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Last week I began to review the report from the Human Resources consulting firm 
employed by the district to review our teacher hiring practices.  The firm did a thorough review 
of the teacher hiring process used the last five years, conducted an extensive survey of teachers, 
did a job analysis and provided training and recommendations to move our process from good to 
excellent.  Last week, I shared the answers to four of the questions we asked the consultants to 
consider when looking at our process.  This week, I will share answers to three more of those 
questions.

Question 5:  “Does the process lead to the candidate who will have the right chemistry to 
work with existing staff?”  The consultants state, ”Overall this section was rated high and also 
shows teachers are well equipped to relate to and engage students in learning”  “Teachers see 
collaboration as a very important part of achieving the district’s mission.”  

SO, Based on the consultants findings as outlined in questions 1-5, it would appear we’ve 
been hiring highly competent teachers who are committed to our students and our mission.  
Certainly, the pervasive success of the district in academics, arts and athletics and the recognition 
of that success can not happen without good teachers in the classroom.  So now we turn our 
attention more to the process itself and not the results.

Question 5:  “Does the process eliminate bias to the degree possible?”  The consultants 
state, “K12 HR found the overall process to be relatively structured, but lacked elements that 
promotes reliability, perceptions of fairness and confidentiality.”  “It is virtually impossible to 
remove any the of bias from all parts of any employee selection practices.  The recommendations 
that follow should make great strides in significantly reducing unintentional bias that can often 
plague the best of intentions.”  

Simply stated, our process led us to select excellent teachers but some things can be done 
to help those outside the process understand the fairness of the system.  To improve our process 
even more, the consultants focused on the completion of a job analysis – a thorough analysis of 
the Knowledge, Skills and Abilities (KSAs) needed to be an excellent teacher at General 
McLane.  In next week’s letter, I’ll explain how everything will be tied to the Job Analysis and 
KSAs.

Question 6:  “Will the process lead to a staff that all have the same high level of 
competence without being homogenous?”  There have been some discussions with the board on 
the need to diversify our staff, both in terms of culture and thought process.  The consultants 
addressed the idea of “Groupthink” which they say is less a product of hiring and more often 
results from organizational cultures that discourage variance in opinions.  “K12 HR did not find 
evidence of this type of organizational culture at GMSD and survey results regarding autonomy 
indicated a 95% favorable rating with regard to autonomy.”

The issue of cultural diversity is more complicated.  They pointed out that “data indicated 
92% of the population is white.”  From the survey they noted, “It appears staff members 
recognize efforts to recruit diverse populations could be improved, but only about 1/3 of staff 
members surveyed indicate that this is an area important to them.”

There is a push across the country to diversify the teaching staff, especially in urban 
areas.  However,  research from 2011 found that nationally,  “Latino and African American 
teachers represent only about 15% of the total teaching workforce.”  The consultants’ national 
and local research caused them to conclude, “In short, hiring and retaining a diverse group of 
educators is not a district or regional shortcoming–it is representative of a larger issue within the 
profession that deserves more attention. . .The lack of a diverse community in Edinboro and the 
surrounding areas will make efforts to hire a more diverse teaching staff challenging.”
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Question #7:  “Do all materials and procedures comply with applicable federal and state 
laws?”  “K12 HR found most aligned with accepted ethical practices.”  ”The largest factor that 
was absent in the current employee selection process was the lack of a formal job analysis by 
district subject matter experts to ascertain if selection questions and processes were in fact, job 
related.  This omission was not intentional and is not uncommon.”

Next week I will share the consultants statements on fairness and share how our newly 
completed job analysis will be the “glue” that holds our process together.


