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ED0L4810k

Tne selection of teaching personnel is one of the main
furctions of eaucational administrators. The critical nature
of this function may e readily seen in the doveloprent and
implementation of the school eduvcational program. Very often

the administrator's main opportunity to initiate change or

strengthen certain features of the curriculum rests with decisions

he mmakes regarding the selection of teachers with the necessary

comprtencies,

The present. selection process in education may be classified

into two major activities, First, the administrator reviews the

placement folder of & teacher candidate in order to sce if he

meets the qualifications for the pousitions Then, if the candidate

possesses the necessary qualifications, the administrator may invite
Lim for a personal interview in order to "{ind out vhat he is like"
and give hinm {nformaticn about the school systen.

Quite often, the interview focuses on the applicant's

actitudes toward varicus idecas alout education in general or

attitudes toward pracuiicves in education., After the administrators

*Papef preoared for prcsentation at the American Educational
Rescarch Association tieeting, New York, February, 1971,
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have reviewed the records and “found out what he is like" in a

personal interview, the candidate is selected or rejected,

The selection interview is a very important part of the
selection process, yet it has a history of unreliable outcomes,
Wagner (1249) reviewed the literature concerned with the employ-
ment interview., Of the 106 studizs surveyea by Wagner, he reported
that "only 25 of these report actual experiments. Eighty-onec
present a hodge-podge of contradicting opinions" (y- ).

ece {12025 conducted a svudy of different merchcas or -
predicting success. The methods of predicting success were based
on portions of & real interview and/or psychometric data. Be
roncluded that the ratings based on the interviev, or ratinags
based on tha interview plus test data, were no better than the
predictions based on psychometric data alona,

In a simjlar vein, Walsh {(1967) compared the accuracy »f date
gathered in three different conditions. These condltions were
interviews, gucscionnaires, and personal data blanks, Half of
the subjects who provided the infoimatior were suprosed to provide
untruge infonmaticon, All three of the conditions provided accurate
information akout the true and dezoptive candidates. There were
no differences among the asscssments of the subjects in all

conditions.
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In concluding his review of the selection interviews, Orman

R. Wright, Jr. (1969) stated that
The consistent finding that independent judges
can assess interviewee behavior as validly and
as accurately as the participant interviewer,
has important implications for future research
in tre employment interview (p. 407).

Studies by Maier (1966) and Maier and Janzen (1$67) suggest
that interviewers base their judgments on some impressions
rather than loqgic. Another study by Maier and Thurber (1968)
supports the carlier findings of Maier. The latter study by
Maier and Thurber tested judgments about deception attempts under
three different conditions. The conditions vere watchors (sce
and hear), listeners (hear), and readers (read a transcript of
the interview). Listaners and readers made more accurate judgments
of deception than wiatchers. Maier and Thurber suggested that
the judgments seemed to belbased on impressions or stimulus cues
that are not precfsely defined.

Byham (1968) exanin¢d the use of personnel rescarch conducted
in an 1ndus£ria1 setting in selecting employees. He suggested
that the collection of information about candidates is useless
unless the selectors know how this information is related to job
success. Personnel men rely heavily upon the past behavior of
individuals as presented in the application blank and upon their
own perceptions obtajned during an f{nterview with the candidate
as a basis for their selection, Yet, Byham states that

"ee.dnterviews are very inaccurate instruments. Obviously there



is much room for additional research" {Byham, 1868, p. 63).

The perceptions of the interviewer were a concern of
Mayfield (1964), and as a result of his extensive research summary
of the selection interview, he concluded that

An interviewer is consistent in his apjproach

to different interviewees;...¥Wnen interviewers
obtain the same information, they are likely

to interpret or weigh it differently...The
attitudes of interviewers do affect their
interpretation of what the interviewee says...
However, no definite statement cun be made as

to what attitudes are most biasing cr the manner
in which they change interpretations {p. 253).

The studices cited akove highlight the confusion about the
velues of selection interviews, The reliability of this process
seems to be doubted because of the variance in interviewer
selection or rating decisions. The variance in selection decisions
may be explained in terms of attraction hased on perceptions of
the cendidates' attitudes,

A promising explanation of some of the factors affecting
the decision-making process and hence the interview outcome was
suggested by a study conducted by Byrnhe (1961), He investigated
the relitionships between interparscnal attraction and attitude
similarity. He found thuat strangers with attitudes similar to a
person were hetter liked and evaluated higher than strangers with
attitudes dissimilar to the person.

Byrne's study, which was derived fron Newcomb's system of

interpersonal attraction, suggests that the decision to select

or refect an individual is hased, in part, upon the qualifications



attributed to the candidate and the opinions, attitudes, and
beliefs he is perceived as holding, & relatively unexplored area
of the sclection process concerns relationships among job
qualifications of the candidate, personal attitudes of the
candidate, and the selector's subsequent orientacion toward him,
The study reported here was undertaken in order to examine these
relationships which are part of the selection process and provide

information about them.,

Ccnceptual Framework

The basic rationale for this examinat.ion was Theodore
Newcomnb's system of interpersonal attraction (lewcomb, 1953,
1956, 1961), The systen views attraction to an individual as
2 function of the perceived congruency of attitudes toward some
important ard relevant nonpurson object and the qualities
attributed to the other person.,

Upon meeting a stroager, a parsan may feecl a degree of
attraction toward him. Attraction may be positive (he likes
him) or necative (he does not: like him). #8 he interacts with
the stranger he begins to pertceive the stranger's attitudes
toward some idea that is important to him. Further attraction
(positive or negative) depends on the congruency of the stranger's
and the person's attitudes,

The relationships expressed above are based on the individual's

perception of the stranger. NYewcomdb calls this the individual

<l



system of orientation (see Figure 1).

< . . e M= e e
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Figure 1: Individual System of Orientation

Arrows point from orienting person or
object of orientation. Broken ilines
refer to orientat.ons attributed by A
to B (p. 9).

The essential ingredients for the existence of Newcomh's

orfientation sgystem include:

1., An individual A, has an attitude either
positive or negative toward some
epecifiable object X, that he regards as
having common relevance to himself and to
annother parson B, and that he assumes to
have common impdact upon both B and himself,

2, An individual 4, attritutes an attitude,
either positive or negative, to another
person B, regarding the same object X,

3, An individual A, has some dearce of
attraction, positive or negative, toward
B (p. 10)1
The individual system of orientation may be interpreted for

our purposes as followst the evaluator, after reviewing

<



qualification information or a candidate, feels some attraction
{positive or negative) toward the candidate and judges this person
in £ me& maner., As the selection process continues, the evaluaior
in a selection interview perceives the candidate's attitudes
toward the concepts contained in the questions he raises,

At the initial stage of the selection process, attraction to
a candidate is based on "extra-system" properties. The written
information regarding his qualifications for the position crecates
the attraction (positive or negative) toward the individual,
Later, the focue of the relationship ic on the cvongrvence of
attitudes and its effect on the orientation of the evaluator toward
the teacher candidate, ,

When & discrepancy between the attitude of the evaluator and
the candidate is perceived, the relationship between the evaluator
and the candidate changes. The discrepancy or “strain" in the
relationship may be decreased by a reduction in the strength of
the evaluator's positive attraction tcocward the candidate (Newcomb,
1961),

“he reduction in positive attraction toward someone who
disagrees with our attitudes is interpreted as a function of tha
learned drive to be logical, Agreement with the evaluator's
attikudes 1S revarding to him since his own attitudes about some
object are validated by others. When disaoreement occurs, it is
punishing, since the evaluator's conceptior of the environment

is questioned. This disagreement questions his intelligence or

adjustment, In order to obtain positive reinforcement the




evaluator would be attracted to those who agree with him and less

!
attracted to those who disagree with him,

Rescarch Hypotheses

The gencral resecarch hypotheses for this study w2re developed
from Newcomb's study of the acquaintance process., Referring to
his system, he said

Our system-like foimulation includes not
only the assumption that attitude change
is influenced by attractiun but also the
converse-~-—that change in attraction is
influenced by existing attitudes. The
former pronosation is scarcely news...,
The latter proposition is not so well
documented, and probaply less commonly
assumed by the proverbial man in the
street...(p. )

The general hypotheses presented herein arc concerned with the
latter proposition set forth by Newcombe. The hyprtheses are
stated in terms of the situation used in this studv: the principal
18 placed in a teacher selection situation and mus: evaluate a
teacher candidate,

The first general hypothesic is concerned with the relationship
between attraction and the similarity or dissimilarity of
attitudes of the selector and the candidate. 1In a1 selection
situation, consecnsual validaticn of the evaluator's beliefs ray
be rewarding, That is, when his ideas about life¢, attitudes

toward people, or his other expressed beliefs arc confirmed by

others, this confirmation or consensus may constsitute a reward




to the "self', Consensual invalidation of his beliefs may, on
the other hand, threaten his self-image, He may feel less
intelligent or maladjusted, Invalidation of the evaluator'.
ideas, beliefs, and attitudes then becomes punishing,

?"traction to an individual follrnwing the above assumptions
is modified by the perceived rewards and punishmnents received
from that individual, Thus, in a selection situation, it uas

hynothesized that

I, Principals with attitudes similar to
the teacher candidate will be more
attracted to the teacher candidate than
principals with attitudes dissiimilar to
the teacher candidate,

The tcecond hypothesis is concerned with the relationships
among the similavity-dissimilarity of attitudes between the
principal angd the candidate, the candidate's qualifications for
a teaching positicn, and the principal's attraction to the
candidate, The qualificatione for a teaching position possessed
by a candidate make him desirable or undesirable as a teacher
in a school district. However, the selection situation often
involves mwore than the assessment of teacher qualification records,
Personal interviews are conducted to find out, among other things,
what attitudes the candidate hes toward education. The attitudes
expressed by the candidate may alter the selector's perception
of him,

The second general hypothesis with operational sub-hypotheses
expresses this relationship in the fcllowing way:
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The principals’ attraction to teacher
candidates is affected by the attitude
similarity-dissimilarity tetween teacher
candidates and the principals, and the
qualifications of the teacher candidates.

Principals with attitudes similar to a

teacher candidate with high qualifications
wlll be rore attracted to the candidate than
principals with attitudes similar to a teacher
candidate with 1ow_l}alificat10ns.

Principals with attitudes similar to a

teacher candidate with high qualifications

will be more attracted to the candidate than
principals with attitudes “icsimilar to a teacher
candidate with high qualirfications,

Principals with attitudes similar to a
teacher candidate with high q qualificatiops
will be more attracted to the candidate than
principals with attitudes dissimilar to a
teacher candidate with low qualifications.

Principals with attitudes similar to a
teacher candidate with lo_‘gualifications
will be more attracted to the candidate than
principals wit’™ attitudes dissimilar to a
teacher candidate with high qualifications,

Principals with attitudes similar to a
teacher candidaie with low qualifications
will be more attracted to the candfdate than
principals with attitudes digsimilar to a
teacher candidate with low qualifications,

Principals with attitudes dissimilar to a
teacher candidate with high qualifications
will be more attracted to tne candidate than
principals with attitudes dissimilar to a

teacher candidate with low qualifications.

10
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Procedures

sample

The population for this study consisted of full-time
elementary school principals in New York State, excluding New
York City and Long Island. & random sample of 500 principals
was drawn from the population. One hundred forty principals
actually participated in all phases of the study, The willingness
to participate in the studv was the criterion which qualified
the principal for inclusion in the sample. There were no
rest:ictions on sex, age, or other demographic variables.

The age range of the members of the study sample was from
27 to 65, Eighty-nine per cent of the subjects were male and
11 per cent female. The responses came from all areas of the
state and from urban, suburban and rural school districts.

Instruments

Questionnaires were used to obtain descriptive information
about the priucipals. 7The Education Scale (Kerlinger and Kaya,
1959) was used to secure the principals' attitudes toward gencral
educational practices. The principals' attraction to the

hypothetical candidate presented to them by written information

was measured by the Interpersonal Judgment Scale (Byrne, 1961).

1
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Grouping variables

Measures were used to group the principals accerding to two
factors: (1) similarity or dissimilarity of attitudes between
principal and teacher candidate; and (2) expressed.qualiiications
of the teacher candidate reviewed by the principal,

Development of similar-dissimilar attitude material. The

Education Scale was used as @ measur2 of the principals' attitudes

toward educacional practices. Similarity or dissimilarity of
attitudes between the principal and the teacher candidate was

created by the researcher, Teacher candidate responses on tl 2

Education Scale were constructed so that they were similar or
dissimilar to the principal's. Thae bogus attitude scale was
then presented to the principal as the teacher candidate‘'s. The
principals had been randomly assigned to receive either a
candidate who had similar attitudes or a candidate who had
dissimilar attitudes.

The scale was not scored for this study. Th2 principals’
responses were used to create the hypothetical candidates!
resmnonses to the scale. The candidates' responses were either
similar or dissimilar to the principals’,

- Validakion af qualificatjon matexia). Qualifications of

the candidates were represented by written infornation about the
candidates. A validation study was nonducted and the results
supported the claim for differeatiating between a r~andidate with
*high” qualifications for the position vacancy and a candidate

with "low" qualifications for the position vacancy.

]9
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Dependent_Variables

The dependent variabkle in this study was the principal’s
expressed uttraction to the teacher candidate, The Interpercsonal

Judarrent Scale (IJS) was used as a measure of this attraction,

Two frequently asked sociometric questions formed the basis of
the attraction dimension of the IJS. This dimension iIs concerned
with personal feelings about the candidate and the candidate's
desirability as a work partuer.

The "desirability as a work partner" item of the attraction
measure was slightly adapted for use in this study. The phrase
an experiment" was replaced by "the elementary schools.' For
example, "I believe that I would very much enjoy working with
this person in an experiment" was changed to read "I believe
that I would very much enjoy working with this person in the
elementary school.” o other item was changed.

Byrne and Nelson reported a split half-reliability of .85
for the attraction measure (Byrne and Nelson, 1965). The
attraction measure is obtainad by summing the scores of the two
dimensions, yielding a combined score ranging from 2 to 14.

The higher score indicates high attraction to the candidate.

Data Gathering Procedures

The praincip?is in this study signified agreement to
participaté by completing a questionnaire and an attitude scale

which were sent with a request for'participation in the study.

13
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whe:r this information was received by the :‘esearcher, a bogus
attitude scale was constructed from each principal's attitude
scale. If he was assigned to receive written information about
a candidate with similar attitudes; then an exact duplicate of
th2 principal's responses was made, The duplicate copy of the
principal's attitude scale was returned to that principal along
with other candidate information.

If he was assigned to receive written informnation about a
candidate with dissimilar attitudes, then a bogus attitude scale
was completed by using the principal's responses. Earlier
studies showed that the magnitude of the discrepancy in attitudes
did affect attraction {Byrne and Griffitt, 1966), To control
this possible source of variance, the bogus scale of the candidate
who held dissimilar attitudes was constructed according to a
prearranged response plan., The response plan was established
such that the magnitude of the discrepancy was always four units
of absolute discrééancy. The complete response plan is presented
in Table 1,

Table 1

Planned Response Pattern of Dissimilar Candidates

Principal Candidate Units of Absolute

Response - Response Discrepancy
+3 ~1 4
+2 -2 4
+1 -3 4
-1 +3 4
-2 +2 4
-1 +1 4

11
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All of the bpgus attitude scales were represented to be the
candidate's own reswvonses. Also, all of the candidate’s scales
were hand-signed "candidate J.K." in order to support the claim
of origin, The responses on the bogus attitude scales were
written in pencil.

The other candidate information included with the attitude
scales was the qualification information that had been validated
in an earlier study. The results of the validation study
suprorted the contention that the stimulus material did represent
a candidate with high qualifications for the job described and a
candidate with low qualifications for the job described.

The principal then received a selection situation package
which was designed to place the participant in a teacher selection
situation, Each principal read the following instructions

oontained in the situation letter:

+seRecently you were notified that there
would be a vacancy on your school staff

at the end of the school year...As part

of your screening process, you, with the
assistance of your staff and other members
of the school district prepared a job
description for this fifth grade vacancy.

You have just received an application

for thies position and the placement folder

of the applicanL. Review the job description
for this vacancy first and then carefully

read all of the information abouc the candidate.

When you have finished reading the written
information about the candidate, please
evaluate him (her).,..
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The candidate information was arranged so that the
qualification information about the candidate appearei first in
a placement folder. Attitudinal information followed in an

interview information folder.

-

A two-way analysis »f variance was conducted to test for
the main effects of similarity-dissimilarity of attitudes and
the main effects of qualification levels. The results are shown

in Table 2,

Table 2

Analysis of Variance:
Attitudes-Qualifications

]
|
Source of Variation| af ss MS F

[ SO - L

Similarity-pissimi-

larity of Attitudes 1 629,037 629.037 < 141 .692#%%
High-Low Qulaifica- | :
tions 1 27,022 ;27,022 ' 6,087*
Attitudes x : }
Qualifications ) S 4,205 . 4,205 i . 947
Error 1 136 : 603,764 E i
!
Total 136 1264.028 | ’ .
L ! -
s+ p ¢ ,001
* pg 025
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The critical value for significance at the .C0l level is
11.38. The value of F for the attitude main effects determined
by a two-way analysis of variance is 141.692, which is significant
at the .01 level (sce Table 3). The critical value for significance
at the ,025 level is 5.15.

This analysis indicates that there is a significant
difference between the principal's attraction to teacher candidates
with attitudes similar to his cwn and the principal's attraction
to teacher candidates with attitudes dissimilar to his own.
Hypothesis one, therefore, received support. The results of this
analysis also indicate tha: there is a significant difference
between the principalts at:raction to “high Qualified" and “low
qualified" teacher candidates. The F value for the main effects
of qualifications is 6.087, which is significant at the .025
level., The result tends to support the validation study of <the
stimulus material g§ed to represent qualifications in the main
study. No significant interaction effects were obtained between
" the qualification and attitude variables.

Hypotheses IIA through IIF¥ were concerned with the differences
among the principal's mean attraction score for the types of
teacher candicdates used in this study. The mean rating for each
candidate {8 shown in Table 3,

An a priori decision was made to use the more conservative
post-hoc Tuckey HSD Test to maite pairwise comparisons among the
means showm in Table 3. Tuckey's approximate HSD was computed

because of the unequal numter of cases in each condition.

17
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Table 3

Mean Attraction Rating for Each
Type of Teacher Candidatex

Qualifications Attitudes Total
TS S !
Similar Dissimilar
High 11.512 6.903 9.47
Low 10,281 6,368 8.15
Total 10,957 6.608
*  SANQ = Similar Attitude - High Qualification

Similar Attitude
Dissimilar Attitude
Dissimilar Aztitude

[9)
3
wunun

Low Qualification
High Qualification
Low Qualification

A comparison between means 1s declared to be significant

if it exceeds H3D (Honestly Significant Difference).,

The HSD

, value at the .0l level of significance for the data presented

in Table 3 was 1.57. The obtained differences among the means

.of the attraction score are listed in Table 4.

Hypotheses ITA through JIC were concerncd

of the candidate by the prircipals in the SAKQ

with the rating

condition,

These hypotheses state that this candidate will receive a higher

attraction rating than any other candidate.

The mean rating

of the SAHQ candidate was 11..52, which was significantly higher

than any other candidate (sece Table 4) except the SALQ candidate,

* Thus, only hypothases IIB and IIC are supported,

ERIC
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Table 4

pifferences Among !Mean Attraction Scores
For Each Type of Teacher Candidate

DALQ DAHQ SALQ SAHQ
— |
DALQ X = 6.36 .54 3,92« ' 5,15%
DAHQ X = €,90 3.38% ’ 4.61%
SALQ X = 10,28 ' 1,23
SAHQ X = 11,51
* p ¢ .01

Hypotheses IID and IIE stated that the similar attitude-low
qualified candidate would be more attractive to the principal
than either the dJdissimilar attitude-high qualified candidate or
the dissimilar attitude-low qualified candidate. The SALQ
candidate received a rating of 10,281, v '~h was the second
highest rating among the four groups and was significantly
different than the rating of the DAHQ or DALQ candidate (sec
Table 4). Therefore, Hypotheses 11D and IIE were supported.

Hypothesis IIF stated that the DAHQ candidate would be more
attractive to the principals than the DALY candidate., The results
in Table 4 show that the difference between the ratings,
althouch favoring the DAHQ candidate, is not significant., 1t
would appear that the differeace behween.the high and low
qualified candidates lie malnly between the similar attitude

andidates,

19
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Conclusions - Implications

The results of the analyses of data suggest two major
conclusions, (1) 1In a teacher selection situation, the '
similarity-dissimilarity of attitudes betwecen principal and
teacher candidates does affect the principal's attraction to
the teacher candidate. In addition, principals ar2 more
attracted to the candidates who hold similar attitudes than to
candidates with dissimilar attitudes.,

(2) The effect of similarity-dissimilarity o? Attitudes
between principal and teacher candidate on principil attraction
to the teacher candidate seems to be more powerful than the
effect of the teacher candidate's qualifications.

The results suggest that attitude similarity would benefit
the éandidate for a position. This also implies that recruiting
teams with high team agreement on important "organizational
attitudes may be an efficient method of obtaining teachers who
are more compatible with the attitudinal set of the school district.

However, this same process could have unforturate results
if the attitude similarity was based on very persoral or
1diosync§atic attitudes of the recruiter. 1In such a situation
fotential employees may be rejected on the basis of attitudes not
directly related to the vacancy.

Those concerned with training interviewers might wish te
develop appropriate experiences which will help control the

effect of the attitude congruence process. A simulation progran

20
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that had a great deal of potential for use in research and
training in this area has been developed by kcolton (1970),
Training experiences might begin with the development of a
cognitive awareness of this process,

The second conclusion of this study suggests that
perception of the qualifications may have been distorted by the
attitude similarity or dissimilarity. This relationship
suggested by !lNewcomb's individual system of orientation requires
further research, One research question might bei Does
attitude similarity-dissimilarity between candidate and recruiter
affect the recruiter’'s perceptions of the candidate's performance
record?

If further research reveals the attitude congruence process
does indced affect the weighting of a candidate's performance
record, we might seriously consider different stiucturec for the
selection process in order to reduce this bias.

Finally, this study also indicates that social attraction
research may be useful for predicting outcomes of the selection
process. An attitudinal attraction modcl for conceptualizing
the possible relationships between evaluator and candidate
{Newcomb, 1956; lerritt, 1970) might be used to suggecst and
examine differences in ratings of candidates, A great deal of
the controversy concerning the reliability of the interview 3s
centered on the secemingly different ratings of a candidate by
trained interviewers using the sawe scale. Perhaps such differences
might be accounted for by the attitudinal congruence dinension

exanined in this study.

21
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