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I attended a leadership conference once where a speaker spoke about opposable thumbs.  
He noted that humans are one of the only species that has them and that the tension between the 
thumb and forefinger is important to allow us to pick up and hold items.  He noted that the 
tension is always there.

Like the ever-present tension of the opposable thumb, there are things in organizations 
that will always provide a degree of tension. For a school district, the hiring of teachers is one of 
those constant tensions.  No matter who is hired, some people will be pleased and others will cry 
foul.  Some believe that school district hirings are not based on merit while others say the 
administration should be free to hire whomever they want as that is how organizations run.

At my suggestion, the board contracted the services of an educational human relations 
firm to review our hiring procedures and make any necessary recommendations.  Two Industrial/
Occupational Psychologists from K12 HR Solutions of Neosho, Missouri thoroughly reviewed 
our process for hiring teachers and spent four days with us in late January.  Part of their process 
involved doing a survey of all our present teachers in which 71% of the faculty participated 
(that’s a high participation rate as they told me sometimes they only get 5-10% participation).  
They also met with a team of teachers to create a Job Analysis for a GM teacher and then 
conducted training for our principals.  In this and subsequent Lancer Letters, I will share excerpts 
from the consultants’ report.

The consultants told me at the outset that, after reviewing the teacher hiring process 
we’ve been using, they would give our process an 8 or 9 on a 10 point scale.  When we 
implement their suggestions, our system will be a 10.

We asked them a series of questions about the process we’ve used the past five years.  
The first question was, “Does the process lead to the selection of the most competent teacher?”  
The report states, “The current selection process is fairly structured and assesses important job 
dimensions.”  They noted that “Reliability could be improved through incorporating a core set of 
consistent questions and utilize anchored rating scales at each phase.”  I will discuss this more 
when outlining changes to our system.

Question 2:  “Does the process provide any indication of the character of the applicant 
and if the character is a good fit for the district?”  The report discussed the concept of “fit” and 
stated that it is well researched.  In regard to fit of GM teachers to the district, they said the 
survey results “Seem to indicate that district leadership is doing a good job to ensure the 
employees are both selected for fit and assimilating into the District’s culture.”  The survey 
showed that 93.8% of teacher are satisfied with being a teacher at GM and that 96.6% of teachers 
feel that their values match those of the districts.  Survey results also showed that 94.2% of 
teachers feel that teachers in the district have the ability to relate to and engage students.  The 
report stated that “Current selection practices as well as organization practices do a good job 
identifying and maintaining an environment where teachers feel like they are a good match.”

Question 3:  “Does the process lead to a teacher who will be totally committed to 
the district mission?”  Consultants state, “It appears the district is doing a very good job of both 
selecting teachers who are committed to the district’s mission and also maintaining districtwide 
culture throughout the district that is committed to the district’s mission. . . These are exceptional 
ratings and indicate staff members who are highly committed to the district’s mission.”  “We do 
not recommend the district’s administrators drastically change the overall structure of GMSD’s 
selection practices.  Most of our recommendations relate to creating tools and procedures that 
increase reliability and align to human resource and selection best practices.”
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It is important to understand that five years ago we embarked on a year-long process to 
determine the district’s mission and core values.  It was a process that involved interviewing all 
employees in focus groups twice and conducting 19 meetings in the community to gather input.  
We were determined to find what has made the district successful and to memorialize it by 
making it our mission and our core values.  We were determined that we would live out the 
mission and core values and not just let them be a document that sat on the shelf.  And so we 
asked the consultants, “Does the process allow an assessment of how the candidate embraces the 
district’s core values?” They wrote that, “Overall results were highly favorable.”  Since my 
administration has placed a high priority on finding teachers who will live out our mission and 
core values, I asked them to compare those hired in the last five years to those previously hired.  
The correlation coefficient for those hired in the last five years was 1.17 and those previous to 
my superintendency 1.44.  (The closer to one the number, the higher the correlation.)

Next week, I will share results of four other questions asked and in week three of this 
series, talk about the tweaks we will be making to our system.


