rating is a clear indication that the concern for the teacher’s competence for that criterion is serious
and that failure to improve could lead to termination of employment. A Performance Improvement Plan will be written for every criterion that is
marked with this rating.

L. Instructional Process

A. Demonstrates appropriate preparation for classroom instruction as if relates to_
curriculum.
[ IMeets Expectations
[ |Needs Improvement
[[Requires Performance Improvement Plan

B. Uses teaching techniques (including materials/technology) that promote understanding of concepts
and application of processes referenced in curriculum.
[ [Meets Expectations
[ Needs Improvement
[ |Requires Performance Improvement Plan

C. Uses strategies that accommodate students' individual learning needs to promote student success.
[ IMeets Expectations
[ INeeds Tmprovement
[ |Requires Performance Improvement Plan

D. Demonstrates knowledge of subject matter.
[ Meets Expectations
[ INeeds Improvement
[ JRequires Performance Improvement Plan

E. Uses instructional time effectively.
[ [Meets Expectations
[ INeeds Improvement
[ |Requires Performance Improvement Plan

F. Demonstrates ability to communicate effectively with students.
[ Meets Expectations
[ |Needs Improvement
[ |Requires Performance Improvement Plan

G. Uses a variety of assessment information (including performance based) to plan instruction and to
provide feedback to students on their understanding of concepts and application of processes
referenced in curriculum.
[ IMeets Expectations
[ INeeds Improvement
[ [Requires Performance Improvement Plan

INITIALS

- School District 2003

(Page 1 of 3)
54
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Teacher :
I1. Classroom Management
A. Organizes classroom environment to promote learning.
[ [Meets Expectations
[ |Needs Improvement

[|Requires Performance Improvement Plan
B. Promotes responsible student behavior in a constructive manner.
[ Meets Expectations
[ |Needs Improvement
[ [Requires Performance Improvement Plan
C. Demonstrates positive interpersonal relationships with students.
| |Meets Expectations
[ |Needs Improvement
[ |Requires Performance Improvement Plan

III. Interpersonal Relationships

A. Demonstrates positive interpersonal relationships with parents/community.
[ IMeets Expectations
[ |Needs Improvement
[ |Requires Performance Improvement Plan

B. Demonstrates positive interpersonal relationships with staft.
[ Meets Expectations
[ |Needs Improvement
|_|Requires Performance Improvement Plan

IV.  Professional Responsibilities

A. Follows school district policies and procedures.
[ IMeets Expectations
[ INeeds Improvement
[ |Requires Performance Improvement Plan

B. Utilizes district technology appropriately.
[ Meets Expectations
[ [Needs Improvement
[ |Requires Performance Improvement Plan

C. Participates in professional growth activities that support implementing_ curriculum and
align with the District’s Professional Development Areas of Emphasis.
[ |Meets Expectations
[ [Needs Improvement
[|Requires Performance Improvement Plan

D. Assumes school-related responsibilities outside the classroom.
[ [Meets Expectations
[ |Needs Improvement
[ [Requires Performance Improvement Plan

/
INITIALS

- School District 2003

(Page 2 of 3)
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Teacher :

The narrative addresses areas of strength; and, any area checked for needs improvement must be addressed in the
narrative.

NARRATIVE:

Instructional Process:

Classroom Management:

Interpersonal Relationships:

Professional Responsibilities:

Scheduled Observation Date(s): Conference Date(s):
Unscheduled Observation Date(s): Conference Date(s):

PERFORMANCE IMPROVEMENT PLAN(S) [ |Yes [ |No (Check one.)
If “yes™ aftach the Performance Improvement Plan(s).

Teacher comments attached. [ |Yes [ [No (Check One.)
Date:

CONFERENCE DATE: TIME:

TEACHER SIGNATURE:

EVALUATOR SIGNATURE:

Note: Signatures indicate that content of this form has been discussed.

Copy —HRC
Copy — Evaluator
Copy - Employee

/
INITIALS

- School District 2003
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TEACHER FEEDBACK SCALE

“Staff Member Name Here™

How would you rate the individual listed above on the following areas of teaching effectiveness? Indicate your

rating with an “x” in the appropriate square.

PURFOSE

A teacher with purpose 15 one who has a clear
defimtion of personal meaning and has the
ability to relate this understanding to a
particular job role. This person is highly
motivated and positive in applying personal
meaning to the defined responsibilities.

HUMAN INTERACTION

A teacher who has human mteractive qualities
is one who prizes, relates, understands, and
commumicates with other people in a manner
which contnbutes to harmonious relationshaps
and high human sopport systems.

TEACHING/LEARNING

A teacher with teaching/leaming skills is one
who is highly motivated consistently growing
and developing, insightful about what
motivates others and perceptive about applying
best in others.

High
15 [

QUARTILE
Low
i 3 dth

When you compare this individual with all the teachers you have had the opportursty to work with over the

years, how would you rate his’her overall teaching effectivensss?

lﬂ‘

QUARTILE

o md

jli

Low
4th

52013



VENTURES FOR EXCELLENCE 191

Vitae
Barry Roger Nelson

EDUCATION:
Ed.S. Educational Specialist in Administration (December 2007)
Lindenwood University, St. Charles, Missouri
GPA 4.0

M.A. in Administration of Education (December 2000)
Lindenwood University, St. Charles, Missouri

Francis & Elizabeth Huss Graduate Award in Educational
Administration 2000-2001

GPA 4.0

B.S. in Education (May 1997) Cum Laude
Southern Illinois University at Edwardsville
GPA 3.65

WORK EXPERIENCE:
Pattonville School District 2009-Present
Assistant Superintendent for Human Resources

Rose Acres Elementary School 2001-2009
Pattonville School District

Principal

Rose Acres Elementary School 2000-2001

Pattonville School District
Interim Administrative Intern

Carrolton Oaks Elementary School 1997-2000
Pattonville School District
Physical Education Teacher K-5

Twillman Elementary School 1996-1997
Hazelwood School District
Physical Education Teacher K-6

PROFESSIONAL ASSOCIATIONS:

American Association of School Personnel Adminisira
Association for Supervision and Curriculum Devel@om
School Human Resources and Career Services Agsociat
Phi Delta Kappa International
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