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ABSTRACT

Title: Recruitment for a B.Ed. Degree Course 1976-1985,
at a College of Higher Education.

This inquiry monitors ten years of recruitment to the
B.Ed. course at a college of education.

Initial concern was to establish the existence of
suspected compromise of recruiting criteria, and, 1if
any, 1ts extent, nature and whether it could be
justified in terms of a student’s subsequent college
history.

X-College allowed observation on students records,
facilitating the following:-

a) PILOT STUDY: 20 students, 2 from each year of entry.

b) SELECTED SAMPLE: 100 students, 10 from each year of
entry

c) CASE STUDIES: 8.

Procedures in use by the college suggested approaches
under which student histories could be observed and
points given in accordance with prepared schedules 1i.e.

Recruitment History : academic record, application
statement, reference, interview.
College History : mark range, academic record, school

experience record, degree awarded.

The criteria for justified or compromised recruitment
lies in the final score for college history, of which
points given for the award of B.Ed. were a part.

The pilot study indicated that compromise did exist;
results from the observations of the sample of one
hundred confirmed this in at least a quarter of the
recruits. Areas of most concern in the compromise were
academic history prior to application, skills in
language, and sufficient motivation towards teaching to
generate commitment to both study and professional
aspects of the course.

The concluding discussion suggests ways in which
colleges could revise their ideas about recruitment.
Among them are the following: -

1. Reccognise and exploit :-

a) Individuality and the subjective nature of much of
the content of the application,

and

b) Connoisseurship of recruiters in its consideration.

2. Give full significance to warning signs, however
slight, when recognised in applications. Ignoring them
leads to compromise of entry criteria; this is not in
the interest of anyone involved, 1least of all the
applicant. '
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INTRODUCTTION

This investigation began in interest and frustration.
The interest existed in the daily task of recruiting
for a B.Ed. course at X-College, and the belief that
close observation of the procedure could be of value.
It seemed increasingly obvious that the procedure
operated at two levels, one overt and the other covert.
The frustration was that of having no opportunity to
pause and observe. Change of circumstance combined
with college permission provided that opportunity. 1In
addition the knowledge that college records were a
source of relevant and possibly revealing information
seemed a challenge worth accepting.

The original proposal asked four questions:-
1. What criteria did the «college use to select

students for the B.Ed. course?

\

Each application was considered from four view
points; academic record, applicant’s statement,
reference, and interview. These appeared to
condition the criteria in use and for the study
suggested an initial classification of data about
recruitment.

2. Were there invisible criteria in use, other than
those published?

In the section about the B.Ed. course, the
prospectus (1987) of X-College publishes a paragraph
under the heading ’‘Am I eligible for admission to
the course?’. What follows 1is concerned with

academic qualification.

Under ’‘Interview’, it suggests that the college will
be looking for evidence that applicants have
’thought about their choice of course’ and



understand the ‘implication of the outline given in
the prospectus and their own suitability’. Such
expressions are wide ranging and non-commital; they
can be used to encompass a variety of invisible
criteria, thought suitable by those operating the
recruitment procedures. Whether they are helpful to
applicants is another issue. It seemed that what
they seek to cover is a vast range of variables in
complex relationships.

Was compromise made in recruitment?

The practice seemed to suggest that expressed
standards were compromised in the recruitment of a
number of students. This was particularly so when
there was pressure to fill vacancies at times of
general 1low recruitment and in consistently low
recruiting subjects. Additionally some students’
college histories prompted queries about their entry
and comments 1like, 'We should not have taken
him/her’.

When, if it existed, was the compromise justified in
the light of the student’s college history?

Recruiters appeared to face a dilemma in a national
system which 1is not open. (Compare USA). On the one
hand recruits with minimal academic and personal
qualifications may be seen to have compromised
standards. On the other hand they may also be seen
as students to whom a ’‘chance has been given’.

Of these the really successful students may be seen
to demonstrate the worthwhileness of the opportunity
offered. Those who complete the course but qualify
at minimum pass level could not necessarily be seen
as successful; true Jjudgement could only be made
about them with further information about their

subsequent career. Students who failed, by whatever



cause, may also be seen as the failures of the

recruiters.

The Literature which referred to the recruitment of

students for teacher training indicated two supporting
contexts.

i. Earlier 1literature mainly concerned with the

selection of students and associated research. A
particular interest was the search for correlation
between student attributes and their course
performance, in the hope that findings could be
applied to selection. In these studies the
quantitative approach was favoured.

ii. More recent literature (i.e. since c. 1960), which

was more general in content, and therefore set in a
general context. In the light of these the review

of literature is written in two sections.

PART I, is introductory and draws upon the following

interest areas:-

i. Selection for the ’‘good’ student and/or ‘good

teacher’, and associated search for predictors.

ii. Contributions from USA.

iii. Widening issues.

PART II, discusses the following in more detail,
with a view to providing a climate of thought for
this study of recruitment at X-College 1976-1985.

i. International and national scene.

ii. 1Initial teacher education in general.
iii. Colleges of Education.

iv. B.Ed. degree.



V. Adnmission and recruitment.
vi. Selection.

vii. Recruits and students.

The Approach is argued on the basis of:

i. The influence of past research and practice.
ii. The discussion in relevant literature.
iii. The available data.

iv. The practical procedures in use 1976-1985.

These lead to the belief that the study should be seen
as a monitoring exercise of the ten specified years of
recruitment at one college. They also suggest that the
methods most likely to lead to an outcome from which

conclusions could be drawn, were as follows:-

i. The analysis of a sample (say 100) of students.
This would involve the use of a scoring
schedule and provide data about the students
recruitment and college histories.

ii. Comparison of these histories.

iii. Use of case studies.

A pilot study with 20 students tried out this approach.

The results were encouraging and suggested that the
proposed method could be successfully applied to a
selected group of one hundred students. Some adjustment
was made to the scoring schedule but the general method
remained essentially the same.

For the selected sample of one hundred students, as with

the pilot study, scores were awarded for observations

made on the following aspects of the two histories:-



i. Recruitment History ii. College History

Qualifications Mark range
Application statement Academic record
Reference : School Experience record
Interview Degree

(TOTAL) (TOTAL)

Penalties were awarded for negative comment and poor

performance.

From these observations it was possible to prepare
profiles and make comparisons between the two histories
of each student, and also where appropriate between

those of individuals.

Eight case studies were chosen from the selected one

hundred for detailed observation. These are known as
Case Study Sample No :(-).



CHAPTER I : REVIEW OF LITERATURE PART I

1. Selection for the ’‘good teacher’

Few, if any of the applicants for entry to the first
church training colleges, had more than ‘humble
acquirements’, Rose (1981) (1), to offer. The
mid-nineteenth century religious outlook meant that,
they were more likely to be recruited if they could
demonstrate humble attitudes. Some ninety years later
and only sixty after the introduction of wuniversal
education in this country, Ccattell (1931) (2), conducted
a survey of professional opinion on the qualities of a
good teacher. After that relatively short period of
time he was able to approach a range of interested
participants in education, e.g. Directors of education,
inspectors, head teachers, assistant teachers, students
in training and secondary school pupils. He assumed
that the qualities expressed were those most important
in the mind of the respondee, and arranged twenty two
qualities in four groups.

i. Natural gifts.

ii. Character and temperament.

iii. General direction of sentiments.

iv. Matters of education and acquired skill.

(See Appendix Il.)
The first twelve qualities in order of importance, were

as follows:=~

i. Personality & will. vii. General culture.
ii. Intelligence. viii. Kindness.
iii. Sympathy & tact. ix. Enthusiasm (for job).
iv. Open mindedness. X.- Knowledge of
v. Sense of humour. psychology &
vi. Idealism. pedology.
: xi. Classroom technique.
xii. Perseverance
(industry) .



Cattell used his work to suggest a rating scale on which
to judge teaching ability in those about to leave
college. For reporting on college applicants, who had
been practising in schools as pupil teachers, there was
an abbreviated form of the scale, in which the mnost
important qualities cited, predominate.

Suggested rating scale for use by Head Teachers and

others to judge teaching ability in college applicants.
(Cattell).

points

out of
Intelligence 10
Personality & will 10
Sympathy & tact 10
Open mindedness 10
Sense of humour 10
Idealism ‘ 10
Kindness 5
Enthusiasm 5
Perseverance 5
Self control 5

Cattell’s work appeared to polarize interest in a search
for the ’‘good teacher’. Some of this interest focused
on the applicants for teacher training and the
identification of those 1likely to become good teachers.
Lawton (1939) (3), thought that the passing of the pupil
teacher system had made a problem for selectors. He
considered the pre-college teaching mark was likely to
be the best criterion ‘for judging future teaching
potential”’. His enquiry about ‘Factors useful 1in
Choosing Candidates for the Teaching Profession’ was
based on the observation of student histories which

included admission by a system fundamentally similar in



use at X-College 1976-85. He suggested the use of a
more complex procedure which he thought could ‘afford a
fairly reliable means of predicting ultimate success or
failure’. However he admitted that the difficulties of

doing so were unsurmountable.

Burroughs (1951) (10), reported on ‘Selection of
Students for Training as Teachers’. His purpose was to
elicit the forces at work in the selection process. His
work is frequently referred to in subsequent literature.
It is the first study that tries to get to grips with
the selection process itself and stands out in the
earlier literature (1931-’53), where the concern is
primarily the relationship between selection and
teaching ability. Burrough’s study is wide ranging, in
that it attempts a comprehensive cover of its subject
and thus Dbecomes elaborate. Perhaps its major
contribution was to alert practitioners to the
underlying complexities of the recruitment procedure and
go some way towards their explanation. Further
reference to Burroughs is made below.

Following Burroughs were Lovell (1951) (11), Phillips
(195%53) (15), Allen (1956) (17), and Walters (1957) (21).
Lovell was interested 1in ©personality traits and
concludes ’‘that an individual’s natural affinity for and
performance in any occupation (teaching or otherwise) is
ultimately determined by the personality pattern’.
Phillips and Allen both concentrated on selection
procedures with a view to suggesting different ways,
which might be better at predicting the more successful
student. In the long term, they and Lovell were working
towards their idea of a ’‘good teacher’. Phillip’s
observations were based on procedure then in use for
recruitment. Allen compared the use of dgroup and
individual methods set up in experimental form. He
recommended a revised procedure which included 1long
interviews, mock staff meetings, intelligence test and
vocabulary test; he did not consider this to be unduly
long. |
..10-..



The Report of the Conference of the World Organisation
for Early Childhood Education (1955) (16), (i.e. under 8
years) made an interesting contribution to the
literature largely because the discussion came from the
practitioners of the time. Members of the conference
referred to the work of researchers like Phillips,
Evans, Lovell and Burroughs. Having reviewed some
relevant literature member Dale said that none of it
enabled him to propose any major change in recruitment
procedure, though he did make some suggestions i.e.:

i. Scholarship should be a King pin without a rigid
minimum 1line, [though he did still think that the
standard for teachers of young children need not be as
high as for those of secondary children].

ii. Data from school could profitably include class
placings (Sixth form) and ratings for persistence and
suitability for teaching.

i

iii.Two independent interviewers.

iv. Use of a battery of tests (college based).

He also advocated that colleges should follow up their
procedures and in particular the use of case study.

Some members of the conference described attempts to use
innovations suggested by researchers. Fletcher (then,
Principal of Furzedown College) said that the
traditional interview had been found unsatisfactory. A
group discussion followed by a personal interview, had
in his experience shown the candidate to be freer in
manner; interviewers were able to spend more time with
doubtful applicants. Even then a ’'hunch’ was considered
more reliable than dependency on arranged procedures.
Jordan (then Principal of Dudley Training College)
explained the problem of selecting for the ‘remaining
places’, from a large body of average applicants. He
..11..



isolated the practical issues and also the college
concerns i.e. suitability for teaching and suitability
for study and 1life at the college itself. In
consultation with Dr Burroughs they introduced a battery
of tests which could be fitted into one day; as well as
formal tests of intelligence, general information and
sensitivity, they also included a statement of
interests, group discussion and two interviews. Jordan
considered all these to be an aid to the ultimate
responsibility and obligation of decision; they were of
special help in those cases needing careful scrutiny,
after the identification of candidates for definite

acceptance or rejection.

Warburton (1963) (27), Tarpey (1965) (31), Halliwell
(1965) (32), Cortis (1966) (34) and Evans (1967) (35)
are some of the names associated with relevant work in
the 1960’s. Warburton took up the prediction of success
with a group of post graduate students in training for
teaching. Like others befére him he suggested a series
of tests (six) for use in selection. Tarpey'’s concern
was the personality factors used in selection, but she
threw doubt on the use of the final teaching mark as the
criterion of student success. She described it as an
unreliable ’‘statistical measure’. Halliwell limited his
study to one college and investigated the wvalidity of
methods of selection, using as criteria of success:-

i. final teaching mark,

ii. coursework,

iii.final examination marks.

He comments on the general lack of agreement and even
contradictions in investigations to date, about
selection linked with future success. He says, only if
variables concerned with good teaching be determined and
be shown to have predictive value, might they have
implication for selection. Accepting this he proceeded
with his enquiry, which used two groups of existing
students. He found the additional measures (i.e. to

- 12 -



college procedure), that he had administered had little
to offer over and above the college interview rating,
especially when administrative feasibility was
considered. He did, however, suggest the use of rating
scales by all judges, though he admitted this was no

guarantee of uniform interpretation.

Cortis (1966) (34) was interested in the prediction of
performance in colleges of education in the hope he
could assess 1its relative importance in selection
procedures, actual or proposed. His population was
drawn from three colleges and consisted of students from
their final year. Though he believed he showed some
predictive relationships, they were not convincing
enough for a universal model.

Personal qualities of teacher trainees caught the
attention of Evans (1967) (35). She suggested that
selection should be for the qualities which are stable
at the time of recruitment and hence unlikely to be
trained. Other trainable qualities are less important
at the outset. In outline, and needing further
investigation her suggestions were as follows:-

i. Attitudes to people/children are fairly easy to
change; interest in children 1is not of paramount
importance. [This is in direct opposition to the
commonly  held belief that teacher training
applicants should ’‘like children’.]

ii. Theoretical, aesthetic, political, religious
attitudes seem 1little affected by experiences of
training. If these or a combination of them are
required, care should be taken to select for them.

Fontana (1970) (37) inquired into the relationships

between some aspects of college work and personalities

with good grades for teaching. He did not regard

- 13 -



selection as a live research issue, since no ’‘real’
selection was taking place at entry, he claimed. Such a
comment must be seen in the context of the date, 1970,
being at the end of the 1960s years of expansion.
However, as this study will show, the view does have a

more general relevance.

- 14 -



2. USA : The Transatlantic Contribution

In spite of their more open system of higher education,
American educationalists were also looking for ways of
predicting the ’good teacher’. They made their
contribution to the discussion and from time to time
took the lead. In 1940 Von Haden drew up a list of
attributes for rating a good teacher, on which Phillips
drew in 1953 (Appendix I.3.) In 1947 Eysenck (8)
reported on the use of psychological testing; his main
concern was university entrance, but he does include
comment about teacher trainees in the United Xingdom.
He thought personality tests relatively useless, but he
acknowledged moderate accuracy in the prediction of
examination success, and low correlations for those of
teaching ability. He considered the fault probably lay
in unreliable criteria. ‘Common sense’, he says,
’suggests that in teaching, personality traits may be of
more importance than particularly high intelligence, and
findings so far have not shown common sense to be

mistaken.’

Eliassen and Martin (1948) (9) wrote at a time of
teacher shortage, and therefore need for vigorous
recruitment. They sought the views of many and noted
growing recognition that there was no one clear pattern
for the successful teacher. Even so, the Minnesota
Teaching Aptitude Inventory was used in the selection,
counselling and placement of student teachers. (NB USA
system). Gray 1957 (18) reported on a study which set
out to judge the overall effectiveness of the inventory,
but also to relate the information to admission data and
teaching experience. No predictive correlation was
achieved. Conclusions included the recommendation that
both objective and subjective methods should be used in

selection.

- 15 -



Peck 1970 (22) reported on the study of personality
patterns in prospective teachers, carried out in the
hope of improving selection measures. Three judges were
employed to analyse instruments administered to sixty
nine women students at differing stages of training.
Correlations were attempted between judgements of
teaching potential and personality traits. Results were
both revealing and disturbing; the team identified:-

12: (i.e. 17%) should not have been encouraged to enter
teaching; likely to disturb children and actively
interfere with learning.

12: not particularly suitable; likely to become ’‘a drag
on school’.

14: not particularly suitable.

Gray observed that the less able and average teacher is
more likely to stay in the profession.

This is an interesting if condemnatory study; 69 is a
small number on which to make such devastating comment,
and it would be difficult to establish that the evidence
is truly scientific. However, it contains ’an
indictment of the depersonalised ignorance about
individuals .... permitted, or even encouraged to go
through the whole program of teacher education ... Even
crude screening can pick out the obvious misfits’ He

favours the pursuit of this study area at case level.

We are indebted to Conant 1963 (29) who spelled out the
intellectual equipment he believed necessary in a
recruit to teaching, that would be prerequisite to the
~development of teaching skill (See Appendix 1I.12.).
This is interesting for two reasons. Firstly it is an
advance on the tendency to regard intelligence and
examination performance jointly and at times

synonymously.

- 16 =



Secondly it moves nearer the idea that professional
skills of teachers are based on attributes of both
intellect and personality. To that time, and not
altogether without influence, studies had perpetuated
the dichotomy that student success in academic work was
determined by intelligence and/or examination success,
while success in teaching was determined by personality

traits.

Representative of widening issues are Pavalko (1970)
(36), Dressel (1978) (46) and Lowery (1982) (51).
Pavalko reported on an inquiry based on sociological
traditions in professional choice. Dressel considered
recruitment in an evaluative and institutional
perspective. He recognised that at times and in places,
the needs of institutions take precedence over those of
the student. He draws attention to the cost of
recruitment, not only of the operation itself, but also
of consequent drop out.  [More relevant in the USA
System. ] 'Effective recruiting must bring students who
would not otherwise enroll, but they must be students
who remain at the college’. He points out that in the
first place the college has been rejected by many
potential applicants, before ever the first enquiry or
contact has been made.

Lowery points out that in this country (U.X.),
application for initial teacher education means that the
student has already narrowed the choices open. Even so
he advises against recruitment to a course where the
student faces too great a challenge. Information from
the school is crucial. Personality of the college must
be regarded. Applicants can be ‘anxious, threatened,
confused’ by the options open. ’The seventeen year old
has to learn his way through this step in his life and
see himself beneath himself’. This Lowery considers is

what recruitment means for the applicant; colleges hold
the reciprocative function and responsibility in their
own role.

.—17.—



3. Higher Education : Widening issues in the general

context for initial teacher education

The fact that initial teacher education had become part
of our system of higher education, was brought to the
fore by the publication of the Robbins Report (1963) and
the James Report (1972). The general debate opened up
by these reports raised a number of issues of which
teacher education was one of the foremost. Some
contributions to the discussion provide supporting
context to this study, but they need to be seen in
relation to the events of the time. The 1960’s
expansion tended to be associated with accusations of
lowered standards in selection, studentship and
professional performance. The 1970’s retraction and
reorganisation was associated with <claims of poor
prospects and lowered morale. In the field of research
Markland (1976) (24) viewed 1960 as the year which saw
the end of the search for teacher characteristics and a
shift to interest in teachér behaviour. Inevitably the
applicant received 1less attention. Studentship in

general was a greater concern.

Furneaux (1961) (25) reported on a 1948-60 study about
university selection, which he considers aims at picking
out the unsuited (i.e. negative selection). He noted
variations in the results of enquiries into the value of
interviews and commented that the only fair way, would
be a number of interviews over a period of years; this
he admits would not be feasible. School reports
correlated with achievement in courses, gave a moderate
success. He concludes that school leaving examinations
are the best indicators of academic success, but they
should not be regarded as the means of picking out ‘the
very best and the very bad’. Even so they should be

given the greatest weight.



Another university based study was that by Himmelweit et
al (1963) (26), and is frequently mentioned. It was an
attempt in two parts to see a predictive 1link between
both the use of psychological tests and the efficiency
of the existing system, with academic success.
Conclusions included:-

i. Assessors rely on cues of doubtful predictive

value.

ii. Psychological tests (for recruitment purposes),
provide useful information and increase the
predictive value of selection.

iii.Objective information leads not only to improved
selection, but to better guidance for the student
during the course.

With increasing concern for efficiency, student wastage
became an issue of the 1976'5. Miller (1970) (38) cited
selection as one of the institutional variables which
affect attrition and wastage; it was the ’persistent
hope’ of selectors that research would lead to the
refining of their procedures. Selection and prediction,
he points out, are not synonymous; however perfect the
procedure some students would drop out or fail. He
asks ’‘What are we selecting for?’, and then points out
that if some recommendations of researchers are taken
too literally, the result could be ridiculous e.g. the
recruitment of all .... say ... neurotic or introverted
students.

In the absence of strong scientific evidence, we
continue to rely on examinations as the main criterion.
Even where testing is used it should not |Dbe
assumed that the truth is simple, since important
factors lie outside our forecasting devices. Hence, he
continues, selection itself is not a simple task and is
subject to error. We need to concentrate more on how we
treat those we select.
_19_



Malleson (1972) (39) 1is also critical of research on
selection. He says that, it is assumed that selection
can combat wastage; it is a view which harms no-one.
Students are yet unidentified and departments carry on
as usual. The fallacy of the assumption is that the
fault lies in the student and not the institutions.

Two linked N.F.E.R. project reports were published in
1972 (41) and 1973 (42). They were primarily interested
in university entrance and responded to the
recommendations of the Robbins Report. The first of
these studies was based on the use of a test derived
from the ’Scholarship Aptitude Test of the Examination
Board, U.S.A. for College Entrance’. The results
include those for college of education students and
identify their following characteristics:-

Among those proceeding from sixth form into some form of
higher or further education, college of education
students: - ‘
i. Perform less well than any other group.
ii. Have a school assessment lower (in terms of
university potential) than other groups.
iii.Have fewest ’A’ level passes ) of those continuing
iv. and lowest percentage of 8 or ) in full time
more ‘0O’ levels. ) education.
v. Have a mean pass grade at ‘A’ level comparable with
other destinations, university students excepted.

The second of these N.F.E.R. projects (42) worked on
students already in courses and was subtitled
’'Investigation into Supplementary Predictive Information
for University Admission’. It admitted that there was
no ’‘completely satisfactory measure of success ... those
used, being tutors assessments and degree results, are
both suspect on reliability’. Taken overall the use of
the tests of academic aptitude, in the first study was
discouraging, though might be more effective if applied

- 20 =-



narrowly (e.g. to specific courses). Considered a
’relevant key’ was the identification of students likely
to fail.

In 1976 Vernon (44) contributed to the discussion about
our basic judgements of others and in particular to how
we use them in selection interviews. Many of our
judgements, he says are based on cues or stimuli which
are inaccurate indicators of long term traits though
they are of distinct social wvalue. Short interviews
seldom progress further than an exchange of stereotypes.
Our own individual differences in schemata for viewing
people will vary considerably and thus from interviewer
to interviewer. Variations of condition (i.e. physical
situation, mood of interviewer) are often not taken into
consideration; in spite of these we are usually totally
convinced of our opinions and decisions about other
people. Written judgements (i.e. testimonials) have a
bad reputation among |, psychologists, but those
confidential and written to specification provide more
hints worth following up in an interview, than any set

of rating scores.

Wilson 1981 (50) draws attention to the outlook of
students entering higher education, and thus links with
Lowery in U.S.A. Wilson regards ’students entering
higher education ... 1like strangers; they have deeply
held constructs about what it means to learn, based on
their school experience and stereotypes of the student
role, on the basis of which they act’. It follows that
students in recruitment are projecting such concepts.
Wilson also comments about vocationally orientated
students [as B.Ed. students are], who are willing to
conform to a course in order to achieve ambition. This
can sometimes burn up drive and lead to an impoverished

career.

- 21 -



Concluding observations to Part I : Review of literature

1.

Selection, the ’good teacher’, and prediction of
success in study and teaching ability were areas of

major interest.

It was hoped to show that measurements of
intelligence, examination achievement, and
personality traits would <correlate with the
measurement of academic and/or teaching success in
college. If shown to exist, it was hoped they would
conform to a pattern.

Criteria of success based on tutors marks and

assessments came to be seen as unreliable.

Most studies undertaken were quantitative in
approach and not very successful 1in terms of the
positive correlations achieved. Their populations
were selected from students already in college; the
application stage received little attention.

Conclusions were often associated with
recommendations for additional but complementary
selection procedures. Many, particularly if several
were suggested, were not feasible from a practical
point of view. They appeared to concentrate on
what could be done on the ’interview’ day and thus
underestimate the value of the groundwork that could

be carried out from documentation.

More recent history of teacher education brought

concern for wider issues and shifts of emphasis.
Associated with reorganisation in the 1970’s was an
increasing interest in the standing of each
institution and the fate of the individual student
entrusted to its newly established academic and
administrative arrangements. Alongside this went an
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interest in case study as a method of enquiry about
institutions and individuals. The quantitative
search for predictors had lost impetus. Of greater
concern was the general climate surrounding teacher
education and the wunfamiliar demands being made by

newly established practice.
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CHAPTER II : REVIEW OF LITERATURE PART II

Climate of thought for the study of recruitment at
X~-College.

International and National Scene

Developed countries experienced a marked expansion of
higher education 1in the post war years (i.e. 1945
onwards), but particularly since 1960. Even allowing
for fluctuations due to demographic changes there is no
real sign that the general demand will markedly decrease

in these countries. Two problems suggested by Teichler
et al 1980 (48) concern admission. Apparent is a
growing emphasis on selection, with serious

repercussions on prospective student’s intellectual and
social development. Associated is a political concern
so that criteria for admission become the focus of
political debate. Different countries adopted variants
of existing systems and attempted innovative courses in
an effort to cope with the voluntary expansion of
education into the higher sector.

'The recent history of Higher Education in Europe has
been turbulent. Enrolments in the four major European
countries [France, Fed. Rep. of Germany, Italy and UK]
taken together, increased from under 1 million in 1960
to over 2.5 million in 1970. By now [1978] they are
well over 3.5 million’ Kallen (1978) (53).

France found the automatic right of entry to university
conferred by the baccalaureate and subsequent crowding of
accommodation, together with an increased failure rate,
an increasing problem. This was partly answered by the
introduction of competitive selective examinations to
Grand Ecoles, restriction by baccalaureate grade, and
the establishmenit of new style university institutes of
technology (Hearnden (1973)) (54). Germany struggled
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with a numerous clauses situation, which became confused
at regional 1level, and was the source of considerable
dissatisfaction, particularly among those unable to
achieve entry to the course of their choice. Sweden
retained a competitive, impersonal style, while
Netherlands adopted a mixed system in which some places
were allocated by lot.

Japan is long established in its system of ‘examination
hell’ as a means to a university place, and which has
been resistant to change. In contrast, U.S.A. retains
an open, flexible system, where rigorous selection for
entry is limited to a few prestigious institutions. For
most selection comes at a later stage, during the
course, by success, failure or drop out. ‘... the
system’s very inefficiency [and thus expense] protects
the educational rights of individual students’. Casteen
(1982) (55).
’In Britain higher education has traditionally been
directed towards the completion of a continuous
end~on~sequence of initial educational steps, each
step being offered to a smaller and more highly
selected fraction of the age group. This system is
extremely efficient in the sense that it involves
very few errors of commission; of those selected to
each sequential stage of initial education the
percentage who fail to complete that stage, is very
small. Thus British universities accepting less
than 5% of the age groups at entry, turned out some
90% of the entrants as graduates. The drop out rate
from universities of some 10% was the lowest
achieved anywhere in the world. On the other hand
it is a system which inevitably involves a large
number of errors of omission in that many young
people who are intrinsically capable of benefitting
from higher education, were denied entry to it by
the operation of the selection system’. Perry
(1978) (56).
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He goes on to comment that this highly selective system
has in part been eliminated by the recommendations of
the Robbins Report (28) and the subsequent expansion of
universities and polytechnics, [to which no doubt,
colleges of education can be added].

Post-Robbins higher education evolved as two sectors,
the ’Private’ (i.e. universities) and the ’Public’ (i.e.
the polytechnics and colleges). ’'Compared with its
European ’‘big brothers’ (France, Fed. Rep. of Germany
and 1Italy), Great Britain 1lagged behind due to the
stagnation of growth in the non-university programmes’.
(Kallen 1978 (53)). By 1985, Titmus (57) comments that
’the public sector of higher education 1is 1less
traditionally bound [than universities] and is more
orientated towards education for capability’.

Initial Teacher Education : General

il

Initial teacher education is included within a broad
definition of higher education. It became a target for
social concern, particularly in the mid-sixties when
many developed countries were recruiting large numbers
of trainees. 1Increasing recruitment of both staff and
students was accompanied by accusations of lowering
standards and failure to meet the needs of schools and
society. O.E.C.D. (1971) (58) identified two principal
systems: -

1.1. Independent institutions (especially for
primary training).

1.ii. University plus professional course.
(e.g. U.K.; often involved a broadly based or
devolved control)

2. Flexible systems
(e.g. U.S.A., Canada)
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0.E.C.D. drew attention to <changing opinion, that
teaching must be learned*, and that certain abilities
were required. The implication of this, is that not all
can be admitted. More countries were trying to allow
for personality traits, if only in an attempt to
eliminate the unsuitable. A developing framework for
the training helps to determine society’s image of the
teacher as much as the actual content. However, such
progress is not unproblematic since the role of the
teacher in a pluralistic society has changed. Goodlad
(1976) (59), says that:-
’the pupil now needs to be prepared for the unknown
rather than to be introduced to the wisdom of the
past. A noticeable feature of our culture is the
insecurity of teachers at all levels of education
and the uncertain nature of their authority ... we
must be honest and train in a way that makes it
clear that we are not quite sure when we are
training people for cee such tolerance of
uncertainty, a positive tolerance, which does not
mean absence of beliefs, is the positive thrust of
pluralism’.
Such a view contrasts with the closed systems of
recruitment and training in practice until the post war
years, and which nurtured many of today’s teacher
educators.

*See also reference to Conant 1963 (29); intellectual
equipment prerequisite to the development of teaching
skill. Page 16.

- 27 -



Alongside the idealism and traditional outlook,
projections about numbers and age balance have continued
to influence initial teacher education. In spite of
these it achieved change and general upgrading. In
Austria there was an early emphasis ‘that every primary
school teacher should be musical, able to draw and
possess bodily health enabling him to be a P.E.
instructor’, (Taylor (1978)) (45) . This approach
changed to recognition that aptitude must be tested in
other dimensions, and that there should be
reorganisation of their course; it was felt necessary
for high school students to see the demands of teaching
and early in training undergo short teaching trials.
Finland (Ref 45 Contd.) gave priority to the reform of
teacher education, arguing that it was basic to the
implementation of a new policy in the whole education
system. In the context of high demand for places, they
were able to impose stringent criteria for selection, to
which they applied extensive research. Personality
factors, teaching tests, elimination of the unsuitable,
were prior concerns, after academic qualification via
the upper secondary school 1leaving examination. Both
Finland and Austria have been concerned about the

feminization of their teaching profession.

Beginning as early as McNair (1944) changes in and the
development of teacher education in Great Britain have
been associated with government sponsored reports,
latterly Plowden (1967) and more relevantly Robbins
(1963) and James (1972) have influenced this area of
education. The unprecedented expansion of the sixties,
was followed in the seventies by reorganisation in the
public sector. This was promoted under the title
'Framework for Expansion’ (1972) which followed closely
on James and became the greater concern. The pace of
change quickened.
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McNamara & Ross (1982) (60) summarise the achievements
of these years as follows. They saw the end of the
third sector; initial teacher education was firmly in
the public sector; university monopoly of degree
validation had already been broken by C.N.A.A., whose
work developed; diversified courses saw the end of
teacher education in monotechnic institutions;
flexibility of numbers and training was made possible;

institutions were reorganised and courses revised.

Alexander et al (1979) (61), describes this post-James
period as one ’‘of course development which was notable
not only for its large scale, but also for the apparent
radicalism of the associated ideas about teacher
education and the diversity of course structures which
emerged. Teacher education appeared to have come of age

as a distinct area of academic conscilousness’.

Together with reorganisation and revision came concern
for the quantity and quality of student input and teacher

output. Times of shortage had meant little meaningful
selection, except  perhaps by some of the more
prestigious institutions. Those in such a favourable

situation had tried to use factors 1like personality,
interests, commitment, in the consideration of their
applicants. 1In 1968 Yates (62) said that with a general
world wide expansion of education and alternative fields
of occupation, teacher education faced competition with
other kinds of skilled manpower. In these circumstances
there was a continued tendency for teacher recruits to
come from lower status backgrounds and have manifestly
lower intelligence scores than their peers. Associated
with this was the low status image of teaching itself.
These and other factors weigh ‘the scales before the
institutionalised process of becoming a teacher has
begun’. (Lynch and Plunkett (1973) (63)). Necessarily
they became the concern of the administrators and
planners; for some a graduate profession with raised
threshold expectations was a part answer.
...29...



Colleges of Education

In this country a major college anxiety associated with
reorganisation was that of survival. Those 1left to
recruit, either as merged or free standing institutions,
were increasingly aware that they themselves were being
selected by their applicants as much as they liked to
think they were selecting. Applicants were beginning to
ask more searching questions about colleges, courses,
assessment methods, 1learning and social facilities.
Some staff of Church Colleges, 1986 (64), were in favour
of a ’‘more open door policy’ amounting to positive
discrimination of wunder privileged groups. This
however was met with concern, lest the colleges be then
considered ’‘lame duck’ institutions, as a result of the
style of course and type of students admitted. Also
central to survival was the number of students allocated
by the Department of Education and Science. Number
watching, especially after‘the publication of ‘A’ level

results became crucial, and wastage a linked concern.

The following illustrate the extent of number

reductions:-

- 1970 : D.E.S. planning paper projected the number of
students in training in 1981 as 72,000.

- 1975 : First reduction to 61,000 places.

- 1981 : Second reduction to 46,700 places.

As early as 1963 Robbins raised the matter of academic
freedom. Many colleges acquired such freedom on a scale
never before experienced by themselves. As part of this
they 1looked for freedom to recruit students of their
fown choice, and within some basic requirements for
entry to degree 1level courses’, this freedom was
achieved. For example C.N.A.A. states as its first
consideration, ‘whether the student is likely to benefit
from the course’ (Ref 65). Details of admission are
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proposed in outline by individual institutions, to be
approved by C.N.A.A. as the validating body. Contrary
to the anticipatory anxieties during the preparation of
the early submissions, the expectations of what C.N.A.A.
’thinks’ or ’‘expects’ or ’will accept’ were found not to
exist. (Alexander (1984) (66)). Much was left to the
initiative of the college. While institutions coped
with the over-riding concerns of such initiative,
recruitment, though their life-blood, assumed a lowered
relative priority in the general college organisation.

B.Ed. Degree

Development of the B.Ed. degree was an absorbing task
for the colleges; stages are as follows (after Alexander
1984 (66)).
1. 1960-70
2. 1964-73

Three year certificate courses.

Four year, ’'Robbins style’ concurrent
B.Ed. MK I.

L}

3. 1973-80

Three year ordinary:) Post James

Four year honours :) consecutive and
concurrent B.Ed.
Mk II.

Four year honours : only concurrent B.Ed
Mk III.

4, 1980~

(33

With these developments went the raising of entry
qualifications which was necessary to meet degree level
entry requirements. It also ensured that recruitment
came from the same ability bands of school leavers, an
increasing number of whom were now taking ‘A’ levels.

The continuation of concurrent training in the form of
B.Ed. brought the post-~Robbins’ discussion firmly into
the camp of those who favoured recruitment of the
committed (i.e. to teaching). Robbins suggestion that
professional interest should be delayed, received a very
limited trial, so that those wishing to postpone
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commitment take the subject degree plus P.G.C.E. route.
Many recruiting for B.Ed. took commitment as a quality
to look for. McNamara (1972) (67) makes three points
about commitment to teaching i.e.

1) A large number of women decide to teach at an early
age.

2) In selection it may be worthwhile to probe for
reasons for choice, and when, rather than discuss future
plans, since early choice often means more commitment.
3) Taking students overall, only a minority, in
extreme categories are likely to behave differently as
teachers, thus making the criterion of commitment as a

condition of entry not worthwhile.

Revision of courses concentrated some attention on
methods of assessment. This was part of the major
exercise to demonstrate academic and professional
accountability, which was accompanied by the desire to
be innovative and individualistic where opportunities
existed. 1Ideology of teacher education, Taylor (1969)
(68), ’stresses the total exposure to an appropriate
educational environment, rather than the acquisition of
a certain pattern of skills and knowledge legitimised by
examination success’. Inevitably continuous assessment
became a feature of the B.Ed. and was used as a
recruitment ploy, particularly useful among the many
applicants whose confidence in examinations had been
shaken.

The comprehensive expectation of initial qualification
is exemplified by the more recent D.E.S. Circular 3/84.,
Approval of Courses, quoted by M Sutherland (1985) (69).
This outlines criteria for  approval including the
preparation of students to cope with the range of
ability and social origin among pupils, to consider
adult relationships with colleagues and parents, and to
understand the society in which children are growing up.
(The full quotation appears as Appendix IT).



In response to demands for quality, an analogy was
sought in industry, also driven to improve its own
economy; terms like ’‘semi-manufactured good’ ‘quality
control’, ’system’ etc., were used in an educational
context. Some felt there was scope for their
application in an educational system under similar
stringency. Drake (1973) (70) saw the newly qualified
teacher as the ’semi-manufactured good’, emerging from
college, which was only ‘one unit in a 1line of
vertically integrated skill factories, and the proper
perspective of study ranges through the whole production
process and on through the working life of a teacher’
Slater (1985) (71) argued that this production view is
an inappropriate analogy. ‘The ideas of quality control
and mechanical processes are easily put together, an
association not helpful to teacher quality and teacher
education’. He summarises the vehicles of control
suggested by the white paper, Teaching Quality (1983)
(72) : -

i. Selection methods.

ii. Matching of qualifications to tasks.

iii.Overseeing of courses by professional committees.

iv. Approval of courses by national accreditation
committee, according to a set of criteria which
include matching training to task & practical school
experience.

v. Building relevant and recent experience into
qualifications of teacher educators and a shift
towards school based training.

vi. Inspection of teacher education institutions by
H.M.I.S.

Teacher educators and teachers would jointly manage, or

play a part in i.,ii. and v.
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Admission and Recruitment

Once reorganisation and retraction in teacher education
became part of life for the colleges, failure to recruit
students meant cancellation of courses and threat of
closure. At the same time, colleges lived with national
criticism, low finance, the ongoing formal and informal
selection of the British system of education, low rank
in the hierarchy of higher education and competing
occupations, and a system imposed by Clearing House
involvement. Ideals about aggressive recruitment
policies and stringent selection procedures paled.
Schools continued to categorise their advice to sixth
formers, seeing a college of education as a poor ’‘reward
for hard work’ and the place to go ‘if not very bright
and would make a good teacher of young children’.

In spite of the handicaps, there remained an interest in
quality. During the expansion of the sixties it was
felt that quality had been 1lost, though no known
research confirmed that quantity meant lower quality.
Increasing concern was expressed for the image, prestige
and rewards of teaching as an occupation, especially
when compared with other graduate openings. Crucial to
this was the part played by teachers themselves.
Eliassen and Martin, as early as 1948 (9) said that
‘more than ever the teacher is considered the key person
in the selection process and every effort should be made
to convince teachers in service to assume their
responsibility for the improvement of the profession, of
which they are a part’. Continuing and dquoting
Corbally, ‘the apathy towards teaching shown by high
school counsellors [U.S.A.] 1s 1inexcusable.’ Downey
(1969) (73), quotes an American comment, ‘young people
are more likely to become students if their teachers are
scholars’, and adds that a good teacher has the urge to
know but also to share.
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Another part of the answer was the need to educate and
inform the potential applicants. In consequence there
were efforts to present an interesting ’‘shop window’ ...
’in order to attract students in a dwindling market’.
McNamara and Ross (1982) (60). In spite of financial
stringencies money was found for elaborate prospectuses,
supplementary leaflets, advertisement, visits to schools
and careers conventions and any kind of publicity which
seemed appropriate. Visits of prospective students
prior to application, or viewing the college on the day
of interview, was an essential part of the ‘shop
window’. Records kept at X-College showed that most
successful was the college prospectus - school 1link.
Advertisement in the press did little more than palliate

the anxiety of staff members.

In the early, closed, training college community it was
usually the prerogative of the Principal, aided by the
Vice-Principal to interview applicants. Increase in
numbers and size of institution changed this. At first
senior members of staff were involved, but as
reorganisation took hold and heavy demands of the
institution on top of teaching, became overwhelming,
interviewing passed down the hierarchy. This was
partly in response to a more democratic approach, but
also because of decreased priority. Thus largely as the
result of multiple pressures, research into interview
techniques and current concern for gquality in recruits
were, in practice, unheeded. Reference has already been
made in Part I to the contribution of Vernon (1976) (44)
on personality assessment and its relevance to selection
interviewers. He also draws attention to our own
convictions about our judgements and the variations in
those judgements. Nevertheless research had suggested
some positive correlation between the interview rating
and student teaching ability (e.g. Allen (1956) (17)).
Halliwell (1965) (32) came out firmly for the college

interview, as being the best single predictor of success
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in ’‘course work’ and the Principles of Education, and
the best single prediction of success’ [overall]; ‘the
interview can be a valuable means of screening’.
Himmelweit (1963) (26), in the study of recruitment of
university students (published 1950 & 1951), found no
significant correlation between the interview ratings
and the intelligence and temperament tests which were
shown to be successful predictors. Others were not
convinced about the value of the interview. Eysenck
(1969) (74), said that our ’‘belief in the integrating
faculties of the human mind is not supported by

experimental findings’.

In spite of the current handicaps and the differing
opinions about the exercise, some institutions did try
interviews of differing styles, suggested by ideas of
the researchers ... that they should be longer, or more
than one, or in groups or a combination, and ‘with a
clearly defined function’, Eason (1970) (75). In turn
this affected college organisation and some institutions
set aside whole days, a series of days, or similar
arrangements to achieve this part of their recruitment.
Whatever method is used it still has to be noted that
applicants reflect their own preferences in selecting
institutions in which they see themselves undergoing
their higher education. Selectors and particularly
interviewers behave in terms of their own institutional
image. Stringer (1972) (40) who echoes Himmelweit
(1963) (26).

Selection

Although in teacher education, selection was essentially
limited in concept, in the world wide higher education
it continued to be an issue of consequence. It was one
aspect of the debate arising from increased social
consciousness and equal rights. Taylor (1969) (68)
draws attention to Turner’s (1961) description of
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mobility through education as ’‘sponsored’ and ‘contest’.
U.S.A. favours the latter, where the system is open to
all who can display credentials. In Britain early
selection results in the advance of an elite sponsored
group. However Taylor goes on to comment that in
teacher education ‘our selection processes are more in
accordance with contest norms’. Priority is given to
the possession of minimum qualifications and only those
totally unacceptable are not accepted. Furneaux (1961)
(25), writing of university selection gquestioned the
accuracy of selection procedures and referred to the
newer techniques being tried for admission. He makes
the point that both new and old methods are subject to
the same errors, though the new are an improvement. He
was of the opinion that selection cannot be abolished,
that it needs improving and that it is better as a
continuous feature of education than done at a few
crucial ages. Morrison and McIntyre (1973) (76) comment
on the theory of the procedure, saying that the validity
of which ‘depends on the identification of predictors
which are highly correlated with some measure or
measures of the quality of the candidates later ‘on the
job’ performance’. Such identification of predictors
can only be useful if the criterion measure genuinely
reflects quality of performance; assessment of procedure
depends on reliable and valid criteria for
distinguishing good from bad teaching. Seven vyears
earlier Cortis (1966) (34) had said in his conclusion,
’validity is of course a complex concept and no clear
cut numerical rule to aid selection decisions at all
times and places is ever likely to be found’. As Vernon
(1976) (44) says, ’‘no test has a single or general
validity in relation to any occupational or educational
criterion; its value depends on the type of decision
situation in which it 1is applied’. However, over the
years given to research in this area, some consensus of

opinion was achieved, in
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that cognitive information, including tests could be
useful additional information in selection. Eysenck
(1947 & 1969) (8) & (74) (and Munroe (1945)), had
pointed out tests of particular value in identifying
students with high score for neuroticism. 1In addition
he warns about character interpretation tests, where the
interviewer may be summing up his own character.
Perhaps, there may be an obscure 1link here to the
tendency of colleges to recruit students of the same
kind.

While such issues were of academic interest the
practical matter of filling training places continued.
Professional interests called for more teacher
involvement, the implications being that practising
experienced teachers from schools could select a better
quality of student. It would also enhance the
professional image, making teaching comparable with
other professions. Both Reid (1985) (77) and Slater
(1985) (71), doubt whethef the exercise would make the
improvements sought. Slater does include ‘given time’
in his comment [i.e. time to do it]; it is difficult to
see how teachers could be released on the large scale
necessary to cover all applicants, especially in days of
severe economic and therefore staffing restrictions.
However in spite of difficulties, at the close of the
1976-'85 years of this study, teacher participation was
becoming a reality. An alternative strategy is for
applicants to be taken to schools; although possible, it
is an unwieldy exercise, particularly for large numbers
and still time consuming for school staff. Slater adds
a query about the time of selection. He considers
teachers are in effect, selected at the end of the course
and that the emphasis on initial selection arises from
false assumptions, that a good teacher is born not made,
and that teacherly talent and quality cannot be assessed
and shaped. He queries whether teachers can be
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selected at interview before they have gone through the
course. ’'There is clearly a contradiction in the idea
that students can be selected as quality teachers before
they have participated in courses provided with the
intention of developing qualities and skills’.

Goodings (1982) (78) reported on a political call from a
Secretary of State, who felt that prevention of
'recruitment of the unsuitable’ for teaching could help
bring schools to a ’‘common excellence’. The present
time [i.e. of low birth rate, restricted recruitment
etc], was considered to afford a peculiar opportunity to
seek solutions ‘to teacher education problems; decisions
concerning entry to the profession can be carefully made
... the greatly increased sophistication of occupational
selection techniques can be applied to teaching’.

Thus ideas about selection persisted at a political
research, professional and practical level.
Identification of those tb be excluded (i.e. negative
selection), was in effect the first method of attack.
Discussion of suggested techniques which might help to
predict student success persisted (e.g. Furneaux 1961
(25)), but less was said about the teacher trainee who
was increasingly seen as a student in the ’‘new image’
Higher Education, rather than one set apart in a
training college. Even so, some were critical of the
extent to which linguistic skills were called upon for
the B.Ed. degree, and therefore for entry to courses.
Taylor 1969 (68) looked closer at the selection process
for students entering initial teacher education. He
pointed out that candidates have survived factors
derived from previous personal history, preferences and
decisions before even consideration by recruiters can
take place. Even then there is a limited opportunity to
assess personality in spite of the attention this has
received 1in spoken and written discussion. Taylor
suggested a model for the selection process.
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Model I : The Selection Process : (adapted from
Taylor/same ref.)

. . B ? cC
Candidates History

e.g. Education '
Social background
Advice

College Factors

affecting field

of recruitment

e.g. Position in hierarchy
Courses offered
Location

'

N
»
y
)

Taylor expresses the process of selection in the above

model (adapted), to show the great variety of factors

which enter into it.

A : is the interviewer/recruiter, who is asked to
make a decision about B, C and D and their
possible relationship.

B : qualifications and personality of the student.

c : subsequent behaviour and performance as
student.

D : subsequent behaviour and performance as
teacher.

It is unlikely that he has much information about the
crucial relationships between A&C, B&D, and C&D.
’...... it 1is inevitable that experience and hunches
play the greatest part’.

In keeping with the recognition of these limitations is
the comment of McLeish (1976) (79). ‘It would seem ...
that there is no definite attitudinal structure
characteristic of those who choose teaching, except an
anticipation that the work will be interesting. There
seems also to be no effective selection of students,
other than on the basis of paper qualifications of an
academic character, and an expressed interest in this

occupation’.
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Cortis (1969) (80), 1in the context of the ending
expansion and opening reorganisation in the colleges,
wrote critically of selection; he said it was haphazard,
because of the position in which colleges found
themselves. He drew attention to the limited research
on the interview, ....... difficulty of identifying
useful predictions of success, ....... and testing which
has shown the dichotomy of ‘Education and Acadenic’
assessment. Selectors, who soon become the tutors, may
put the student into a schizophrenic position, when one
area of the curriculum is favoured against another and
tutors operate their own value systems. Staff may be
unaware of need for change in attitudes and curriculum,
particularly in selection where the operation of two
sets of attitudes and values make the procedure
difficult. Cortis claims that colleges made selection
on assumptions of individual selectors about what was
desirable in teaching; (Refers to K.M. Evans (1959)).
They were not, he says, clear about ‘Suitability for
Teaching’. He suggested \the following needed close
examination:~-
i. Academic and professional areas, so that they be

defined more clearly.
ii. An effort to bring them into closer harmony in

’spirit and letter’.
iii.Design selection procedures to fit more rigorous

criteria, thus evolved.
These suggestions, particularly i. and ii. should be
seen in the light| course development since that date,
(1969) . /\
Taylor (1969) (68) refers to the scanty evidence
available about personality and the effectiveness of the
teacher. He also refers to the assumptions and personal
differences of interviewers to the extent of a
’cancelling out effect’. He quotes, A.T.C.D.E./
Subcommittee (1954) on qualities for rejection. See
Appendix I., item 8, and thus brings the argument back
to:~ ’... given the difficulty of
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making more than a very impressionable assessment of the
positive characteristics, it seems 1likely that the
negative factors will be more important in determining
acceptance or rejection’.

A less negative picture is reported by Eason (1970)

(75), who found a balance of criteria in use, but a

discensus of opinion. Colleges, he says selected as

follows: -~

1/3 colleges : On reasonable academic performance and
given this, looked for suitable main
subject.

2/3 colleges : Equal weight given to i. acceptability as
student teachers ii. equipped for main

course.

1 college : Admitted departmental criteria used only.

No college : Used differential criteria for chosen age
range.

Recruits and Students

Reference has already been made to the continued
significance of selection in higher education as a
whole, and the degree of impact, depending on the
prestige of institution and course. Though ideas of
selection persisted in institutions low in the hierarchy,
it was recruitment that assumed priority. This
discussion now turns to the nature of the recruits
coming forward, in these circumstances, for teacher
education, and who among them became students.

It is acknowledged that many applicants anticipate low
A’ level grades*, or if they are late applicants have
failed to achieve grades for entrance elsewhere. The
general exception to this is the group of young women
who are convinced of their interest in young children,
and at the same time are academically able. Even so,
the Times Higher Education Supplement (6.6.86) commented

*As found by N.F.E.R. Research Unit 1972 Ref No 41.
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on the Church Colleges Research Project, Final Report
(64) that ’their undergraduate students are
predominantly female, young, relatively immature, middle
class, and of modest academic achievement’. [This would
not be limited to students in teacher education since
colleges were also recruiting for diversified courses.]
'For such students the security of a relatively small
resident society is important and it is significant that
many of them specifically linked the friendliness of the
college with its size’. Church College Report (64).

MclLeish (1976) (79) had described teacher education

students as a group.

'As far as attitudes, personality and personal
values are concerned, colleges do not seem to be
very selective. There seems to be nothing very
special about student teachers as a group. They
seem to be drawn from a ‘pool’ of senior pupils who
have graduated from échool at eighteen with the
minimal academic qualifications necessary for
admission to teacher training. They might just as
readily become 1low grade civil servants, nurses,
technicians or office workers.

As far as the personality traits neuroticism -
stability, introversion - extraversion, are
concerned, students on entry are not different from
the general population. Compared to student nurses,
student teachers score lower on neuroticism and are
more orientated towards teaching as a career.

These are the only differences between these two
groups in the thirty attitudinal variables

measured’.
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Ross (1973) (81) expressed concern on the failure of
colleges to attract their share of the able. 'This
differential flow of ability away from the colleges of
education at a time when ever-increasing intellectual
demands are being made upon teachers 1is a serious
matter’. Teaching, he continues, does not require all
the best talent, but it does require a reasonable share,
if schools staffed by teachers educated in the non
university sector are to throw up future leaders. Now
that numbers entering university have grown and
polytechnics offer another alternative, ‘there 1is a
grave risk of decline in the intellectual quality of the
college of education student’.

With popular interest in sociological topics, some
educationalists questioned the origins and consequent
social make up of the teaching force. Lynch & Plunkett
(1973) (63), comment that ‘Research has seemed to
indicate the social conforpity of recruits to teaching,
most of them coming from the lower middle class’. This
supports the view of Morrison & Mclntyre (1973) (76),
who regarded it as an ingrown profession. Traditionally
it has been an opportunity for social advancement but,
from 1920 onwards and particularly in the immediate post
war years (1945 on), there has been a ‘decrease in
working class entrants’. Cohen (1973) (82). Drake
(1973) (70) explains the relatively poor representation
of teachers from the working class in terms of the cost
involved in career choice, affecting all occupations
requiring continued education. This needs a sixth form
course without support and postponement of earnings for
some years. Kelsall & Kelsall (1969) are quoted by Cohen (8

saying ‘It would be paradoxical if at a time when with
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impending raising of the school leaving age and other
related changes, the proportion of teachers from such
families should show a tendency to decline instead of
increasing’. Goodings (1982) (78) refers to the drastic
change in the fabric of young peoples lives, which has
to include ‘young teachers and students who might
teach’. It remains to be seen whether these world wide
social changes affect the origins of those who come

forward to teach.

Recruiters are looking for candidates who are ‘in tune’
with their institutions (Church Colleges Research
Project (64)). Conscious or unconscious may this be,
the conformity of an intake eases the exploitation of
’latent culture’ (Lacey (1977) (83)), and the ’process
of socialisation towards the adoption of the teacher
role. (Oxtoby 1972) (84).

Confidence in a recruit’s capacity for degree level
study is a crucial factor in a decision to offer a
training place. The level of confidence varies and the
outcome in terms of success as a professional may never
be known; the recruiter is more concerned about possible
success in the college course, which in its turn is
dependent on its own set of variables. (Jordan (1955)
(16)). In spite of popular and more specific use, the
concept of ‘Quality’ became  tarnished by  the
practicalities of filling the available places. In
spite of this, colleges maintained one important aspect
of their own quality (Squires (1983) (85)), that of
individualised consideration and treatment in their
teaching methods. Some colleges sought to exploit this

in their ‘shop window’.
Ross (1973) (81) presses the concern for academic

ability among those offering for primary training. He
says there is no evidence to support the assumption that
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personal qualities, essential to the teacher of young
children, are not coupled with academic ability. It is
now apparent that developments needed are cognitive
rather than effective. He continues, ’a form of
teaching must be developed which seeks out the
structures of knowledge, identifies the concepts needed,
and links these together in order to construct networks
of ideas, skills, attitudes and values. This is work
that calls for teaching of the highest order. The
intellectual demands of such a task are as great as any
to be found in teaching’.

Reference has been made to researchers which hoped to
identify ways of predicting the successful student and
teacher. None were able to give convincing help.
However two works might here be quoted on their
descriptions of likely successful students:

McLeish (1970) (86), about two kinds of student likely
to be successful in final examinations.

i. oOlder, extraverted, willing to consult authority and
interested 1in response from others; slightly
inclined towards utilitarian ideas; leading
characteristic is desire to learn expert opinion and
disinclination towards independence in judgements.

ii. Moderate urge towards independent judgements; leans
towards religious values, has some idea that changes
are desirable in the educational system; definite
ideas on a number of issues, but comparable number
of questions on which is not willing to express an
opinion.

Fontana (1972) (87) who used varimax rotation of six

factors.
MEN a. No factor gave single positive loading between
professional and academic success.
b. Moderately <clear association between high

academic motivation and academic success.
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c. Suggestion that high intelligence played
negative part in academic success.

d. Marked bipolar relationship between
intelligence and main subject success.

e. Rather tentative profile of professionally
successful student, who was an extravert, not
markedly fluent verbally but with high spatial

ability.
WOMEN : Did not follow the same pattern
a. Clear positive correlations between academic

and professional success.

b. (cf men) Professionally successful women
emerged as less verbal and more extraverted.

c. (cf men) Academically successful women tended
to be high on academic motivation, but below
average on intelligence.

Miller (1970) (38) has mucﬁ to say of interest, but most
of his book is general in its application and is mainly
concerned with the university student. He considers
ability to be a threshold variable and that once in
college, other factors (e.g. social class, residence,
extra curricular activities) are only important if they
are combined to an undue extent or severe. He also
points out that in failure, which should extend also to
low achievers and drop-outs, institutions should bear
some part of the blame. It is however an
over-simplification to believe that improved selection
would solve the problem of wastage and failure.

Through the years there has been persistent interest in
the personality factors associated with teacher success
and hence the importance of personality assessment in
recruitment. Lacey (1985) (88) cites the H.M.I. Series.
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1977 Ten Good Schools.
’the initial qualification of the teacher, their
length of experience, or their years of service to
the school are not necessarily prime factors in the
schools success’.

1982 The New Teacher in the School.
’the personal qualities of the teachers were in many
cases the decisive factor in their effectiveness’.

K.M. Evans (1967) (35) 1is echoed by Leeds University
Institute of Education (1973) (89). ’Presumably those
qualities that cannot be changed will be considered at
the interview for entry to college and those that can be
catered for in the college course’. To this must be
added the belief that by eighteen years personality is
relatively stable (Lovell (1951) (11) See page 10).

Burnham (1969) (90) thought that students may be ’‘taking
up a personality ’‘set’ befpre entry and thus we may not
get the teachers we need, especially for young children.
There is some evidence that a disproportionate number of
the brighter tougher minded students opt for secondary
and junior/secondary; the warm hearted girl with small
mind tends to opt for infant training’.

Taylor (1969) (68) refers to E.G.S. Evans who compared
differences between teacher trainee students at
universities and colleges of education; he found that
the 1latter achieved more in terms of personality

development.

The move from sixth form, or equivalent, has been
described as - ‘human inertia’ - ‘the next lock step’ -
’‘what everyone else does’, and like terms. Such an
approach does not suggest, particularly at a time
depressed image of course and profession, a strong
commitment. However Parry (1972) (91) reports on a
N.U.S. Survey, 1971, giving reasons for being at a
college of education i.e.
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81% : desire to teach.
14.9% : deliberate choice to follow H.E. course.
3.4% : could not get a place elsewhere in H.E.

At the same time Eason & Croll (1971) (92) commented
that the former ideas of vocation and calling no longer
apply, and students in training for teaching are no
longer required to pledge service. Nevertheless, many
consider students trapped by a professionally orientated
degree.
’Most agree that initially some students have little
or no motivation towards teaching and others have
little understanding of what is involved in a
teaching career, and that some students become
disenchanted or apathetic; but on the whole they
want to teach and their motivation is strengthened
and their wunderstanding deepened throughout the
course. Their involvement with schools, while
sometimes worrying or, disheartening, was a major
factor in this growth’.
Such development may be explained by the quotation of
W.G. Fuller, used by Miller (1970) (38), ‘The attractive
theory that students who are motivated to study by
non-instrumental motives achieve highly, is not well
supported. There is evidence that in some fields
vocational aims play no small part in students success

in academic study’.

It is established that the majority of those offering
for 1initial teacher education are interested in
teaching. Though the depth of interest may vary, and
may undergo variation during the course, for most the
eventual outcome is at least a healthy active interest.
Lomax (1973) (93) refers to ‘the complicated process’
involved in an individual making a career choice, which
begins with inborn potentialities and which set a limit
on subsequent performance; he continues, that such
complexity is unlikely to be unravelled by interviews
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and questionnaires designed to unravel the motivation.

Morrison & Mclntyre (1973) (76), gquote Ashley et al

(1970), giving five categories of reasons for becoming

teachers i.e.

i. Teacher as a worker - the condition of work of
teachers.

ii. Teacher as teacher - interest in the task of
teachers.

iii.Teacher as a person - the satisfaction of personal
needs.

iv. Teacher as an educator - the value of education to
society.

v. Reasons unrelated to teaching system (e.g. can’t
think of anything better to do).

Of these i., iii., and iv. were related consistently to

the teacher role; ii. consistently failed to appear.

In 1971, wider concern for the concept of the teacher
was expressed by 0.C.D.E. (58), because of a general
retention of traditional concepts of teacher recruitment
and utilisation. Following from this the teacher,
despite individual qualities ’‘tends to be synonymous in
the public mind with a certain rigidity and 1lack of
innovative ability, characteristic of many educational
systems. Without a redefinition of the teachers role,
it is 1likely to be very difficult to project the new
career profile essential for quality recruitment’.

To such ideas the potential recruit also brings his own
image of the teacher’s role. 1In the first place this is
determined by the experience of learning and cultural
history to date; response to the course brings about
understanding of the elements of teaching. Taylor
(1978) (45) defines the outcome of a teaching act as
follows: -

....’the product of the interaction of four main

elements:~
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i. The motivation and ability of the students.

ii. The content of what is being taught and learnt.

iii. The skills of the teacher in relation to the
type of transmission involved.

iv. The teaching materials available to facilitate
the transmission’.

It follows that recruiters are seeking people who can
’‘operate’ this activity and at the time of applying
think they can do so, without the understanding brought
by training and experience. A more forward 1looking
comment about the teaching role comes from S. Markland
(1976) (24), who itemises 17 changes associated with the
principles of individualised instruction and use of
educational technology. (See Appendix III). This casts
an image of a different kind over the potential

recruits.

The characteristics of teachers have continued as a

subject of discussion, paré of which is seen as relevant

to recruitment. Lacey (1977) (83) refers to the scales
developed by Oliver & Butcher in 1950s and widely used
in the 1960s and 1970s. These aimed to identify degrees
of naturalism and radicalism. More widely based were

the comments of Campbell & Stewart (1969) (94), who said

that there were two components of teacher capacity i.e.

i. Competence/skill to perform tasks of a teacher.

ii. Capacity to live up to the expectation of others .
i.e. the personal skills to bring about confidence
and cooperation.

Listed characteristics of teachers appear in Appendix I.
Ryans (1960) item 11.

Shepherd (1956) item 9.

A more recent and seemingly apt comment comes from

Claxton (1985) (95). 'If today’s teacher 1is to be

useful, so many would argue, she must be a model

learner; someone who will strengthen in young people, by
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her example, the sense that finding out, experimenting,
speculating, is worthwhile and fun; certainly nothing to
be frightened of’. In the same volume, Meek (1985)
(96), draws attention to the development of teaching
quality over a period of time.
‘Contrary to popular belief, teachers are made not
born. They become expert as other experts do, by
progressive understanding of what they are about.
Like other experts, they reflect on the nature of
their specialism, in this case, promoting the
learning of their pupils and understanding the
processes involved’. And so, ... ‘The new entrant
to the profession has to find herself, to select
from a range of pedagogic models, to realise that
her generation of being schooled gives way to the
next, to dispel the professional myths of what
teachers do and are like, to become part of the
future education as well as of its past. The
established teacher has done these things’.

It is necessary to include the point that a teacher nust

be ’‘language minded’, .... ’‘since language is the ever
resounding agent in any classroom for any subject.
Teaching without language 1is impossible, for
teaching depends on communication ... The teacher
... has to be aware of the fact that teaching is
basically an exchange of information taking place in
a very special communicative setting ... Successful
teaching ... depends largely upon highly developed
communicative competence and trained performance
skills in both partners’. H Vogt (1976) (97).

This throws doubt on the comments of those who consider
that 1linguistic skills feature too highly in the
requirements for entry to B.Ed., and the course itself.
(See page 39.)

Given these characteristics teachers, and therefore,
those aspiring to teach, need the sought after personal
__52_



qualities, in order to develop and display them. Some
reference to research on these qualities has been made
in Part I, in particular attempts to assess them and
relate this to a predictive measure. Leeds University
(1973) (89) made the point that much depends on who is
giving the assessment; pupils are 1likely to give a
differing response from teachers themselves. See also
Appendix I, items 9, 10, 19, 20, for judgements made by
pupils and administrators about teachers, and students
about students.

J Garnier (1973) (52) is not convinced of the existence
of a ‘teaching personality’ and summarizes various
inconclusive researches as follows. ‘Taken together,
these studies appear to substantiate Vernon’s comment
that ’teachers are as diverse in their psychological
traits as any other occupational group’ and that, ‘it is
fallacious to talk of teaching personality as something
distinct and consistent".\ Vernon (1953).
Parry (1972) (91) is idealistic in his outline of the
qualities required.
’Superior intelligence is not a sufficient personal
quality of itself for teaching. A child needs a
wise sympathetic teacher as well as an intelligent
one. Teaching is a profession in the most
honourable sense of a service to our fellow men.
The self centred, the arrogant and the careless,
however, well endowed with native wit, are not such
as to be given charge of other human beings, however
young. Parents have a right to demand and children
to expect a measure of dedication from teachers not
required in the more common and selfish industrial

commercial pursuits’.

R Wilson (1969) (98) said that, of five areas of
experience in the education of children that cannot be
left to chance, the first is the importance of children
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having ‘confident affectionate relationships with
dependable consistent grown ups’. Teachers may be the
only person in a child’s life to provide this.

Such comment draws near the presupposition of Durkheim
(1956) (99). This suggests the presence in the teacher
of two principal conditions:

i. Will. i.e. confidence, so that he does not shift,
hesitate or go back on decisions.

ii. .... ’‘important above all is that a teacher really
feels in himself the authority, the feeling for
which he is to transmit. It constitutes a force
which he can manifest only if he possesses it
effectively ... it is not from the outside that the
teacher can hold his authority, it is from himself;
it can come to him only from an inner faith. He
must believe, not in himself, not in the superior
qualities of his intelligence or of his soul, but in
his task and in the importance of his task [cf
priest]. The 1lay teacher can and should have
something of this feeling. He too is the agent of a

great moral person who surpasses him; it is society’.

For those still thinking that teachers have
characteristics and qualities in common, there are many
who have sought in their research for the ‘good
teacher’, and many more practitioners who daily use the
expression in confidence that their listeners/readers
understand their meaning. Appendix I items 1,2,3,4,5
are evidence of the research activity; though expressed
differently they do not reflect any great change in
outlook. Hook (1974) (100) says the idea ’‘that anybody
can be a good teacher’ 1is demonstrably false and
advocates, ‘one should look for a sense of concern on
the part of teachers especially on the lower levels of
instruction and ‘a sense of mission at all levels. By a
sense of concern I mean something stronger than interest
and less than affection’.
_54_



Bridges (1986) (101) picks out the ‘flair factor’, as an
ingredient to set a teacher apart from his colleagues.
This might be a special subject or group interest. A
future ’‘good teacher’ may: have flair for quite different
interests. Markland’s (1976) (24) 17 items of change in
a teacher’s role (see Appendix III), suggests a
managerial approach. This is echoed by Bligh (1983)
(102), who writes in the context of communication and
makes the point that the ’job of the teacher is to
involve members of the community, not to try to do all
the teaching himself. The education of the young is a
community responsibility which teachers should be trained
to manage’. It would seem that future good teachers
will be good managers; they always have been in the
confines of their classroom and school, but the future
management style appears to have a more wide ranging
technical sense.

Comments in Summary

The 1976-’85 study of recruitment at X-College is set at

a time characterised by the following:-

i. Expansion of higher education in general, but
retraction of initial teacher education.

ii. Reorganisation, and course revision; associated
with this was raised entry qualification.

iii. Low status of colleges of education, associated
with low position in the hierarchy, 1loss of
confidence through reorganisation, poor
professional image of teaching, unemployment
among teachers (especially in the earlier years
of the study).

iv. Generally widened discussion. No evidence was
found that the limited correlations claimed in
the research about selection and success in
initial teacher education had been improved.
Nor was there evidence that suggested
techniques following them had been universally
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tried, found useful and adopted. Instead
issues selected for research were more likely
to reflect the more broadly based climate (e.q.
N.F.E.R. 1972 After 'A’ levels (41)). Even
those ostensibly directed at the university or
private sector of higher education, often had
some bearing upon the public sector and thus on
initial teacher education. (e.g. N.F.E.R. 1973
(42)). The Prediction of Academic Success,
subtitled ’Investigation into Supplementary
Predictive information for University

Admission’).

When this study opens in 1976 certificate students were
still being recruited for shortage subjects. By the end
of the period in 1985 revision and development of the
B.Ed. course had reached the stage when all entrants
began a four year honours course. The revision exercise
involved, had often meant ,a change in validating body:;
if not, colleges forged new relationships with the old
one. About this period of reorganisation it was said,
'The cost 1in effort and anxiety has been great’.
Adelman & Silver (1984) (103).

These years saw the completion of change from the narrow
vocational training of earlier years to the one which
attempts realistic learning about, and in the context of
the plural society in which students will teach.

About the suitability of the students in general,

Teichler et al (1980) (48), says that prognoses on

students future achievement and job performance are of

secondary importance when framing an admissions policy.

He gives three reasons, two of which are relevant:-

i. Empirical analyses have shown no one procedure is
notably superior in predictive ability.
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ii. Conflict between rewarding previous achievement and
endeavouring to predict future performance.
Some stress the importance of negative characters in
recruitment, making it ‘an exercise 1in selection by
elimination, and exclusion of those considered
unsuitable. Others are keen to present the general
trainability of most students.
’This curious idea of having a vocation has always
been a strong support for commitment at eighteen’
... though it is unrealistic to think that ‘many
young or older people should be so compulsively
inspired. And yet none of us has ever been able to
state clearly and precisely what are the personal,
emotional, sympathetic and intellectual qualities
which distinguish a gifted teacher from the
pedestrian. These qualities cannot be trained into
him by the college, although it must be asserted the
good teacher enjoys and gets far more out of his
training than the pedestrian and inadequate. The
number of students who are good in the classroom and
weak on theory is very small indeed. The fact is
that most reasonably intelligent people who can
profit from higher education, 1like children and
enjoy a teaching situation are trainable as
teachers’. Kemble (1971) (104).
Though the idea of selection is never far from the
thoughts of the academics, and/or, the practitioners,
the realistic view was/is that emphasis must be on
recruitment. After the exclusion of the totally
unsuitable, done principally by paperwork, it was
largely professional confidence supported by experience,
which determined the outcome of applications. Some
pointed out that it amounted to a search for persons to
meet a variety of epithets ...
The ’‘Omnibus’ Person : In Western European democracies

...’ the teacher is increasingly expected to be a kind
of omnibus person at a time when all other professions
are becoming more specialised’. King (1970) (105).
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The Mediocre Saint : ...’the teaching profession is

really looking for ’‘mediocre saints’ who are daunted by
lofty ideas of vocation, but who know that teaching is
the next best thing for those who fail to enter a
university’. Grace (1967) (106).

Future Leaders : ...’the innovators, the future heads of

schools, the teachers in colleges and departments of

education, the advisors and the administrators’.
Plowden Report (1966).
The Expert : ‘to fail to exploit these qualities

[awareness and judgement] ... is to miss an important
opportunity and leave in naivety and ignorance a person
who may have considerable influence in human affairs’.
Goodlad (1976) (59).

In 1969 L.W. Downey (73) called for research on
applicants rather than students at or after entry. The
doubtful practice of trying to ’‘select teachers’ before
the experience of the course was raised by Slater (1986)
(71) . The recruiter is faced with ‘one set of variables
among many’ in each applicant. Drever (1963) (107).
Additionally the applicant is learning his way through
this next step in his education. To this the recruiter
brings his own set of variables. Relevant here is the
recurring claim not to discount the value of ‘hunch’
’experience’ fintuition’, ‘the conception normally
resident in the mind of the assessor’ (Cattell (2)) and

finally ‘common sense’.
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CHAPTER III: THE APPROACH

Social procedures are often characterised by complex
process and involved relationships; recruitment for
initial teacher education 1is no exception. It has
attracted the interest of both commentators and
researchers, many of whom have involved themselves in
the search for the idealised student and teacher. The
general framework of this comment and investigation is
seen as follows:

1. There are no grounds for <confidence in well
confirmed outcomes to enquiry, particularly if they
start from a deterministic viewpoint. In 1930s the
tones were confident (e.g. Cattell (1931) (2)) but
the enquiries of post war years, especially 1945-60,

were largely unsuccessful and even contradictory in

result. Since 1960, issues have tended to widen.
2. Related international and national issues create a
wide perspective. Goodlad (1976) (59), suggests

that the goals of higher education are fourfold.
They are, he says, social for both the community and
the individual; they are also ©personal and
academic. The British system seeks to achieve
these goals through the ’‘completion of a continuous
end on sequence of initial educational steps’,
Perry (1978) (56), higher education being the last
and for many the ultimate achievement. It 1is
characterised by its individual approcach to its
students. The system includes initial teacher
education, which is required by the community at
large to reflect a basic concept of what education
should be about, ’subjects, learning and people’.
Wilson (1975) (108). Manifestly individualism and
flexibility have to be features of the colleges

effecting policies at local level.

3. There are many variants of individual understanding
and conviction. ’Quality’ is a much used omnibus
concept frequently applied to recruit, student,
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The

teacher, training and education in general. It is
employed with a confidence which suggests
understanding by both user and addressees. However
no evidence has been found to support opinions about
‘quality’ which are subject to individual variation,
interpretation of experience, inertia of practice
and professional myth.
There is need for enquiry where the main thrust is
about the recruit and entrant, rather than existing
students. In the 1light of evidence to date, of
both serious enquiry and particular circumstance, we
also need to recognise that there 1is no answer
beyond what detailed qualitative examination of
practice will reveal. The majority of studies to
date were based on a population of students already
in college and often well established in the course.
Most sought a quantitative relationship between some
quality/ies of the students and success as students
and/or teachers. The overall results were
discouraging; (aftér Dale (1955) (16)) .
Considering the complex variation of personal
attributes and circumstance, typicality of
population and associated variants, is difficult to
support. Compared criteria could often be shown
unreliable (e.g. Tarpey (1955) (31)), particularly
when based on subjective judgement, like grades for
teaching ability, and concepts like ‘Suitability for
Teaching’, about which the selectors themselves were
often unsure. (Cortis (1969) (80).) These
endeavours must be seen in the context of ’‘knowledge
uncertainty’ characteristic of a ’semi profession’.
Clark (1983) (109).

following aspects of the argument are worth

expansion:

1.
2.
3.
4.

Limited success in research.
Lack of clear pattern for ’‘good teacher’.
Interviews.
Selection.
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5. Personal qualities.
6. Available pool of applicants.
7. College factors.

1. Limited Success in Research

Common to reviews of literature about predictability of
student success 1is comment about inconclusiveness and
contradiction. Dale’s (1955) (16) comments were
limited to those studies concerned with selection of
students for teacher education, and their possible
academic achievement and teaching ability. He noted
that similar research in USA concerned with intelligence
testing had confusing results; about studies
considering temperamental factors he cited Panton (’34)
Lovell (’51) (11), Evans (’52) (110) and Phillips (’53)
(15), as being promising, but acknowledged that
predictive power had failed. At the same conference
(Ref (16)) Warburton expressed the opinion that it was
not possible to lay down general rules about selection
since each institution has\its own problems. Halliwell
(1965 (32)), wrote of teaching ability as a ’‘complex of
variables’ warranting ‘careful and repeated study from
various angles’, and thus retained some faith in a
positive outcome. However Cortis (1966 (34)) was
almost dismissive in his comment that ‘no clear cut
numerical rule to aid selection is ever likely to be
found’.
This general inconclusiveness raises questions for the
newcomer:
- Has the research been misdirected?
- Was/is there any realistic basis for predictability?
- Was the concentration on the right part of the
student profile?
Marris 1964 (111) asked two fundamental questions about
higher education 1in general. He considered them
unanswerable.
- What is it for?
- How do we know when it has succeeded?
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He thought a straightforward professional training [as
B.Ed. ] loses its definition at second glance.
Curriculum studies turn out to be loosely related to the
skills of professional practice. Thus we are left with
an ‘act of faith’ not ‘a validated prescription’. It
adapts to the consensus of values rather than evidence
of its ’‘success or failure, since the rational ground of
any reform is so insecure’. It is of interest that
insecurity, be considered with the two following

comments.

Butcher & Rudd (1972 (112)) point out that ‘in studying
selection procedures, it 1is too easy to assume people
are being selected for a fixed treatment and that when
correlations with outcomes are small, it is the
selection procedure and not the treatment which should
be altered’. Not only does a false assumption lie
therein, but it also seems that the subjective nature of
most of the material has been insufficiently recognised.
Mcleish 1970 (86) wrote of his study about student
attitudes, ’‘in the initial stages subjectivity (or even
subjectivism) was not something to be feared, so much as
a process which had to be explored, with the object of

defining its limits, potentialities and defects’.

There seems no reason why such an approach should be
limited to initial stages. The fact 1is that the
subjective nature of the material has to be accepted as
such. Attempts at objective testing which include
subjective elements (e.g. assessments of suitability for
teaching), then measured against subjective criteria
(e.g. teaching ability marks), fall at the first
premise.

Many of the studies searching for the successful student

and/or teacher have concentrated on evidence relating to

students already in college. Taylor (1969 (68)),

quoting Wiseman (1965), advocated giving greater

significance to teacher’s qualifications on application,
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rather than on entry. This seems a valid, indeed
obvious point, since selection and admission come before
entry. Since colleges hold documentation on all
students accepted, record departments hold reserves of
evidence about the students’ pre-entry profiles as well
as the history which follows.

The great variation of independent and unrelated
evidence and circumstance which surround each applicant
to teacher education ’‘create a hurdle which is difficult
for the unsuited to negotiate’. Lawton (1939) (3). It
also means that in the interest of fairness the
situations within the recruitment process need to be as
many and as varied as possible. (Burroughs (1951)
(10)). These same variations present the researcher
with problems of method, selection of variables,
measurement and criteria e.g. Burroughs comments that
the non-cognitive traits ‘do not 1lend themselves to
objective measurement’ and therefore need ‘careful
repeated estimation’. Wrégg (1982) (113), writing of
the 1960’s, ’‘most effective studies were descriptive or
correlational and reflected the frantic quest for the
omni-purpose good teacher stereotype which typified the
teacher effectiveness research of 1950’/s~1960's.
Historically, it might be seen as a failure to escape
from the nineteenth century notion of ‘normal school’
... based on the principle that there was some single
approved ‘norm’ against which newly trained teachers
must be calibrated.’

- 63 -



TABLE I to illustrate 1limitations of success in
predictability studies carried out with student
populations
SOURCE VARIABLE/S CRITERION COMMENT &
CORRELATION
Lawton (1939) Acadenic Teaching Low
Ability
Lovell (1951) ditto ditto Appears none
ditto Intelligence ditto Little
Phillips ditto ditto No relation-
(1953) ship
Tarpey (1965) ditto ditto No sign-
ificant
NFER Research TAA* University Not a good
Unit (1972) success predictor
Walters(1957) Ost.is Intell. 1. Exam 1. Positive
test success
2. Teaching 2. Irrel-
\ ability evant
Lawton (1939) School record ditto Possible
Lovell (1951) Grammar school ditto No relation~
ship
Lawton (1939) Interview ditto Some
Lawton (1939) Personality ditto Positive
quotes Cattell
Lovell (1951) Age ditto No sign-
ficant
ditto Own Children ditto None
ditto Previous ditto Some ;depends
teaching on time
spent esp. if
> 12 months
Crane (1974) Acceptance Job Satis./ Positive
self/others Teaching
Doherty (1980)Self esteem Teaching Significant
ability
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TABLE I to illustrate

limitations of

success in

predictability studies carried out with student

populations - continued

SOURCE VARIABLE/S . CRITERION COMMENT &
CORRELATION
Walters Interview Teaching Good
(1957) ability
Gray MTAI** ditto No one
(USA 1956) + Add.Inf. method adeg-
uate
Cortis (1966) 65 predictors Course Positive:
success but in-
sufficient
for univ-
ersal model
Halliwell Selection ditto Positive -
(1965) ratings limited
Allen (1956) Procedures Teaching Positive )
1. Group Ability
2. Ind. Exam. success Positive )

) Selected egs from six

)

* Test of Acadenmic Aptitude

** Minnesota Teacher Attitude Inventory
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Unreliability, particularly of criteria, has been the
subject of comment; it is also a source of doubt over
the significance of results obtained. Lawton (1939) (3)
considered the interview unreliable, as was ’generally
recognised’; it was more successful if the interviewer
had access to information about the intellectual and
personal gqualities of the interviewees. Dale (1955)
(16) . and Tarpey (1965) (31), both expressed doubts
about the use of teaching practice assessments as a
criterion in predictability studies. The ratings used
are an attempt to quantify subjective judgements made by
supervisors and head teachers, from differing points of
view and situations. Since there is lack of agreement
over the criteria used, the ratings are thought
’generally unreliable’. Dressel (1978) (46), drew
attention to the condensed nature of the grade, which
makes an information system possible. There must be
concerns about its nature and particularly ({for this
context] ’for the adequacy of information conveyed’. He
also said that ’‘grades are less of a problem than the
graders’, because attempts to correct inadequacies are
met with claims of interference with professional
judgement and academic freedom. This implies a built in

inertia.

The very limited success of the predictive studies is
not encouraging; Cortis (1966 (34)) admitted of his own
enquiry, that even though he had shown some positive
relationships, ’‘they were inadequate for a universal
model’. Heywood (1977) (114), in quoting Malleson,
argues instead for a more open system and positive
selection at the end of the first year. Fontana (1972)
(87) advocates that greater research priority be given
to the ’value systems which underlie subjective
judgements and the extent to which college supervisors

agree about them’.

Such refinement of the selection procedure was a
priority aim for many of the researchers; they made
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recommendations. However, Miller (1970) (38) warned
about taking these to extremes (See page 19). Other
recommended selection criteria appeared more sensible
e.g. that teacher education recruits should respect
people and children. Some of the recommendations did
prompt the adoption of some innovatory practice, at
least on a trial basis.

Lovell (1951) (11) was convinced that great emphasis
should be placed on personality factors in the
examination of the ‘overall pattern’ of a recruit’s
application. He linked his recommendations to current
practice in Wayne University USA; this included data
obtained through school records, four interviewers,
interview with a psychiatrist, and hundred hours work
experience. Allen (1956) (17) thought it would be
possible to arrange a day long selection programme,
including long interviews, mock staff meetings, verbal
intelligence tests and vocabulary test; he did not
regard this as ‘unduly lbng’. Warburton (1963) (27)
suggested six tests for entry to post graduate training
for teaching. After investigating the wvalidity of
methods of student selection for teacher education,
Halliwell (1965) (32) recognised that they may give some
marginal advantage. However in the light of
practicality and the value he gave to the interview, he
felt there could be no justification of elaborate
procedure. Marginal, though not irrelevant topics also
brought their recommendations. Crane (1974) (43)
thought that there should be some estimation of the
’acceptance of self and others’, with a view to
predicting job satisfaction. Doherty (1980) (49) showed
that self esteem was 1linked to teaching ability and
therefore recruits should be screened for those that
’lack required psychological balance’. Such suggestions
illustrate the potential for widening the scope of such
screening. Warned against the ridiculous and their own

tendency for inertia,
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recruiters proceed in the 1light of practicality and
positive suggestion. Reporting on such an approach
Jordan (1955) (16) describes the day programme of six
tests adopted by Dudley Training College for
recruitment, on the recommendation of Dr. Burroughs.
Though it was considered to give a more ’‘complete
picture of performance’, there was no belief that such a
pattern of tests would guarantee success in the course.
Nor was there any belief that they would absolve
recruiters from the ultimate responsibility of decision.

2. Lack of clear pattern for ‘good teacher’

Associated with much of the work was the idea of a ’‘good
teacher’, which could be defined and even predicted.
Early in the search Fuller (1946 USA) (5) acknowledged
that there was ’‘no one clear pattern for a successful
teacher’. Potentially there were considerable
difficulties, arising from ignorance in the development
of test which might help. The idea that it may be
possible to confidentially predict success for any
student, or any occupation is not encouraged by either
N.F.E.R. (1973) (42) or Vernon (1976) (44),
respectively. Morrison & Mclntyre (1973) (76) point out
that there is no real evidence of the ’‘good teacher’ and
therefore with unsound criteria, supervisors must rely
on their own opinions; in turn these are affected by
differing personality and experience. About 1960 there
was recognition that the search for the ‘good teacher’
had met with 1little success. D.M. Laurilland (1979)
(115) asked ’‘Does it make sense to ask how good a
teacher really is?’ He thinks not, especially in the

context of varied success with individual pupils.

Jordan (1955) (16) is of the opinion that the really
successful teacher is ’‘more often a person with a quick
imaginative response to the needs of a human situation’.
This suggests a range of qualities unsuited to
measurement. Jordan’(at the same time (16)) continues



’The intellectual approach is often too analytical; it
dissects to understand and comprehends future situations
in terms of a previous experience of dissection’.
Walters (1955) (16) is: more open in her choice of
criteria and said that in view of the failure of
investigation to show there is a ...’special teacher
type’, ... or list of qualities when added together will
make a good teacher, ... or special personality ... or
results of training which is better than all others, ...
‘The teaching profession has room for many diverse gifts
and many different personalities may make good

teachers’.

3. Interviews

Investigation into selection and recruitment included
attention to the interview, its form and use. Comment
is varied and reflects a difference of opinion. Vernon
(1976) (44) considers the selection interview to be of
limited value, and usuall§ only allows an exchange of
stereotypes in which the participants often fail to
recognise the importance of the element they,
themselves, contribute, and the compatibility between
rater and ratee. Furneaux (1961) (25) draws attention
to the potentiality for making bad judgements,
particularly if reliance is placed on unaided intuition
and inference. He says that the wide differences of
interviewer, interviewee and circumstance, making it
impossible to be accurate in assessment give rise to
considerable disquiet. Lovell (1951 (11)) is concerned
about distortion in interview situations. Burroughs
(1951) (10) prepared a 1list of fourteen traits for
rating during the interview for teacher education, and
recommended the use of a prepared schedule to reduce the
unreliability, he also recognised. His 1list, includes
items like ’‘mature’, ’‘sensitive’ ’suitable to care for
children’, and - illustrates the subjectivity of the

information so obtained. As a result of his review
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of research findings, Dale (1955) (16) considered the
selection interview for teacher education inappropriate
for the assessment of intelligence and ‘be-all, end-all
decisions’. Two interviewers are better than one; they
are better at assessing a few obvious personal qualities
in the 1light of available evidence. Interviewers, he
continued, vary in their success, particularly in the
prognosis of teaching ability; for dogmatic interviewers
can be dangerous. Allen (1956) (17) drew a distinction
between individual and group procedures. From positive
correlations achieved, he saw the interview of wvalue in
the prediction of success on both course work and
teaching ability. Higher correlations were achieved for
the latter. He thus concluded that ‘the interview was a
useful technique to use in selecting candidates for
teacher training’. His suggested group procedure had,
in his opinion an ever greater chance of success. Faith
in the interview was also expressed by Halliwell (1965)
(32), who regarded the college interview rating as the
best single predictor of success. He thought it was the
most efficient and economical method of selection. No
such confidence is expressed by Eysenck (1969) (74), who
claims that tests (e.g. intelligence, personality) did
not correlate significantly with the interview, so that
‘our faith in the integrating faculties of the human
mind is not supported by experimental findings’.

4. Selection

Applicants for teacher education are survivors of the
selection imposed by the whole educational system and
socio-economic factors which have been their lot. If
they have chosen B.Ed., they have narrowed their own
choice at entry to higher education.

To what kind of selection have these potential recruits
committed their fate?

Robbins (1963) recommended the use of both ‘o0ld and new’
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procedures; perhaps this was a way of supporting the
best of two worlds. Furneaux (1961) (25) points out
that it is important to ask whether a procedure is ’‘more
accurate than any of the other techniques available’
and that both o0ld and new methods are subject to the
same errors, the new to a lesser degree. He agrees with
others of the time that selection must be improved, but
considers it impossible to abolish it. Morrison &
McIintyre (1973) (76) take up the theme that identified
predictors need to correlate highly with ‘on the job
performance’; they were still hoping for the discovery
of accurate predictors and valid criteria. Thus they
subscribed to the school with ’persistent hope’ that
research would lead to refined procedure. Miller (1970)
(38). The failure to achieve any real success in this
line of research has been illustrated above. Fontana
(1970 (37)) took the view that selection was not a 1live
research issue, largely on the grounds that no real

selection took place at entry.

Dressel (1978) (46) draws attention to the variety of
descriptions (e.g. moods, motives) and values (e.g. in
categories - ethical, aesthetic, social ... ) commonly
in use by those who evaluate others in education. He
says the descriptors are unspecific in definition and
therefore ’‘useless in attempts to specify and appraise
the impacts of education’. In practice, individuals
find that ’‘new occasions involve new interactions and
truths, so that actual wvalues lie somewhere between
personal ideals and adjustments forced by
circumstances’. This would seem to have much to do with
the variation of opinion between selectors, (Furneaux
(1961) (25). Lacey (1977) (83), draws attention to the
strong influence of their own academic discipline.
Since selection is about the evaluation of the
characteristics of individuals, (after Warburton et al.
(1963) (27)), it is better to concentrate on aspects
like personal attainment and participation, than the
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wider issues, (e.qg. general ability and social
background). Thus given formal data from application
papers, the search is for the ’educated person’, who has
certain qualities; for example, ’whose general education
has given an alert curious mind interested in the world
about us’. (Jordan (1955) (16)).

Those who invest their interest in refining the
selection procedure are often convinced that it will
reduce wastage. This is an assumption attractive in
days of economic stringency. Malleson (1972) (39)
outlines the fallacy of this and points out that it
harms neither the student, who never arrives, or
selectors who can ‘carry on as usual’. It assumes the
fault lies with the student. Miller (1970) (38) points
out that even if a perfect selection procedure were
achieved it would fail to prevent wastage because of
variation in marking standards. Stringer’s, (1972)
(40), view is of a number of interacting and
complimentary selection criteria working together; taken
individually they could result in the recruitment of
different students.

Vernon (1976) (44) drew attention to our tendency to
believe in our own judgements and for reasons of self
esteem we are 1likely to rationalise and/or repress
evidence so that we misjudge others. We are reluctant
to acknowledge we are wrong. So selection is not a
’simple task’ and subject to ‘serious error’. Oonce
recruited, the student becomes a vested interest and
selectors do not want to be proved wrong. (Miller
(1970) (38).)

The above views discourage thoughts of further enquiry

about predictive selection, based on quantitative

methods. This is particularly so when the very element

of selection as part of the recruitment procedure is

questioned. If the search is for an ‘educated person’

with widely conceived qualities, then examination of
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the procedure is more appropriately individualistic and
qualitative.

5. Personal Qualities

Few would deny that personal qualities have relevance to
an ability to develop teaching skills, but that there is
a ’‘teaching personality’ can be denied. Vernon, quoted
by Garnier (1973) (52), in comments about inconclusive
research, says that teachers are as diverse in their
’‘psychological traits as any other occupational group
and that ‘it is fallacious to talk of teaching
personality as something distinct and consistent’. 1In
this case selectors can at least exclude those who are
unsuited to teaching [which they do], because they are
’inordinately immature or totally lacking in motivation
for the job’. (Burnham (1969) (90).) From another
view recruits should at least be 1in possession of
certain latent ‘competences and value orientations’,
unlikely to be learnt in‘college and ’‘certain ways of
looking at at the world, at themselves, at the learning
process, at human relationships - especially human
relationships in school’ Goad (1984) (116).

In 1951 Lovell (11) said that there were grounds for
believing that at about eighteen years the profile of
the personality may have become relatively stable, and
little can be done to alter this structure. This
personality set can affect student choice (e.g. of
professional age group). Burnham (1969) (90). It also
meant that selection should be directed at qualities
which we are unlikely to be changed by training. (Evans
(1967) (35)), and training be directed at those that
can. (Leeds University Institute of Education (1973)
(89)) -



What are the qualities sought? Teachers are employees
like any others. Credentialists point out that
employers seek recruits with qualities similar to those
necessary for success in higher education. ’Thus it is
not the acquisition of higher education that leads to
labour market success. Rather it 1is the personal
qualities which result in success in higher education,
that also lead to success in employment’. Williams
(1980) (117). However for teaching, some still claim
that special qualities are to be sought. Bridges (1986)
(101) singles out the ’flair factor’ to distinguish the
good teacher from others. More scientifically based,
Cortis (1966) (34) discuss the tendency for introverted
students to do better academically. Herein 1lies a
dilemma for recruitment to initial teacher education.

Now that teaching is a graduate profession and many
students <choose a B.Ed. degree course, they need
qualities of introversion for academic success. In
contrast it is the more extrovert qualities which lead
to classroom success. (fontana (1972) (87). Taylor
(1969) (68) drew attention to Wiseman’s comments about
differences between selectors. They frequently, he
says, make assumptions with fairly set standards and
differ from one to another about what qualities are

important. This has a cancelling out effect.

Giving one such practitioner’s view Fletcher (1955) (16)
listed the qualities he considered would meet the

demands of the classroom.

- Wholesome.

- Secure emotionally to be spontaneous.

- Friendly and outgoing in attitude to others.

- Able to develop an objective regard for others (either
children or authority).

- Able to act intelligently in human situations (i.e.
high degree of - literacy in human relations).

- Robust enough (i.e. stamina) to tackle the job.
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As in (4) it has to be concluded that a quantified
approach is inappropriate.

6. Available Pool of Applicants

Imnmediately prior to recruitment the pool of applicants,

from which colleges choose has been limited in three

ways.
1. Career choice.
2. Choice of others; mainly other institutions.
3. Applicant choice.

Occupational choice is a complicated process, writes

Lomax (1973) (93). It is an outcome of a succession of
sequential stages, which begin with inborn
potentialities, setting limits on subsequent

performance, and end in eventual location in particular
employment. Such complexity, he continues, is hardly
likely to be unravelled by interview or questionnaire,
used to examine motivation. [Nor would it seem, so, by
a recruiting procedure. ] The choice for teaching is
influenced by the following:-

1. Parents and social influences: e.g. Socio-economic,
tradition, fashion.

2. School; aptitude for academic work, choice of
subjects, attitude.

3. Peers and teachers; especially when choice is
maturing or made.

4. Interest in children.

5. Interest in teacher roles: e.g. educator, worker.

6. ’'Hedging bets’, against failure to enter elsewhere.
These factors can be summarised in the following

diagram, after Morrison & McIntyre (1973) (76), with
additions.
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MODEL II Career Choice - Teaching
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Such exemplification assumes the student is making a
positive well founded choice for teaching; many do, but
others come as a result of selection ‘out’ by the rest
of the institutional hierarchy. They may have, or
expect low grade gqualification, or be lacking in a
special requirement; they may just be late applicants.

Therefore the pool of potential applicants for teacher
education begins with a core who have a long term
interest, which may originate in childhood. They have
been Jjoined by those who have developed an interest
gradually, those who have been forced into more
realistic ambition, and those who make a last minute
decision. They.all come to the point of application,

which is crucial and therefore of utmost interest to
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competing colleges. The available pool thus becomes the
subject of publicity designed to influence choice of
college.

What is the nature of the group when it has been
recruited from the pool? McLeish (1976) (79) reports
that there 1is nothing very special about them. (See
page 43). His observations rooted in averages, contrast
with the individual consideration necessary for each
application. Does each recruit, then join a group of
which ’nothing very special’ can be said? The
possibility that a student group can be viewed in such
generality, should reinforce the educational need for
individual treatment. Additionally it suggests the
applicability of a similar approach in enquiry about

recruitment.

7. College Factors

il

Frequently overlooked 1is that institutions of higher
education are required to accept a social role and the
responsibility for the selecting and sorting of students.
This was pointed out by Austin (1971 USA) and quoted by
Heywood (1977) (114). Students rejected at application,

or later by failure, are precluded from the further
impact of education, at least at the selecting college;

in effect it is saying that ‘the education of those
students is not a worthwhile enterprise’. It could be
argued that such a system penalises the late bloomer,

and gives unfair advantage to those students whose
initially high performance in high school goes downhill

during the college (NB Context USA). Such a view
suggests that colleges need to operate a generous

admission policy.
Society also asks the whole system of higher education,
and therefore individual institutions, to respond to

national need and be flexible. Since 1960 in this
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country, this applied particularly to colleges of
education, which were required to first expand and then
retract and reorganise. Change and fluidity on this
scale does not promote stability. Attitudes both within
and without the colleges necessarily changed. 1In such
circumstances it is not possible to assume a universal
mode of recruitment or even continuation of method and
policy in one institution. Each college of necessity
seeks its own pattern of recruitment according to its
own peculiar needs and practices. As these change
necessary adjustments are made to overall institutional
policy and practice (after Dressels 1978) (46). In
recent years, only too frequently the ultimate criterion
of successful recruitment, has been filled wvacancies
thus ensuring the continued prosperity or even existence
of the college. In 1965 Simons (33) attempted a
description of a successful college, which should find
no difficulty in recruiting ’‘good quality’ students. It
should be mixed, in a large to medium Midland town,
offer a wide range of courses one or two of which should
be specialist, have a higher number of secondary places
[NB 1965] and full residence. Though tastes and
emphasis in student priority have changed to some extent
since 1965, they serve to illustrate the factors which
colleges must consider when promoting their own image.
This they will tend to perpetuate (Himmelweit (1963)
(26)), so that each institution develops a personality
(Lowery (1982) (51)), to which students seeking
admission need to respond in a way seen to be favourable
by its agents, the recruiters.

The practice is about one college and the individuals
who apply there for entry. It is therefore in keeping
to study the practice of one college over a fixed period
of time together with the recruits of the same time

span.
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GENERAL METHOD ADOPTED

Recruitment for teacher education has to be seen in the
context of national, 1local and individual issues;
associated is a range of complex information about
colleges, tutors, students often characterised by its
subjectivity. The resulting variants of understanding
and conviction have stimulated enquiry in the past. At
the same time they are, no doubt, related to the marked
failure to achieve well confirmed outcomes and very

limited success in over view.

Was the search for positive correlations unrealistic in
view of the nature of the material and concepts

involved?

General professional faith in familiar procedure,
especially the interview, 1is not always supported by
theorists. What then goes on? Do the practitioners
adhere to their claimed principles or compromise them?
The general conviction and persistent interest in
selection 1is based on the false assumption that it
exists. Negative selection may be a reality, but there
is a need to shift ideas to the whole process of

recruitment and the individuals who are its subject.

The study therefore concentrates on recruitment of
students as practised by one college over a period of
ten years as follows:

1. The Years

1976~-’85: The first vyears of B.Ed./C.N.A.A. degree

(Includes a revision in 1982).

2. Students

Observed by:-

i. Pilot study: 20 students (outside the sample one
hundred) .

ii. Selected sample: 100 students, monitoring
pre—-admission and post-admission history.
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iii.Case studies.

3. Society

Opinion testing of about 40 people in a variety of
occupational roles, about qualities needed in applicants
for teacher education.

Features of main enquiry shared with case study

Taken overall this enquiry draws from the tradition of
case study, within a historical context. Recruitment by
one college, over ten years, is a study of an ’instance
in action’; it forms a ’‘bounded system’. (Adelman et al
(1980) (118).) The historical view enables discussion
of practice over the ten years. This choice of approach
makes it possible to observe the system as it then
existed. An artificial situation or simplification
created for the purpose of observation is here
inappropriate. (After Kemmis (1980) (119).) Such
artificial and simplified <creations (e.qg. tests,
experiments) lead to out bf context results, which in
turn can lead to opinionated recommendations. In
contrast case study can be seen as ’‘a systematization of
experience within which interpretations are critically
handled in the interests of preventing experience from
being opinionated’. (Burgess (1985) (120).)

There are grounds here for believing that the results of
this approach are more likely to have the confidence of

the practitioners.

Use of Case Study within enquiry/Selected Individuals.

Since the whole enquiry claims some of the
characteristics of case study. it is appropriate that it
should be illustrated by case studies. Each applicant
for initial teacher education is considered as an
individual and - thus the application and consequent
college history of accepted students, becomes a case
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study in its own right. Just as a case study can be

described as naturalistic (Kemmis (1980) (119)), so it

is in application to a recruitment topic ....

....’it is so important to have the kind of case study
approach to investigations that can provide the
qualitative experimental, subjective, context
dependent description that will give decision makers
a good understanding of the system they are dealing
with ... Good case studies of individual students
and individual institutions can make us aware of the
important factors at work and how they interrelate.
They can help us understand the patterns of
influence in one place so that we can more easily
make sense of these in our own context’. (Laurilland
(1979) (115)).

Of note is that case study was seen as the appropriate

follow up to monitor the effectiveness of the innovative

battery of recruitment tests reported by Jordan (1955)

(16) . \

The individualistic nature of the information considered

by both former workers, and this study is the strongest

reason for the use of case study. The information can
be considered under three headings:-

Arising 1i. Within individuals i.e. applicants.
ii. Without, but directly affecting
individuals.
iii. From outside influences, but affecting
individuals.
Following is a table arranged under these headings. It
seeks to illustrate the origins and nature of
information and observation which may be available; it
is not comprehensive, nor is-it considered possible to

make it so, because of the nature of the material.
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TABLE II ILLUSTRATING ORIGINS/NATURE OF INFORMATION AND

OBSERVATION AVAILABLE FOR CASE STUDY

Within Individuals

Initiatives and responses to learning
a way through the next step (i.e.
entry to H.E.).

Set of variables; peculiar to each
applicant.

Negative qualities; likely to stand
out.

Social and educational advice; each )
applicant brings own particular )
history. )

Constructs about learning/stereotypes
of student role etc, on entry students
are strangers.

Potential for student and teacher role;
the development is individualistic.

Special attributes; personal.
Student choice; most significant
at time of application, but continues

to operate during course.

Learning pathologies; may be presented
before and after entry.

Without Individuals

. . * .
Formal information sought in completing
an application (*Administrative
definition).

Academic performance and affecting
variables; (may also arise in
individual).

Head teacher’s report; can fail to
discriminate, especially amongst
those with minimum qualification.

Forces operating in recruitment.
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Lowery
(1982)

Drever
(1963)

A.T.C.D.E.
(1954)

Marris
(1964)
Taylor
(1969)

J D Wilson
(1981)

Meek
(1985)

Bridges
(1986)

Entwistle &
Wilson
(1977)

J D Wilson
(1981)

Miller
(1970)

Entwistle &
Wilson
(1977)

Burroughs
(1951)



5. Particular failures and successes. ) Dale

) (1955)
Miller
(1970)
6. Estimation of ’‘latent culture’ - Lacey
sufficient to facilitate successful (1977)

transfer to new setting in college.

7. Estimation of motivation; particularly
(though not limited to) professional.

8. Inadequacy masked by ’‘double talk’. Bridges
(1986)

ITI.Outside Influences

1. National and social pressures [e.d.
to keep ’‘failing youth in system’,
recruitment of ’‘lame ducks’; claims
that selection is haphazard; advocation
of general trainability]. These are
about promoting individual prospects
and therefore study of information
about persons.

2. Socialisation; i.e. the reorientation Gay (1986)
of individuals (e.g. student) until Meek (1985)
self is found and becomes ’‘in tune’
with institution/profession.

The role envisaged for teachers in the first half of
this century was based on a concept of teaching with
clearer parameters than those upheld today. The earlier
deterministic and correlative research approaches on
selection were in keeping with views of this kind.
However alongside the widening context of educational
issues also came an increasing awareness of individual
rights in general. These changes have to be recognised
by the role guardians in society of whom those who
control entry to the professions are a prime case in
point. For example:-

- those holding required entry qualifications may regard

course entry as a right,

- parents may consider it their right to expect

teachers, sufficient in numbers and quality to staff
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the schools attended by their children, and therefore
express opinions about who should enter initial

teacher education.

However those controlling admission to courses face a
dilemma. On the one hand is our ability to count
students in and out of college, reckon their academic
achievements and examine the subjective grades about
their teaching ability. On the other hand is society’s
judgement, which includes that of the profession itself,
about the quality of students accepted, teachers
produced, and on the job performance, actual and
expected. The role and thus image of the teacher is
thus seen to have changed to meet the needs of expanding
knowledge and a pluralistic society. (Draws on Goodlad
(1976) (59)) . Increasingly it is recognised that
students and teachers must now be prepared for a certain
insecurity and uncertainty. In this climate recruiters
are working with information which is almost entirely
subjective, and in the light of which they must make
judgements and decisions equally subjective. There is a
case here for accepting the subjectivity as an essential
part of the enquiry.*

The final resolving of each student’s application is by
a decision in which the informed hunch, intuition (or
what ever term is favoured) must play a major part.
This 1is another way of saying that experience,
expertise, connoisseurship is brought to bear on the
accumulated evidence. This appears to have close
similarity to case study, making the material associated

with it, suitable for treatment as such.

*See also Mcleish 1970 (86) see page 62)
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CHAPTER IV: I) THE COLLEGE RECORDS AS A SOURCE OF
INFORMATION

IT) PILOT STUDY

As generations of students come and go, records about
them accumulate in colleges. These are to be seen as
part of an ongoing process of recruitment followed by
course participation and performance. They are also
part of the documentary evidence contributing to the
history of the college as a whole. Since this enquiry
draws heavily on ten years of such records, now part of
X-College history, the historical view is fundamental to
the use of the documents. In simplistic terms, the
search was for data which would tell how the college
carried out recruitment for the B.Ed. course over a set
period. With this primary aim in view the documents
were analysed and assessed, for their potential value to

the enquiry.

The following explain and summarize sources  of
information used from the college records.

1. Model III RECRUITMENT AND COLLEGE HISTORIES SEEN AS
PART OF AN ONGOING COLLEGE PROCESS.

This shows the components of the recruitment and college
histories in the light of the process of which they are
a product.

a) Arrowheads, from left to right >--==- > indicate the

ongoing nature of the process.

b) Level I, draws attention to the overall

administrative framework which affects recruitment and

the course which students follow after entry. e.g.

- National figures/share allocation determined by the
Department of Education and Science.

- Nature of B.Ed. course influenced by C.N.A.A.

- Internal college responses.
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c) Level 1II, represents the histories built up by
contributions of data of two kinds, empirical shown
above and subjective shown below. Continuity of the two
histories is marked at entry by a change in emphasis;
beforehand past history is conditioned by procedure and
afterwards history is conditioned by performance.

d) Selection/Drop-out. Selection and first drop out

take place at fixed points in procedure:-

S, without interview (most in number).

S, after interview (numbers vary from subject to
subject according to demand but overall they are a small
percentage of those interviewed i.e. less than circa
20%) .

D1: on publication of ‘A’ 1level results when some
students fail to qualify and some elect to go elsewhere.

5 and D1 are not

available, since they are not all kept; however Appendix

Detailed figures to cover S,+ S
V is helpful especially for D, -

D,: Drop out during the course can happen at any time
from the first few days to failure at final
examinations. Most frequently, it is associated failure
in some aspect of the course, or loss of commitment (to

teaching and/or study or both).

There was an overall loss of just over 10% of entries
over the ten years examined; this is approximately in

keeping with the national average.

2. Model IV RECRUITMENT AND COLLEGE HISOTRY SEEN AS
THE PROCESS AS IT AFFECTS THE INDIVIDUAL STUDENT

a) Arrows, from left to right >-=—=-- > 1indicate the
ongoing process as in Model III.

b) Data about each individual student converge to
create the two histories of the student.

c) Selection/Dropout. Previous selection is by

personal history and own selection, so that the college
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receives applications only from those who have not thus

been eliminated. Selection and drop out occurs after
entry at the same points as shown in Model III, i.e. Sl’
Sz, Dl and D,

3. Table III is self explanatory.
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TABLE ITITI :

SOURCES OF INFORMATION IN X-COLLEGE RECORDS

(as used for the study of 10 years of recruitment

1976-1985)
I. RECRUITMENT HISTORY
DOCUMENTS ASSOCIATED PROCEDURE
Registry responds to
initial enquiry for
information.
1. APPLICATION FORM/empirical REGISTRY

a)

b)

d)
e)

data (see Appendix 1V).
personal details i.e. name,
address, date of birth, sex
health, nationality, next of
kin.

qualifications.

course options i.e. choice
of special subject and
professional age range.
school.

previous employment/higher
education, if any.

i

APPLICATION FORM/subjective
data.

Statement. Page 2 of the
form was blank except for
guidance notes.

TOP: Please use this space
for a statement in your own
handwriting, giving
additional information you
consider relevant to your
application (e.g. reasons
for choice of course; extra
information relevant to the
course for which you are
applying; special interests
and skills; for B.Ed.,
experience with children.)
BOTTOM: Applicants should
note that this statement
forms an important part of
the application.

REGISTRATION FORM/Central
Register and Clearing House.
This provides no additional
information.-

REFERENCE/S: usually one
from sixth form tutor/or
...90._

a) received and regi-
stered application.
b) checked essential
details.

c) took up references
... This would have
been followed by an
interval of 10 days
or more.

On receipt of ref-
erence papers were
considered ‘complete’
and forwarded for
consideration at
tutorial/professional
level.

PROFESSIONAL DECISION
a) negative selection



equivalent. For mature
students two references
were required.

INTERVIEW REPORTS,
representing

a) professional interest.

b) special subject interest.

POST~OFFER CORRESPONDENCE
a) Routine. eg formal letter
offering place on course
and students acceptance.
b) Other letters. eg those
written by prospective
students raising queries
or making requests. eg

for change of professional
choice, (such letters are
few).

NOTIFICATION OF ‘A’ LEVEL
RESULTS (or alternative),
where offer has been
conditional on passing
examinations.

- g1 -

of the unsuitable.

b) invitation to
attend interview sent
to those considered
possible.
PROFESSIONAL DECISION
to offer place (or
reject) dependent

on overall consider-
ation of information
assembled, together
with recommendation
of interviewers.

By registry.

Dealt with as
appropriate by
Registry or at
professional level.

Received by Registry,
who confirmed offer.



II COLLEGE HISTORY

DOCUMENTS

1.

COURSE RECORD. Set of slips
(approx 15 x 10cm), one for
each course unit followed by
student; they record grade/
mark, and comment.
NB. a) They include brief
reports on school experience.
b) Completeness of set is
subject to some unreliability
especially when students have
been in difficulty.

ASSOCIATED PROCEDURE

At the completion of
each unit the tutor
completes a set of
duplicate slips,
destined as follows:
a) Central records
(top copy) (used in
this enquiry)

b) Student

c) Subject/Prof-
essional studies
records

d) Retained as tutors
record.

2. CORRESPONDENCE. Usually none. Covering procedure.
eg copies of warning letters
from the college to students
in difficulty.
eg requests from students for Permission granted
permission to take part in for absence from
school residential course if acceptable.
excursions.
3. USUALLY: Final College‘Report. Completed mainly from
(For qualifying student.) accumulated course
slips by personal
tutor.
4. OR: a) REPORT FORMS about a

withdrawn student completed
by relevant tutors

and b) REFERENCE if a request
has been received.

Completed with help
of report forms.

III CASE STUDIES

Additional to above:-

SCHOOL EXPERIENCE RECORDS

a) Head Teachers Report ) These are made at the

b) Supervising Tutors Report ) end of each school
experience and kept
separately from
central records.
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CHAPTER VI : IT) THE PIIOT STUDY

Following the examination of information available it

was decided to proceed with a pilot study as follows:-

Twenty students known as P1-20, were selected from the
ten year population, by first taking No.10 and No.20
from each year list; to obtain a balance of special
subjects the choice was moved on by one, or more if
necessary. Content analysis was made on the chosen
students papers by the use of the Schedule A, to which
the score system B was applied. The method uses
suggestions made by the Open University Enquiry Team
(1973 (121), and is also influenced by M. Allen (1956)

(17) when he investigated discrepancies in his enquiry.

Because of their fundamentally subjective nature scores
obtained from the content analysis were interpreted in
relative terms i.e. \

Highest 5 : considered relatively high.

Middle 10: considered normal.

Lowest 5 : considered relatively low.

These interpretations, together with some additional
pertinent information are assembled in Table IV. Any
relatively low score in the recruitment history suggests
there may have been a compromise. P3,4,6,9,10,17,19,20.
Penalty scores usually reinforce this interpretation.
In addition, three cases presented with an
unsatisfactory outcome, though their recruitment history
was normal. This suggested that scrutiny of the
recruitment history was worthwhile to see if compromise
could be seen in retrospect.

i.e. P 11,12,14.

Thus at first analysis:-

No. of Cases: 9 : Recruitment was justified. This means

there were no sérious reservations in either recruitment
or college histories. Their profiles are seen as
normal.
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8 : Compromise in recruitment seens
likely.

3 : Their unsatisfactory outcome suggested
that compromise may have been made in recruitment; they

were worth retrospective scrutiny.

Information about the last eleven students was examined

in more detail and is presented as Pilot Case Studies.

Following Table IV, overall information obtained from

the pilot study is presented as follows:-

1. Observations on information obtained.

2. Diagram I. Recruitment History.

3. Diagram II. Relationships between recruitment and
college histories.

It should be noted that since the pilot study is based

on 20 cases only, limited value can be attached to the

interpolated distribution graph in 2 and 3. However

they serve to 1indicate possible trends in the

recruitment process as follows:-

i

Qualifications : a wide spread of academic ability based

on examination performance, but with possible emphasis
on lower levels of attainment.

Statement : applicants tend to undersell themselves and
none were very successful.

Reference : this was the most balanced curve*,

Interview : this approximates to a normal curve and
suggests a reasonable balance, but with a slight
tendency to use higher ratings.

Overall : the curve suggests an approximate balance.

*Walters (1955) -(21) concluded that school estimates of
an intellectual ability were of doubtful wvalue, but
those of Suitability for Teaching were of some value.
Furneaux (1961) (25) suggested a moderate correlation
between school reports and subsequent acadenmic
performance.
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PILOT STUDY : SCHEDULE A - CONTENT ANALYSIS

YEAR NO NAME RES. /DAY
D.of B. Sex M/S : Chn.
Address/Town British/or
Rel. Denom. Health Next of Kin
QUALIFICATIONS EXAMS. to be taken
'o’s 1 ’0’s 1

2 2

3 3

4 4

5 5

6 A’s 1

7 OR 2

8 3

9
‘A’s 1
OR 2

3
COURSE 1) Sp. Subj. \ 2) Prof. Group
School Employment

Previous H.E. Course

STATEMENT Mention Wording
Course Choice

Subj. Choice
Exp. Chn. 1) Gen.
2) Sch.

Interests
Other Content.

Page use: <2 ], | PaGE

Writing : L .
- +

Spelling : No. of Errors

Expression : N \
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REFERENCE School/or

SFT A level: Predictions/Obtained/or
Support \ X i 1
- cool + 2
3

Quality Comment

INTERVIEW

Rating 1) Prof. 2) Subject
Appearance Verbal
Voice Alertness

Quality Comment 1) Prof. 2) Subject

i

HISTORY/after offer.

QUALS. added after application
0's

'A’'s/or.

Other comment.

- 96 =
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POST ADMISSION HISTORY Year
No.

Record Card

General Profile

Course Units \ . and comment

School Exp.

DEGREE
COLLEGE REF:
Generally supportive.

Reservations.
Special Subject.

Prof. Subjects:

School Exp:

Interests:

Other:
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PILOT STUDY : SCHEDULE B.
Scoring System used with Schedule. A

1. QUALIFICATIONS
ro’ Score | 'A’ Score | Other Score
Levels Levels
/Grade /Grade
A A 9 Exc. entry)
B 2 B 7 OND/C ) 5 cf£f ’'A’level
C c 5 B.TEC ) Grade C
D 3 Music Gd 7 1 cf ’A’level
Grade E
E 1
2. VALUE JUDGEMENTS
A. Statement : Score one for :~-
Mention: -~ Mention:~-
Use of % page Chosen course Children
Use of 2nd/% page Special subject People
Handwriting/satis. | Academic interests|Interests:
a) sports/outdoor
Expression/satis. b) social
c) creative/
artistic
+ further 1 + further 1
Expansion of Expansion of
above. above.
B. Reference
*S.F.T. A BCDE Tone of support
Score 9 75 3 - score o, 2 )

Score 1 for each mention and further 1 for

mentions or part of as follows:~-
* Suitability for Teaching
_98_




Mention/comment of:-
a) Acadenic potential.
b) Attitudes to study, course, career e.t.c.
e.g. hardworking, serious, conscientious.
c) Language and expression.
d) Individualism.
e.g. confident, independent, reliable.
e) Sociability
e.g. likes children, good relationships.

C. Interview
Rating: A B+ B B- C+ C C- D E ) for both profess-
109 8 7 6 5 4 3 =~ ) ional and subject
assessment.

Score one for each mention and further one for each 5
mentions or part of:-

a) Confidence b) Attitude c¢) Academic suitability.

Notes on General ImpressiPn : (Four comments on each

form).
Score 2: If positive.
1: If satisfactory.

3. PENALTIES ON A, B, C

5: Language; comment or observation.

5: Academic ) doubts; comment or history.
5: Personality )
2: 1Instability in history of application.

2: Errors in statement.

4. POST ADMISSION: COLLEGE HISTORY
Average Mark Range : A BCDE
9 75 3

(For more recent recruits <-- 60% 50% -->

Score one for each mention and further 1 for each 5

mentions or part of).
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College career

a) Acadenmic b) Acadenmic c) Interests
quality attitudes

School experience

a) Energy b) Good relationships c) Imagination
Enthusiasm Class management Creative
etc. etc. etc.

5. PENALTIES ON COLLEGE HISTORY

5: Failed Units

5: Poor Language

2: Academic/Professional disorganisation
2: Noted shortcomings
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PIIOT STUDY :

OBSERVATIONS ON INFORMATION OBTAINED

Of the twenty cases:-
4: Withdrew.
1: Failed Degree.

6: Still in course at time

of observation.

Qualifications at entry

9: Completed course:-
4: Uncl. )
3: Hons II ii ) Degree
2: Hons II i )

15: Higher proportion of score from ‘0’ levels.

5 :
With higher ’A’ level score

Higher proportion of score from ’A’ levels.

With higher ‘0’ level score

2: completed:-
1, Unclassified )
1, IT ii ) degree
(Both had satisfactory

histories at recruitment)

1: Withdrew (had good
potential)

1: Withdrew after 3 years
to return to American
system; had been credited
score 5 for grade 11.

1: still in course;

weakness evident.

7: completed:-
2, Unclassified )

3, IT ii ) degree
2, II i )
[0Of these, there were at

recruitment: - Academic
reservations/2 of the
IT ii.
prospects for II i. Heavy

Poor academic

penalties on Unclassified]
2: Withdrew
1: Failed degree

5: 8till in course, of
these:- 3,
date. 2,

satisfactory to

weakness evident

Only a quarter of the group were higher scorers from ‘A’

level (or equivalent)

qualifieations.

Of the remaining

three dquarters who earned a higher score from ‘0’
levels, academic difficulty in their histories 1is
common. This may suggest an element of compromise in

academic expectations. There was recruitment of

students who generally did not rise fully to the demands
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of ’A’ level work and whose prospects for degree studies
were low. This also corresponds with the description of
college of education students given by NFER. 1972 (41)

Analysis to Identify Compromise at recruitment

9 Cases P1,2,5,7,8,13,15,16,18.

Appear to have normal recruitment and college histories.
8 cases P3,4,6,9,10,17,19,20

Initial observation suggests that at least an element of

compromise exists.

2: Completed. P1l, Honours II ii degree; P10, Honours
II i degree.

2: Withdrew. P3, Initial risk; returned to American
system.
P4, Initial shortcomings; unable to
maintain commitment under pressures.

1: Failed degree. P9, Initial reservations.

3: Still in course. P17,19,20. Initial reservations
followed by academic concern in course, in
each case. ‘

3 Cases P11,12,14.

Viewed retrospectively. Their recruitment history seems

satisfactory, but the outcome was unsatisfactory.

1: Completed. P12, Unclassified degree.

A generally satisfactory recruitment
profile did include some warnings. Course
history marked with academic weakness. A
likely compromise case.

2: Withdrew. P11, completed one term only and in that
time demonstrated good potential;
transferred elsewhere. Though there were
signs of unsuitability around the time of
entry, this  recruitment cannot be
considered a compromise.

P14, completed two terms. Recruitment
history includes elements of compromise;
he was over rated by the sixth form and
given too much benefit of doubt. A likely
compromise case.

- 107 =-



Some general observations about the eleven cases

examined for possible compromise at recruitment
Sex M: 6 F: 5

Since the proportion of male to female on the course was

approximately 25 to 75%, male students are over
represented in this group.
Qualifications

5 applicants were qualified at consideration. Two of
these had previous experience in higher education, from
which they had withdrawn.

'A’ level grades were represented as follows:-

A,1; B,4; C,3; D,3; E,12.

The E grade, thus accounts for more than half the
overall level of performance. One student held a BTEC
qualification. One student was admitted under special
entry.

Statement

9 applicants showed a weakness, usually in language. In
7 of these it was considered serious.

Reference \

8 references alerted the college to possible problems.
Interview

6 interviewees made a positive impression.

5 interviewees prompted very firm reservations.

College History

There was a tendency to mark higher than comments seemed
to support (double talk. See page 128).
Of the five withdrawn students:-
3 left after a short stay.
i.e. 1 left after one term; 2 after two terms.
2 stayed longer.
i.e. 1 after seven terms; 1 after nine terms.
All three of those still in course at time of

observation were showing signs of academic weakness.

POSTSCRIPT: College Histories of students still in

course at time of observation for pilot study.

P15: Completed course and achieved Honours II i degree
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P16: Completed course and achieved Honours II i degree
Both the above students had normal recruitment and
college histories; the outcome in each case was in
keeping with observations.

P17: Completed course and achieved Honours II ii degree.
This was 1in spite of reservations expressed at
recruitment (see also Pilot Case Study: 17 Page 122).
It seems there is justification for the compromise made
in recruitment.

P18: Completed course (3 years) ; achieved an
Unclassified degree. This student had normal
recruitment and college histories.

P19: Proceeded to Honours.

P20: Completed <course (3 vyears) and achieved an
Unclassified degree. This outcome could have been seen
as probable in the light of reservations expressed at
time of recruitment and weakness seen 1in college

history.
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Pilot Study: Case 3: Sex: F.

Special Subiject: French.

1.

Recruitment History.

Qualifications: American/accepted in lieu of ‘0O’
levels.
'A’s. German ‘C’; French 'E’;
English ’‘E’.

Statement: Satisfactory, but rambling and
unstructured.

Reference: Generally supportive of her
potential; found ‘A’ levels

difficult after American style

study. Hints at need for
further development.

Interview: (Advice basis only/living
abroad) . Seen as a risk; 1if

motivated could do well.
College History

Generally successful; demonstrated potential in
positive way, though there were shortcomings over
organisation, accuracy and presentation.

Outcome: Withdrew at end of third year.

Comment

This case can be seen as a compromise at

recruitment; she had a low score for both
qualification and statement. Risk was recognised,
but also potential if she settled. Her stay of

three years would have made her eligible for an
unclassified degree had she elected for that at the
right time; she intended to use her college record
to obtain credit in the American system. Her
rather undisciplined performance and eventual
withdrawal suggests she never really settled and
faith that she might do so was unfounded.
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Pilot Study: Case 4: Sex: M.

Special Subject: Design & Technology

1.

Recruitment History

Qualifications: ’0’s x 5 (inc. English 4 and
Maths 4: 1966 grading)
City & Guilds/Coal ) Special
Preparation 040 ) Entry

I.D.H.E./Heating )
Engineering )
Statement: Evidence of language weakness.

Concerned for those young people
at ’bottom of pile’.

Reference: Ability considered adequate
though weakness in written
language noted.

Interview: Considered outgoing, perceptive
and with ability; could be
asset to profession.

College History

\

First two years generally positive, but work went
into decline. Did not produce enough work for
special subject/Design & Technology. References
made to shortcomings in written work, superficiality
and no contribution to seminars. Failed and
redeemed one unit. School experience generally
satisfactory, but short on subject knowledge.
Outcome: Withdrew after seven terms.

Comment

This was a mature (27 years) student, with a thin
academic background, who found the course demanding.
Though early in the course he demonstrated
potential, he could not cope with competing domestic
pressures, which built up because he was away from
home; eventually these interfered with his general
commitment and he withdrew. His recruitment was a
compromise particularly on academic standard. It
was made in good faith that he might be successful

in a shortage subject, but under strain and with the
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increasing demand of the course, he did not have the

resource to persevere,
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Pilot Study: P6: Sex: F.

Special Subject: Biological Science.

1.

Recruitment History

Qualifications: ’O’s x 9 ( inc. Eng. Lang. ‘B’
and Maths ’C’).
'Als X 3. Biology 'B’,

Geography ’‘E’, Sociology ‘E’.

(Predictions D, C, B/C.)
Statement: Short, limited, expression poor.
Reference: Alerts to poor language; not

inclined to take responsibility.

Moderate ability. Needs to
’live’.
Interview: Good impression; perceptive

comments on work with children.
College History

General profile above average; comments refer to
shortcomings which are masked by overall positive
markings. Curious double talk involved. College
reference was very long and verbose.

Outcome: Hons. Degree/II ii.

Comment

In recruitment, seems to have been given the benefit
of doubt with some but not total justification. The
reference gave clearly indicated warnings about
limitations in academic ability and language skills;
there were also reservations about her ’Suitability
for Teaching’ arising from her rural upbringing.
Her college performance showed that these
reservations had good grounds. In spite of
shortcomings she achieved an acceptable Honours

II ii degree.

There was an element of compromise in her
recruitment; whether this has been fully vindicated
could only be shown by following up the student’s
career, after leaving college.
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Pilot Study: Case P9: Sex: M.

Special Subject: Physical Education.

1.

Recruitment History

Qualifications: ’0’s x 7 (inc. Maths (2), Eng.
Lang. C).
’'A’s. Engineering Drawing ’B’,
Mathematics ‘E’.
(Qualified at application; had
also taken A/level Engineering
Science, ’0’.)

Statement: Poor, short; expression and
handwriting both weak.

Reference: Cool support; had difficulty in
meeting personal and academic
criteria; problems with
language; had potential, but
there were reservations.

Interview: Generally positive; subject
assessment less so.
Acknowledged his need to attend
to language weakness.

College History

Persistent theme of shortcomings in academic work;
failed Part I examination; low performance in
school.

Outcome: Failed final examination.

Comment

Clear warnings evident at recruitment, especially in

the reference which included double talk. He
wasted three years for all concerned; clearly an
unsuitable recruit. The compromise was made to

recruit for a shortage subject in college (but not
nationally).
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Pilot Study: Case 10: Sex: M.

Special Subject: Geography.

1.

Recruitment History

Qualifications: ’O’s x 6 (inc. Eng.Lang. ‘C’,
Maths ’C’).

'A’s. Geography ‘E’/’79, Maths
'D’/’80, Accounting ’‘E’/’80.
(1979 Prediction Geog. 'E’,
Maths ’F’, Accounting ’B/C’).

Statement: Content generally satisfactory,
but language weak.

References: Very supportive; described as
’‘outstanding’ and well motivated
for career.

Interview: Gave a positive impression, but
no evidence of deep thinking or
insight.

College History

Unpromising start, but consolidated studies and
developed well.

Outcome: Honours Degree II 1i.

Comment

It was difficult to reconcile reservations at the
recruitment stage, with the strong support given in
the reference. The element of compromise was
clearly vindicated. Personal qualities appear to
be the key factor. i.e. self-discipline and
motivation for a career in teaching. His overall
commitment was thus strong.
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Pilot Study: Case 11: Sex: F.

Special Subiject: Art.

1.

Recruitment History

Qualifications: ’O’s x 8 (inc. Eng. Lang. ‘B’,
Maths C.S.E.1).
‘A’s. Art '’'B’, English Lit.

'D’, Economics ‘E’

(Qualified on application.)
1981: added Art Foundation
Course.

Statement: Generally satisfactory with
minor shortcomings in writing
and expression.

Reference: Well supported by Sixth Form and
College of Further Education.

Interview: Very positive but she failed to
bring folio of work (requested):;
offer followed by series of
letters.

4

College History

Good potential indicated.
Outcome: Withdrew after one term.
Comment
This was a case examined retrospectively.
At recruitment there were no signs of compromise.
It is her early withdrawal which suggests that
closer screening may be of interest. She had made
a former change of direction from her Art Foundation
Course, from which she had originally intended to
take an Art training. There are also signs of
minor instability. i.e. failure to respond to the
request to bring a folio to interview; post offer
correspondence about residence, self-catering, and
the possibility of starting the course late in order
to accompany a school party. She was not, in fact,
lost to teacher education as she transferred to
another college. It seems the major factor was
cultural; she came from Italian stock and wanted to
be near her family. Her case is not seen as a
compromise. '
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Pilot Study: Case 12: Sex: M.

Special Subject: Mathematics.

l‘

Recruitment History

Qualifications: ’O’s x 6 (inc. Eng. Lang. ‘C’,
Maths ’B’).
’A’s Mathematics ’D’, History
rcr.
(As prediction.)

Statement: Generally satisfactory.

Reference: Generally supportive, but
included firm warning on
academic limitations; these

were said to be compensated by
personal confidence.

Interview: Generally positive; only
considered average by special
subject.

College History

The record includes persistent comment about

academic shortcomings; reference is made to poor
spelling. He failed the Part I examination but
passed the repeat. In school he made a slow start,
being unprepared for the demands it made; late

practices were entirely satisfactory.
Outcome: Unclassified Degree.
Comment
This was a case examined retrospectively.
Although he qualified, his college history was far
from satisfactory. He was recruited against a
strong academic warning from the sixth form and in
this context he must be seen as a compromise. His
consequent history showed that the warning had good
grounds; failure to be accepted for the honours
course was a matter of protest for him.
The overall satisfactory profile of recruitment
masked the significance of the academic warning.
In addition-he was a male applicant for secondary
training in a shortage subject. Full vindication
of his recruitment could only be seen if his post
college career were followed up.
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Pilot Study: Case 14: Sex: M.

Special Subject: Design & Technology.

1.

Recruitment History

Qualifications: ’0O’s x 7 (inc. Eng. Lang. ’B’/,
Maths ’B’).
'A’s. Economics ‘E’, Design
’B’.

(Qualified on application.)

Statement: Shows language weakness;
writing and expression fair
only; errors.

Reference: Positive; says has good
intellectual qualities. Mentions
shyness.

Interview: Naive and immature. Vague when
pressed on areas other than
design, especially teaching.

College History

Generally weak academic record.
Outcome: Withdrew aftef two terms.
Comment
This was a case examined retrospectively.
He applied with a previous history of two terms in
Higher Education (B.Sc. Building Survey), from which
he had withdrawn. Seemingly he was unable to
commit himself to this and claimed he wanted to be
involved in design. He said that his interest in
teaching arose from this. His ‘A’ level history
and disenchantment with the B.Sc. course do not
match the ‘good intellectual qualities’ claimed by
the Sixth Form even though he achieved a normal
recruitment profile. This case combines academic
and personal weakness with non-commitment/lack of
motivation. His recruitment may have been a
justifiable compromise in view of his strength in
design. However, in the light of his
disenchantment with a previous degree course and
naivety about teaching he needed to be pressed
harder, (with a requirement) on school experience
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and preparatory reading before entry. This might
have prevented his own compromise to gain entry to
’some’ course. This case was a compromise for a
shortage subject.
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Pilot Study: Case P1l7: Sex: F.

Special Subject: English.

1.

Recruitment History

Qualifications: ’0’s x 8 (inc. Eng. Lang ‘C’,
Maths C.S.E.1).
’A’s. English ’D’, German ’‘C’.
(Qualified on application; had
also taken and repeated ‘A’
level Religious Studies, ’0’.)
Statement: Short, language weakness shown.
Reference: Alerts to language problems;
full of double talk; lists
adjectives, some of which are
for opposing qualities.
Interview: Considerable reservation
expressed on both academic and
personality grounds, (Graded
c-).

College History

General profile above average. Comments call for
more discipline in study and include much double
talk. School experience is very positive; comments

speak of ’flair’ for managing a class.

Outcome: Still in course at time of observation.

Later information see page 109.

Comment

Professional strength might (but not necessarily) be
a vindication of compromise made in her recruitment.
In spite of reservation she seems to cope with
academic work. In the long term, she may be very
successful as a teacher, but this remains to be
seen. To time of observation there seems to be some
justification for the compromise made at

recruitment..
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Pilot Study: Case 19: Sex: M.

Special Subiject: Music.

1.

Recruitment History

Qualifications: ’0’s x 5 (inc. Eng. Lang. ’B’.
Maths ’‘C’).

’A’s. English Literature ‘E’.
Also B.TEC III Engineering
and Music qualifications: Gd.
VIII/singing. Gd. VIII/Theory
of Music L.T.C.L./Musical
knowledge L.T.C.L./Singing.

Statement: Generally satisfactory; outlined
numerous activities in which he
was involved.

References: Generally supportive, but
neither able to comment on
academic performance.

Interview: Considered to have academic
limitations.

!

College History

Records indicate that he had difficulty in adopting

a disciplined in depth approach to both academic and

school work. Comments call for more care,

imagination, application, punctuality; he even

failed a unit through lack of interest and had to

redeem it. His practical music is strong, but even

here comment suggests that he needs to be less

casual, more consistent, and be prepared to stretch

himself.

Outcome: Still in course at time of observation.
Later information see page 109.

Comment

He was a mature recruit of 25 years.

His pre-college history suggest he was used to

spreading himself superficially over many

activities. - His musical skills made him much in

demand in the local community. It appears he
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transferred this approach to student life; since he was
a day student, local involvement was probably continued.
There was an element of compromise in his recruitment.
It remains to be seen whether he can come to terms with
the indepth demands of the course as well as giving

music its proper perspective in the primary curriculum.
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Pilot Study: Case 20: Sex: F.

Special Subiject: Biological Sciences.

l.

Recruitment History

Qualifications: '0’s x 9 (inc. Eng. Lang. ‘C’
Maths ’B’).
'A’s. Religious Studies ‘E’,
Social Biology ’A’, Sociology
'E’ (All from a January re-sit).

Statement: Language weakness shown; poor
writing and expression.

Reference: Cool in tone; thought to have
intellectual ability, but does
not apply it uniformly. Can be
withdrawn; thought to be most
happy 1in creative job with
children.

Interview: Little comment; in fact subject
interview made no comment.
Graded C~.

College History

General profile is in the satisfactory range;
comments call for better presentation, organisation,
more detailed analysis and higher standards in
language.

Outcome: Still in course at time of observation.

Later information see page 109.

Comment

She married just before entry. There were clear
warnings in the reference; the suggestion about her
being ’happy in a creative job with children’ has to
be seen as a blanket comment, probably made by
someone at a loss to be positive. Seemingly
interviewers were at a similar loss.

There was a certain element of compromise in this
recruitment and college history to date suggested
that there were good grounds for doubt.
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DISCUSSION OF THE PIIOT STUDY

Those uncompromised at recruitment (nine students).

Examination of individual profiles shows that the
penalty score is helpful. Three students have a
recruitment history without penalties (P8,13,15); two of
these had a successful college career qualifying with
unclassified and honours II i degrees, whilst the third
was still in course at the time of observation. The
remaining six students all earned relatively low penalty
scores representing minor shortcomings; the eventual
outcomes were all satisfactory. The recruitment and
college records of all these nine students gave no
reason for question, and in those terms can be
considered to have normal histories.

Those possibly compromised at recruitment (eight

students, plus three others considered retrospectively).
Information about the eight students considered
compromised at recruitment‘is given in the case studies
(P3,4,6,9,10,17,19,20). To these are added the three
students considered retrospectively and their
recruitment questioned (P11,12,14).

Again penalty scores earnt in the recruitment history
appear significant.

Of the initial eight students:-

5 have a relatively high penalty score of 9 or more.
The highest is 16, earnt by P9 who failed his degree.
Of the remaining three, taken together with the three
students examined retrospectively:-

2, earnt penalties of 5.

The remainder had relatively 1low ©penalty scores,
representing the recording of relatively minor
shortcomings.

The penalty scores are seen to represent warnings which
were seen at the time of recruitment and in most cases

examined appear soundly grounded.
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At this stage little significance can be seen in the
choice of special subject.

Art: 1 French: 1

Biological Sciences: 2 Geography: 1

Design and Technology: 2 Music: 1

English: 1 Physical Education: 2

Perhaps two choices for Biological Sciences should be
thought a coincidence. There are six choices for
subjects which include a fundamental practical
component. i.e. Design and Technolgy, Physical
Education, Music, Art. Some would argue that Biological
Sciences should be added to these.

The group of eleven whose histories were examined for
compromise obtained 25 ‘A’ level qualifications between
them; 14 of these were at ’'E’ grade, 3 were at ’D’ and 3
at ’C’ grades. This suggests an overall low performance
in entry qualificationsg, in keeping with the
observations made by N.F.E.R. 1972 (41) (see page 42).
Of the four ’B’ grades obtained by the whole pilot
group, three were earnt by students apparently or
possibly compromised in recruitment i.e. Art (P11):
Engineering Drawing (P9); Design (P14). None of these
subjects are usually considered a strong foundation for
the professional studies element of the B.Ed. course;
only P11 had sound additional qualification to support
this work. Of the three, P9 is considered compromised
in recruitment and eventually failed. P11 and P14 had
unsatisfactory outcomes, and were considered
retrospectively; of the two only Pl4 was considered
compromised. Language weakness is common to all cases
and is perhaps crucial.

Comments in references may be the key to the
interpretation of the application (Furneaux (1961) (25)).
At interview a very positive impression might be
misleading, and where doubts are raised they are likely
to be right and indicate a need to examine the general

-~ 127 =~



3

profile closely. Once in college teachers bias to the
students appears to be a masking factor, both in the
college record and final report. It seems similar
processes are at work as .those E.M. Bridges (1986) (101)

describes, protecting the inservice teacher.

The following observations, on the eleven scrutinised
cases might indicate trends to become evident in the
main study.

1. Key phrases in the reference can identify crucial
negative or positive qualities.

2. The real one ’success story’ was due to personal
qualities. (P10).

3. Small signs of instability can be significant, P11
was on the ’‘face of it’ a good recruit, but if she
was intent on initial teacher training why did she
follow a foundation Art course? There was a change
of direction here not explained. Lack of folio and
letters which followed the offer, certainly
indicated a degree of instability.

4. There is a need to read more carefully ’‘between the
lines’ of the reference e.g. if it claims ’‘academic
potential’ there needs to be a back up for this.

5. There is a need for pressure to solve doubts
especially in the area of commitment to both study
and teaching (P14).

6. Double talk misleads; it has to be recognised.
(’Double talk’ is muted criticism, with the addition
of a positive or even complimentary comment (Bridges
(1986) (101)).

The Nature of the Compromise

A climate of ’‘place filling’ and ’‘give a chance’ outlook
in a situation of negative selection can result in the
admission of students, weak in language ...with previous
failure in Higher Education and insufficient grounds for
success the second time... those low in commitment to
study and/or teaching; ...students with completed entry
qualifications, irrespective of their quality or
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appropriateness and without an effective ‘year off’...
those with a reference which raises doubts about

suitability.

College histories suggest a tendency for tutors not to
use the full mark range and to bias marking above
average. In the light of this, and the fact that tutors
and interviewers are the same individuals, the same is
likely to apply to the interviews. The distribution
graph of the interview scores supports this view.
Interviewers and/or recruiters find it difficult to be
truly objective, especially if pressurised to fill
vacancies; this may be associated with built in
professional tolerance (Bridges 1986) (101). The
interview though helpful is not finite in wvalue and
reservations at the interview stage, particularly if
they marry with others in the profile are probably
right. Double talk, in the reference, interview report,
and college history is common and a misleading practice.
Once through the negative‘selection net (Model III Sl)
negative attributes continue to have a significance,
probably greater than they ideally should. However, at
the same time there is also a tendency for recruiters to
justify recruitment on the basis of limited positive
attributes. This is done in the face of firm negative
evidence and thus warning, represented by the negative
scores. Often this 1is an expression of professional
good faith in the face of a compulsion felt to fill
places.

Lessons for the Study

The Schedule A needed the transfer of considerable

detail from student records. . Though useful to reconsult

it was not altogether clear whether the selection of

data transferred was sufficiently objective or standard.

It seems therefore that a schedule prepared for scoring

directly from student papers would be a more satisfactory
method.
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The scales used for value judgements lacked refinement
in use. Detailed examination of the vocabulary used in
describing gqualities of students entering initial
teacher training, could:result in classification and
construction of one scale with a sounder basis and
overall application. This is a difficult area because
of the subjectivity involved. The material itself is
subjective and care was taken to observe only on the
subjectivity of others. However any scale produced is
also about subjective observation. Who 1is to say
whether writing or expression is satisfactory? Can
there be a true score for tone of support in the
reference? 1In these instances that observed is clearly
evident; no shades of performance are involved. John
McLeish (1970) (86) faced the same problems, and said
that ‘subjectivity was not something to be feared, so
much as a process which had to be explored with the
object of defining its 1limits, potentialities and
defects’. E.W. Eisner (1985) (122) refers to
‘Connoisseurship’ which is‘practised daily by those in
education; the judgements are often grounded in reasons
and refer back to qualities. Encouraged by these ideas
and considering the nature of both material and
observation the method appears supportable.

Examination of the information collected in the pilot
study about college histories suggested some problems
for the analysis. There was considerable variation in
the extent of the comment about students performance
during the course, and also in the final college report
compiled to serve as a reference. The content of course
record forms varied from Jjust the mark awarded to
detailed close written comment filling the space
available. However in some cases forms were missing and
the completeness of each set could not be guaranteed.
The college reference varied from a few sentences (e.gq.
for a student who withdrew from the course early), to
two pages of verbose writing. Such variation casts
doubt on the comparability of the scores obtained from
the analysis of these records of college history.
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Tutor’s comments on college performance emphasise the
positive, which is a teacher’s practice to encourage
students. However associated with it is high overall
grading inconsistent with comments about shortcomings;
this amounts to double talk (page 128) and can give a
false value to the college history score. Only when
failure becomes serious does negative comment feature
strongly. These ploys contrast with the greater
significance given to negative characteristics in
recruitment.

These observations tend to confirm the suitability of
the original intention to restrict the examination of
the college history. Although it must serve as the
criterion of successful recruitment, the data required
to satisfy this need can be limited. The following seem
effective:~-

1. Qualification (at the end of the course). This is
the primary criterion, bﬁt taken alone it could be
misleading; not all who <qualify do so without
reservation and therefore without compromise.

2. Degree. Classification is helpful but not entirely
so, particularly where students can opt to complete
-eomplete in three years with an unclassified degree. It
is not necessarily an indication of success, beyond the
passing of it, though the four year students awarded a
class, have demonstrated a relative credit.

3. Course profile and comment contribute the element
from continuous assessment.

4. College reference. This is of some but 1limited
value, since it is written with the purpose of
supporting applications for employment; in this sense it
has little in common with that written in support of the
original application where the concern was for continued
full time education.

If the suggested revised scale (Pg 129) is applied to 3
and 4 above, the score will add an element of value
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judgement, complementing the approach used in the
collection of data about recruitment. Comments made
about the nature of the compromise are also helpful to
the study in general. It could also be helpful and
significant to look more closely at language history,
key phrases in the reference, prehistory, commitment;
this would be particularly applicable at the stage where
the study proposes to examine illustrative cases in more
detail. Available for this are additional college
records e.g. unit report forms; detailed school

experience reports.
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CHAPTER V: THE SELECTED SAMPLE OF ONE HUNDRED STUDENTS:
ANALYSIS

The aim of the analysis’' was to establish a basis for
comparison of +two histories, from the content of

individual student records.

I: Recruitment History

II: College History

From year 1lists provided by the college a hundred
students were selected, ten in each of the admission
years 1976 to 1985. This was done by taking individuals
at intervals of five, beginning at the twenty fifth,
which is below the level of selection for the pilot
study. In a few cases it was necessary to substitute by
moving on one number; for example one list contained the
name of a student who did not take up the place; in
another case records of students with the same surname
and similar initials were confused and substitution was
the best solution.

It was clear from the early stages of the study that it
would not be possible to attempt a statistically sound

analysis. This was for the following reasons:

i) Records are predominantly subjective.

ii) Scoring could only be as objective as possible.

iii) Some observations were dependent on estimation and
judgement (e.g. Application Statement)

iv) Records varied in completeness.

The Schedule tried out in the 'pilot study was simplified

as follows: -~

i) Tabulation and general arrangement to facilitate

direct and more efficient scoring.
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ii) Omission of the college reference because, firstly
it drew on the content of the other records
analysed, and secondly it varied greatly in length
and content according to the style and
interpretation of the compiling tutor.

Though the experience of the pilot study showed that
school experience records were frequently incomplete,
and even missing this item was retained on the schedule.
As part of a professional degree, school experience is
an essential part of a students’ college history. It
was also believed that such information may give
insight, particularly where students’ histories deviated
from an apparent norm. Complete and detailed school
experience records were available elsewhere for case
studies.

The Selected One Hundred Students

Table VI describes the sélected students numerically;
since it is a group of one hundred, the totals can be
read as percentages. There are no apparent anomalies to
suggest that the results of the selection need to be
questioned.

i.e. 27% Male, 73% Female and 12% mature students is in
keeping with reality at X-College. 12% withdrawals
is slightly above the generally accepted national
wastage of 10%.

Choices of special subject, also appear representative ,
though these have to be seen in the 1light of
circumstances specific to each subject, and sometimes
year of entry. This is explained in Table V11.

Choice of age range for professional training can be

influenced by choice of special subject, and perhaps in
some cases vice versa.

- 134 -



e.g. Design and Technology, Physical Education, is only
combined with Secondary (11 - 16 years) training.
French could not be combined with training to teach
in the Lower Primary (4 - 9 years)age range.

Availability of special subject and professional
training, also varied according to Department of
Education and Science guidance, in accordance with
projected demand for teachers. Over the ten years of
study, the general trend was to lean secondary training
to the shortage subjects, but this was 1liable to
variation. Subject availability also varied with
college strategies, usually associated with
reorganisation, or very low recruitment. Hence popular
Drama and History were withdrawn early in the ten years
to allow for the development of non teaching courses in
these subjects. Drama was reintroduced in 1985 (and
History so subsequently) to allow for retraction in
other courses. Subjects with low recruitment, resulting
in small teaching groups gave rise to staffing problems.
Thus, French and Physical Science, though national
shortage subjects received varied administrative
support. In 1983 French was not offered but was
subsequently reinstated; in the same year Physical
Science was withdrawn, seemingly for good, in the
foreseeable future.

SCHEDULE C itemises the content observed in the records

of the selected students, together with scores given and
simultaneous comment (i.e. made during and at close of

procedure) .

The resulting scores were entered on a sheet. Though it
is recognised that the application of correlative
measures to figures of this quality is inappropriate,
the scores are sufficiently valid to form the basis of
comparison between Recruitment and College History.
Distribution graphs of eventual scores support this (see
page 153). The compqrison was approached as follows:-
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Direct examination of scores
Conversion to diagrams 1) Distribution
2) Scores of each year cohort
3) Penalties of each year
cohort

Conversion to profile summaries. Appendix VII.
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TABLE VII: THE SELECTED ONE HUNDRED STUDENTS: Choice of
special subject as at entry

No. of
Choices Subject Circumstances
12. Art & Design/Art Average to above popularity:
not offered in 1977.
12. Design & Shortage but encouraged
Technology subject.
11. English Popular subject; degree of
selection possible; two
groups recruited in 1977,
1982, 1984 and 1985.
10. Mathematics Shortage but encouraged
subject; noticeable increase
after 1980.
9. Geography )
) Both moderately popular
) subjects.
9. Biological )
Sciences )
8. Education Studies A popular subject,
especially for those taking
Special Education Option;
not offered in 1978 and
1979; two groups
in 1982 and 1984.
7. Religious Studies A shortage subject, but

encouragement subject
to variation; average

to below popularity.

- 137 -



No. of Copies Subject
6 Music
6 Physical
Education.

Human Movt.

Studies

4 French
2 Drama
2 History

2 Physical
Science

Circumstances

Average popularity.

To 1981, it was a
male secondary

only course and

a shortage recruiter.
From 1982, Human
Movement Studies
recruited for male
and female students,
primary only; it had
average to below
popularity.

Shorage subject and
recruiter. Encouragement

varied.
Very popular subject; only
offered in 1976, 1977 and

1985.

Popular subject; only
offered in 1976.

Shortage subject and

recruiter. Withdrawn
1983. Encouraged
subject.

* At application these numbers would vary slightly;

in a few cases
different subject e.qg.

suitability.

change of mind,

the place -offered would be for a

availability or
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SCHEDULE C: 10 Items
The selected sample of 100 students: content analysis,

scoring, and comment.

Observations were recorded, and scores awarded, as
follows: -

I. RECRUITMENT HISTORY

Item 1: Basic information for reference. Year of entry;

number on college list; study reference number; status
i.e. resident or day:; date of birth; sex; children;
address/town; nationality.

Course choices at time of application: special subject
and age of professional training.

Item 2: Qualifications

"0’ Level/grades A:3

C:

'A’ Level/grades A:9 Distinction was made between,
B:7 - qualification at application
C:5 - predictions, from reference
D:3 - actual, on results.
E:

Other Qualifications

e.g. Exceptional entry; estimated as qualified.
OND/C on BTEC etc: 5 (cf. ’A’ level at ’C’)
Music Grades VIII or VII: 1 (cf. ’A’ level at ‘E’)

Comment: Scoring presented only minor problems e.q.
confused examinadation histories; single ‘A’ levels with

one to be retaken.
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Item 3: Previous Higher Education and/or Employment

Item 4: Application Statement

a) Presentation.

<0.5 0.5/0.75 Whole page
PAGE USE: L 4
1 2 3 score
Poor Acceptable  Good in style/legibility
HANDWRITING: 1 A
0 1 2 score
Spelling Grammar/Structure etc
ERRORS: 2 2 penalties
Poor Acceptable ) Good
EXPRESSION: penalty 1 2 score
5

P) Specific Mention of:-

Course Choice
Special Subject Choice
Experience with Children

- General 1)

- In School 1) + 1 for expansion
Interests 1)
Other 1)
c) Content
Academic/Sociability/Interests/Individuality. Score 1
for each mention + 1 more for expansion. Penalties:

(See below); Minor 2/3; Major 4/5.

Comment: A whole page of the form is provided for use,
with a note of guidance. Since the applicants
were offering themselves for teaching, it was considered
reasonable and significant that they:-

- made good use of space provided;
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- responded to the guidance note;
- demonstrated at least minimal proficiency in
handwriting, language and expression.

b) Proved not to be as significant as it seemed in
practice.

c) Few penalties were recorded.

Item 5: Reference

a) Suitability for Teaching: A B C D Grade
9 7 5 3 Score

b) General Tone:

Cool /Supportive /V. Supportive

1 2 3 score

c) Content

Academic/Sociability/Interests/Individuality.
Score 1 for each mention + one 1 more for expansion
Penalties: (See below); Minor 2/3; Major 4/5.

Comment: References varied considerably in length and
style. Penalties relied on hints.

Item 6: Interview

a) Rating by both professional and subject interviewers

(i.e. two grades/two scores).

A B+ B B- Cc+ C C- D E
10 9 8 7 6 5 4 (None to Score)

b) Content

Academic/Sociability/Interests/Individuality
Score 1 for each mention + 1 more for expansion
Penalties: (See below); Minor 2/3; Major 4/5.
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Comment There was considerable variation from
interviewer to interviewer; some hardly comment at all,
or even not at all, on their own brief.

Item 7: Post offer pre-entry history: Note was made

of:-

(a) any correspondence especially about change of
special subject, professional choice (age), status, etc.
(b) actual ‘A’ level grades (or equivalent), achieved by
those not qualified at application.

IT COLLEGE HISTORY

Item 8: Mark Range

a) The Range penalty
Score 5 . 3 __ho score 2 . 5
Grade | A B c | o~ E
b) Frequency

Mostly B:7 (No other grades

Mostly C:5 significant)

Comment: This could only be an estimated observation
over college record forms, some of which were missing.
In 1982 (i.e. Sample No: 61 onwards), the system of
marking changed; after this the estimation was very

approximate.

Item 9: Course Record

a) Academic Record

Academic/Sociability/Interests/Individuality
Score 1 for each mention + 1 more for expansion.
Penalties: (See below).
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b) School experience record: as in a).

Comment Special subjects like Art, Drama, and to some
extent Design and Technology receive relatively high

scores, for academic praise from success in practical

expertise. Sociability includes good/poor performance
in seminars; interests include good/poor for
presentation.

Heavy academic penalty, especially alongside a high
academic score, indicates 'double talk’ of

encouragement.
Completeness of records could not be guaranteed; school
experience records were frequently missing making the

scores for this element of very doubtful value.

Item 10: Degree Outcome; Scores

\

3 year/Unclassified: 5

4 year/Honours class: ITT:10
II ii: 15
II i : 20
I: 25

PENALTIES. Were awarded as follows:-

Shortcoming in Language: 5

Spelling/Language errors: 2 ...especially in statement
Academic doubts: 5

Personality doubts: 5

Instability in history of application: 2

Failed course units: 5

Academic disorganisation: 1

School experience disorganisation: 1

Noted shortcomings/various:1
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The following observations can be made:-

10

Overview

Graphs (Pg 153) of the final scores of both
histories approximate to a normal distribution
curve; this gives some indication that the overall
procedure before and after entry is operating near

an approximate norm.

Withdrawals
13 of the 100 withdrew; reasons given were as

follows: -

*7: non-commitment to teaching ) 2: both
2: academic failure )

(*1 combined with illness)

2: professional failure

13 is slightly above the national average, 10%.

A}

High Penalties

i) In recruitment penalties are 1less frequent,

since most comment is positive; where expressed,
negative comment 1is significant. O0f 5 students
earning a recruitment penalty of over 20 the
outcomes were as follows:

1: Withdrawn ) Of these only 1 can be

2: Unclassified ) said to have an

1l: Hons II ii ) unsatisfactory outcome
1: Still in course ) in terms of final

qualification.

ii) In college history penalties are more frequent,

not only do the scores represent performance over
3/4 years, where complete, but academic comment is
often a mixture of praise and criticism (see also
Pilot Study page 131). Penalty points were
therefore often earned for shortcomings, when
general progress was seemingly satisfactory. In
some cases subjeqtive comment might suggest ‘double
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talk’ existed, but this had to be discounted. In a
few cases it was difficult to see how achievement
could be seen as satisfactory when the shortcomings
were seemingly so serious. Relevant here is also
concern about the quality of language. (See 6 ii
Page 151.)

Students with higher penalty scores: outcome

Penalty Score No. Outcome/in degree or other terms
W/D Un. II ii II i S.in.Cc. *

Over 40 2 - 1 - 1 -
31-40 12 1 6 3 1 1
21-30 16 1 7 3 2 3

* S.in.C.: Still in Course.
In terms of final qualification only 2 have an
unsatisfactory outcome; most (qualified by an

unclassified degree.

Score Diagrans

Though arranged in tens for diagrammatic
convenience, this series of diagrams (and those
plotting penalties) present a sample picture of each
year cohort. Significance should be given to the
position of the point on each descriptive bar; the
linking lines serve only as visual guides, (i.e.
they are not graphs).

1. Recruitment History

a) There is a limited tendency for individual

applicants to keep an approximate relative position;

however there 1is a considerable variety in the

pattern. Individuals who are consistently low or

high stand out.

e.g. Low: 3 (Case Study). 46. 72 (Case Study).
High: 90. 76.
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The frequent change of relative position can be seen
as a reflection of the fluidity of the recruitment
process, particularly as it affects one individual.
This fluidity is explained by the interaction of the
various factors which originate in both applicant
and college and which meet in the recruitment
process.

b) The application statement often reduces the
relative position. 1In a high scoring applicant this
may be associated with over confidence and sometimes
no real commitment at the time (i.e. a fall back
application). The result 1is a failure to do

themselves justice.

c) Sloping guidelines between bars showing ‘At
consideration’ and ‘At entry’ indicate a difference
between prediction and performance at ‘A’ levels.

This is summarised as follows:-

Entry Yr Down Up Entry ¥Yr Down Up

1976 6 1 1981 5 -

1977 4 3 1982 3 3 *
1978 5 2 1983 2 2

1979 6 1 1984 1 7

1980 3 - 1985 7 - * %
* Introduction Revised B.Ed.

* % Change in administration of recruitment.

42: did not achieve predicted performance

19: improved on predicted performance

Remainder: either no change or were qualified on
application.

ii) College History

a) General bunching of position on the mark range
bar reflects concentration of marks in the ‘B’ range
and therefore a tendency not to use the full mark
range.
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b) Outcomes, bunching on the degree bar, according
to achievement is to be expected.

Entry Yr W/D Un II ii II i I

Fail

1976 - 5 5 - - Greater
1977 - 7 1 1 1 emphasis
1978 3 4 - 3 - on unclassified
1979 - 6 4 - - degree.
1980 2 3 1 3 1 }__Shift to Hons.
1981 1 4 - 5 -
1982 2 - 4 4 - %
1983 (1) 1 (4) (4) -

Still in Course
1984 4 Still in Course
1985 - Still in Course

( ) Known after analysis recorded.

* Introduction of revised B.Ed.; from this point all
recruits are destined for Hons. Course, though few
may divert to Unclassified Course. Indications here
that this is taking effect.

Bunching of points on the academic history bar is
not as evident as might be expected; it is most
marked in 1979. In fact in spite of a years’
difference between the unclassified and honours

course, some scores are remarkably near.

The effect of the revised B.Ed. course introduced in
1982, accepting students for an honours course
automatically, but allowing an unclassified outlet
to a few, is reflected in the one completed year and
to some extent in the 1983, 1984, 1985 cohorts still
in course at the time of the analysis.

Penalty Diagrams

1) Recruitment History
Read: -

Nil/low scores on or near base line mean no doubts

raised. High scores mean doubts raised.
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The Two Highest Penalty Scores at Recruitment in

each

Year Cohort

[Relative College History
Entry Year No. [Position Qutcome
1976 3 (¢s) Low Un
8 Mid Un
1977 17 Low Un
18 Low Un
1978 28 High Un
29 (cs) High W/D
1979 35 Mid IT ii
40 Mid Un
1980 42 Mid IT i
46 No. Rec. W/D
1981 57 High Un
53 Mid IT i
1982 (63) High IT ii
64 Mid \ IT ii
1983 71 Low S.in.C./II i*
74 Mid S.in.C./II ii=*
1984 85 Mid S.in.cC.
(88) (cs) High S.in.cC.
1985 91 Mid S.in.C.
96 High S.in.C.

* Known after analysis recorded.

featuring

() The only two
samples. See Below.

No Rec: No College record.
S.in.C.: Still in Course.
Summary

6:

in both high penalty

Carried high penalty over to college history:

outcomes were:-

2 Un.;

1, 11 ii; 2,

S.in.C.;

1, W/D.
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4: Earned low penalty in college history: outcomes
were: -
3, Un.; 1, II i.

10: Earned mid point penalty in college history:
outcomes were:-
1, W/D: 2, Un.; 2, II ii; 2, II i; 3, S.in.c.

As 16 of the 20 emerged with mid to high penalty scores
and only 4 with low scores in college history, it seems

doubts raised in recruitment had some foundation.

ii) College History

Nil/Low scores on or near base line mean college history
indicated no or few problems.
High scores mean course history was accompanied by

problems.

The Two Highest Penalty Scores at completion in each

year cohort

Relative)---- i.e. degree of warning.#
Entry Year No. Position) Outcome

1976 9 Slight Un

5 Some IT ii
1977 i1 Some Un

14 (cs) Slight Un
1978 26 Slight W/D

30 Some Un
1979 36 Some IT ii

33 None Un
1980 45 Slight IT ii

48 Some Un
1981 56 Slight ‘Un

60 Some IT i
1982 (63) High IT ii

67 Slight IT i
1983 72 (cs) Some S.in.C.*

78 Some S.in.C.*
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1984 (88) (cs) High W/D

90 None W/D
1985 98 High S.in.c.
97 Some S.in.C.
# High ) * failed Sch Exp. x 2
Some/Mid Point) Recruitment
Slight/Low ) Penalties

For remainder of key see table above
Summary
2: No warning identified.

1, W/D; 1, Un.
6: Slight warning.

1, W/D; 3, Un.; 1, II ii; 1, ITI i.
9: Some warning.

3, Un.; 2, IT ii; 1, II i; 3, S.in.cC.
3: Clear warning.

1, W/D; 1, II ii; 1, S.in.c.

Of the 20:- 4 unsatisfactory outcome of which only one

gave a clearwarning.

7: Had an outcome at lower end of the achievement
scale/i.e. Unclassified, of these 3 gave some

warning.

7: Achieved an Honours degree. 1 of these indicated

a clear warning; 3 some warning.

There seems a limited relationship between the two
situations; recruitment procedure was not very efficient

at picking up warning signs.
Where it does the applicant seems to have a good chance

of a satisfactory, and sometimes good outcome in terms
of final qualification and degree rating.
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6. Profile Summaries (Appendix VII)

(i) Estimated Potential

38: Performance as estimated.

30: Performance better than estimated
(5 of which considerably better)

19: Performance less than estimated
(5 of which considerably less)

Withdrawals

5: Estimated good potential
3: Estimated mid-potential
5: Estimated lower potential

Of particular concern are the 19 whose performance did
not come up to expectations, and the five withdrawn
students recruited with recognised lower potential.
These 24 recruits may indicate an area of compromise.

Were there other factors which lead to a failure to come
up to expectations? Only by looking at individual

student cases can an answer to this question be found.

(ii) Language Concern

a) Expression of concern about quality of language
occurred as follows:-

42: During recruitment
38: During college history

23: Both

b) Students with normal/good outcome

32 out of 68 were mentioned for language concern;
these included those who achieved qualifications
with considerable concern about the quality of their
language. .
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This would appear to be another area of compromise.

c) Students with unsatisfactory outcome

i.e. low final score/fail/withdrawn.

12: low score ) some of the low scoring

15: withdrawn/fail) 27 individuals are included in
the above 32 (b), since they
are qualified. (See b).

of these 27, language concern is mentioned as
follows:

7: in recruitment

4: in college history

3: both

13: no mention

Approximately half of those in difficulty with the
college course were also iﬁ difficulty with language; of
the other half, with no mention, a number are
withdrawals of non-committed students of whom, some are
academically sound.
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DIAGRAM III
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Scores used are as observed. Hence:-
a) 81-90 peak is of 4 year/Hons students.
b) 31-40 peak is of students still in course.
Withdrawn students may or may not have a score.
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