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ABSTRACT 

 

THE GOVERNOR‟S COMMISSION ON TRAINING AMERICA‟S TEACHERS: 

RESPONSE FROM PENNSYLVANIA‟S SECONDARY SCHOOL PRINCIPALS 

 

 

 

By 

Denise A. Morelli 

December 2012 

 

Dissertation supervised by Professor Dr. Joseph Kush 

This study examines the perceptions of secondary school principals in 

Pennsylvania with respect to teacher preparation.  A review of recent education literature 

clearly supports the understanding that there is a national concern regarding student achievement 

and its importance in assuring that the United States can maintain its current position of a leading 

industrial nation.   Extensive research has clearly indicated that principals play a vital role in 

student achievement as a whole and in their buildings in particular.   As the needs for education 

have changed, this role has become even more crucial in recent years.  Given the importance of 

principals in hiring practices and student achievement, their perceptions regarding the level of 

preparation of teachers is of some importance. 

The purpose of this research study was to determine the perceptions of Pennsylvania‟s 

high school and middle school principals regarding the level of preparation of new teachers who 

are in the beginning of their careers.  These perceptions were compared to those groups who were 
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included in the Governor‟s Commission on Training America‟s Teachers.  In this study, high 

school and middle level principals in Pennsylvania were given the opportunity to respond to the 

same survey questions posed in the Governor‟s Commission.  The summaries of each of the 

hypotheses tested clearly indicate that high school and middle level principals have strong beliefs 

about the preparation levels of new teachers who have recently graduated from education 

programs.  The knowledge obtained as a result of this study adds to the body of knowledge 

related to improving student achievement by preparing excellent teachers.  This information can 

be used to impact teacher preparation and inform discussions related to professional development 

and teacher preparation courses.   
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DEDICATION 

 

“You're off to Great Places! 

Today is your day! 

Your mountain is waiting, 

So... get on your way!” 

 

“You have brains in your head. You have feet in your shoes. You can steer yourself any 

direction you choose. You're on your own. And you know what you know. And YOU are 

the one who'll decide where to go...” ― Dr. Seuss, Oh, the Places You'll Go! 

 

 The paths we follow from point of origin to our destination are often complex and 

unexpected.  As I write this acknowledgement, I serve as a Program Director for the 

Allegheny Intermediate Unit, hold two masters degrees, four certifications, and now my 

Doctorate in Instructional Leadership.  When I began my educational path it was filled 

with constant roadblocks to reading, long evenings struggling with homework, tears, 

tutors, summer school, special reading programs/trainings/interventions, but always in the 

midst of everything my loving mother, Dolores Turney.   Dr. Seuss and my mother were 

my support companions for years.   It‟s ironic that I would begin my career in education 

as an elementary teacher and then spent the majority of my teaching career as a Special 

Education teacher and Reading Specialist, passionate about the education of students who 

struggle.  During my educational path, I never received the „official‟ Learning Disability 

label for having a Reading Disability.  I made Honor Roll and Dean‟s List without 

http://www.goodreads.com/author/show/61105.Dr_Seuss
http://www.goodreads.com/work/quotes/2125304
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accommodations; it just took greater effort to climb „my mountain.‟   There were special 

people along the journey to influence the choices I made, to sustain the efforts I put forth, 

and to bolster my persistence when confronted with obstacles.  I acknowledge those, who 

at different points in my life, instilled in me a need to help others, especially those who 

struggled as I did.   I acknowledge those, who at different points in my life, convinced me 

that, through hard work reinforced with tenacity, I can achieve anything I set my mind to 

accomplish.   

 Anything that I have accomplished in my life would not have been possible if it 

were not for my caring and supportive parents, Paul and Dolores Turney, who sacrificed 

so their children would have the opportunity to pursue higher education.  The idea of 

obtaining an education and possessing knowledge that no one can take from you were 

powerful words of encouragement. I‟m sorry my father passed away of Alzheimer‟s 

Disease just a few short months ago and was not able to share in this defining moment 

with me.  

 I am not sure how to express my eternal gratitude for my loving husband Peter, 

who‟s unwavering love, support, and ability to be both mother and father to our three 

wonderful children for so many years, made my dream possible.  For all the times he 

carpooled to sporting events,  cooked meals, attended cheerleading events, taught our 

children to wakeboard, picked out prom gowns, did homework, and became cheerleading 

„mom‟, all while I studied, researched, and read, I am ceaselessly grateful.   

 For our children Michal, Marissa, and Callie who sacrificed most of all.  I 

recognize their patience during week nights, weekends, holidays, and school events while 

I researched, read, outlined, and read again.  I recognized the events in their lives which I 
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missed and will never be able to give back.  I pray that from their extensive sacrifice they 

will at least come away with a clear understanding that anything is possible if you work 

hard, believe in yourself, and never ever give up. 

 For Sarah and Victoria, thank you both for being a friend, colleague, mentor, and 

role model.  Without your words of encouragement, generous support, ability to listen, 

and the sacrifice of your valuable time to support me, through countless acts of kindness 

and motivation, I certainly would never have finished.   

 Without all my committee members this research would not have happened and 

they deserve my deepest appreciation for their strategic advice, encouragement, and 

professional assistance.  Dr. Joseph Kush, for his constant support in seeing this effort 

through to fruition, and for putting up with me, I would like to thank you and owe you 

carrot cake WITH nuts. Thank you Dr. Robert Furman, you were one of the individuals 

who crossed my path and encouraged me to continue toward a doctorate after my 

principal K-12 certification. I didn‟t believe this would be possible, but you did!  Dr. 

Linda Echard who, through a conversation about teacher preparation, demonstrated such 

an inner passion and fire for the type of education reform that became contagious and led 

to this research. 

 A quote by Louisa May Alcott inspires me:  “We all have our own life to pursue, 

our own kind of dream to be weaving…and we all have the power to make wishes come 

true, as long as we keep believing.”   Thank you to all my family, friends, colleagues, 

mentors, and advisors whose belief in me has kept me believing in myself.  I will always 

treasure your gift and pay it forward to those who may cross my path. 
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 Dr. Seuss, it was not green eggs and ham that I did not like, it was reading.  

Through your gift of imagination and writing, I learned to like reading.   

You do not like them. 

SO you say. 

Try them! Try them! 

And you may. 

Try them and you may I say. 

I do so like 

green eggs and ham! 

Thank you! 

Thank you, 

Sam-I-am 
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CHAPTER 1 

 

INTRODUCTION 

  

Background 

 In his book, The World is Flat, Thomas Friedman (2005) draws attention to an 

educational system which is ill prepared to educate students for jobs currently 

unimaginable in our knowledge-based society.  He further warns that the United States is 

facing a crisis in terms of global economics, in which employment is being outsourced to 

foreign countries where individuals are eager to work at drastically lower 

wages.  Friedman (2005) identifies our educational system as a testing and accountability 

regime which dilutes or “dumbs down” expectations and encourages the acquisition of 

only testable skills.  Workers in Pennsylvania have learned the effects of relying on such 

employers as steel mill and coal mining companies, which have large sets of workers 

who possess only minimal literacy skill sets.  It is a well-understood fact that the jobs 

which once existed and permitted students to enter the work force with minimal literacy 

skills are no longer available in the numbers they once were. Friedman proposes an 

educational system that not only encourages the learning of science, mathematics and 

engineering, but also equips students with the skills necessary to be adaptable to ever-

changing global trends (Friedman, 2005). 

 

Concern for Student Achievement 

 The testing and accountability regime to which Friedman refers is federal 

legislation, No Child Left Behind (NCLB) Act of 2001, (P.L. 107-110, 115 Stra. 1425) 

signed on January 8, 2002, by President George W. Bush (http://www.ed.g 

http://www.ed.gov/policy/el
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ov/policy/elsec/leg/esea02/pg42.html).  This federal mandate established new academic 

benchmarks and teacher quality requirements. The primary goal of NCLB is proficiency 

of all students in the areas of reading and mathematics by the 2013-2014 academic 

year.  To measure these requirements, the Commonwealth of Pennsylvania established 

the Pennsylvania Accountability System (PAS) (See Appendix A).  This system is based 

on the state‟s content and achievement standards using measures of academic 

achievement on the Pennsylvania System of School Assessment (PSSA) along with other 

key indicators of performance such as graduation rates and attendance rates.  The key 

strategy for achieving this goal is accountability, which specifically holds school and 

district staffs responsible for student attainment of state standards in reading, 

mathematics, writing, and science as measured by state assessments. A rating of 

proficient on the state-mandated PSSA exams reflects satisfactory academic performance 

and indicates a solid understanding and adequate display of the skills included in the 

Pennsylvania Academic Content Standards.  Students rated as advanced on the PSSA 

exams reflect superior academic performance. An advanced rating indicates an in-depth 

understanding and exemplary display of the skills included in the Pennsylvania Academic 

Content Standards.  

 Teachers and principals are mandated to meet the requirements of NCLB and 

while attempting to do so, focus primarily on teaching the basic standards that determine 

Adequate Yearly Progress (AYP).  On March 13, 2010, the Obama administration 

released a blueprint for revising the Elementary and Secondary Education Act (ESEA). 

This blueprint, first established in 1965, challenges the nation to adopt academic 

standards that would place America on a course of global leadership and prepare students 

http://www.ed.gov/policy/el
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for college and employment (http://www2.ed.gov/policy.elsec/leg/blueprint/index.html).  

 The 21
st
 Century brings a changing world.  Our new world values and rewards 

knowledge and innovation.   It values and rewards those who are able to use current 

resources in novel ways. It becomes the obligation of the public education system to 

ensure that all students are given equal opportunity and access to quality schools and 

effective teachers who understand the new world‟s value system.  In his observations, 

Friedman‟s flat world rewards students who are able to change, work well in teams, and 

continuously seek knowledge (Friedman, 2005).  The flat world rewards teachers who are 

able to develop learning communities, promote communication skills, and prepare 

students with problem-solving skills that they are able to utilize throughout their lives. 

 Research demonstrates that effective teachers are central to student success and 

provide greater influence than a mere subject area or course.  Effective teachers need: 

 Universal high-quality teacher education, typically three or four years at 

government expense, featuring extensive clinical training and  coursework 

 Mentoring for all novice educators provided by expert teachers and coupled with 

reduced teaching load and shared planning time 

 On-going professional learning embedded in 15 to 25 hours a week of planning 

and collaboration time, plus two to four weeks per year to attend institutes and 

seminars, and to visit other schools/classrooms 

 Extensive leadership development which engages expert teachers in developing 

curriculum, creating assessments, engaging in mentoring and coaching, and 

leading professional development, as well as designing pathways that recruit 

http://www2.ed.gov/policy.elsec/leg/blueprint/index.html
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strong teachers into programs that prepare them as not only school principals, but 

also as instructional leaders 

 Equitable, competitive salaries with additional stipends paid for hard-to-staff 

locations (Fulan & Miles, 1992). 

 

State Standards and Teacher Quality 

 The federal government, national education agencies, and state agencies, have all 

taken turns at developing initiatives designed to reform classroom practices and improve 

teacher quality. Today, more than one million teachers are entering their retirement years, 

leaving the field of education and taking with them years of experience and skillful 

teaching.  In 1994, former United States Secretary of Education Richard W. Riley 

announced that two million teachers would need to be hired within ten years to replace 

those retiring.  While schools continue to engage in the high cost of recruitment, they also 

continue to lose these recruited teachers at a faster pace.  

 In addition, schools are experiencing the greatest influx of immigrants since the 

early 20
th
 Century.  The United States Department of Homeland Security reports that 

roughly five million immigrants entered the country between 1999 and 2004 while an 

estimated seven million entered between 2005 and 2011 (United States, 2011).  At the 

same time student population is increasing and presenting with more diverse learners, the 

experienced teacher workforce is being replaced with a less stable workforce in the form 

of inexperienced teachers.  School staffing which includes a by large numbers of 

inexperienced educators can promote a variety of conflicts and issues that can negatively 

impact the productivity of administrators and the achievement of students.   
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 Hiring, one of the most important responsibilities of principals, will not result in 

student achievement if those who are hiring do not know the characteristics of effective 

teachers.  Teacher quality has long been characterized as one of the most important 

factors in student achievement (Darling-Hammond, Holtzman, Gatlin, Heilig, (2005); 

Haycock, 1998; Stronge, 2007).   

 Although research on teacher quality and its relationship on student achievement 

over the past 20 years warrants attention, there are those who criticize the findings 

(Walsh, 2002).  The NBPTS (2002) developed standards in 27 different fields of teaching 

which are based on five core propositions pertaining to what teachers should know and be 

able to do. The five core propositions are as follows:  

• Teachers are committed to students and their learning. 

• Teachers know the subjects they teach and how to teach those subjects to 

students. 

• Teachers are responsible for managing and monitoring student learning. 

• Teachers think systematically about their practice and learn from experience. 

• Teachers are members of learning communities (See Appendix B). 

The notion of teacher quality is increasingly viewed in terms of student 

achievement, value-added assessment, and certification.  NCLB, which encompasses the 

primary goal of improving student achievement by raising teacher quality, refers to the 

term “highly-qualified” to outline the requirements for appropriate teacher 

certification.  These criteria include a bachelor‟s degree, state certification, and the ability 

to demonstrate content and competency in subjects taught. At the secondary level in 

Pennsylvania, teachers must pass a state approved test in each subject area to become 
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highly-qualified.  Secondary special education instructors must also pass an exam for 

each subject of which they are the teacher of record (Trahan, 2002).   

During the middle school years, many students begin to fall through the cracks 

because numerous states do not distinguish specific skills required by middle school 

teachers, who prepare students for transition to secondary schools, from those needed by 

elementary teachers. The National Council on Teacher Quality (NCTQ) in its 2009 State 

Teacher Policy Yearbook observed that 16 states permit teachers to teach middle school 

with a generalist PreK-8 certificate, suggesting the skills needed to teach adolescents are 

not different from those needed to instruct kindergarten pupils 

(http://www.nctq.org/stpy09/update s/primaryFindings.asp).  This rationale is contrary to 

current best practices in early childhood and adolescent development, as the former 

Secretary of Education suggested in Meeting the Highly Qualified Teachers Challenge 

(Paige, 2002).  “Yet even as research demonstrates the importance of content knowledge, 

new data from the National Center for Education Statistics (NCES) suggests that too 

many students, especially in the middle-school grades, have teachers who are not fully 

qualified in their subject areas” (p. 8). 

The paths that teachers take to the classroom can vary greatly depending upon the 

state, the subject taught, and the needs of the hiring school district.  Although one would 

think that strict certification requirements regarding preparation programs would be in 

place, this is not necessarily the case.  Teacher qualifications are important, but the 

successful completion of mandatory courses or other requirements do not predict or 

ensure that a teacher will increase student achievement (Goldhaber & Brewer, 2000; 

Hanushek, 1997; Toch & Rothman, 2008). In fact, many teachers are ill prepared by their 

http://www.nctq.org/stpy09/updates/primaryFindings.asp
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teacher education programs (Levine, 2006).  Many teacher preparation programs are not 

highly selective and do not set high standards for completion (Hess, 2001: Walsh & 

Jacobs, 2007).   

One pathway that has drawn the ire of many teacher-educators is the Passport to 

Teaching program.  Developed by the American Board for Certification of Teacher 

Excellence (ABCTE), the Passport to Teaching program is primarily exam-based and 

aims to remove some requirements for entering the teaching profession such as student 

teaching and or specific courses (Glazerman, Tuttle & Baxter, 2006).  Against the 

recommendations of some educators who deem it as a threat to degree-granting 

programs, Pennsylvania is one of five states that have adopted the Passport to Teaching 

program.  

Many of these degree-granting programs have earned accreditation from NCATE, 

the National Council for Accreditation of Teacher Education, an accrediting body 

officially recognized by the U.S. Department of Education (National Council for 

Accreditation of Teacher Education, 2007).  NCATE reviews programs offered by degree 

and certificate-granting institutions to ensure that graduates are competent, qualified 

professionals who meet NCATE Unit Standards and are prepared to help all students 

learn (See Appendix C).  NCATE ensures that accredited institutions remain current and 

that graduates have a positive impact on PreK-12 learning (National Council for 

Accreditation of Teacher Education, 2007).   

Ohio, Mississippi, Arizona and Pennsylvania are among a growing number of 

states which have published reports on improving teacher quality.  In November 2001, 

Ohio Governor Robert Taft assembled the Governor‟s Commission on Teaching 
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Success.  The members of this committee were charged with several tasks including the 

responsibility of improving preparation, recruitment, and professional development of 

teachers, and increasing the capability of principals to become instructional leaders who 

are able to inspire excellence in teaching.  As part of their research, the Ohio commission 

investigated perceptions of teacher quality by surveying higher education faculty, school 

principals, superintendents, school board members, novice teachers, and experienced 

teachers.  The Ohio Governor‟s Commission on Teaching Success findings, published in 

its report Achieving More: Quality Teaching, School Leadership, Student Success (2002) 

outlined 15 recommendations.  Many were similar to those found by other state 

commissions.  The recommendations included setting clear standards for teachers and 

principals, holding teacher preparation programs accountable based upon the 

performance of their graduates, allowing for alternative routes of qualified candidates, 

establishing standards for induction and professional development, involving some 

measure of student achievement in teacher evaluation, and modifying the principal‟s role 

to allow more time for instructional leadership.  

Following Ohio‟s lead on August 10, 2005, then Pennsylvania Governor Edward 

G. Rendell convened the Governor‟s Commission on Training America‟s Teachers.  

Rendell instructed the members of the commission to examine and make specific 

recommendations on how to enhance teacher preparation programs in Pennsylvania, to 

link these programs to PreK-12 education, and to position Pennsylvania‟s teacher 

preparation institutions as educational magnets that produce quality candidates for other 

states.  In September 2005, the committee, in consultation with governor‟s office, 
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developed a work plan which included five goals to guide the commission‟s 

discussions.  The goals were: 

 All teacher education programs promote world class excellence for their students 

by providing them with the academic knowledge and pedagogical skills to be 

effective in the classroom. 

 All teacher education graduates are life-long learners so they communicate this 

core value to their students while they continue to increase their effectiveness in 

the delivering high-quality classroom instruction. 

 The teacher education system as a whole provides quality teachers for all students 

in all school districts and responds to shortages and imbalances in the education 

marketplace. 

 Pennsylvania meets the need for high quality teachers within the state and 

enhances its ability to meet the teacher education needs of the nation as a strategic 

economic development initiative. 

 State laws, regulations, and policies are aligned to achieve these goals. 

 

 In an attempt to gather input, regional meetings, teleconferences and surveys were 

conducted throughout the Commonwealth of Pennsylvania.  An array of state and 

national organizations were included in meetings so that all viewpoints could be voiced 

and examined.  Because California, Delaware, Florida, Georgia, Maryland, North and 

South Carolina, Virginia, and Texas recruit heavily from Pennsylvania‟s pool of surplus 

teachers, estimated to be about 6,000 each year, representatives from school districts in 

these states were also interviewed by the commission.  Interestingly, in its research, the 
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commission did not consider one of the most influential roles in actual student 

learning: that of the school principals. 

 

The Principal‟s Role 

 In many respects, principals are the heart of a school building.  They are 

responsible, sometimes ultimately so, for the successful implementation of every system 

within the school‟s structure. In addition to managerial and supervisory duties, they must 

be creative educational leaders with the vision to design and sustain academic growth and 

change. The call for a coherent transformational strategy to improve student learning and 

affect student achievement by the Strategic Management of Human Capital in Education 

Project (SMHC) demonstrates the importance of the principal as a change agent and 

instructional leader (Odden, 2009).  The strategy includes rigorous curriculum, 

professional learning communities, analysis of data to improve teacher performance, 

improved use of teaching and assessment technologies, assistance for struggling students, 

and teacher and administrator instructional leadership.   

 “There are no good schools without good principals,” stated United States 

Secretary of Education Arne Duncan (2009) during his address to school administrators 

at the       National Association of Elementary School Principals (NAESP) – National 

Association of Secondary School Principals (NASSP) National Leaders‟ Conference 

(http://www.saanys.org/v iewarticle.asp?id=2172).  With this statement, there is evidence 

that even at the highest levels of government, the importance of quality principals and 

their influence on schools is understood.   

http://www.saanys.org/v
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 Principals today are guided by three areas for school success.  First, they must set 

a clear vision with high expectations for all using data to monitor progress and improve 

performance.  Second, principals must cultivate people who can succeed by providing the 

necessary supports and trainings to sustain professional growth.  Third, they must ensure 

that the organization is operational and establishes conditions which reinforce the most 

important aspect of education – teaching and learning. 

 The principal‟s role is currently in a state of flux.  While principals still serve in 

administrative and management capacities, they are now responsible for student 

achievement, staff development, recruitment and retention of staff, adherence to state and 

federal regulations, and the cohesion of disjointed demands and policies, along with the 

continuous responsiveness to all parents, teachers, students and community 

members.  Principals, who once assumed a more executive role and were responsible for 

the smooth running of the school, now find themselves ill prepared to meet the demands 

as change agents and instructional leaders.  

Professional development that is focused on developing the knowledge and skills 

necessary to become effective in improving the academic environment for teachers and 

students is needed to support the changing role of principals.  In response to these 

changing roles, a statewide, standards-based leadership development support system, 

known as the Pennsylvania Inspired Leadership (PIL) program, was established in 2008 

by the Pennsylvania Department of Education (See Appendix D).  PIL was developed for 

school leaders at all levels and offers a thorough curriculum developed by the National 

Institute for School Leadership (NISL) (Lachowicz, 2011).  Based upon research on how 

school leaders impact student achievement, these standards were developed by 
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superintendents, principals, university administrators and instructors, and association 

leaders. In addition, state law directs the state‟s Department of Education to establish a 

Principals‟ Induction Program.  The Principals‟ Induction Program covers six corollary 

standards and is designed for administrators with fewer than five years of administrative 

experience.  The Leadership Essentials for Administrator Development (LEAD) 

coursework covers three core standards and is designed for experienced administrators 

(Lachowicz, 2011).  Both NISL and PIL coursework flowed from the ISLLC standards.  

ISLLC standards were originally published in 1996 and then revised in 2008. In addition 

to recent research on leadership the „footprints‟ of the original standards were used.  

Standards provide states and policymakers with a foundation for developing supportive 

policies and activities to facilitate professional growth throughout the career of an 

education leader (See Appendix E).  

 

Mentoring and Induction 

 As a teacher begins her/his career, other than students, the principal is viewed as 

the most significant individuals in the school (Wilson, 2009).  In an effort to examine the 

issue of teacher attrition, Littrell, Billingsley, & Cross, (1994) identified four dimensions 

of support used by House (1981) in his modification of the social support theory: 

appraisal support, emotional support, informational support and instrumental support 

(Wilson, 2009).  In its quest to increase teacher retention, the University of North 

Carolina Board of Governors‟ Task Force identified administrative support as one of the 

guiding principles for retaining teachers (UNC Board of Governors‟ Task Force, 

2004).  Existing support includes a variety of mentor and induction programs. 
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 According to the United States Department of Education (1998), induction 

support programs should be designed to offer tools that help new teachers to be effective 

while insuring that they meet certification or licensure requirements.  As the term 

suggests, induction programs introduce teachers to a new system or school in a fashion 

similar to orientation programs.  One of the key components of induction is mentoring, 

defined as “personal guidance provided, usually by seasoned veterans, to beginning 

teachers in schools” (Ingersoll & Kralik, 2004, p. 3). Newly hired educators are typically 

assigned to mentors who are in the same subject field and who have several years of 

practical experience in the classroom.  Ingersoll and Kralik‟s (2004) indicated that these 

programs have a positive influence on new teachers.   These findings support the 

assertion by the National Education Association (1999) that identified quality 

mentoring is an excellent source of support for novice teachers. 

 

Middle School Structure and Needs 

 While there is an understanding that principals are in need of quality professional 

development to be prepared for their duties, high-quality teachers are also an essential 

factor in the academic success of a student. There is also agreement that teachers of 

young adolescents need specialized preparation to be highly successful (AMLE, 

http://www.amle.org/AboutAMLE/ PositionStatements/ProfessionalPreparation/tabid 

/287/Default.aspx).  According to the Association for Middle Level Education, it is vital 

that middle school teachers have an expertise in the development and needs of 

adolescents. They should “know how developmental realities play themselves out against 

http://www.amle.org/AboutAMLE/%20PositionStatements/
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a context of race, ethnicity, religion, gender, sexual orientation, socioeconomic status, 

family and community” (AMLE, 2006). 

 As such, it is essential that students at this vulnerable age are in a structure which 

is sensitive to the rapid changes going on around them.  Middle school programs are by 

their nature very different from secondary programs, and must be if children are to be 

successful at this level. This flexibility extends to the teaching staff.  At this middle 

school level, the most desirable candidates are dual-certified implying that teachers will 

integrate subject areas more effectively and make interdisciplinary connections in their 

teaching (McEwin, Dickinson & Smith, 2003).  In addition, the National Middle School 

Association (NMSA) posits that successful middle level schools enable adolescents to 

form relationships, especially with adults who they perceive as caring (NMSA, 2006).  

 Regarding instruction, NMSA also states that a fully-funded national effort is 

needed to ensure that all middle school teachers receive the proper instruction and 

professional development.  Additional research is needed to determine the very best 

curricular and organizational components, but there are already promising practices, such 

as deep corroboration between teachers and principals, that has demonstrated promising 

results (NMSA, 2006).  In addition, the National Middle School Association established 

standards for middle level teacher candidates who are completing teacher preparation 

programs.  These standards are used by the National Commission for Accreditation of 

Teacher Education (NCATE, 2008) in the review process of teacher preparation 

programs.  

 It has been concluded by both NMSA and now the Association for Middle Level 

Education (AMLE, 2011) that specialized preparation is needed for teachers who desire 
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to teach at the middle school level.  In addition to a thorough understanding of the 

development stages of an adolescent, educators need a structured system that meets the 

unique needs of this age group while providing the flexibility need by the staff to 

maintain a safe, nurturing environment which engages students and promotes 

achievement.  

 

Hiring and Recruitment 

 The principals‟ most important task, which has the greatest impact on student 

achievement, is the hiring of quality teachers (Ebermeier & Ng, 2006; Peterson, 2002; 

Stronge & Hindman, 2006).  Districts increasingly seek principals‟ input in the hiring 

practice; however, current teacher shortages, attrition rates, challenging urban 

environments and hard-to-staff subject areas prove to be obstacles in hiring the strong 

educators needed to improve student achievement and prepare youth for a “flat” 

world.  Flawed hiring practices have a harmful effect on community perception, school 

culture and morale, administrators‟ time, and student achievement.  Newly hired teachers 

without adequate skills have a negative residual impact on students and their achievement 

(Peterson, 2002).  A revolving door of teachers costs a district financially and 

academically, with urban schools often the most affected.  Schools with high poverty, 

high minority enrollment, and high academic need are most often impacted by this 

revolving door (Peterson, 2002).   

 Within the first three years of teaching 29 percent of teachers leave education, 

with an increase to 39 percent by the end of five years (Heller, 2004).  The average yearly 

turnover rate in most professions is 11 percent compared to 13.2 percent in education 
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(Heller, 2004).  Principals must set a priority of recruiting, nurturing, developing, and 

retaining quality teachers.  What is at stake is too essential to ignore: the future prosperity 

of our nation in a global society. 

When teachers who have been hired are found to be ineffective, evidence 

indicates that principals are not likely to dismiss the teacher for fear that a replacement 

will be too difficult to find, or for concern that the dismissal process will be too 

cumbersome and time consuming (Heller, 2004).   In its 2009 State Teacher Policy 

Yearbook, the National Council on Teacher Quality (NCTQ) noted that 47 states have 

laws governing teacher dismissal.  However, most states are more likely to consider 

sexual and criminal acts rather than teacher effectiveness as grounds for dismissal 

(http://www.nctq.org/stpy09/updat es/primaryFindings.asp).  “Only one state articulates 

separate policy for dismissal based on poor performance” (NCTQ, 2009, p.215), and 

others rely on dismissal procedures fraught with appeal processes.  NCLB in theory 

banned the practice of hiring teachers under emergency certification.  However, 40 states 

still allow teachers to enter the classroom without proper certification, many for 

undefined timeframes.  Communities where students‟ needs are the greatest are forced to 

settle for teachers who in many cases do not hold the correct certification, or who are not 

qualified to teach in the areas for which they have been hired.   Urban area schools report 

high numbers of emergency certification and the use of substitute teachers to fill vacant 

classrooms. As a direct result, those schools with the greatest academic need receive the 

least experienced and least skilled teachers. 

A recent study of North Carolina teachers reported that effective educators were 

more likely to transfer from schools with higher percentages of economically needy and 

http://www.nctq.org/stpy09/updat%20es/primaryFindings.asp
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African-American students to schools with lower percentages of these groups, leaving 

students with the greatest need with the least experienced teachers (Goldhaber et al., 

2009).  Students in impoverished schools are twice as likely to be taught core subjects by 

teachers without certification or majors in the subjects being taught (Jerald, 2002).  

 

Conflicting Survey Responses 

In order to garner further information concerning views of how well teachers are 

prepared upon entering the profession, the Pennsylvania Governor‟s Commission on 

Training America‟s Teachers (2006) surveyed a variety of professionals: deans and 

department chairs of Pennsylvania‟s 94 teacher preparation programs, superintendents 

and human resource directors from the then 501 school districts, distinguished veteran 

teachers from specific groups, including National Board for Professional Teaching 

Standards and Pennsylvania‟s Teacher of the Year organization, and novice teachers in 

their first three years of teaching.  Echard (2007) noted the Governor‟s Commission did 

not include principals.   In The Governor’s Commission on Training America’s Teachers: 

Response from Pennsylvania’s Elementary School Principals, she noted the importance 

of principals‟ role in teacher employment and responsibility regarding accountability for 

student achievement in the Pennsylvania Accountability Plan (Echard, 2007).   

It is interesting to note the results of the survey of those who oversee educational 

programs as compared to the results of the surveyed teachers.  Predictably, of the 

education deans who responded to the survey, 95 percent rated the overall preparedness 

of new teachers as either excellent or good.  This directly conflicts with responses given 

by superintendents, veteran teachers, and new teachers.  Of the superintendents who 
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participated in the study, only 79 percent rated new teachers overall preparedness as 

excellent or good.  Ironically, it is teachers who were the most critical of their college 

preparation, with only 74 percent of new teachers and 62 percent of veteran teachers 

rating their preparedness level as excellent or good (Final Report of the Governor‟s 

Commission on Training America‟s Teachers, 2006).  

It is apparent from these reported results that teachers, and other school leaders, 

believe that teacher preparation is insufficient and does not adequately reflect current 

achievement demands in Pennsylvania‟s school districts.  The respondents indicated that 

shortcomings could be identified in a wide variety of areas including, but not limited to, 

the ability to use assessment data to improve instruction, to integrate technology into 

instruction, classroom management and, perhaps most importantly, the ability to help 

students achieve academic standards measured on standardized tests (Final Report of the 

Governor‟s Commission on Training America‟s Teachers, 2006).  Not surprisingly, 

education deans and department chairs did not identify shortcomings in these areas. 

In its findings, the commission makes it clear that one of the goals of the study is 

to add to a body of knowledge that will improve the education of future teachers so that 

they in turn are better prepared to assist students achieve academically  (Final Report of 

the Governor‟s Commission on Training America‟s Teachers, 2006).  If this is indeed the 

case, it is puzzling why the authors chose to exclude that group of educators who, more 

than any other, are able to provide concrete and accurate feedback to the overall 

preparedness of today‟s teachers in Pennsylvania.  That group is elementary and 

secondary principals. 
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Purpose of the Study 

The purpose of the current study was to determine whether there are significant 

differences between the belief systems of secondary principals and those of 

deans/department chairs of Pennsylvania‟s 94 teacher participation programs, school 

superintendents/human resource directors, distinguished veteran teachers, and novice 

teachers surveyed by the Governor‟s Commission on training America‟s Teachers, 

regarding freshman teachers‟ skill levels.  The significant changes in Pennsylvania‟s 

certification of middle and secondary teachers as a result of the highly qualified 

requirements of NCLB, as well as the increased focus on teacher effectiveness and its 

link to student achievement, underscores the importance of the perceptions of building 

principals in teach hiring and effectiveness.   The current study also determined whether 

there are significant differences in the belief systems of elementary principals surveyed in 

Echard‟s study and identified principals on the secondary level. 

 

Research Questions 

       The following questions will be addressed with the design of this study: 

1. Based on their observations, how do Pennsylvania secondary principals perceive 

the quality of initial teacher preparations programs? 

2. Are there differences between the beliefs of principals of secondary schools and 

principals of elementary schools with respect to the preparation of new teachers in 

Pennsylvania? 

3. Are there differences between the beliefs of the secondary principals in 

Pennsylvania compared to the beliefs of the superintendents, deans from schools 
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of education, novice teachers, and experienced teachers reported by the 

Governor‟s Commission on Training America‟s Teachers? 

4. Are there differences between the beliefs of principals of middle schools and 

principals of high schools with respect to the preparation of new teachers in 

Pennsylvania? 

5. Do the open-ended responses by Pennsylvania secondary principals confirm or 

deny their perceptions of about the quality of teacher preparation programs? 

 

Definition of Terms 

Alternate Route Programs 

 

Post-baccalaureate programs designed for 

individuals who did not prepare as educators 

during their undergraduate studies. These 

programs, which usually lead to a unit‟s 

recommendation for a state license, accommodate 

the schedules of adults and recognize their earlier 

academic preparation and life experiences. In some 

instances, candidates may be employed as 

educators while enrolled. Examples include MAT 

programs, programs that operate in professional 

development schools, and Troops to Teachers 

programs. They are sometimes called 

nontraditional programs. (NCATE, 2012). 

 

Adequate Yearly Progress 

 

It is an individual state‟s measure of yearly 

progress toward achieving state academic 

standards.  “Adequate Yearly Progress” (AYP) is 

the minimum level of improvement that states, 

school districts, and schools must achieve each 

year.  Aims for 100 percent proficient or above by 

2014.  (Pennsylvania Accountability System, 

2012). 
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Assessment 

 

 

 

 

 

An evaluated activity or task used by a program or 

unit to determine the extent to which specific 

learning proficiencies, outcomes, or standards have 

been mastered by candidates.  Assessments usually 

include an instrument that details the task or 

activity and a scoring guide used to evaluate the 

task or activity (NCATE, 2012). 

 

Certification The process by which a non-governmental agency 

or association grants professional recognition to an 

individual who has met certain predetermined 

qualifications specified by that agency or 

association. (The National Board for Professional 

Teaching Standards grants advanced certification.) 

(NCATE, 2012). 

 

Content The subject matter or discipline that teachers are 

being prepared to teach at the elementary, middle, 

and/or secondary levels.  Content also refers to the 

professional field of study (e.g. special education, 

early childhood, reading, math, science) (NCATE, 

2012). 

 

Effective Teacher 

 

In this study effective teacher will be defined as 

teachers who employ strategies and procedures that 

have been proven to have a positive effect on 

student achievement (Echard, 2007). 

 

Experienced Teacher 

 

For the purpose of this study an experienced 

teacher is one who has more than three years of 

experience and/or possesses outstanding 

credentials, such as multiple degrees or National 

Board Certification (Echard, 2007). 
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Distinguished Veteran Teachers 

 

In this study distinguished veteran teachers are 

described as teachers who are members of the 

Pennsylvania Teacher of the Year organization, 

teachers certified by the National Board for 

Professional Teaching Standards, and Keystone 

Technology Teachers (Echard, 2007). 

 

Field Experience A variety of early and ongoing field-based 

opportunities in which candidates may observe, 

assist, tutor, instruct, and/or conduct research.  

Field experiences may occur in off-campus settings 

(NCATE, 2012). 

 

Initial Teacher Preparation 

Programs 

Programs at the baccalaureate or post-

baccalaureate levels that prepare candidates for the 

first license to teach. They include five-year 

programs, master‟s programs, and other post-

baccalaureate and alternate route programs that 

prepare individuals for their first license in 

teaching (NCATE, 2012). 

 

INTASC The Interstate New Teacher Assessment and 

Support Consortium, a project of the Council of 

Chief State School Officers (CCSSO) that has 

developed model performance-based standards and 

assessments for the licensure of teachers (NCATE, 

2012). 

 

Intermediate Unit 

 

Established in 1971 by the Pennsylvania General 

Assembly, intermediate units operate as regional 

educational service agencies providing cost-

effective, management-efficient programs to 

Pennsylvania‟s 500 public school districts and over 

2,400 non-public and private schools.  In addition, 

intermediate units serve as liaison agents between 

the school districts and the Pennsylvania 

Department of Education.  There are 29 

Intermediate units in the Commonwealth (PAIU, 

2012). 
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Licensure The official recognition by a state government 

agency that an individual has met certain 

qualifications specified by the state and is, 

therefore, approved to practice in an occupation as 

a professional (NCATE, 2012). 

 

NBPTS The National Board for Professional Teaching 

Standards, an organization of teachers and other 

educators, which has developed both standards and 

a system for assessing the performance of 

experienced teachers seeking national certification 

(NCATE, 2012). 

 

Novice Teacher In this study the term novice refers to a teacher 

with three or less years of experience (Echard, 

2007). 

 

Pedagogical Skills 

 

In this study the pedagogical skills referred to are 

the following: 

 Developing and implementing lesson plans 

 Delivering the appropriate content 

knowledge 

 Helping student perform well on 

standardized tests 

 Providing appropriate instruction for 

students with differing abilities, including 

gifted students, average students, and 

slower learners 

 Using the results from tests and other 

student assessments to address students‟ 

needs 

 Integrating technology into instruction 

 Managing classrooms and dealing with 

discipline 

 Helping students master state content 

standards 

 Asking questions to encourage critical 

thinking 

 Teaching decision-making skills 

 Encourage students to work together to 
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solve problems (Echard, 2007) 

 

Pedagogical Content Knowledge The interaction of the subject matter and effective 

teaching strategies to help students learn the 

subject matter. It requires a thorough understanding 

of the content to teach it in multiple ways, drawing 

on the cultural backgrounds and prior knowledge 

and experiences of students (NCATE, 2012). 

 

Pedagogy 

 

The National Board for Professional Teaching 

Standards defines pedagogy as follows: Content 

pedagogy refers to the pedagogical (teaching) skills 

teachers use to impart the specialized 

knowledge/content of their subject area(s). 

Effective teachers display a wide range of skills 

and abilities that lead to creating a learning 

environment where all students feel comfortable 

and are sure that they can succeed both 

academically and personally. This complex 

combination of skills and abilities is integrated in 

the professional teaching (see http:www.nbpts.org) 

Professional Development 

 

Opportunities for professional education faculty to 

develop new knowledge and skills through 

activities such as in-service education, conference 

attendance, sabbatical leave, summer leave, intra- 

and inter- institutional visitations, fellowships, and 

work in P-12 schools (NCATE, 2012). 

Proficiencies Required knowledge skills, and professional 

dispositions identified in the professional, state, or 

institutional standards. 

Quality Teaching In this study quality teaching refers to teaching that 

has a positive impact on student achievement 

(Echard, 2007). 

Standards Written expectations for meeting a specified level 

of performance.  Standards exist for the content 

that P-12 students should know at a certain age or 

grade level (NCATE, 2012). 
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State Standards The standards adopted by state agencies 

responsible for the approval of programs that 

prepare teachers and other school personnel.  State 

standards may include candidate knowledge, skills, 

and dispositions (NCATE, 2012).  

Student Teaching Pre-service clinical practice for candidates 

preparing to teach (NCATE, 2012). 

Traditional High School In this study a traditional high school refers to a 

school which contains grades 9-12. 

Traditional Middle School In this study a traditional middle school refers to a 

school which contains grades 5-8. 
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CHAPTER II 

 

LITERATURE REVIEW 

  

Introduction 

 Throughout the last century, a multitude of reform movements designed to 

improve academic achievement and the quality of teaching were implemented in the 

American public education system.  The basic tenants of these movements often reflected 

the political and societal landscapes of the time, and were often a reaction to preceding 

reform efforts. 

Under the Reagan administration of the 1980‟s, the United States Department of 

Education issued its now infamous opinion entitled, A Nation at Risk: The Imperative for 

Educational Reform (National Commission on Excellence in Education, 1983). The 

report, which cited a decline in academic standards and performance as well as an 

increase in functional illiteracy in adults, was the first of many large-scale research 

efforts which have been released in the last three decades sponsored. Funded by a variety 

of government, non-profit, and business groups, findings of many of the reports have 

repeatedly criticized the country‟s high schools, specifically targeting the curriculum, 

academic expectations, and central guiding philosophy of the secondary institutions 

(National Commission on Excellence in Education, 1983). 

In a more recent effort to examine local public education systems, several state 

education agencies, including those in Arizona, Mississippi, and Ohio, have been 

instructed to organize commissions tasked to study a variety of issues affecting public 

education.  After their research was completed, these commissions made remedial 

recommendations which may or may not have been incorporated by local school systems.  
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In November 2001, former Ohio Governor Robert Taft assembled his Governor‟s 

Commission on Teaching Success.  The findings, entitled, Achieving More: Quality 

Teaching, School Leadership, Student Success (2002) outlined 15 recommendations 

addressing principal standards, preparation programs, alternative certification routes, and 

professional development. 

In similar fashion, in August 2005, former Pennsylvania Governor Edward G. 

Rendell convened the Governor‟s Commission on Training America‟s Teachers in order 

to, among other efforts, enhance teacher preparation programs and link them to public 

education systems.  During the process of its research, the commission, chaired by 

Richard Kneedler, collected survey information regarding teacher preparation levels from 

four groups of respondents: superintendents/human resources directors, distinguished 

veteran teachers, new teachers with less than three years of experience, and university 

education deans/chairs (Final Report of the Governor‟s Commission on Training 

America‟s Teachers, 2006).  In addition, the commission interviewed educators from 

various states which actively recruit Pennsylvania-prepared teachers.  The report did not 

indicate whether school building leaders, namely principals, were consulted during these 

interviews.  In addition, school building leaders were not targeted survey participants. 

 According to the report, survey results indicated, that 95 percent of university 

education deans/chairs surveyed believed that the overall preparedness of new teachers 

was either excellent or good.  Of those groups employed in school systems, only 79 

percent and 74 percent of superintendents and new teachers respectively responded that 

the level of teacher preparedness was either excellence or good.  The final group, veteran 

teachers, rated preparedness levels much lower, at 62 percent for the combined excellent 
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and good categories (Final Report of the Governor‟s Commission on Training America‟s 

Teachers, 2006).  In addition to addressing broad levels of preparedness, the survey also 

addressed the specific skill sets required by successful teachers.  These included: 

classroom management, proficiency on tests, differentiated instruction, standards 

instruction, technology use, and assessments to improve instruction. 

Pennsylvania‟s commission released its findings in July 2006, and provided a 

variety of recommendations to improve professional development and teacher induction, 

respond to the shortage of high quality teachers, increase the economic competitiveness 

of teacher education, and improve data for state policy purposes.  Several of these 

recommendations, if implemented, would directly impact the role of school building 

leaders, especially principals. 

Since the early half of the 20
th
 century, principals‟ duties have shifted 

dramatically.  Whereas the role of the principal was once just managerial in nature, this 

has changed in the last several decades to include tasks pertaining to instructional 

leadership and teacher collaboration.  According to Protheroe (2006), the principal, in 

most cases, is the direct supervisor of newly hired faculty and thus plays a vital role in 

success or failure during their first year in the classroom.  As such, it is important that 

principals possess the instructional leadership skills necessary to encourage professional 

growth of teachers and academic achievement of students. 

In this literature review, research associated with school principals‟ 

accountabilities will be highlighted, as well as research involving the degree to which 

principals impact staff.  Principal preparation and professional development courses will 

also be discussed.  As instructional and building leaders, principals are intimately 
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involved with the selection and hiring process of teachers and also serve as supervisors, 

evaluators, and mentors.  Since principals play such a vital role in shaping the course of 

instruction, it is logical that their perceptions of teacher preparedness should be 

considered. 

 

Role of Building Principal in Hiring Teachers 

One responsibility which is included in this administrative role is the principal‟s 

responsibility to hire well-qualified teachers who will increase student achievement and 

make a positive contribution to the school‟s culture.  As such, principals are typically an 

important part of the hiring process, regardless of whether the school system is public or 

private. 

In 2001, The National Association of Elementary School Principals (NAESP), a 

professional organization serving elementary and middle school principals, published a 

guide for school leaders entitled Standards for What Principals Should Know and Be 

Able To Do (See Appendix F).  In this guide, the authors discuss a variety of skills 

required by today‟s principals including the ability to use data to make informed 

decisions, to engage the school‟s community and focus on providing high-quality 

instruction in the classroom.  A tenet of the latter discussion specifically states that 

principals who provide high-quality leadership “hire and retain high-quality teachers and 

hold them responsible for student learning” (National Association of Elementary School 

Principals, 2001).  The authors state that principals must harness all of their powers of 

influence to ensure that students have teachers who are not only properly certified but 

also have the ability and desire to help students learn.  At the end of the section, the 
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authors pose a series of reflective questions designed to help school leaders determine 

how they can improve their current practices.  In the segment regarding hiring practices, 

the authors ask the readers to reflect on their current hiring practices and envision new 

ways for attracting and hiring effective faculty members.  Readers are then asked to rate 

their answer on a scale of one to four, with four being the best outcome. 

It is evident in this work that elementary and middle school principals assume that 

hiring is a common responsibility of school principals, and is extremely important to the 

overall academic and instructional success of a school.  Given that principals are the 

instructional leaders of their buildings, their strong influence in hiring and the hiring 

process is a given. 

In their study of the changing role of the secondary principal, researchers 

Goodwin, Cunningham, and Childress (2003) analyzed four themes of building 

leadership and the conflict in which principals experience on a daily basis.  All of the 

themes, along with their 45 role descriptors which emerged from the study, reinforce the 

forgone conclusion that the role of the school principal has increased in complexity and 

that principals are constantly shifting gears between the activities of managers and 

leaders. 

The authors conclude their results citing other pieces of scholarship that indicate 

that “principalship is the key position in an effective school” (Goodwin, Cunningham, & 

Childress 2003). One of the four themes examined was that of autonomy conflict, in 

which principals, and other school leaders, expressed frustration at the tasks associated 

with their responsibilities and the level of bureaucracy, such as paperwork and safeguards 
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from litigation, which were necessary.  Specifically, participants identified the conflict 

between necessary items associated with mandates and the desire to be autonomous. 

According to the results, “principals emphasized the need for increased 

responsibility and autonomy in resource management, including hiring teachers” 

(Goodwin, et al., 2003).  Participants identified a frustration with lack of autonomy in 

several key areas but nevertheless saw the need to be more collaborative within school 

and community circles of influence.  Although the principal‟s power was at one time 

without restraint, this is no longer the reality of today‟s principals, who are seen as the 

instructional leaders of their buildings and directly responsible for academic achievement 

of students. 

In addition to autonomy conflict, Goodwin and his colleagues also identified other 

themes such as role conflict, accountability conflict, and responsibility conflict.  

Regardless of these areas of disruption, participants overwhelmingly reported that the key 

to school success was inherent in the role of the principal (Goodwin, et al., 2003). 

The theme of autonomy was also apparent by DeArmond, Gross, and Goldhaber 

(2010) in Educational Administration Quarterly regarding the process of teacher selection 

in a large Midwestern school district.  Principals and teachers from 10 elementary schools 

were interviewed regarding their individual school‟s process for recruiting and hiring 

teachers.  Since the districts were relatively decentralized, school administrators adopted 

a variety of techniques for attracting and retaining high-quality classroom teachers. 

The authors began the study by establishing the importance of hiring effective 

teachers and highlighting the substantial academic gains or losses that can occur as a 

result of an individual instructor (DeArmond, Gross, & Goldhaber, 2010).  As a result of 
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6. How do these characteristics differ for new and experienced teachers? 
 
 
 

 

7. When hiring teachers, all other factors being equal, do you give preference to: 

 
 Yes No 

Candidates who have substituted in your schools   

Graduates from Pennsylvania colleges   

Bilingual candidates   

Experienced teachers (5 or more years teaching)   

Candidates who currently live in the community   

Alternatively certified teachers   

Candidates who are racially similar to the student population   

Traditionally certified teachers   

Candidates with experience in other fields   

Candidates who have experience working with a similar student population   

Candidates who graduated in the top 25% of their class   

Candidates who grew up in the community   
 

 
 
8. Additional comments on school district hiring practices (optional).  
 
 
 

 
 

Teacher Recruitment 
 

9. In preparing for school this fall, did you experience difficulty in filling teacher 
positions? 

0 Yes, not enough applicants 

0 Yes, not enough quality applicants 
0 No 

 
10. What do you think are the causes of your staffing problems? 

 
 
 

 
11. How does teacher recruitment today compare to the situation 5 years ago? 

0 Teacher recruitment is MORE challenging than it was 5 years ago 

0 Teacher recruitment is LESS challenging than it was 5 years ago 

0 Teacher recruitment is about the SAME as it was 5 years ago 
0 I do not know
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12. What specific areas were challenging to recruit teachers? (Choose all that apply) 

0 Pre-Kindergarten 
0 Elementary School 

0 Middle School 

0 High School 

0 Math 

0 Science 

0 English 

0 Social Studies/History 

0 Art/Music/Physical Education/Health 

0 Special Education 

0 Foreign Language 
0 Other (please specify) 

 
13. Do you anticipate significant changes in your staffing/recruitment needs in the next 
few years? 

0 Yes 
0 No 

 
Teacher Recruitment 

 
14. Please explain your anticipated change in staffing needs: 

 

 
 
 

 
15. Additional comments on teacher recruitment (optional). 

 
 
 
 

Teacher Preparation 
 

16. How would you rank recent graduates of teacher preparation programs applying for 
teaching positions in your district? 

 

 
 

 Excellent Good Adequate Poor Don't Know 

2005 - 2006 School Year      

2001 - 2002 School Year      
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17. How well prepared to do each of the following would you say graduates from the 
Pennsylvania schools of education are when they begin their first jobs as teachers? 

 
 Very 

Well 
Prepared 

Somewhat 

Prepared 

Not Very 

Well Prepared 

Not At All 

Prepared 

Delivering appropriate content 

knowledge 

    

Integrating technology into 

instruction 

    

Helping students master state 

content standards 

    

Developing and implementing 

lesson plans 
    

Asking questions to encourage 

critical thinking 

    

Helping students perform well 

on standardized tests 
    

Teaching decision-making skills     

Providing appropriate instruction 

for students with differing 
abilities including gifted 

students, average students, and 

slower learners 

    

Using the results from tests and 
other student assessments to 

figure out how to address student 

needs. 

    

Encouraging students to work 
together to solve problems 

    

Managing classrooms and 
dealing with discipline 

    

 

 

18. Would new teacher candidates be better prepared if their teacher education 
faculty had more current exposure to K-12 schools? 

0 Yes 

0 No 
0 Comments: 
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19. Would your district be willing to provide opportunities for teacher education faculty 
to teach or observe in your classrooms? 

0 Yes 

0 No 
0 Comments:  
 

20. Additional comments on teacher preparation (optional). 
 
 
 
 

Induction Programs 
 

21. For what length of time do new teachers participate in an induction program? 
 

0 One Year 
0 Two Years 

0 Three Years 
0 Other (please specify) 

 
22. Which teachers participate in an induction program? (Choose all that apply) 

 
0 All first year teachers 
0 All teachers new to the school regardless of experience 
0 Teachers who request participation 

 
23. Please describe the induction program at your school district. 
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24. Please rank the priorities of your induction program (#1 highest priority - #8 lowest 
priority) 

 
 # 

1 

#2 #3 #4 #5 #6 #7 #8 

Developing and implementing lesson plans         

Delivering the appropriate content knowledge         

Helping students perform well on standardized tests         

Providing appropriate instruction for students with 

differing abilities including gifted students, average 

students, and slower learners 

        

Using the results from tests and other student 
assessments to figure out how to address students' 
needs 

        

Integrating technology into instruction         

Managing classrooms and dealing with discipline         

Helping students master state content standards         
 
 

25. Do first year teachers have a lighter teaching load than experienced teachers? 

 
0 Yes 
0 No 
0 Comments: 

 
26. What teachers are assigned mentors? (Choose all that apply) 

 
0 No formal mentoring 
0 All first year teachers 

0 All teachers new to the school regardless of experience 
0 Teachers who request mentors 

 
27. Do mentors receive training? 

 
0 Yes 
0 No 
0 If yes, describe training: 

 
28. Do mentors receive additional compensation? 

 
0 Yes 
0 No 

0 If yes, how much?   
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29. How are mentors and mentees assigned? 
 

 
 
 
 

30. How often do mentors and mentees meet for collaboration and advisement? 
 

0 Daily 
0 Weekly 

0 Bi-Monthly 

0 Monthly 

0 Quarterly 

0 Yearly 
0 Other (please specify) 

 
31. Do mentees have release time to observe their mentor teacher? 

 
0 Yes 
0 No 
0 Comments: 

 

32. Do mentors have release time to observe their mentee? 

 
0 Yes 
0 No 
0 Comments: 

 

33. Do mentors formally evaluate mentee performance? 
0 Yes 

0 No 
0 Comments: 

 
34. Additional comments on teacher induction/mentoring (optional). 
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Professional Development 
 

35. Please rank the priorities of your Act 48 professional development activities (#1 
highest priority - #8 lowest priority) 

 
 #1 #2 #3 #4 #5 #6 #7 #8 

Developing and implementing lesson plans         

Delivering the appropriate content knowledge         

Helping students perform well on standardized 
tests 

        

Providing appropriate instruction for students with 

differing abilities including gifted students, average 
students, and slower learners 

        

Using the results from tests and other student 

assessments to figure out how to address students' 

needs 

        

Integrating technology into instruction         

Managing classrooms and dealing with discipline         

Helping students master state content standards         
 

36. How is professional development primarily evaluated? 

 
0 Student achievement 
0 Informal teacher feedback 

0 Formal teacher feedback 

0 Informal principal feedback 

0 Formal principal feedback 
0 Other (please specify) 

 

37. During the last school year, about how much money did your district spend on 

professional development? 
 
 
 

 
38. What percentage of your school district budget is spent on professional development? 
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39. How could Act 48 activity be made more effective in improving student 
achievement? 

 
 
 

 
40. Additional comments on professional development (optional). 

 
 
 
 
 

Partnerships 
 

41. Please explain any partnerships your district has with one or more teacher education 
institutions (beyond providing field placement and student teaching opportunities). 

 
 
 

 
42. Additional comments on partnerships (optional). 

 
 
 
 

State Policy 
 

43. How can state policy increase the quality of K-12 teachers? 
 

 
 
 
 

44. Additional comments on state education policy (optional). 
 
 
 
 

Final Comments 
 

45. Thank you very much for completing this survey. Your responses are important to the 
work of the Governor's Commission on Training America's Teachers. 
If you have any final comments, please write them below 
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APPENDIX I 

 
 
 

Governor’s Commission on Training America’s Teachers: Response 

From Pennsylvania’s Elementary Principals 

Survey
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APPENDIX I 

 
Governor’s Commission on Training America’s Teachers: Response 

From Pennsylvania’s Elementary Principals 

Survey 
 

1. Are you a principal in a Pennsylvania public elementary school? 
 

□  yes 

□  no 
 

2. How long have you served as principal in your current position? 

 

□  Less than 1 year 

□  1 to 5 years 

□  6-10 years 

□  Over 10 years 
 

3. How many students does your school serve? 

 

□  100 - 200 

□  201 – 300 

□  301 - 400 

□  401 - 500 

□  501 – Greater than 600 

 

4. How would you describe the community in which your school 
district is located? 

 

□  Urban 
□  Suburban 

□  Rural 

 

5. What percentage of the students in your school receive free or 
reduced lunch? 

 

□  0%- 20% 
□  21%- 40% 

□  41%-60% 

□  61% - 80% 

□  81% - 100% 
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6. As a building principal how would you describe your role in the 
hiring of teachers? 

 

□  Very much involved 
□  Somewhat involved 

□  Rarely involved 

□  Never involved 

 

7. What are the most important characteristics your district personnel 
look for when hiring? 

 
 
 

 
8. How do these characteristics differ for new and experienced teachers? 

 
 
 

 
9. When hiring teachers, all other factors being equal, do you give preference 
to 

 
 yes No 

Candidates who have substituted in your schools   
Graduates from Pennsylvania colleges   
Bilingual candidates   
Experienced teachers (5 or more years teaching)   
Candidates who currently live in the community   
Alternatively certified teachers   
Candidates who are racially similar to the student population   
Candidates who graduated in the top 25% of their class   
Candidates who grew up in the community   

 

 
10. How would you rank recent graduates of teacher preparation 
programs applying for teaching positions in your school? 

 

  
Excellent 

 
Good 

 
Adequate 

 
Poor 

 
Don't Know 

2005-2006 School Year      
2001-2002-School Year      
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11. How well prepared to do each of the following would you say graduates 
from the Pennsylvania schools of education are when they begin 
their first jobs as teachers? 

 

 
 

 Very Well 
Prepared 

Somewhat 
Prepared 

Not Very Well 
Prepared 

Not At All 
Prepared 

Delivering appropriate content 
knowledge 

    

Integrating technology into 
instruction 

    
Helping students master state 
content 
standards 

    

Developing and implementing 
lesson 
plans 

    

Asking questions to encourage 
critical 
thinking 

    

Helping students perform well on 
standardized tests 

    

Teaching decision-making skills     
Providing appropriate 
instruction for students with 
differing abilities 
including gifted students, 
average students, and slower 
learners 

    

Using the results from tests and 
other 
student 

assessments to figure out 
how to address student 
needs 

    

Encouraging students to 
work together to solve 
problems 

    

Managing classrooms and 
dealing with discipline 

    

 
 

12. Please explain any partnerships your school has with one or 
more teacher education institutions (beyond providing field 
placement and student teaching opportunities) 
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13. Is the school where you are the principal a professional development 
school (PDS)? 

□  yes 

□  no 
 
14. Thank you very much for completing this survey. Your responses are very 

important. If you have any final comments, please feel free to add 
them below. 
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APPENDIX J 
 
 
 

Governor’s Commission on Training America’s Teachers: Response 

From Pennsylvania’s Secondary Principals 

Survey 
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APPENDIX J 
 
 

Governor’s Commission on Training America’s Teachers: Response 

From Pennsylvania’s Secondary Principals 

Survey 
 

1. Are you a principal in a Pennsylvania public secondary school? 

 

□  yes 

□  no 
 

2. How long have you served as principal in your current position? 

 

□  Less than 1 year 

□  1 to 5 years 

□  6-10 years 

□  Over 10 years 

 
3. How many students does your school serve? 

 

□  100 - 200 

□  201 – 300 

□  301 - 400 

□  401 - 500 

□  501 – Greater than 600 

 
4. How would you describe the community in which your school 
district is located? 

 

□  Urban 
□  Suburban 

□  Rural 

 
5. What percentage of the students in your school receive free or 
reduced lunch? 

 

□  0%- 20% 
□  21%- 40% 

□  41%-60% 

□  61% - 80% 

□  81% - 100% 
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6. As a building principal how would you describe your role in the 
hiring of teachers? 

 

□  Very much involved 
□  Somewhat involved 

□  Rarely involved 

□  Never involved 

 

7. What are the most important characteristics your district personnel 
look for when hiring? 

 
 
 
 
 

8. How do these characteristics differ for new and experienced teachers? 
 
 
 
 

9. When hiring teachers, all other factors being equal, do you give preference 
to 

 
 yes No 

Candidates who have substituted in your schools   
Graduates from Pennsylvania colleges   
Bilingual candidates   
Experienced teachers (5 or more years teaching)   
Candidates who currently live in the community   
Alternatively certified teachers   
Candidates who are racially similar to the student population   
Candidates who graduated in the top 25% of their class   
Candidates who grew up in the community   

 

 
10. How would you rank recent graduates of teacher preparation 
programs applying for teaching positions in your school? 

 

  
Excellent 

 
Good 

 
Adequate 

 
Poor 

 
Don't Know 

2011-2012 School Year      
2005-2006 School Year      
2001-2002-School Year      
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manner as possible. Data is collected and 
stored, but only made available to the account 
holder. All information collected is kept 
confidential and secure, and is not shared with 
any third-parties. Survey Monkey has met the 
Safe Harbor requirements Original Certification: 
11/29/2004  
Next Certification: 11/29/2012 
SurveyMonkey.com has been placed on the 
Safe Harbor list of companies accordingly. This 
list can be found at: 
http://safeharbor.export.gov/list.aspx 

 

VOLUNTARY CONSENT:  I have read the above statements and 
understand what is being requested of me. I 
also understand that my participation is 
voluntary and that I am free to withdraw my 
consent at any time, for any reason. 
On these terms, I certify that I am willing to 
participate in this research project. 
I understand that should I have any further 
questions about my participation in this study, I 
may call Denise A. Morelli (412-215-6605), the 
Principal Investigator, Dr. Joseph Kush (412-
396-1151), the Advisor and Chair of the 
Duquesne University Institutional Review Board 
(412-396-6326). 
If you agree to participate in this study please 
click on the link below to take you to the 
survey. 
 
Place survey link here 
 

Denise A. Morelli  
Electronic signature 
Researcher's Signature Date 
 

 
 


