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ABSTRACT

THE HIRING OF MUSIC TEACHERS BY SUPERVISORS OF MUSIC

Joseph Owens

The purpose of this study was to explore the processes by which K-12 music
teachers are hired when the hiring process is led by a supervisor of music. As defined in
this study, supervisors of music are school administrators with a specialization in music
education. School districts employing persons in this role rely on them to establish and
implement a departmental vision. It is with this vision that they lead the hiring of music
teachers in their district.

Extant research relating to those traits which school districts seek when hiring
teachers is centered around school principals and their views on hiring teachers in general
terms, without regard for specific content areas. A subset of school administrators with
music teaching experience, “music supervisors,” have been previously un-represented in
research relating to hiring music teachers. This descriptive, mixed-method study focused
on music supervisors and their role in and preferences for hiring music teachers. A survey

was administered to music supervisors throughout Long Island, and the responses of 62



music supervisors were analyzed. These data were triangulated through follow-up
interviews of six music supervisors representing districts of varying sizes and financial
need categories.

The results indicated that music supervisors had high expectations for candidates
to show excellent musicianship, content, and pedagogy knowledge in their candidates,
but that candidates demonstrating exceptional soft skills were more likely to be awarded
a teaching job. Though a significant amount of time is devoted to assessing candidate
musicianship and pedagogical skills, music supervisors were in high agreement that
“caring for students” was the most important trait that should be demonstrated by a
candidate. Further results shed light on hiring processes and the way school districts each
develop their own protocols which align with their community needs and culture to find

the right teacher candidate.
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Chapter I - INTRODUCTION

Background

For the past eight years I have held the position of “Supervisor of Fine and
Performing Arts” in my school district; a relatively small district (approximately 3,000
students) in a suburban village on Long Island, New York. It is a district, like many
others in the area, that is proud of its offerings in music. The community pride and
support for music education is evident in student enrollment in music courses (50% of
students in the high school participate in performing ensembles), its active music booster
parent organization, and the budgetary support provided by the taxpayers of the district.
The position of Supervisor of Fine and Performing Arts is a full-time, district-level
administrative position. The responsibilities of this role include curricular and extra-
curricular oversight in the areas of music, art, dance, drama, program staffing, teacher
evaluation, providing professional development to teachers, community outreach and arts

education advocacy, department-wide budget planning and purchasing.

Hiring Process

The district in which I work has a tightly prescribed contractual process by which
teachers are hired. One of my first responsibilities in my position was to hire a person to
fill the teaching opening as a result of my vacating that position. The first step of the
hiring process was culling resumes. I was inundated with hundreds of resumes and many
emails from colleagues around the county who offered recommendations of good

candidates. Over time, as I attended county music supervisor meetings, I learned that



filling music teaching positions was a regular conversation. Supervisors regularly sought
recommendations for “strong candidates.” There was an understanding that
recommended candidates were, to a certain extent, already vetted. These
recommendations are provided often via communiques between supervisors, followed up
with an acknowledgement by the candidate in an opening line in a cover letter or similar
correspondence “I was encouraged to apply by our mutual acquaintance...” This
networking provides an opportunity for an applicant to stand out among the many
anonymous applicants who have no such savvy or proactivity. It also helped me as a new
administrator to cull applicants. For each subsequent job opening that in our school
district, I would pore over the resumes and cover letters trying to find candidates to pull
for interviews, and ultimately select about 20% of candidates from the pile of resumes;
the remaining 80% would be from recommendations, or requests for “courtesy
interviews.” In the meantime, the teachers’ union and administrators’ union each assign
three members to serve as an interview committee. This team of six will also participate,
to the extent they are willing, in the reviewing of resumes.

Through the initial screening of resumes, the committee will create a list of
candidates to interview. In my own experience, the hiring committee typically sees
between 10 and 20 candidates. These candidates are asked a battery of questions relating
to their personality, philosophies, relationships with students, content knowledge,
classroom management, instruction, and more. In music interviews, it is not uncommon
for the candidate to perform on a major or minor instrument (or both).

The pool of candidates is then narrowed again, based on the interviews (and/or the

performance). After the first-round interview teacher candidates often prepare



demonstration lessons. The demonstration lesson is the first time the committee members
get to see what skills the candidate has working with students and implementing a lesson.
Gathering students for the demonstration lesson is often challenging, which is why
demonstration lessons are usually at the end of the process for candidates, after the field
of candidates has been narrowed down to two or three.

After the screening, interviews, performance, and demonstration of teaching
skills, committees are often charged with sending at least two finalists to the
superintendent (or designee). As the prime vision setter for the school district, the

superintendent makes the final decision on which candidate will begin employment.

Rationale

The most recent data available from the New York State Education Department
(NYSED, 2019a) show that in the 2013-2014 school year, school districts across New
York State employed approximately 7,000 music teachers (http://www.nysed.gov/
common/nysed/files/programs/curriculum-instruction/musiced 2014.pdf). This figure is
consistent with the years prior, indicating stability in the overall stability in quantity of
music teaching positions. The New York State Education Department (NYSED) further
reports that average teacher turnover of all teachers K-12 is approximately 11%
(NYSED, 2019b). An internet search of “New York teacher turnover” yields many hits
from various media outlets and professional organizations which highlight the constant
need for hiring teachers. Though NYSED does not break down teacher turnover rate by
subject area, if music positions are near the average, over 700 music teachers would need

to be hired annually in order to fill job vacancies.



In a large scale national study of K-12 teachers, Gardner (2010) found specific
evidence to support a high level of teacher turnover. Specifically that music teachers are
less likely than non-music teachers to continue in their jobs from year over year. Between
the 1999-2000 and 2000-2001 school years 82.2% of music teachers stayed in their
position and 87.9 non-music teachers stayed in their position. Filling the 12.2% job
openings were 5.8% were teachers who moved from another position and 12.0% were
from those outside the profession (Gardner, 2010).

Hiring teachers is the responsibility of school building and district administrators
who typically view their hiring choices as an opportunity to “influence student
achievement” (Engel, 2012). The processes by which teachers are hired vary greatly
based on a number of factors including local contractual requirements, administrator
preferences and backgrounds, program needs, and position requirements. School
administrators need to work within the parameters set forth in order to find the perfect
teaching candidate that will provide the most positive influence for the students which

they serve.

Teacher Certification

For those applying to the open positions, they are relying on their prior
professional experience, or the education that they received in their collegiate music
teacher education program. These programs are in line with regulations and requirements
set forth by the State Education Department. These regulations seek to create a set of
baseline qualifications or skills that the state deems necessary for certified teachers to
have in order to be successful in the classroom. A search of the NYSED website

http://www.nysed.gov/heds/IRPSL1.html revealed 97 approved collegiate programs that



would culminate in a certificate enabling the certificate holder to teach music in grades k-
12 in a public school within New York State (NYSED, 2020a). New York State provides
information on ten pathways that may be used for candidates to obtain certification. The
two most traditional methods by which candidates can obtain certification is through
“approved teacher preparation programs” or “completion of a comparable educator
program in another U.S. state” (NYSED, 2020c). These pathways require a Bachelor’s
Degree with a minimum GPA of 3.0, passing a teacher certification exam, passing a
content specialty test in music, passing the edTPA (a teaching portfolio review process),
and complete workshops in the identification of child abuse, school violence, and dignity
for all students (NYSED, 2020c).

The National Association for Music Education (NAfME) published an analysis of
the requirements for certification in all of the 50 states and in the District of Columbia
(May et al., 2018), and it reveals that every state in the nation has similar requirements
college programs and testing requirements, many require some sort of portfolio
assessment as well. These are lengthy standardized processes that, in theory, should
create a level playing field for those who attain certification. In practice, however, state
certifications merely provide a baseline enabling a certificate holder the opportunity to

apply for a job, with no guarantees that they will actually be hired.

Administrator Qualifications

Persons seeking positions in school building and district administration in New
York State are required to hold an appropriate certificates, granted through the
completion of a program regulated by the state. The baseline requirement is that those

seeking a certificate be already certified as a classroom teacher. New York State makes a



distinction between school district and school building leadership and as such, they are

two separate certificates. Much of the coursework for these two certifications overlap.

Table 1, below, shows the curricula of study for school building and district leadership

course requirements at one university.

Table 1

Sample Educational Leadership Certificate Program Plan in New York State

School Building Leadership
Curriculum
St. John’s University

School District Leadership
Curriculum
St. John’s University

Leadership in Instructional Supervision
Administrative Leadership & Planned
Change

School Based Data Analysis
Educational Planning: An Integration of
Professional Capital Agenda
School-Based Business Administration
for Admin. & Supv.

Legal Aspects of the Administration of
Schools

Internship Seminar in SBL

General Review and Exam Preparation:
SBL

Educational Governance and Policy Issues
Leadership Values, Decision Making and
Multicultural Org

Organization and Administration of the
Elem. and Secondary School Curricula
Educational Research and Data Analysis I
Finance in Education

School-Based Business Administration
for Admin. & Supv.

Legal Aspects of the Administration of
Schools

Leadership in Technology 1

Trends & Techniques in the Evaluation of
Programs

Internship Seminar in SDL

General Review and Exam Preparation:
SDL

(University, 2020a, 2020b)

The titles of these courses, and others that are offered in similar program

throughout the state, are “big-picture” titles. Aspiring administrators might assume that

these courses would provide them with the tools they need to develop a philosophy and

the skills suitable with which to solve the problems that school leaders encounter on a

daily basis. Though a thorough review of the syllabi for the above listed courses of study




would be required to confirm, neither personnel management nor human resources
aspects of school leadership appear to be components worthy of their own courses.
During my own time in a New York State approved educational leadership
training program, while we were trained extensively on evaluating teaching, there was no
formal training in what to look for in teachers during the hiring process. During my
internship experience, I had the opportunity to participate on interview committees for
classroom teachers. Throughout the experience I found that so many of the opinions of
the candidates formed by other committee members were not based in concrete or
measurable ways. Committee members knew the positions for which the candidates were
interviewing, but beyond that there was no rubric or pre-determined set of ordered
priorities that might have been used to help committee members make choices. Even still,
the members on the committee were able to come to consensus about which candidates
should be moved forward. Ingle et al. (2011) have found that contextualizing this
seeming informality of candidate assessment to be important; that principals are
balancing a number of environmental factors and candidate characteristics in order to
make their decision. Johanson (2008) found that supervisors do have priorities that they
identify for their un-tenured teachers. Those priorities include music-related competence,
classroom management, preparation and organization of classwork, and motivating
students. Johanson’s (2008) study focused on perceptions of administrators regarding
teachers already hired, these priorities do show that music supervisors to have a specific

set of priorities and may therefore be influenced by these priorities in hiring.



Problem Statement

Music teacher education programs help to provide future teachers the skills
necessary for positions as music teachers in schools. However, administrators make
decisions based on their own individual experiences and the specific needs of their
school. Additionally, the music teacher candidate may be trying to highlight skills that
are of little value or understanding to the administrator. Without a full understanding of
what competencies or traits sought by hiring officials, music teaching candidates will
struggle to prepare for the needs of their future employment. With the exception of a
document created by the New York State Council for Administrators of Music Education
(NYSCAME), there is very little research relating to the how music teachers are hired, or
what competencies and skills are sought or valued by music supervisors. Developing a
more complete understanding of what music supervisors believe to be important traits for
their teachers will inform music education programs, and teaching position candidates.
Additionally, less experienced school administrators tasked with hiring teachers who are
armed with an understanding of effective practices may be better able to make informed
hiring decisions which will ultimately lead to a stronger delivery of music education to
students.

Further, extant research focuses on the hiring decisions made by school
principals. Most schools do rely on their principals for providing the leadership and
vision in hiring faculty, however there are a good number of schools who rely on music
supervisors to lead these decisions. Persons in these positions can be teachers who serve
in an advisory capacity, or they can be certified school administrators whose

responsibilities include the management and curricula leadership in any of the arts



subjects. Music supervisors often have training (and certification) as music teachers, thus
will have a more thorough understanding of music curriculum, learning standards, and
pedagogy. Music supervisors are not represented in research relating to the manner in
which music teachers are hired.

This study hopes to uncover what drives the hiring of music teachers when music
supervisors are leading the hiring. Schools with dedicated music supervisors often have
music programs of high quality. A better understanding of the traits and characteristics
that they prefer when hiring teachers can be valuable information in a number of ways
including: developing best practices for music supervisors, providing guidance to school
principals, focusing the preparatory efforts of music teaching candidates, and providing

guidance to music teacher education programs.

Purpose of Study

Educational leadership programs leading to New York State school building or
district administration do not have specifically outlined requirements for training of
hiring personnel. Administrators are left to form an understanding of the needs of the
school community based upon their own experiences. Even among supervisors of music,
the varied backgrounds of administrators may yield biases in candidate selection.

There are two counties that make up the Long Island region (Nassau and Suffolk)
and the region benefits from high levels of involvement in professional organizations; the
New York State School Music Association, its county affiliates that serve teachers and
students (Nassau Music Educators and Suffolk Music Educators Associations), and the
county chapters of New York State Council of Administrators of Music Education (a.k.a.

NYSCAME, an organization focused on serving persons serving as music program
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leaders in their schools). With a high concentration of school districts employing
supervisors of music in the region there are many schools that have highly regarded
music programs. Through developing a better understanding of preferences of many
supervisors of music from within the Long Island region, I hope to provide information
that will help administrators to make more informed decisions, teacher candidates to have
a better understanding of what is expected of them, and teacher preparation programs to

be better equipped to provide training that is expected of their graduates.
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Conceptual Framework

Figure 1
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The conceptual framework above illustrates the specific situation where the music
supervisor is the central figure, leading the hiring of a music teacher. In this case the
supervisor must balance their vision of the k-12 music program with the needs of the
principals and other committee members. The job vacancy is placed at the top of the
page, as the specific requirements of the job function as the main driver for the decisions
being made. The resulting successful candidate will demonstrate a mix of the skills listed

(those in the framework were the most often listed in the extant research).

Research Questions
1. Which competencies and skills do music supervisors seek from music educator
candidates?
a. How do they determine if candidates have those competencies and skills?
b. To what extent do supervisors of music utilize established teacher
evaluation instruments in assessing candidates?
c. In what ways do supervisors prioritize musical abilities among all
competencies sought?
2. In which ways do music supervisors differ from principals in their hiring

preferences (compared to existing literature)?
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Chapter II - LITERATURE REVIEW

A Review of Literature on Teacher Employment Selection: Introduction

School administrators are responsible for making many choices about the
functioning of school systems. Most administrators would agree that making good
choices about the teachers whom they hire is essential, and perhaps the most important
part of their job. It will be through these hiring choices that principals will be able to
“influence student achievement” (Engel, 2012). Much of the research seeks to gain an
understanding of what principals (or other hiring officials) are looking for in successful
candidates for music teaching jobs.

It is important to understand the staffing of school personnel as an issue requiring
sensitivities and considerations as unique as the school itself. School communities are
dynamic institutions with ever-changing needs. Some needs are manufactured through
boards of education or administrative initiative; some needs are inherent with the

community population; still other needs may be political or tradition.

The Principal’s Perspective of Music Educators and Music Education

The field of research relating to how principals hire music teachers specifically is
relatively scant. Research that is specific to music points to patterns reflecting principals
desires for strong human relationship skills, that is, a teacher’s ability to get along with
their students and the adults in the school (Dillon et al., 2010). Results also indicate an
assumption that teacher candidates have the requisite content knowledge for the position
to which they are applying. In the qualitative results of the teacher interview research,

principals talk about how they expect teachers to be trainable and amenable to the needs
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of the job (Engel, 2012). Specifically, what principals believe the job of a music teacher
entails is better found in studies relating to principal perceptions of music teaching and
music teachers.

Principals and other school district administrators are asked to devote a
considerable amount of attention to the evaluation and observation of their newest
teachers. These observations are, in most cases, the primary vehicle for human-resource
decisions relating to the retention or dismissal of new teachers (Edgar, 2012). Regardless
of a principal’s espoused beliefs in the onboarding process, their expectations of their
employees will be made clear during the discharge and evaluation of their duties.

Principals understand and value the non-musical elements of music education.
Greenwood and Milford (As cited in Abril & Gault, 2006) find that principals value the
teaching of cooperation, self-discipline, and good public relations within a music
program. While principals do articulate value for musical goals (Abril & Gault, 2006,
2008), they often do not evaluate teachers based on these more academic musical goals
(Edgar, 2012).

Edgar (2012) collected qualitative data from entry-year teachers, their mentors,
and principals, which showed connections between principal support and program and
teacher success. In alignment with findings in the previous subsection, the three first-year
teachers felt that their principals had the highest expectations of them in the area of
interpersonal relationships. One principal in the study explained: “I only know how to
turn on the stereo... I don’t feel that I’'m a good judge of musical performance” (2012, p.
142). Of the three principals that were interviewed in this study, two of them expressed

non-musical goals for their teachers related to interpersonal skills. One principal
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referenced the “diplomatic and political sides of the job,” and the second referenced the
need for quality of communication with parents in this way: “He needs to provide more
information to parents and kids and bring everyone along in the process.” The reporting
on the third principal was only slightly different, in that the principal himself espoused
more music-focused goals for his new teacher, but it was the teacher’s perception that the
principal “wanted to make sure I could keep books, manage classrooms, and parents” (p.
142). Each of the teachers involved in the study reported that their principals valued
interpersonal skills as the most important area for these new teachers.

Abril and Gault (2006) asked 350 elementary principals to indicate their opinions
on music learning outcomes (MLO). They were asked to respond to each MLO in two
ways: what is currently happening in the music classroom; and what do they believe

would be ideal in a music classroom.

Table 2

Rank for Music Learning Outcomes in Current and Ideal Conditions

Relate Read & Relate to

Culture/ Write Other Create &
Listen = Perform  History Music  Subjects Analyze Compose
Current
Rank 1 2 3 4 5 6 7
Ideal
Rank 1 4 3 6 2 5 7

Adapted from Abril and Gault (2006, p. 12)

These results, evaluated alongside other research, allow for more themes to

emerge. Principals are trying to work with music in ways that they are familiar.
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Musicians and non-musicians (inclusive of the principals surveyed) alike have familiarity
with listening to music. “Listening” (to music) as an academic concept is possible with
any level of training, so it makes sense that it ranks at the top of principal values, both
current and ideal. According to Juchniewicz (2016) principals determined a teaching
candidates level of being a “team player” (or interpersonal skills) by ascertaining the
ability of the candidate to relate their field to other subjects. Table 1 indicates that
principals believe that relating to less overtly musical areas (both “other subjects,” and
“Culture/History”) are more important than the inherently musical goal of performing.
These alignments in the data across the literature may be revealing a trend toward
principal bias away from their areas of weakness. If principals have a negative mindset
toward their own musicianship, as the principal in Edgar (2012) indicated, they may be
devaluing important tenets of music education. There seems to be this overwhelming
thought that principals need to be evaluators of the actual musical performance that
students are creating, as opposed to being an evaluator of teaching. It should be noted that
in a review of literature on principal effectiveness, Pierson, New & Frederick (2014) find
that principal background had a statistically insignificant influence on their effectiveness.
The idea of principals leaning toward their comfort zone is reinforced in Abril and
Gault (2008), in a study of secondary level principals. Among all of the traditionally
offered routes in music education, the secondary principals rated piano and guitar the
highest two areas where they wanted to see offered more. Again, this leans toward the
more accessible (or popular) and less formal areas of music with which non-musicians

may be more comfortable.
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The literature on principal perceptions of music education in their school lines
echoes the findings in the areas of teacher candidate selection interview analysis.
Principals espouse their care for content-specific goals with their new teachers in the
same manner that they believe it is crucial that the new teacher comes to the job prepared
with satisfactory intelligence and training. Principals make assumptions that these
content-specific traits and abilities are already in place. The real priority, as evidenced by
interview questions asked, and entry-year teacher goals is that teachers can assimilate
into school culture. The new teachers need to prove that they can get along well with
their colleagues, students, and parents without making waves. It is possible, after all, that

these teachers will remain as members of the school community for decades.

Evaluating Teaching

The process of hiring a teacher is predicated by an understanding that
administrators (or other hiring officials) know and can assess what good teaching is. In
most situations, teacher candidates who hold successful interviews will then have the
opportunity to audition for the administrator through a demonstration-lesson. It is in this
demonstration-lesson where the administrator will observe the candidate in the classroom
setting with students. Administrators will evaluate the candidates’ teaching skills in some
manner and decide if that candidate makes a good fit with that student population. A
review of the literature reveals that the manner in which teachers are evaluated has
changed drastically since the passage of the No Child Left Behind (NCLB)

reauthorization of Elementary and Secondary Education Act (ESEA) in 2002.
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Legislation

The NCLB legislation codified a shift toward the standardizing of student
evaluation (Overland, 2014). In this shift, the U.S. Department of Education began to
“place the responsibility for student achievement more strongly on the shoulders of the
teachers rather than the students” (Gilbert, 2016). Though the initial intent of the ESEA
in 1965 was to provide support for school systems, NCLB made it clear that the federal
government was more interested in regulating education and took much of the control of
education away from the states (Mathis et al., 2016). National programs, which tied
financial support for schools to teacher evaluations based on student performance, created
a flurry of change in the execution of teacher evaluations in the past two decades.
Robinson (2015) finds that the two primary purposes of educational evaluation are to
“improve instruction and to increase the accountability of education programs” (p. 10).
School systems struggle with the balance of these two goals, and those that find the scales
tilted toward accountability emphasize punishment, whether that be through school
closures or teacher termination.

Under NCLB, teacher evaluation moved in the same direction that school
evaluation did; heavily dependent on student achievement test scores. Though there were
promises to support schools in need, those support systems ended up being punishments,
and branding by media as “failing schools.” Teachers in those schools faced similar
punishments (Mathis et al., 2016). By 2009, reports have found that these teacher
evaluation systems were displaying broad signs of incongruence with what was believed
to be true. In 2009, the The New Teacher Project (TNTP) reported that through these

evaluation systems 99% of teachers were rated good or great (TNTP, 2009a, 2009b;
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Weisberg et al., 2009) These statistically improbable results pointed toward a need to
revamp teacher evaluations (Aragon & States, 2018). In doing so, administrators sought
ways to account for the myriad of variables that go into student test scores both positive
and negative, and found the value-added measures (VAM) approach.

Value-Added Measures of Teacher Influence on Students

Decades earlier, William Sanders proposed the Education Value-Added
Assessment, a statistical model which he suggested could estimate a teacher’s impact on
student’s achievement. This model utilized various data points including previous student
scores and demographic/socio-economic variables in an attempt to create a normalized
teacher score. In 2009, when the federal government implemented the Race to the Top
(RTTT), Sanders’ EVAAS was erroneously considered to be the solution to all of the
data problems that had arisen. The federal government had considered VAM to be the
solution to objectively evaluating teachers, which would help by a) providing a means to
determine the teachers who had the most impact on students, b) providing a mechanism
to institute merit pay, and c) creating a method by which teachers could be more easily
terminated (Paige et al., 2019).

The VAM approach was widely adopted but was widely flawed, particularly
when used to evaluate individual teachers (Robinson, 2015). Bruan et al. (2005) found
that “while acknowledging that VAMs are an important advance in applied measurement,
the reviewers all strongly caution against their uncritical application, especially if the
results are to have serious consequences for individuals or schools. Ultimately, the
concerns are related to questions of proper test use” (Braun & Educational Testing, 2005,

p. 9). The VAM approach continues in many states. In Indiana, for example, the state
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requires that at least “25 percent of a music teacher’s effectiveness rating be determined
by the performance of his or her students on both teacher generated and standardized
assessment tasks” (Gerrity, 2013, p. 17). Therein lies an important consideration; with a
VAM-centric approach to teacher evaluation, how are the non-quantifiable musical skills,
or the closely related soft skills that students develop as a part of an effective music
education being valued? The states have been incentivized to improve teacher results, but
many of the teachers have already been rated as effective using the (qualitative focused)
evaluation systems implemented in the wake of NCLB. Schools could not meet their
targets and had strong teacher unions that made it difficult to create standardized grading
systems. RTTT returned the burden of evaluating teachers back to the states and awarded
money to those states that could come up with a plan that most comprehensively found
ways to evaluate students, schools, and teachers, and find ways to improve performance
based on those evaluations.

During the rollout of RTTT, more than 30 states proposed new methods to
evaluate teachers, methods that purported to measure teacher impact on student
achievement and growth (Berberick et al., 2016). In their haste to be considered for the
federal funding in the RTTT program, New York State decided to evaluate all teachers
based on the school building Math and English Language Arts (ELA) standardized test
scores (Parkes, 2019). New York, after all, only offers standardized testing in ELA,
Math, Science and Social Studies. In their haste to create plans to be many plans focused
on solely on Math and English Language Arts student standardized test scores, thereby
minimizing the importance of student success in any other subjects. In many ways, this

solved the problem of evaluating teachers in non-tested subjects such as music, physical
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education, art, family and career sciences, and others. The resultant problem was that
music teachers (for example) were to be given teaching evaluations, and perhaps
employment ramifications, because of the student achievement data used was from
outside their content areas, for example, scores on a test impacted by a math teacher

(Robinson, 2015).

Evaluation Instruments

While federal and state governments work out the big-picture details for teacher
evaluation systems, educational leaders are still asked to evaluate individual teachers and
provide instructional leadership. The national initiatives have given rise to a proliferation
of teacher evaluation systems; the Danielson Framework for Teaching, the Marzano
Teacher Evaluation Model, The Marshall Teacher Evaluation Rubrics are among the
most widely used (Center, 2013; Danielson, 2014; Marshall, 2014). These evaluation
systems create their own definition of good teaching by compartmentalizing teaching
skills. The proponents of these systems believe that each of the teaching skills or
components (or elements) can be applied to teachers of any subject area (Berberick et al.,
2016; Center, 2013; Danielson, 2014).

Berberick et al. (2016) asked principals what they believed to be the most
important elements for music teacher evaluations. This study asked principals to evaluate
the importance of Classroom Environment; Classroom Instructions; Professional Traits
and Behaviors; Musical Knowledge, Processes, and Skills; Planning for Instruction and
Assessment; Grading and Student Achievement; Musical Performance; and Cross-
Curricular Integration and Technology. These are categories or elements that are typically

found throughout the evaluation instruments that administrators use regularly. In the
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evaluation systems, administrators treat each of the elements with equal weighting
(Danielson, 2014). As such, it is no surprise that each of the survey items “resulted in
high mean scores, indicating that each of these criteria was considered important by
principals in the evaluation of music teachers (Berberick et al., 2016, p. 49). In this same
study, an analysis of teacher perceptions of the same categories revealed that there is not
a statistically significant difference between principal and teachers. In essence, the music
teachers and principals agree on what teaching traits were important. Teachers did,
however, respond to open-ended questions in the same study that indicated there was a
desire for evaluators with more content-knowledge.

The Danielson group has tried to bridge the gap for administrators without fine
and performing arts specific content knowledge who are required to supervise their fine
and performing arts teachers. They have created “The Framework For Teaching Possible
Examples,” a series of documents intended to serve as a parallel to the general
Framework for Teaching (The framework for teaching possible examples, 2019). Each
document (one each for Music, Art, Dance and Drama) details specific examples of what
might be seen in a music classroom for each component of the evaluation rubric. The
documents themselves are an important consideration of the needs of supervisors without
arts backgrounds who seek a better understanding of what they are observing in arts
classrooms.

The findings in Berberick et al. (2016) mirror the results discussed in the analysis
of principal perceptions on the importance of certain interview questions (Brinkman &
Mallett, 2000; Dillon et al., 2010; Engel, 2012; Harris et al., 2010). Throughout most of

this literature, evaluators consistently placed high ranks on classroom environment types
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of responses (inter-personal behaviors with students and adults) and have scored the area
of music content with relatively low ranks.

Again, there is an agreement between teachers and principals regarding the way
various teacher evaluation instruments break down the process and important elements of
teaching. There is, however, no evidence of any widespread use of, or modification to
any major evaluation instrument in order to evaluate candidates’ interviews for

employment in a classroom.

The Interview Process

Within each school community, negotiated parameters inform the processes by
which day-to-day operations are executed, including the hiring of teacher candidates. The
method by which schools select teachers may include any combination of résumé/cover-
letter review, screening rounds, individual interviews, committee interviews,
demonstration lessons, writing samples, musical performance, collaborative or individual
problem-solving exercises (Ellis et al., 2017; Goldhaber et al., 2015). Extant research
focuses on the teaching candidate interview; the most important tool utilized to discern
the quality of teacher candidates (Cain-Caston, 1999).

As interviews are typically conducted exclusively by adults, and almost always
before a candidate is asked to demonstrate interactions with students, communication
skills often rank among the most important (Harris et al., 2010). Regardless of the traits
sought by hiring officials, teachers will need to communicate their attitudes and beliefs
clearly. Only one study found respondents to posit that interpersonal skills with adults
were the most desirable skill for teachers (Dillon et al., 2010). However each study

reviewed involving principal preference made reference to the idea that good



24

communication with adults and a perceived willingness to be a part of a collaborative
work environment (being a team player) was a prerequisite of sorts for hiring
consideration (Brinkman & Mallett, 2000; Engel, 2012; Harris et al., 2010; Juchniewicz,
2016). To determine their potential for working well with colleagues, candidates may be
asked explicitly about their ability to be a “team player,” or more indirectly about
integrating their content with other subject areas (Juchniewicz, 2016, p. 65).

Throughout the literature, researchers try to make sense of how hiring officials
determine teacher candidate hard-skills, particularly intelligence or content-knowledge.
Across the nation, states set certification requirements with the intention of establishing a
standard knowledge base for teaching candidates (Goldhaber & Brewer, 2016).
Goldhaber and Brewer (2000) have found that teacher certification in and of itself does
not have a direct impact on student achievement, but other benchmarks that are required
for certification such as college degrees, standardized test scores, and teacher training
courses are impactful on student achievement. In the qualitative results of Engel’s
research regarding content knowledge, one principal states: “It’s a given that they have it.
I mean, they have the degree, they’ve been to school, most people have Masters, you
know that have that...” (2012, p. 66). Another principal talks about content knowledge of
higher-level courses only after espousing the importance of the candidate being
committed to the school community. Fewer than half of the respondents in Engel’s study
discussed content knowledge in their interviews. In an open-ended prompt to principals:
“Please describe the characteristics of an applicant that you see as most important,”
Harris et al. (2010) found that “knows subject” was the second most often recorded

response. Follow-up interviews with those respondents found that, while content
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knowledge was important, it was not something that they sought to examine on their
own; again, they made assumptions based upon the certifications or degrees held by the
candidates. In a study of hiring physical education teachers having candidates “major in
P.E.” ranked as most important, but the collection of all questions coded as “content
knowledge” ended up ranking below interpersonal skills, connecting with students, and
teaching skills (Dillon et al., 2010). Overall there seems to be a consensus among hiring
officials that a candidate would not have made it as far as the first interview if their
credentials didn’t imply at least a satisfactory skill set in the subject to which they are
applying. This literature, having been published between 2010 and 2016 is contextually
bound by the Higher Education Act (HEA), newly re-authorized in 2008. The HEA
called for increased accountability for teacher preparation programs. The increased
accountability and rigor of the teacher preparation programs, was designed to help those
graduating from teacher preparation programs to be more prepared to successfully enter
the classroom (Parkes, 2019).

The crux of teaching, of course, is working with students. The interactions with
students constitute the most significant portion of a teacher’s daily activities, and as such,
it is incumbent upon hiring officials to evaluate those interactions. In Engel (2012),
Harris (2010), Juchniewicz (2016), Dillon et al. (2010), Metzger and Wu (2008)
researchers find that caring for (or connecting with) students ranks as the most important
characteristic a teacher candidate can demonstrate. Juchniewicz (2016) studied what
principals are looking for specifically relating to music teacher candidates. Results
showed that subgroup classification yielded no statistical significance regarding

respondents’ value of different interview questions. The question “How will you connect



26

with your students” ranked the highest across all subgroups (age of students, school
setting, principal experience). Engel (2012) studied teacher candidates in general without
regard to subject matter, and though there were some variances in what principals
espoused as being important, caring was the modal response (61%) across all subgroups.
Two principals in that study “mentioned the adage ‘kids don’t care how much you know

99

until they know how much you care’” (Engel, 2012, p. 64). The trait of “caring” was also
the modal response in Harris et al. (2010), with 56% of principals listing it as the most
important characteristic.

In addition to using responses to direct questions about connecting with kids,
some principals are making judgments based on candidate enthusiasm in interviews:
“...no enthusiasm and no personal qualities that were exciting... how can this person
teach in a classroom with children?” (Harris et al., 2010, p. 238). Music teacher job
candidates have indicated that the questions they were asked in interviews had very little
to do with subject matter, and focused more on their soft-skill personal qualities, as well
as an ability to present themselves positively (Brinkman & Mallett, 2000). The ability to
engage in an enthusiastic way is highlighted throughout the literature. Though the
characteristic of enthusiasm is difficult to quantify (Goldhaber & Brewer, 2016) does
directly impact student achievement. Principals link enthusiasm closely with caring for
students and may conflate the two as interdependent skills necessary to engage students
(Cain-Caston, 1999; Engel, 2012).

The area of classroom management is another constant that appears in teacher

interviews and commercial teacher selection instruments. Emerging research in the area

of classroom management is shifting toward proactive approaches, with more focus on
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student engagement (Nagro et al., 2019). To varying degrees, principals are still looking
for teachers to articulate disciplinary action plans (Brinkman & Mallett, 2000; Engel,
2012), or answer questions such as “what are your ideas about discipline” (Juchniewicz,
2016). Engel (2012) found that principals of high-achieving urban schools had less of a
preference for classroom management in their teaching candidates, than did principals of
low-achieving schools. In that study, a principal articulated the importance of empathy
(caring) and classroom management working in symbiosis: “It’s by talking quietly and
trying to understand what’s really going on...and then they understand that you’re a
human being too. And that changes their behavior” (Engel, 2012, p. 65).

The common themes that emerge from the literature on hiring officials
(principals, human resource departments) come together in search of teachers that can
make a connection with students to ensure student engagement and improvement within
their school and subject matter. These common themes are big-picture ideas: caring about
students in order to have a mutual investment in their success; content knowledge to be
able to provide students with what they need in any given subject area; classroom
management which sets an environment in which learning can happen. While it was
important for some principals that teacher candidates find a way to demonstrate their
willingness to go beyond the minimum requirements and “give extra” to students (Engel,
2012), going beyond in formal ways such as extra-curricular activities or coaching either
did not appear as important (Juchniewicz, 2016), or appeared as a “least important”
characteristic (Dillon et al., 2010). These findings suggest that aspiring teachers should
focus on being clear communicators of their passion for helping students succeed and

developing the knowledge-base necessary to do so in an engaging way.
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Bias and Discrimination in Hiring Practices

Within the context of the foregoing parameters, defining good teaching,
understanding what leaders think about music education, and the manner in which a
candidate may be evaluated for consideration of employment, it is essential to remember
that teaching is a human interaction activity. Each teacher brings with them an amalgam
of their life experiences. Regardless of the formal academic training a principal may
receive they too, are individual beings with a lifetime of unique interactions among
family, friends, and society at large. Each of those interactions adds to the repertoire of
experience that provides the context for the decisions that they make. Literature on bias,
as it exists among school leaders, is real, inescapable, and is present to various degrees
and on various levels.

Biases can be present upon any human characteristic for which discrimination is
possible; “skin color, gender, age, height, weight, introversion versus extroversion,
marital and parental status, disability status, foreign accents, where someone went to
college, and more” (McCormick, 2015). Though principals report on their belief that
diversity is important, for a number of reasons, it may be difficult for them to make
decisions that are congruent with their espoused beliefs due to biases that are held.

Bias is particularly difficult to identify, since the very definition implies that the
holder of the bias does not know it exists. In fact, it is quite possible that the holder of the
bias believes that they do not hold that particular bias (Greenwald et al., 2009;
McCormick, 2015). A great deal of research works to have a better understanding of
attitudes, as understanding a person’s attitude is the best chance of predicting behaviors.

Hoffman, Gawronski and Geschwendner (2005) report on a multitude of research which
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suggests that the reliability between explicit and implicit attitudes is consistently
inconsistent, that is to say, people do not necessarily believe what they espouse.
Assessments of implicit attitudes (Implicit Attitude Test) have proliferated over the past
30 years with the purpose of better measuring a person’s automatic response to a
stimulus. Respondents are given a prompt and asked to categorize that prompt into
positive or negative categories. Latencies in responses are measured, which provides
information about the cognitive process that the responder experiences (Greenwald et al.
2009; Hoffman et al. 2005). Greenwald et al. and Hoffman et al. have both found that
given a better understanding of the how the AT is assessed, respondents could modify
their performance on the assessment to change the results. Often, bias training consists of
creating an awareness of the unconscious bias that may be held by individuals, or

organizations.

Gender Bias

When it comes to hiring, one prevalent bias leading to discrimination is gender.
Since the passage of Title VII in 1964, researchers have been trying to assess the impacts
of gender bias. Cohen and Bunker (1975) found that “hiring decisions were not
influenced independently by the applicant’s sex or position for which he/she was
applying, but rather by interaction of the two variables” (p. 566). These findings are
supported by further evidence in the literature. Kopetz (1981) studied the gender of music
education positions (instrumental, vocal) and level (elementary, secondary) and in which
positions were specific genders more likely to teach. In 1973 83% of instrumental
teachers were men, and 80% of elementary music teachers were women (Kopetz, 1981).

In 2011-2012 76.1% of all grade-school teachers nationwide were female. Similar to the
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Kopetz work done decades earlier, there is a marked reduction in women teachers at the
high-school level, with only 58% of all high school teachers being female (Ingersoll et al.
2014). The data continue to show a significant relationship between the gender of a
teacher and the grade level at which they teach. In 2001 the Music Educators National
Conference (MENC) released demographic information of its members, disaggregating
teaching positions, grade levels, and gender. Unsurprisingly the data is consistent with
the findings of Kopetz and Ingersoll et al. and are shown in Table 3.

Table 3

MENC Members Gender by Teaching Level

Male Female
Elementary 6,647 15,190
Secondary 12,909 8,819

Note. Adapted from Gender trends among menc music educators. (2001). Teaching
Music, 8(6), 52

A chi-square analysis of these numbers indicates a statistical significance
exceeding the p<.05 level, indicating that gender bias does indeed play a role in the types
of teaching positions that those in certain genders fill. While this data does not explicitly
indicate bias causation, certainly bias is playing a role on some level. It could be
surmised that students’ exposure to teachers of particular genders in specific roles may
serve as reinforcements of gender disparity. Zeringo and Baldwin-LeClair Zeringo and
Baldwin-LeClair (2001) claim that “chief among the reasons for the gender disparity is

hiring discrimination....rooted in a sociological and historic mindset” (p. 10).
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Pregnancy Bias. Pregnancy bias may be considered a subcategory of gender bias.
Bragger, Kutcher, Morgan, and Firth (2002) researched job interviews with pregnant
candidates. Pregnancy is explicitly protected against discrimination; much the way sex
and race (among others) are. The Pregnancy Discrimination Act of 1978 was written to
extend Title VII protections in order that pregnant women would be treated the same as
non-pregnant women and men. The Bragger et al. (2002) study evaluated varying job
interview strategies and their impact on hiring officials decisions of pregnant candidates.
Their results showed that overall, job candidates who are not pregnant are evaluated as
better candidates and are also offered more money upon hiring.

These researchers did find, however, that creating a structured interview protocol
for job candidates leveled the playing field. Their results did support the notion that
pregnant women are viewed negatively in the workplace. The structured interviews
provided a strict framework for asking questions and evaluating candidate responses in a
more objective manner. Interviews that are unstructured can leave room for interviewers
to ask different questions to the candidates. This can lead to candidates not being given
an equal opportunity for sharing responses, or worse, candidates being asked additional
disqualifying questions (McCormick, 2015). The literature shows that pregnant women
were rated higher, or closer, to the non-pregnant women in structured interviews (Bragger
et al. 2002).

LGBTQ Bias. Those teaching candidates who identify as LGBTQ also
experience bias in the workplace, and in the search for a job. In the United States during
the past decade, there has been an increased level of support for the equal rights of people

who are lesbian or gay, particularly as it relates to same-sex marriage and the benefits
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that accompany marital status. Similarly, there have been several high-profile celebrities
who have shared their lived experiences as transgendered people, or in some cases, made
their transition public. Hart and Hart (2018) researched the biases that LGBTQ people
experience as it relates to their search for a teaching job. They report that federal law
does not criminalize the discrimination of LGBTQ people, and as such complicated
issues have arisen, and will continue to arise. With very little existing research on
transgender teaching candidates, Hart and Hart sought to build upon the existing
knowledge base of this area. They found that among the respondents (school
district/building leaders) of their interviews, each of them expressed a belief that hiring a
diverse faculty was important, for a variety of reasons. Respondents believed that it was
important that students have diverse role models, and that hiring diverse candidates was
“the right thing to do” (Hart & Hart, 2018, p. 120). The themes that emerged from the
respondents varied across the spectrum of empathy toward LGBTQ candidates and
teachers, and their ideas of how their community would react to those teachers in their
children’s classroom.

The tension here is that educational leaders espouse their belief in equality, and
then temper those beliefs with a perspective or prediction on community “readiness” for
candidates displaying some sort of “otherness,” results in decisions mired in bias. This
tension gives rise to the struggle that LGBTQ educators experience, which are the “fears
about being ‘out’ in the classroom” (Thomas-Durrell, 2020, p. 32). The teachers work
“diligently to ensure no students know of the teacher’s sexual identity” (p. 32). Further,
the idea that communities have varied levels of acceptance are highlighted in Thomas-

Durrell (2020): “Where one openly LGBTQ teacher may be celebrated at one school for
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being open and honest about who they are and ‘living their truth’, a different teacher may
suffer negative consequences for embracing his identity” (p. 36). Our understanding and
acceptance of the gender spectrum is evolving, but not in a uniform way. Palkki and
Sauerland (2018) highlight the paradox that is evident in our society; teachers seeking
more guidance and strategies for supporting their students of diverse gender and sexual
identities, and the turbulent political landscape in which trans rights are regularly
threatened. There are active efforts to limit the acceptance of LGTBQ persons throughout
our country. One such example is through a memorandum by President Trump to “ban
most trans troops from serving in the military” (Klimas & Bender, 2018; Trump, 2018).

The implications that national policy decisions have reach across society. Policy
decisions that limit acceptance for the LGBTQ population all but eliminates the
possibility of these people to have an equal chance at opportunity. Further, it opens the
door for decision-makers in other fields to covertly (or overtly) allow for this bias to
guide decisions. This in line with the premise behind the Implicit Attitude Test: to help
people reconcile their espoused beliefs with their subconscious (or conscious) actions or
feelings; that will be vital in the effort to reduce biased decisions.
Racial Bias

At the time of this writing, the conversation about systemic racism has moved to
the forefront of American culture. The death of George Floyd, an African-American
male, by the hand of white police officers in May, 2020 has sparked a national
movement. The Black Lives Matter (BLM) movement seeks to shed light and fix the
systemic inequities that people of color endure. Days of protests by thousands of

demonstrators across the globe have prompted organizations of all varieties to evaluate
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their own relationship with systemic racism. The American Choral Directors Association
(ACDA), for example, released a statement where the association “further acknowledge
[sic] that the history of ACDA mirrors that of the history of America, and we accept our
own complicity in the racism in our past” (ACDA, 2020). The National Association of
Music Education (NAfME) responded to the movement with a statement about the
tragedy, and statement pledging to improve access and equity in music education, and a
statement on inclusivity and diversity in music education (NAFME, 2020).

A study on the demographic makeup of high school music performing ensembles
found that white students were over-represented (white students made up 62.3% of the
population but 65.7% of music students were white), Hispanic students were
underrepresented (Hispanic population made up of 15.1% but only 10.2% of music
students were Hispanic). Black students were overrepresented, but not to a statistically
significant level (Elpus & Abril, 2011). A follow-up study (Elpus, 2015) on the
demographic profiles of music teacher licensure candidates highlights illustrates a similar
pattern of overrepresentation by white people, and an underrepresentation of people of
color. Of the music teacher licensure candidates, 86.02% were white, 7.07% were black,
and only 1.94% were Hispanic. Similar (and more disparate) racial gaps throughout the
music teaching force in the United States (Elpus, 2015).

Koza (2008) outlines an “access conundrum” (p. 147) where undergraduate
universities are becoming increasingly selective in their admissions process. This
selectivity privileges those who have the affluence to afford private study, and more
selective still with preference given to students performing Euro-centric repertoire. Often

schools of music discourage auditions outside of the standard western-classical musical
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genre. Koza continues by illustrating how the audition repertoire list is the beginning of
racial and ethnic discrimination in post-secondary education.

The message that music of white culture is preferred, even to the extent that skills
developed through the performance of music from other cultures need to be undone, is
evident in by the participant responses in Fitzpatrick et al. (2014). One participant
explained how her gospel choir singing created challenges relating to her vocal technique
in western art music. The privileging of repertoire and culture is reinforced through the
collegiate curriculum, reinforcing the “correctness” of those able to assimilate into that
culture.

Marginalized populations, such as those highlighted in this chapter, experience
undue additional struggles to reach the point at which they can apply for a job as a music
teacher. Not only do marginalized populations struggle for equitable access, they also
struggle to retain the access that they have earned. Those who display anything other than
cultural-normative ideals experience stress in the way their cultural-normative peers do

not (Fitzpatrick et al. 2014).

Summary

Finding the right person for a job is a complex task that is full of a myriad of
variables that is representative of the nuanced needs of a school system. There are
certainly consistencies in the literature about the considerations that hiring officials make
when vetting a candidate, particularly in the area of the interview process for teachers in
general. Further research is needed in the area of employment candidates specifically in
the area of music, and the manner in which undergraduate institutions prepare their

graduates for the process of procuring employment.
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Chapter III - METHODOLOGY

Overview

The purpose of this study is to uncover patterns and trends in the hiring of music
teachers in public k-12 school districts specifically when the hiring is led by a music
supervisor. For the purpose of this study, the term music supervisors refers to either
building or district level administrators who are most often not in the recognition clause
of the teacher’s bargaining unit contract. Persons in these positions have experience
teaching music and as such, have the perspective of job candidates who have completed
all of the requirements for candidacy inclusive of music study at the collegiate level.
These experiences that music supervisors have are important; they have a more complete
understanding and philosophy of music education than their non-music administrator
counterparts. Music education is “influenced by trends in general education, society,
culture and politics” (Abeles, 2010, p. 1) and music supervisors, through understanding
developed by their own music education, will likely make decisions based on their own
vision for music learning and how that vision interacts with the aforementioned trends.

Though scant, prior research on the hiring of music teachers exclusively focuses
on school principals and their preferences. This research seeks to answer the following
research questions:

1. Which competencies and skills do music supervisors seek from music educator

candidates?
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a. How do they determine if candidates have those competencies and skills?
b. To what extent do supervisors of music utilize established teacher
evaluation instruments in assessing candidates?
c. In what ways do supervisors prioritize musical abilities among all
competencies sought?
2. In which ways do music supervisors differ from principals in their hiring

preferences (compared to existing literature)?

Research Design

The research questions posed focus on the process by which music teachers are
hired, when that hiring is led by an administrator with a specific background in music
teaching. Variables inherent to these questions include the skillset of a job candidate, and
the values placed upon those skills by persons with a particular background. How those
two sets of variables interact to predict candidate viability lies at the very heart of this
research endeavor. Wiersma and Jurs (2009) explain that “interrelationships among
variables, the predictability of certain outcomes...” would “likely require quantitative
research designs” (p. 118). The research questions are big picture questions that, as
outlined in the first chapter, seek to inform administrators, job seekers, and teacher
education programs. These research questions also ask about the processes by which
decisions are made, and have room for “unanticipated outcomes” (Wiersma & Jurs, 2009,
p. 118), and may also be served well by a qualitative research design.

While exploring the research questions, in the context of selecting a method of

study, I found that exploring through the interpretive lens (or paradigm) of pragmatism
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(Creswell & Poth, 2018) would be the most efficient way to draw conclusions. Mertens
(2012) and Biesta (2010) both talk about pragmatism as a way to shift the focus from
being either quantitative or qualitative, toward answering the research question.

This document has thus far illustrated much of the what goes into the personnel
decisions that are made absent one “confounding variable” (Wiersma & Jurs, 2009, p.
35); the specific job description for the opening in question. Music teaching jobs may
very well be straight forward (i.e. middle school chorus), but it may also be the case that
some relatively non-traditional music teaching jobs need to be filled. Examples of such
non-traditional jobs may include substantial responsibilities in the area of music theory,
digital music production, musical theater, marching band, audio engineering, or other
unique areas of study that schools deem appropriate for their population. The
confounding variable provides a challenge to an exclusively quantitative approach to the
research questions. The qualitative approach to this study helps to develop the
“participant perspective,” (Bogdan & Biklen, 1998, p. 9) however, an exclusively
qualitative study would not have represented a large enough sample to yield generalizable
results, and therefore would have provided inadequate ability to inform the audience of
this study. Pierce (Pearce, 2016) sums up the challenge in the binary choice of qualitative
or quantitative method in this way:

“For example, rigor and measurement give us ways to confirm theory, but we
must have imagination and listen and watch carefully to identify important questions and
discover theoretical ideas that advance our understandings of the social world. Likewise,

if we only had ideas about how the social world worked and no empirical tests to increase
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or decrease our confidence in the ideas, our knowledge of social processes would be
severely limited” (p. 2).

An examination of the research questions and benefits and drawbacks of
qualitative and quantitative methods point to the importance of a mixed-method study.
Creswell (2012) is careful to explain the distinct difference between a mixed-method and
a multimethod. In particular, being that I had intended to “mix, combine, or link the data
in certain ways” (p. 527) indicates that, indeed, this study is mixed-method. Specifically,
the study entails a survey of music supervisors, and a follow-up interview with a selected
group of survey participants. The remaining elements of this chapter will outline the

process by which data was collected.

Survey

The survey portion of this study shares roots with studies from the related
literature that sought similar information. Dillon et al. (2010) used a survey to collect data
related to the hiring of teachers. Dillon et al. (2010) looked at school districts’ hiring
practices with physical education teachers. Their survey asked participants to rank 43
hiring criterion, in the form of rating-scale questions which evaluated how important each
item was to the participant. Dillon et al. (2010) categorized each of the hiring criterion
into eight areas, for example the hiring criterion “graduated from a reputable teacher
preparation program” and “minored in health” were categorized into “professional
preparation.” The authors of the study point out, however, that four of the eight
categories failed Cronbach’s alpha test for reliability with scores of lower than .7,

attributing this limitation to the different classifications of participants taking the survey.
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Respondents to this survey included principals, human resources personnel, and physical
education teachers.

Juchniewicz (2016) administered a survey that was a modified replication based
on Brinkman and Mallett (2000), and indeed, these two studies were the most valuable in
my research. Brinkman and Mallett (2000) initially interviewed principals seeking
information about what they believed to be important when hiring a music teacher.
Following the qualitative results, they utilized a survey administered to teachers who had
reached the end of their first year of teaching. Brinkman and Mallett (2000) drew 15
questions from what the principals espoused to be important, and asked the first year
teachers to indicate how often each of those questions were asked. Their analysis
indicated that the both the qualitative data from the principals and the quantitative data
were in alignment. As in Dillon et al. (2010), Brinkman and Mallett (2000) categorized
their questions, though into only three categories (discipline/classroom management,
teaching and learning, and philosophy of teaching).

Juchniewicz (2016) built upon the framework of Brinkman and Mallett (2000) by
pulling the 15 questions that they had studied. Juchniewicz then created an additional 12
interview questions in 5 categories (personal, instructional, professional, musical, and
administrative). The audience of this survey were principals in the state of North
Carolina. Juchniewicz used the Kruskal-Wallace to test for significant differences in
various areas: (a)level of school, (b)school setting, (c)years of experience. In each of the
Kruskal-Wallace tests, it was determined that none of the variables tested were

significant relating to the opinions of the principals interviewed.
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These surveys were effective in answering research questions that are similar to
the ones I am posing. There are a few key differences, however. The two latter studies
(Brinkman & Mallett, 2000; Juchniewicz, 2016) focus on the interview questions, and
while interview questions are indeed an important part of the hiring process, the sampling
of interview questions may not have been able to provide a deep enough insight into all
of the characteristics a candidate may have. Moreover, neither of the studies utilized a
standardized method of teacher evaluation. Dillon (2010), however, did focus on
characteristics that a candidate might have and culled those characteristics from the
National Standards for Physical Education Teacher Education. This is the only study of
the three to refer to a larger established system of evaluating components of teaching. As
outlined in the review of literature standardized teacher evaluation systems have shaped
the way teachers and administrators think about teaching. The analyses of these three

studies had greatly shaped the survey instrument that I have created for this research.

Target Population

In order to answer the research questions that focus this research on the opinions
of k-12 music supervisors, I made use of the various professional organizations and
networks of which I am a part. The music supervisors in the State of New York are
generally well-connected to each other, through New York State School Music
Association (NYSSMA®) and its various affiliates. Those affiliates include, county-level
music education associations, the New York State Council of Administrators of Music
Education (NYSCAME), and regional NYSCAME chapters. According to the leadership
of NYSCAME, music supervisors from Long Island area make up approximately 75% of

statewide membership.
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Data Collection

The versatility provided by web-based surveys provided the greatest flexibility to
reach my target population (Ruel et al., 2018). I used Qualtrics for survey development,
participant responses, and collecting raw data. The Nassau and Suffolk County chapters
of NYSCAME distributed this survey to their membership through their email service. |
also followed up with correspondence from my own email address to those organizations
within the geographic area of Long Island, New York. I received a high response rate
(58%) which helped develop a complete understanding of what is happening in the
region.

After the initial development of the survey protocol, I employed a “focus group
discussion” (Campanelli, 1997) strategy. Wiersma and Jurs also recommend a pilot run
in order to check for “ambiguity, confusion, and poorly prepared items” (Wiersma &
Jurs, 2009, p. 198). A small group of colleagues (n=2) with expertise in the field of
teacher evaluation and experience in hiring reviewed each item and helped identify
redundancies, and areas for clarification. The resulting survey instrument was organized
into four question blocks: qualifying questions; questions relating to the initial review of
music teaching job applicants; questions relating to the hiring process; questions relating
to the traits sought. The following will outline each block and how the survey items align
with the research questions.

Qualifying questions. The first block of questions contained four questions that
ensure the respondent met the qualifications and the experience necessary to provide
meaningful input. It was important that participants were active and currently working in

a music supervisor position that participates in a school district’s hiring process, as that is
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the target population for my research questions. Direct questions included: “Do your
current job responsibilities include public school music department leadership?”’ and
“Describe your role in hiring music teachers in your district.”” At the completion of the
four questions in block one, any survey participant who responded in the negative (or
indicating no role in hiring) was brought to the end of the survey, without the need to
respond to further questions. All participants responding in the affirmative continued to
the next block.

Initial review of music teaching job applicants. The initial review of applicants
is where members of a school district’s hiring committee usually review resumes, cover
letters, and recommendations. This process is to cull through applicants to find candidates
whose qualifications meet the needs of the district and the preferences of those making
the hiring decisions. The items in this block refer to research question 1 (Which
competencies and skills do music supervisors seek from music educator candidates?) 1a
and 1b (referring to the process by which those skills are ascertained) and 1d (relating to
the preferences of music supervisors).

This block of questions began with a text prompt designed to define a key term
and provide a focus for the questions following: “The following group of questions refer
to the initial review of all applicants responding to a music teaching job posting. In most
situations, this is before the employer has any formal contact with the applicant,” with
bold typeface emphasis added on the term “initial review of all applicants” to draw
participant attention. The first item in this block asked which stakeholders are involved in
the initial review of applicants. The remaining 10 items in this block asked participants to

indicate their opinion of the importance of different components of an application. These
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items were in the form of 5-point Likert scale questions, with available responses being:
Not at all important, slightly important, moderately important, very important, and
extremely important. An example of a question in this section is “in your opinion, how
important is the content of an applicant’s resume?”’

The responses to the opinion questions were assigned a score from one to five
points and analyzed independently. The analysis of each item included its mean score of
all responses and the standard deviation derived of all responses. The mean provides an
idea of the relative importance of the content of the item prompt. Analyzing the standard
deviation helps to provide an understanding of the variance between all respondents.

Process Questions. The third block of questions asked about the process that a
participant’s school utilizes to hire teachers. Participants were asked if the following
processes are utilized: Screening interview, formal Interview(s), candidate performance
on major instrument, candidate performance on a minor instrument(s), demonstration
lesson, writing sample, content area test. Using display logic (a software feature limiting
the display of items, based on responses to previous questions) participants were asked to
indicate which school stakeholders participate in the viewing or assessment of each step
of the process. Finally, participants were asked about the likelihood of a stakeholder’s
opinion to influence the hiring decision.

These items were analyzed by calculating the percentage of participants
responding in the affirmative for each stakeholder within each question and is presented
in a table.

Questions Relating to Characteristics Sought. The final block of questions

contains 15 items that, once again, asked participants to respond on a five-point Likert
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scale. The format of these questions aligned with the format of those in the opinion items
earlier in the survey. It is in this area of the survey that I had hoped to provide the
answers to research questions as follows: Which competencies and skills do music
supervisors seek from music educator candidates? Are music supervisors influenced by
teacher evaluation systems, and how do the preferences of music supervisors differ from
principals.

This section of questions was influenced by the Danielson Framework for
Teaching (FFT) (Danielson, 2014), and related literature (Brinkman & Mallett, 2000;
Brinkman, 1997; Dillon et al., 2010; Harris et al., 2010; Juchniewicz, 2016). Since an
overwhelming majority of school districts in New York utilize the Danielson Framework
for Teaching as their teacher evaluation instrument, this model was the inspiration for the
categorization of the questions. Using the four domains from the FFT as categories,
(planning and preparation, the classroom environment, instruction, professional
responsibilities) and a fifth category for characteristics that frequently appeared in related
research but were unable to cleanly fit into the Danielson rubric. Each category is
represented by three survey items that have appeared in related studies. During initial
drafts of this block of questions I included an item for each of the 22 components of the
Danielson rubric, as well as six items unable to be fit in the rubric. During the focus
group review, I determined that fewer items may yield better survey completion rates,
less participant fatigue, and still provide meaningful results for analysis.

This series of survey items was presented for analysis in two ways. As before, a
mean score and standard deviation will be calculated for each individual item.

Additionally, I performed an ANOVA test to determine if the music supervisors favor
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any of the specific categories represented in this section as outlined above in a

statistically significant way.

Survey Conclusion

This survey was designed to provide meaningful answers to the research
questions. The plan of implementation included a pilot study, then a formal distribution
across Long Island. The analysis of the results will helped provide a basis for the next

phase of research, the qualitative interview.

Interview Process

Kvale (2007) defines the research interview with “the purpose of obtaining
descriptions of the lifeworld of the interviewee with respect to interpreting the meaning
of the described phenomena” (p. 8). To that end, I employed a series of interviews with
supervisors of music to gather additional nuanced data related to the hiring process,
sought competencies and skills, and other preferences that were not so obvious from the
survey responses. As mentioned earlier, the survey was constructed using items inspired
by previous studies. The very nature of survey construction limits the data to reactions of
predetermined items. Following the widely distributed survey, I interviewed a smaller
sample of music supervisors (n=6) who elaborated on some of the processes employed by
different school districts and how they navigated the challenges posed by the nature of
evaluating candidates. In order to select the supervisors for the interviews, I purposefully
selected from survey respondents who indicated willingness to be contacted for a follow-
up interview. Supervisors selected for follow-up represented a cross-section of district
characteristics including district size and wealth. Following a semi-structured format

(Kvale, 2007) based upon the analysis of the survey helped to triangulated the data in
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order to “determine whether or not there is corroboration” (Wiersma & Jurs, 2009, p.

287) between the survey results and what is happening in the real world.

As part of an interview techniques course, I had already field tested an interview

protocol that proved to be successful in providing some answers to the research

questions. In this study, however, the interview protocol was used to help in the analysis

of existing data, so modification was necessary to reflect actual data collected and

analyzed.

Table 4 illustrates the interview protocol that I used, though as indicated earlier,

the semi-structed format allowed for follow-up questions that were relevant to the

research questions, but not delineated on this protocol.

Table 4
Interview Protocol
Objective Question
Background Hello! Thank you for meeting with me today! My
name is Joe Owens, you are . I'am in the process of

studying the manner in which music teachers are hired.
Throughout this interview I will be asking you some questions
on your opinions relating to music teachers and hiring
processes, and as such, there are no right or wrong answers.
I’11 be recording today’s interview and will be happy to share
the transcript with you to make sure I’ve understood what
you’ve said.

Can you please share with me your current job title, and some
of the professional responsibilities that you have?

Before becoming an administrator, what teaching assignments
have you held?

RQ 1: Expected
competencies and
skills

In your opinion, what else does it take to make a great music
teacher?

Probe — You have mentioned [musicianship,
intelligence, communication skills, interpersonal skills,
caring, enthusiasm], are there other traits that stand out as
being important?
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RQ 1a

Approximately how many teachers have you hired in your
time as a music supervisor?

How did you select candidates?

What is your experience with “known candidates,” courtesy
interviews or trusted recommendations?

Can you walk me through the process, after you have an
initial list of candidates?

Was there a screening round?

Were candidates asked to perform on any instruments or
sing?

Was there a demo lesson component?

Which staff members are/were involved? Is there a staff
member that leads?

Competencies
Skills

RQ 1a, ¢

Which portion of that process do you find the most valuable to
finding the teacher that you 're looking for?

Do you have any favorite interview questions that you like to
ask? What response are you looking for?

What traits do you want to see from candidates?

RQ 1, 1a, Ic

Do you feel that there is there anything still missing from the
process, (or something superfluous)?

Have the skills or traits that you look for in a candidate
changed over time? Can you tell me a little bit more about
that? Does your district’s teacher evaluation system play a
part in the way you assess teaching candidates?

Do you have a preference or the latitude within your district
to hire a teacher with years of experience, as opposed to a
candidate without prior classroom experience?

Probe: How does the candidate’s experience effect the
various steps of the hiring process?

Conclusion

This marks the end of the prepared questions, is there
anything else that you'd like to add?

1'd like to thank you, for sharing your thoughts and
taking your time for this project.

Conclusion

The purpose of this research is to provide useful information to three groups. Job

seekers, practicing administrators, and teacher training programs. This non-experimental

mixed-method data collection seeks to provide meaningful data in an area of music

education that is experienced by many yet studied by few. After all, every practicing




music teacher was hired, through some sort of process, and was found to be a suitable
choice by a hiring official. With dense populations and robust music programs, a better
understanding of the preferences of Long Island, New York music supervisors will

benefit many.

49
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Chapter IV - FINDINGS

Introduction
In order to determine the processes and preferences of music supervisors when
hiring music teachers, I collected data through surveys and personal interviews. The
survey was distributed via email to members of the Nassau County and Suffolk County
(Long Island) chapters of the New York State Council of Administrators of Music
(NYSCAME). As a part of the survey, participants were given the option to be contacted
at a later date, should they be interested in participating in follow-up interviews. Follow-
up interviews were purposefully selected to represent schools of different sizes, locations
around Long Island, and wealth. The survey and interviews were designed to find
answers to the research questions, discussed previously:
1. Which competencies and skills do music supervisors seek from music educator
candidates?
a. How do they determine if candidates have those competencies and skills?
b. To what extent do supervisors of music utilize established teacher
evaluation instruments in assessing candidates?
c. In what ways do supervisors prioritize musical abilities among all
competencies sought?
2. In which ways do music supervisors differ from principals in their hiring

preferences (compared to existing literature)?

There are 125 school districts in Nassau and Suffolk counties, and 67 participants

responded to the survey. Five participants indicated that they did not hold a music
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teaching certificate, the element that would prove their music background, so their
answers were not counted resulting in #=62. There were 107 supervisors throughout
Nassau and Suffolk county that were deemed eligible to respond, for an overall response

rate of 58%.

The Survey

The survey participants began by responding about their background and their
current job responsibilities. Each participant held a music teaching certificate, 43 (69%)
held a building level administration certificate, and 50 (81%) held district level
administration certificates. The nature of the position of music supervisor varies amongst
districts. In some cases, a lead teacher (without administrative certification) is responsible
for leading or participating in the hiring process of music teachers. Each participant was
at least a hiring committee member, 45 (69%) participants were committee leaders, and
two participants (3%) were the only person involved in hiring before the superintendent
of schools. Having taken into consideration the important voice that hiring committee
members have and the participants membership in NYSCAME, I determined that even
though some participants did not have administrative certification, their preferences
would influence the hiring of music teachers in their district. Thus, each participant
meeting the criteria of holding classroom certification and having a role in the hiring
process will be included in the total =62 throughout the analysis of survey results.

When asked how many years that they have held a music department leadership
role, 10 participants (16%) responded 0-4 years, 20 participants (32%) responded 5-9
years, and 26 participants (42%) responded 10 or more years. Participants were also

asked to indicate the overall wealth of the school district community. Three possible
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answers were “high wealth” (f=15), “medium wealth” (f=37), or “low wealth” (f=9).
One participant did not respond to the questions on district wealth. “[I] selected medium
wealth but we cover a large area and also have high wealth families so it is a
combination” (Philip C., personal communication June 28, 2020). This participant works
in a school in Suffolk County, where many districts cover larger areas with more

economic diversity than those in Nassau County.

Scoring of Survey Responses

Many of the items on the survey requested the participants opinion on various
items. For each opinion question the participant was asked to respond on a five-point
Likert scale. In all cases, the most positive response earned a score of five, and the most
negative response scored one. This ensures that scoring is consistent, in that a score
closer to 5 indicates a positive opinion toward the prompt. illustrates the responses and
scores, that will be used throughout the statistical analysis. Table 4 shows the possible
responses to the opinion questions and how those responses will be scored throughout the

analysis.
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Possible Responses To Opinion Questions And Their Assigned Statistical Scores

Opinion response option 1 Opinion response option 2 Score
Not at all important Extremely unlikely 1
Slightly important Somewhat unlikely 2
Moderately important Neither likely nor unlikely 3
Very Important Somewhat likely 4
Extremely Important Extremely likely 5

Interview Process Questions

The second block of questions in the survey related to the process by which job

applicants were chosen, and the attitudes of the supervisors of music regarding the

various factors of that process. Anticipating wide variances in how participants may refer

to the various stages of hiring, I displayed the following text to operationally define

“applicant” before the first question in the second block of questions:

“The following group of questions refer to the initial review of all

applicants responding to a music teaching job posting. In most situations, this is

before the employer has any formal contact with the applicant.”
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Each district has different processes and persons to assess applicants throughout each
process. describes which stakeholder is involved in selecting applicants to become
candidates.

Table 6

Who Is Involved In Initial Review of Job Applicants

Number
Stakeholder participating Respondents % of participants
Music Supervisor 62 51 82%
Building Administration 62 23 37%
Central Office 62 13 21%
Teachers 62 11 18%
Parents 62 3 5%
Students 62 0 0%

Questions 2.3 through 2.12 asked participants to offer their opinion on some of
the more common initial review processes. The list of items in these questions was
developed with feedback from colleagues who had volunteered to take the survey in its
draft/pilot form. These finding are presented in Table 7.

An examination of Table 7 shows that each of the items presented for evaluation
were at least moderately important, with each item having a mean of over 3. A resume
and cover letter being free of typographical errors rated as more important than the
content within those documents with 97% of respondents marking the former item “very
important” or “extremely important.” A majority (53%) of supervisors of generally

viewed the “college that the applicant attended” as only moderately or slightly important.
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In your opinion, how important is... N Mean SD
it that the resume and cover letter are free of

typographical errors? 61 451 0.622
the content of an applicant’s resume? 61 4.36 0.578
a recommendation by a trusted colleague of yours? 61 4.15 0.946
it that the applicant’s level of musicianship is

apparent in their resume or cover letter? 61 4.07 0.750
a well-written cover letter? 60 3.98 0.792
the applicant’s previous teaching experience? 61 3.75 0.994
the formatting of an applicant’s resume? 61 3.62 0916
the college that the applicant attended? 61 3.52 0.829
the applicant’s GPA? 61 3.20 0.872
a portfolio? 61 3.10 1.121

Question 2.13 asked participants to “evaluate your agreement with the following

statement: I hire teachers with prior full-time music teaching experience.”

Table 8

Hiring Teachers With Prior Full-Time Music Teaching Experience

How often f (%on)
Never 0 (0%)
Sometimes 20 (33%)
About half the time 19 (31%)
Most of the time 19 (31%)
Always 3 (5%)

The responses to this question are consistent with interview responses, where

most respondents indicated that teaching experience would provide candidates with an

advantage.
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After the Initial Review of Applicants
The next set of results relates to the questions of the survey that focused on what happens
after job applicants are selected to become candidates. Questions in this section of the
survey asked about the value of traits that candidates would express, and again, the
various stakeholders involved in the interview process.

Table 9 illustrates the supervisors of music responses to the question “how likely

is the opinion of the following stakeholders to influence the hiring decision?”

Table 9

Likeliness of Stakeholders Influencing Hiring Decisions

How likely is the opinion of the following

stakeholders Number of

to influence the hiring decision? responses Mean SD
Music Supervisor 58 4.88 0.564
Building Administration 60 4.77 0.465
Central Office 58 4.59 0.795
Teachers 60 4.35 0.659
Students 57 2.77 1.310
Parents 59 2.61 1.390

Table 10 illustrates the responses of two questions. Question 3.2 asked
participants to indicate “After the initial review of applicants, which processes do you
usually utilize to assess candidates?” (check all that apply). Question 3.3 asked
participants to “please indicate your own opinion of how important these processes are
when assessing candidates.” These results, alongside interview responses, it is clear that

the supervisors of music do have meaningful influence in the selection of candidates.
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Frequencies Of Processes Used and Supervisor Opinion of Processes Used

After the initial review of applicants, Mean Score

process used f Importance SD
Formal Interview(s) 56 4.68 0.504
Demonstration Lesson 50 4.50 0911
Screening interview 46 4.23 0.851
Candidate performance on major Instrument 46 4.07 1.015
Writing Sample 31 3.38 1.151
Candidate performance on minor Instrument(s) 28 3.08 1.087
Content Area Test 3 2.30 1.174

Table 10 shows that formal and screening interviews along with demonstration

lessons are the most frequently used stages of the hiring process. With slightly higher

standard deviations than other survey responses, the results indicate varied approaches in

the process from one district to another.

As earlier, relating to the persons who participate in the viewing of the various

steps of the interview process, participants were asked to identify those stakeholders who

interacted with the candidate in some way.

Table 11

Interview Processes Assessed or Observed by Various Stakeholders

Major Minor

Screening  Formal Instrument  Instrument Demo  Writing Content

Interview Interview Performance Performance Lesson  Sample  Test
Stakeholder £ (%N) f (%N) f (%N) f (%N) f(ON)  f(%N) f(%N)
Students 0 (0%) 3 (5%) 0 (0%) 2 (3%) 11(18%) 0(0%) 0 (0%)
Parents 3 (5%) 16 (26%) 2 (3%) 0 (0%) 4 (6%) 1 (2%) 0(0%)
Teacher 18 (29%) 50 (81%) 34 (55%) 21 (34%) 35(56%) 3(5%) 1(2%)
Music Sup. 45 (73%) 53 (85%) 43 (69%) 27 (44%) 47 (76%) 23 (37%) 3 (5%)
Bldg. Admin 23 (37%) 50 (81%) 24 (39%) 14 (23%) 47 (46%) 12 (19% 0 (0%)
Central office 4 (6%) 15 (24%) 7 (11%) 3 (5%) 10 (16%) 15 (24%) 0 (0%)
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Table 11 shows that, in an overwhelming majority of the responses, some sort of
committee is used during the interview process, particularly in the formal interview and
in the demonstration lesson. Many districts included teachers throughout the interview
process, but only 3 respondents indicated that students were a part of the formal
interviewing of candidates.

The next group of questions (4.1 through 4.2) are the central focus of this
research. Participants were asked to respond with their opinion on the value of various
characteristics or traits that were shown by a job candidate. The list of 17 characteristics
were presented first asking participants to respond as if the candidate was applying for a
job where the responsibilities are mostly performing ensembles, followed by another
presentation of the same items. The second presentation of the characteristics asked
participants to respond as if the candidate was applying for a job where the
responsibilities are mostly classroom (general) music. Table 12 presents three sets of
data. The first set of means and standard deviations is a calculation of all responses of the
stub, combining the results of both the performing ensemble and classroom music
questions. The table is ranked in descending order by the calculated overall score of
opinions for each stub. The following two sets of data are the raw data for each stub in

the respective categories.
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Table 12

Participant Opinion of Various Candidate Characteristics

Performing

Overall Ensemble Classroom Music
Characteristic/Trait M SD M SD M SD
Caring for students 4.875 0.285 4.83 0.376 4.92 0.279
Desire to improve their teaching ~ 4.808 0.413 4.83 0.418 4.78 0.454
Candidate is enthusiastic 4.783 0.395 4.77 0.427 4.8 0.443
Clear communicator 4.742 0.417 4.72 0.49 4.77 0.465
Engaging demo lesson 4.725 0.607 4.7 0.671 4.75 0.628
Work with students of varying 4.717 0.464 4.68 0.567 4.75 0.474
abilities
Positive relationships 4.717 0.482 4.75 0.508 4.68 0.537
throughout school community
Classroom management strategy ~ 4.675 0.410 4.55 0.565 4.8 0.403
Candidate is likeable 4.583 0.471 4.52 0.537 4.65 0.481
Develop an effective lesson plan ~ 4.392 0.611 4.27 0.733 4.52 0.624
Knows major music education 4.308 0.696 4.28 0.804 4.33 0.729
pedagogies
Ability to perform on major 4.158 0.728 4.38 0.691 3.92 0.915
instrument
Student musicianship is 4.008 0.846 4.07 0.899 3.95 0.964
improved after demonstration
lesson

Response to question that asks 3.95 0.817 3.9 0.817 4.03 0.890
candidate to tell about

themselves

Interest in extra-curricular 3.875 0.959 4.08 0.979 3.67 1.100
activities

Knows the music learning 3.667 0.886 3.55 0.982 3.78 0.904
standards

Ability to perform on minor 3.383 0.856 3.68 0.983 3.08 0.962
instrument(s)

Table 12 pulls together all of the characteristics and traits sorted descending by
their overall rank. Once again, the mean of respondents indicates that each one of the
prompts represents a trait that is at least moderately important; no traits were overall
“unimportant.” An analysis of the ranking of traits yields some patterns and trends worth

noting. The top trait that supervisors of music are looking for in their candidates is
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someone who cares about students. With the smallest standard deviation of any question
asked in the survey, there is clear agreement that a candidate must demonstrate their care
for children. Interestingly any question that can be categorized as relating to a “soft-skill”
or personality attributes are all found ranked within the top nine. While experts in various
fields of the social sciences might be able to quantify the levels at which a demonstration
lesson could be engaging, or a person is enthusiastic, or a person exhibits a growth
mindset or a desire to improve one’s own teaching (Dweck, 2015), these traits carry a
certain universal “know-it-when-you-see-it” recognition. In fact, all of the more easily
quantified traits surveyed scored among the lowest ranked traits.

It is important to remember that 13 of the 17 prompts did have a mean score
above “very important.” It may be that the four lowest-mean items would likely not truly
inform an observer about a candidate’s personality, functional musicianship, or ability to
actually teach a lesson; whereas items that were more directly related to personality,
musicianship, or teaching scored above a 4. Items related to musicianship, however, did
rank relatively low when compared to the items relating to personality or teaching skills.
In the overall ranking, three music related items ranked adjacent to each other, but not

99 ¢¢

until after 10 other items. “Knows major music education pedagogies,” “ability to
perform on major instrument,” and “student musicianship is improved after
demonstration lesson” ranked in positions 11, 12, and 13, respectively, which put them in
the bottom 35% of traits.

When hiring a candidate for a position with a focus on performing ensembles as

opposed to one focused on classroom music, a few small differences appear which may

be valuable to point out. Though likely not surprising, traits related to candidate
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musicianship had slightly higher mean-scores for performing ensemble positions than
they did for classroom music positions. The prompt “candidate ability to perform on a
major instrument” scored .46 higher, while “ability to perform on a minor instrument”
scored 0.6 higher, indicating that supervisors of music may be slightly aligning candidate
performance ability to the types of positions for which they would be considered.
Conversely, items related to teaching ranked as being slightly more valuable for
classroom music teacher candidates. “Having a classroom management strategy” and
“developing an effective lesson plan” both had a mean-score of .25 higher when the
question was how important those traits would be in a classroom music position. These
variations in scores when considering performing ensemble and classroom music
positions seem to align with conventional wisdom; that when hiring for an ensemble
position, presumably with an ample performance component, a candidate who has
focused on their performance skills will be preferred. Similarly, it would seem
appropriate given the nature of classroom music environments that classroom

management and lesson planning would be preferred more strongly.

Interview Findings
Upon the completion of the survey, participants were given the opportunity to
indicate their willingness to participate in follow-up interviews. All of the survey
participants indicated in the affirmative that they would be willing to sit for follow-up
interviews. This was encouraging; it provided freedom to purposefully select interview
participants based on a variety of factors. In all I chose six participants to interview.
Again, the geographical focus of this study is on Long Island, New York, which

comprises of two counties: Nassau and Suffolk. Of the six participants, three work in
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Suffolk County, and three work in Nassau County. Beyond geographical considerations, |
sought participants from districts with varying demographic characteristics such as size
and wealth. Additionally, the participants each were recognized by their peers as leaders
in the field of music education, each holding various leadership positions in the county
and state music education associations (Suffolk County Music Educators Association,
Nassau County Music Education Association, New York State School Music
Association, and the New York State Council of Administrators of Music Education).
Each of the participants also indicated stability in their job status as a result of their
performance and their time in the positions that they held. Each participant has previous
experience as a music teacher. Each also currently works in a position that is full time
administrative, with responsibilities including the hiring and supervision of music
teachers. Two participants were female, and four were male. For the purposes of
confidentiality, their names and school district names have been changed. Any
identifying information that may have been revealed about the participants or others who

came up during the course of the interview has been either edited or omitted.
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Table 13

Interview Participants and District Characteristics

District Characteristics

Needs Resource

Name District Size County Category
Melissa Small Nassau Low Need
Mark Small Nassau Low Need
Sarah Medium Nassau High Need
Jack Medium Suffolk Low Need
Phillip Large Suffolk Low Need
Thomas Large Suffolk Medium Need

Note: For this study: Large district >8,000 students. Medium District 5,000-7,000
students. Small district <4,999 students (NYSED, 2020b). All names are pseudonyms.

Table 13 shows the basic characteristics of the districts that each participant
serves. The “needs resource category” is an indicator provided by NYSED to indicate the
overall economic need of the community which is served by the school district.

The interviews were relatively consistent in duration, all of which lasting between
20 and 35 minutes. While responses differed among participants, it was clear that each
participant was very comfortable with all of the content matter, as they had ample
experience hiring music teachers. The ease and with which they spoke coupled with
supporting anecdotes demonstrated that, without exception, participants have experience
hiring, and have philosophies on hiring that are grounded in what they believe as a result

of their experience.

Interview Methodology
It is important to note that each of the interviews took place in late summer and
early fall, 2020; in the midst of the Covid-19 pandemic. This was a time where education

leaders (including each interview participant) were in the midst of school reopening
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plans, and a good deal of hiring to fill medical leaves-of-absence, and accommodate more
class sections as a result of smaller class sizes required by spacing mandates. Each
participant was interviewed over the online videoconferencing software Zoom. Each
consented to having a recording completed, and that recording was transcribed using a
transcription service Rev.com. After I checked the returned transcript for accuracy, I sent
the transcript back to the participant as a way for them to participate in a member check.
One participant returned the transcript with some corrections that clarified what he
believed to be statements that lacked complete context. None of the corrections provided
changed the nature or tone of any responses. At his request I modified the transcript to
reflect the requested changes. Following member check, each interview transcript was
uploaded into NVivo 12, a software application designed to manage qualitative coding
through the use of nodes, or themes. After multiple readings and analysis of the
interviews 15 nodes were evident. Many of the nodes fit neatly into the first research
question and its four sub-questions. Those that don’t related to background information
on the participants, and how they viewed their own personal growth. The third node not
fitting into a research question was labeled “other interesting thoughts,” as some
responses are relative and worth noting in this study, though they did not directly align
with any research questions. Table 14 provides an alignment of the nodes and the
research questions. Some nodes appear more than once in the table due to the way that

some of the research sub-questions overlap.



Table 14

Research question and node alignment
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Research Question

Corresponding Node Titles

1. Which competencies and skills
do music supervisors seek from
music educator candidates

a. How do they determine if
candidates have those
competencies and skills

b. To what extent do supervisors
of music utilize established
teacher evaluation instruments in
assessing candidates?

c. In what ways to supervisors
prioritize musical abilities among
all competencies sought?

Nodes not fitting into research
questions

Defining good teaching

Traits Sought

Music teacher as community member
Hiring experienced candidates

Interview Questions

Resumes

Interview Process

Importance of school community
Considerations made in light of Covid-19
Candidates known by or recommended to
the supervisor

Persons involved in hiring

Defining Good Teaching

Value of musicianship skills

Music supervisor influence
Value of musicianship skills

Supervisors’ own background
Supervisors’ own growth and development
Other interesting thoughts

The results that follow are organized similarly to the interview protocol; learning

who the participants are, understanding their views, and understanding their growth over

time.

Supervisor Portraits

The supervisors that were interviewed were all kind and gracious with their time,

and each seemed to enjoy talking about this subject. Through our mutual involvement

with professional organizations, we were all at least acquaintances; it was not the first

time any of us had met. Each of the supervisors had a background in teaching music
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before their administrative position. Melissa was the lone string teacher, with experience
teaching elementary and middle level along with extra-curricular music teaching at the
high school level. Sarah spent her teaching career working in the elementary classroom
music and choral setting. Both Thomas and Phillip were band teachers at all levels. Mark
and Jack were somewhat atypical, in that they both had non-education related music
careers before they became teachers. Mark worked in the recording industry and Jack was
a studio musician. Both Mark and Jack left their former careers to take music teaching
positions (in band) before becoming district administrators in the arts. For each
participant the transition from teaching to administration came in the form of a promotion
from within the district in which they taught. Only two participants, Melissa and Jack,
have left the districts from which they were initially promoted to take administrative jobs
elsewhere. Each of the participants indicated a good deal of comfort and satisfaction in

their current positions.

Defining Good Teaching

Following the background questions, I asked the supervisors to think of teachers
who were great, and then offer their own definition of what it means to be a great teacher.
As supervisors who have a main role and have been trained extensively in teacher
evaluation, each were able to answer this question without too much deliberation.
Without exception each participant referenced, among other ideas, the importance of a
teacher’s connections with students, and some spoke specifically about how those
connections are a result of personality traits. Phillip spoke specifically about charisma
and personality:

If you have a teacher who’s got the personality and the charisma, and they
obviously have the skills to teach, then you you’ve got a home run. I’ve seen
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those incredibly bright knowledgeable people who don’t necessarily connect with

students and, you know, to me, hey, look, I would love our candidates to be

experts and masters, but I would certainly trade some of that expertise, in terms of
being a musician, for being an incredible teacher. Teacher first,
personality/teacher first.

Melissa summed it up with “caring about students deeply and looking for any way
to help that student make progress.” Similarly, Sarah also talked about the importance of
knowing one’s students: “A good teacher is knowing your students and knowing the
needs of their students and being able to help them learn under any of the circumstances.”
Jack illustrated what this caring personality might look like in practice:

Do they greet them at the door? Did they look at them, like they genuinely
care? Do they dignify them as members or partners in the instructional process?
In other words, is it me telling you what to do? Or is it, hey we’re all partners in
this. We’re all part of the same team. We’re all part of this ensemble, this is my
role and that’s your role, but we’re together, that kind of thing.

Through his statement Jack alludes to the importance of a student-centered
philosophy by teachers. Both Thomas and Mark jumped right in with the idea that there
needs to be some passion for music, but Mark was quick to get to the connections with
students:

Good music teachers love music. They also have empathy or a feeling for
how to relate to and deal with kids. The two are neither complimentary nor
mutually exclusive, obviously. My criticism of music teachers, and arts teachers
in general, is that they may lose one or both of these attributes over time.

The definition of good teaching as seen by the participants is important. Each
participant demonstrated a belief in themselves as an arbiter of good teaching, at least

when it comes the needs of their respective districts. It is this understanding of what they

need from a candidate that ultimately dictates the entire hiring process (aside from the
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portions of the process which are prescribed through contractual or local policy

regulations).

The Hiring Process.

Participants were asked to talk about the process they went through to hire music
teachers. The protocol was designed to uncover as many details about the process as
possible, from how the job was posted or advertised, all the way to superintendent
recommendation to the board of education. To be very clear, New York State law states
that a board of education may only approve a teacher for employment in a school district
after a formal recommendation by the superintendent of schools. In just about all cases
the superintendent charges district or building-level administrators with carrying out a
process of narrowing the pool of applicants to one, two, or even three candidates who
will complete a final interview with the superintendent. The participants outlined the
processes in detail. One thing that stood out was that while every administrator had their
own process that they liked to use, each described a process that was less mandated than
one might think. They each had some latitude to use their discretion about the committees
or interview components for any particular position. Jack referenced that latitude
explicitly, “because, we have a little bit of a freedom to develop our own individualized
process.”

The first part of everyone’s process was to cull resumes. This is a time-consuming
task. Phillip explained “Essentially right now what I would do is read through every
single resume. For the retirement replacement that we had, I think there were probably
about 60-70 resumes. I wouldn’t say that’s a huge amount, but I did go through every

single resume.” He went on to say that those 60 or 70 resumes would be narrowed down
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to about 15 candidates. Jack alluded to a far more complex process of moving applicants
to candidates. After he culled about 30 resumes, the interview committee would evaluate
those 30 resumes, and he described that system of evaluation:

Once we get those folks together, I would then ask them to look at the 30
or so resumes. And then number of them. For example, let’s say, three, definitely
want to see, two potentially want to see. Then I would take those numbers, put
them into a spreadsheet ...the potential teachers that had the highest scores,
certainly they would be towards the top of the list. Maybe from there, I would
then be able to rank them, almost like a rank analysis if you will. Can you play a
primary and secondary instrument for us and so-on and so-forth. If you had 15,
for example, maybe we can bring it down to 10. And then we would start the
process of a more, deeper, detailed question, answer interview.

Most participants talked about getting the pool down to 5-15 candidates for in-
person interviews. Melissa explained “typically, I can narrow it down to about 10, 15
people.” Sarah said “I usually narrow it down from those 10 phone-calls down to five that
I want to bring in.” These types of responses seemed to be the norm.

A few participants mentioned using the GPA as a tool to narrow down the
applicant pool; and they all commented on how it was an imperfect measure, but Mark
was the most candid about his view of the GPA:

Again, the tools that we have available to us are blunt at best. However,
GPA is an indicator of something... If you’re getting a master’s degree and you
have less than a 3.5 GPA, I think it could be a problem, knowing how colleges
grade at this point... There is also the notion of “doing school” — how one
navigates through the system of school and succeeds. Doing school well does not
indicate anything more than one has figured out how to play that game, how that
system works. I would never say ‘dude you got a 4.0 at [local university], come
on down.” I know you’re not saying that, but I think someone who’s got a 4.0 or
3.7 GPA out of any number of graduate schools and someone who’s got a 3.2 out
of any graduate school or that has an undergrad degree, that’s all they’ve got.
Given the desirability of the job and the number of applicants that we get, that’s
going to be hard to pull without doing a deep dive into that application. That’s
going to be hard and I say that knowing full well that we’re going to probably
going to miss some really awesome candidates.
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Mark was the only participant to mention specifically what all others inferred; that
the desirability of music teaching positions (the relative scarcity of positions to the
number of applicants) allows for a higher level of selectivity. Supervisors know, by the
sheer number of applications, that people want these jobs.

Participants indicated a widely varying set of procedures in each of their districts.
The least complex process was described by Phillip. His district relied on the standard
question and answer interviews to determine the candidates’ strengths. He spoke of the
demo lesson as “an artificial environment,” and felt strongly that he and his committee
would be able to discern candidate musicianship abilities by resume review and asking
relevant questions. Phillip explained “we generally take people to their word... you
know, when you read a resume and you see a person maybe has had some accolades on
piano and you know that they’re capable piano player.” He further explained the
omission of demonstration lessons and candidate performances as a way to respect the
committee’s time. In response to my follow-up question of “maybe it [playing an
instrument] is superfluous?” he responded “Yeah, that’s my feeling right now. It’s
worked and certainly time is often an issue. That makes it much more of a project to put
together.”

Thomas also indicated that he would utilize demo lessons if time allowed, and
also that he did usually hear candidates perform, did recognize that it might not be that
valuable for some positions:

Do I really need to hear how great of a level six French horn player you
may be? I need you to be able to teach rhythm to third graders. Some people have
that different attitude as to whether or not we should even hear them. I usually do
hear them. I know quite a number of my colleagues do, but it was interesting

that... I don’t know, whenever this topic came up, that a few people actually said,
‘no, [ don’t even bother listening to them play.’
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Most participants would agree with Jack who said, “In any case the demo lesson
is obviously very important and then, we would move forward from there.” Sarah talked
about making the process more efficient by combining the performance aspect and the
demo lesson together: “if it’s for an instrumental position, we will ask them to do a lesson
that’s not their main instrument. I think we all kind of have that common way of looking
at it, that’s if they can play their not-so-great instrument pretty well then...”

Melissa outlined the most detailed process with multiple committee interviews,
parent involvement, student involvement, performances on primary and secondary
instruments and more. The value of the complex process, she explains, is about forging a
relationship:

You feel like by the time you get hired, and by the time you hire someone,
they’re already part of the family. So, I think it cuts down after you hire them,

trying to get to know them and get them to trust you. When I'm talking to a

candidate throughout the process, we’re already building that relationship.

Melissa, Sarah and Thomas both talked explicitly about the importance of
candidates to fit into the community. Thomas said “We want to know how involved
you’re going to be. Are you going to come to the concerts? Are you going to watch the
football games?” Sarah referred with pride to the long careers that teachers in her
department have in their district:

“We don’t have a lot of turnover in our department. People stay forever. I

have a teacher who’s going on his 40th year. He’s retiring this year. He’s spent 38

of them here at [my district]. So, they stay forever. They stay a long time here. So,

when we do have a position, it’s an important role itself and I look for the
longevity.”
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Traits and Characteristics Sought

As evidenced in the survey results, there is a certain level of “everything is
important” when it comes to the skills and traits that candidates should have. The types of
things that participants look for in candidates were revealed throughout the interviews,
often times in an indirect manner when participants were answering other questions.
Through the use of the software which helped organize the data, it was easy to see that so
called “soft-skills” were what participants continued to reference.

Throughout his interview Jack overtly referenced how important he believed it
was to remember that education is a field focusing on people and their development. He
said “I think you have to be a nice first, if I detect that someone has as a kind and caring
demeanor. That’s one of the most important things.” Shortly after making this initial
point, he reiterated:

I think you need nice people first, if you had a person that was absolutely
fantastic musician but was just an absolute tyrant on that conductor’s podium, for
goodness sakes the kids are just scared into practicing. The kids are just scared
into doing what you tell them. There’s no need to be mean, there’s no need to...
But you can’t teach someone that, I think that’s something that they come in with.

Jack further spoke of his hope that his teachers would work collaboratively in an
impassioned manner:

I think collaborative spirit is a very important thing, especially now. For
goodness sakes, we need to be there for one another. We need to support one
another. We need to hold one another’s hands when need be. We need to give e-
hugs when need be. And we certainly need to share ideas and plans and
curriculum for goodness sakes.

Thomas also spoke of the importance of a collaborative teacher. He hopes that teachers

“act as part of the team, to get them to understand what the teamwork is all about and

how you’re all working toward a common goal.”
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The personal interview questions that I asked referred to “music teaching
position” in general, without indicating performance or classroom focus. Through their
answers, it appears that the participants had been responding to the questions as if they
were referring to performance ensemble positions. This was evident through the manner
in which participants spent a good deal of time speaking about was musicianship. While
musicianship appeared relatively low in the survey results, each participant elaborated on
the types of musicianship skills they had hoped candidates would bring to the table.
Mark’s response contextualized musicianship based upon the position:

If I was going to be hiring a full-time chorus teacher, if they weren’t a
killer piano player, they better be a killer guitar player so they can accompany that
class. If somebody could accompany their class as guitar as a definite second
place but I think piano is absolutely a requirement for a chorus teacher. I think
your secondary instrument, you should be able to nail the hell out of [a
NYSSMA] level three solo. I think level four is not unreasonable.

Melissa also spoke of the musicianship needs:

So that might mean, a classroom music teacher making sure that they’re
playing piano at level four NYSSMA, piano solo level or higher, singing with the
students, classroom instruments, guitar, just general, a mid-level general ability to
play instruments and interact with students musically. If I am looking for a high
school band teacher, I’'m looking for conducting skills, ability to play at least one,
most likely two instruments at a very high level, I’'m talking [NYSSMA] level six
or higher. So that when we do have those top music students, we have someone
who has performed at that level and knows the unique challenges to continue
progressing once you’ve gotten to our top NYSSMA level.

Mark also commented on the need for musicianship skills, and how a poor demonstration
of skills can be the end of the process for a candidate. He explained, “yeah, it was a band
position and the guy could barely get a sound out of a clarinet and then could barely get a
sound of a trumpet and they’re like ‘what are we doing here?’” Phillip did not spend too

much time elaborating on musicianship skills, as noted earlier, he considered the

candidates’ resumes to be sufficient in painting a picture of their musicianship. He did,
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however, indicate that a consideration of how a candidate’s primary instrument mattered
in relationship to the rest of the staff. It was important to him that members of his staff
represented a balance of instrumentation, presumably in the interest of ensuring a student
would experience teachers with varying perspectives:

We still try to look for well-rounded teachers. At one time, we hired a lot

of band teachers... I’ll tell you, since I’ve been in this role, we haven’t hired a

band teacher. We’ve really placed a concentration on choral and orchestral folks,

and we still could use more orchestra teachers, too. But I’ve really taken the bull
by the horns to try to bring the balance back into check.
Sarah’s perspective illustrates the “everything is important, but connection is moreso”
approach: “Those are all important when teaching music, especially you have to know
your content, but you have to be able to connect in order to make that content come
alive.”

Phillip was the only participant to go into detail about considering the balance of
musicians when hiring teachers. In a recognition of the value of different perspectives
balance of musicians was brought up in another context; the interview committee. While
not terribly significant in terms of hiring outcomes, Melissa, Thomas, and Phillip
mentioned that a balance of musicians is something they consider when gathering their
interview committees.

Another recurring theme related to the types of characteristics sought include the
candidate’s perceived level of enthusiasm for teaching and getting involved in the
district. Participants each used different metrics by which to describe enthusiasm, but a
candidate who indicated an interest to be involved in the community would be preferred.

Sarah appreciated “if they’re going to be able to do club work, like extra-curricular stuff.

I’m always interested in that. And if they’re willing to go above and beyond their school
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day.” Melissa felt confident in her ability to discern enthusiasm by the candidate’s
resume:

...I see, there’s not a lot of information here, you’re not showing me any
clubs that you’re working with or any extra ensembles, no other performance
opportunities. And then when I meet you, I’m not seeing that passion, I’'m not
hearing that level of proficiency in your playing that I really need to be there. So
next time I see a resume that looks lacking in the passion and performance
opportunities I’m going to pass.

Thomas also elaborated on the importance of being involved, and how he used interview
questions to understand a candidate’s enthusiasm:

Then would they be interested in moderating a club in the building? What
are your thoughts about leaving when the afternoon bell rings? We want to know
how involved you’re going to be. Are you going to come to the concerts? Are you
going to watch the football games?

Jack alluded to enthusiasm in the way he described the importance of candidates to be
nice, kind, and caring:

I don’t think you should step foot in a classroom unless you care about
kids and you want to help them learn better every day. If you feel that, that job is

an honor and a privilege and a pleasure. It’s not even a job, it’s a profession that
gives back a hundred times more than it takes from you, in terms of your efforts.

Known Candidates

In the course of my own job I have noticed a phenomenon of the treatment of
“known candidates.” These are candidates who have been either recommended by a
colleague, had student-taught or substitute-taught within the district with the available
teaching position. Each participant was asked about the treatment of known candidates
within their own districts, and Each participant had also had experience with these types
of candidates. Many of the answers were in alignment, overall, the known candidates

were provided an opportunity to move from “applicant” to “candidate” without the
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resume evaluation that most other candidates received. That is to say, that known
candidates would be granted an interview as a courtesy. Each participant indicated that
while the recommendation did give them an advantage of bypassing the resume
evaluation round, they received no additional advantage in the remainder of the interview
process. Melissa articulated this very clearly:

It really depends on who is recommending that candidate to me... So the
relationship between myself and the person recommending, I think would be
extremely important. At most, ultimately, that would give the person a screening
interview. So that might get their foot in the door, but it wouldn’t get them a
position over another qualified candidate, just because of their relationship with
somebody else.

Jack also provided a clear description in a similar fashion:

As a professional courtesy, I will bring them to round one regardless. In
other words, I won’t even consider them with the rank analysis. I won’t consider
them with part of it. I will share with the interview committee that the following
person was recommended to me from a colleague they get a fair shot, but they
don’t get anything unfair.

Sarah illustrated the lack of preferential treatment beyond the interview with a brief
anecdote “Even in the last hire, we had a couple of people who had been serving as
permanent subs LOAs [leaves of absence], but they were not the successful candidate in
that round.” Mark also spoke about a courtesy interview:

I received a reference on someone that I probably would not have brought
in based on his resume and everything. Not one of those colleges that we don’t
usually think very highly of around here, not a lot of experience, but because [a
trusted colleague] recommended him very highly, [and] said he was an ethnically
diverse candidate to bring in. In doing that, was left justifying bringing him to the
screening committee... I definitely gave this particular gentleman the benefit of
the doubt. I would say, more because of the recommendation.

In speaking about a successful known candidate Mark explained “They didn’t get

the job because of that, they got the opportunity because of that.” Thomas’s response to
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the question about known candidates referenced the likelihood that the candidates whose
resumes would naturally rise to the top based on the content are often the ones who are
recommended by colleagues “Sometimes, more often than not, some of the people that
you already pull are the ones your friends are calling about.”

Phillip shared his excitement about offering courtesy interviews to former students:

I don’t think there’s anything better than when we see students who are
alumni that have graduated from the program and have come back. I always give
the graduates of [my school district] an opportunity to be interviewed because |
think that’s an important thing... I don’t like to give up on them, I’d like to see
them get a job at some point.

It was previously reported in this chapter that participants indicated that 60-70
applicants for a job is a relatively low number, then that field gets narrowed to as few as
five in the first round. With each participant also indicating that a recommendation from
a trusted colleague will give applicants a chance at an in-person interview, those
recommendations can be very valuable to make progress in a search for employment.
Mark spoke of an experience he had with a substitute teacher who executed her substitute
teaching duties very well:

[She was the] ...easiest hire you could make. We went through the
process, and to her credit, she had no assumptions. [She] presented herself that
she was making no assumptions and... won that gig fair and square. It was a very
easy hire because I’d worked as a colleague with her, and it was very easy fit.

These comments strengthen the idea that a candidate needs to be strong on their own. The

participants indicated that the candidate selection would always come down to the

interview process.

Supervisor Influence
Though each participant indicated the value of the interview committees

throughout the process, they each have a good deal of influence over the types of things
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that the interview committee focuses on. With the hiring of a teacher having the potential
to be a decision that lasts decades, the multiple persons involved are needed as checks
and balances. Often times participants spoke of principals who participated on the
interview committees alongside the supervisors and teachers. Without exception the
participants showed a sensitivity to both the needs of the building and the needs of the
department.

Sarah explained about this in relation to her applicant selection process “when I
make my recommendations to the principals, for who we’re going to bring in, I’'m also
thinking about their buildings.” Thomas and Mark both felt that principals were generally
deferential throughout the process. Mark said, “The principal I’ve been doing with is
more than happy to let me do the initial screening,” while Thomas elaborated upon some
of the reasons why his administrative colleagues defer to him “The principals here in our
district, we have a wonderful collegial, humorous relationship, say that [Thomas] can
handle all that music stuff. We’ll just let him do it.” The trust that his relationships with
principals lie in a mutual understanding of their roles in the school system. Thomas says
about his principal colleagues “the questions that they’ll ask in an interview have to do
with classroom management and student discipline, and what do you do when a parent
calls, and that kind of thing,” and as such, “the principals are usually very good about
taking my recommendation.”

When Sarah was asked about what happens if her principal colleagues and she
disagreed on a candidate, she explained how, in her situation, the superintendent made
the final decision regardless of the supervisor or principal recommendations. “We would

then take their top one and my top one...” and send both candidate to the superintendent.
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In most cases, Sarah explains “normally we find out afterwards, I'll call personnel and
we’ll say, “Guess who signed today?” Along those same lines, Mark stated “To this
point, I have been left out of the HR process.”

All of the participants acknowledged that the superintendent always reserved the
right to accept or reject candidates that were sent to that final stage. Aside from the way
Sarah and Mark explained, most indicated that the superintendent would generally trust
the supervisor to make a recommendation that they could support. Melissa put it simply
“In my position, I have not had the superintendent disagree with me.” Phillip Shared a
similar experience: “I can tell you, I’ve said, “hey, look, this is the candidate who’s really
emerged as strongest and then here’s why,” I have not been challenged by the
superintendent. We’ve got a good supportive group. And I think we work good together.”

These answers largely speak to specific leadership styles and specific
organizational constructs set forth by the superintendents. In most of the participants’
situations, there was a healthy level of trust on behalf of the superintendent towards the
supervisors. This trust is evident with most of the supervisors reporting that they are

often able to successfully state their case for hiring a particular candidate.

Additional Findings

During the interviews, participants shared some thoughts that do not fit neatly into
any of the categories related to the specific research questions, nor the categories listed
above. Some of these thoughts that were shared, however, do help to illustrate the idea
that picking a person to work with children is a task bound by infinite variables. Schools
are communities that deal with myriad factors: money, demographics, geography, mores,

contractual requirements, legal requirements, personalities, and far more.
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Melissa alluded to teacher salaries as being an element deserving of
consideration:

“So I think the fact that our district is on the higher end of teacher salaries,
we might be a place that someone would be willing to give up tenure and to come
over to our district. And we have a high-performance level in all subject areas. So
we have strong students, we have a great community support base.”

While Sarah, on the other hand talked about how in her relatively low-paying district, the
opposite is true. While, as she stated earlier, there is low teacher turnover

When somebody comes to [my district] and they stay in [my district], it’s
because they want to be here. I would say that I get people either right out of
college who are applying, or have a couple of years of experience, or have been
leave replacements for a couple of years. I wouldn’t say that I have anybody
jumping ship [from another stable teaching position] to come here.

The issue of teacher pay, particularly in comparison to neighboring school districts, is
something that the participants were acutely aware of.

Mark presented his opinion on the hiring process in general, that demonstrated a
recognition of the many variables involved: “I think any hiring process is inherently dark,
inherently futile because there’s so much that goes into this.” His candid observation
continues:

I think it’s just - I don’t know if there’s anything that can be done to the
interview process to make it easier for the interviewers because there is just so
much that goes into being a successful anything. Your personality is your
personality and you have no idea how that’s going to rub up against your
principal, your colleagues.

This comment came toward the end of the interview, after we had exhausted the
discussion on what he hoped to achieve in the interview process and that aligned with his

vision for students and music education. Mark was the only candidate to bring up the

challenge of bias in the interview process. He regularly referenced the want for diverse
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candidates, but also an internal struggle of finding candidates of diverse background for
the sake of finding candidates of diverse backgrounds:
I remember hearing you suggest calling HBCU’s and other places like that
and I think that’s a great practice, certainly if given the opportunity I will do that.
And there are other resources that I would like to engage when the time comes. I
have upcoming vacancies that I look forward to trying that with. But I think that’s
a very important thing to state for the record is that in order to do this we are
engaging in not 100% dyed in the wool ethical practices to do that, I’d say.
Because to me that’s bringing your baggage, well that person lives in “da da da”
town. Maybe if I look that up in Google Maps is that the economically depressed
area? Hmm, maybe I should give them a call.
Mark further stated that he felt of one of his committee members “I felt that at least one
of the committee members was reacting out of a racial animus. I cannot say if it was
conscious or not.” This is apropos of current times where the dialogue about race is
opening wide throughout our nation. More-so than ever before people in positions of
power, such as these supervisors, are reflecting on their practice, and trying to understand
their own actions as they relate to equity in education. Mark’s final statement on the
matter highlighted his understanding of how a colleague’s hope to find “the best

candidate, period. I don’t care about the other stuff” was “kind of contradictory and plays

on the usual ‘colorblindness’ canard.”
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Chapter V - DISCUSSION

This descriptive study, “The Hiring of Music Teachers by Supervisors of Music,”
seeks to develop an understanding of factors that drive the hiring of music teachers.
Without any standardized system of hiring in place to dictate the processes of the hiring
process, school districts trust members of their administrative team to use their
understanding of the school community coupled with their own beliefs to make decisions
in pursuit of the best person for the job. The administrators tasked with finding the right
teacher to hire have good reason to take their job seriously; a teacher may very well be
employed in a school for 30 years or more. Administrators know that teachers have the
opportunity to make a difference in the lives of thousands of students in the course of
their career. Administrators also know that removing a teacher once they have been hired
only gets more difficult as time goes on.

Engel (2012) referred to the manner in which principals are able to “influence
student achievement” through their hiring practices. In the case of school districts with
supervisors of music, persons in those positions also influence student achievement and
the impact the nature of the student experience when they hire music teachers. The
supervisor of music is often responsible for having a vision of the type of music
education that students receive in their district.

As Chapter Two suggests, the body of research that discusses specific teacher
traits or characteristics preferred by hiring officials is relatively small. This dearth of

research is also referenced by Harris et al. (2010). The extant research tends to focus on
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teachers in general, that is, principal preferences for teachers without any specificity
toward subject area. There is value, however, in the research that does exist, in that there
are some easily recognizable trends in the findings; those trends also are evident in the
findings of this study. The following discussion will align the findings of Chapter Four
with previous research, the research questions, and the varied intended audiences (teacher
education programs, teaching candidates, and current administrators with or without
music background).

The survey, outlined in Chapter Three, asked direct questions about participant
opinions relating to the traits and characteristics they preferred in two categories; the
quality of the application that a person submits, and an evaluation of candidate
characteristics gleaned from the interview. Interview participants also responded to
questions that asked about how they evaluate candidates in both categories as well. In
considering the research questions, breaking the process into two distinct categories, as
listed above (initial application review and interview stage), reflects the way music
supervisors approach the hiring process. It was clear through the interviews that
supervisors look for different things on an application than they do during the in-person
interview stage. There was an implied understanding that trying to evaluate a candidate’s

soft skills was not realistic through reading resumes.

Pre-Screening

The pre-screening process appeared to be the most arduous task for each of the
participants in this study. They each referred to the amount of time it took for them to
read through the numerous applications they received for any given position in their

departments. In the survey, participants were in agreement that it was of the utmost
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importance that resumes and cover letters were free to typographical errors. Interview
participant Melissa agreed with this finding, indicating that the resume and cover letter
were often times an applicant’s only vehicle for communicating anything about
themselves to the reviewers. She explained that typographical errors immediately
communicated a sense of not caring enough to present one’s self with a sense of
professionalism. Juchniewicz (2016) found that communication is one of the highest
ranking skills that a candidate should demonstrate. Each of the interview participants
indicated that the number of in-person interview slots was limited to small numbers (15
or fewer) regardless of the number of applicants. The interview participants also
indicated that candidates recommended by trusted colleagues almost always received an
interview slot. This is supported by the survey results; that a recommendation by a trusted
colleague ranks the third most important component of the initial reviews.

When taken all of the factors into account, the scarcity of music teaching jobs, the
advantage that known candidates have in the initial review, and the value placed upon
communication skills, job applicants must realize that their resume and cover letter is
their only chance to introduce themselves. A typographical error would be an entirely
avoidable way to end an applicant’s candidacy before it begins; it would be a distraction
that would overshadow the content of the document.

Similar to Harris et al. (2010), the findings of the survey administered to music
supervisors yielded relatively low rankings for items such as “the college that the
applicant attended” and the “applicant’s GPA.” In both studies these items ranked low
among other options. In this study the two prompts did receive scores 3.52 and 3.2,

respectively which is between “moderately important and very important,” but the ranks
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are eight and nine out of ten. Even though these items ranked low relative to the other
items, the interview participants spent a good deal of discussing them, and detailed the
ways in which they might be important when reviewing an application.

In contrast to the related research and even this study’s own survey results, Phillip
and Mark both overtly talked about how they have come to view the GPA as something
that over time they have come to value, as it might come to represent work ethic (as
opposed to intelligence). In a similar fashion to the typographical errors, it appeared as
though a good GPA was not advantageous as much as a lower GPA was a disqualifier.
When evaluated side-by-side, the responses to the typographical errors, GPA, and college
attended (to a lesser extent), most often functioned as disqualifiers. Negative items in
these categories seemed to jump out at those responsible for reviewing applications and
were easy ways to remove an applicant from contention. This was clear in Mark’s
response to the question about GPA, “I would never say ‘dude you got a 4.0 at [local
university], come on down.”

The subject of how an applicant’s previous teaching experience factored into the
choice to move that applicant forward is nuanced, which was made clear during the
interviews. The survey placed the importance of an applicant’s previous teaching
experience in the middle of the pack, with a mean score of 3.75, ranked six of ten, which
places it relatively low on the scale. There is more to the story with this item, as the
interview participants indicated. The likelihood that a supervisor of music comes across
applicants with prior teaching experience is influenced by a number of factors, namely
district reputation, and the district’s pay scale. The district in which Sarah worked is

situated in a lower income/high need area. She explained that it was unlikely that teachers
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would “jump-ship” and leave a job in the middle of their career to work in her district.
Her comments were not connected to the district willingness to pay, but the job-seeker’s
willingness to apply. This is true, even though Sarah reports a very positive work
environment with teachers who feel supported and have many notable successes in their
music program. In Phillip’s district, which is a low-needs district, he explains the districts
overall unwillingness to pay a salary that would be commensurate with many years of
experience would make it unlikely that a veteran teacher accepts an employment offer.
Melissa’s district, however, is a high wealth district with a very competitive pay scale,
and she can easily hire a teacher and pay them commensurate with their years of
experience.

Overall, the interview participants shared that their individual district practices
relating to hiring teachers with experience largely influenced their ability to even have a
preference for experienced teachers in the first place. Each indicated that there was a
preference for a teacher with experience, however in those districts who either would not
pay or could not attract a teacher with quality experience, there might be little reason to
call that person in beyond the initial review.

Last in the pre-screening process is the issue of perceived musicianship as
evaluated by the application documents. In studies not related to music, this often
appeared as “content knowledge” (Brinkman & Mallett, 2000; Brinkman, 1997; Engel,
2012; Harris et al., 2010; Ingle et al., 2011; Juchniewicz, 2016). In some studies, hiring
personnel made assumptions that properly certified teachers must have the requisite
content knowledge simply by their completion of the teacher certification process (Engel,

2012; Harris et al., 2010) whereas Brinkman and Mallett (2000) suggested that a
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principal’s lack of musical knowledge may lead that principal to have a low regard for
content knowledge among candidates. In this study, the applicant’s level of musicianship
as determined by their resume or cover letter was ranked fourth out of ten prompts, with a
mean score of 4.07 (out of 5). Interview participants spent a good deal of time talking
about musicianship of their teaching candidates, and again, the opinions of the
participants were situational. The interview participants did not see all music positions as
monolithic. Melissa, Jack, Thomas, Mark, and Phillip all talked about how they have
differing expectations for applicant musicianship based on the type of position that was
available. With each of those participants, they expected the teachers pursuing positions
in high-school performance ensembles to demonstrate superior musicianship, or
performance ability than those seeking jobs as elementary classroom positions.

Each of the participants spoke about how they felt that the interview portion of the
process was where their decisions would be made about who gets hired, and it was where
the important work happened. That is not to say that they didn’t pay careful attention to
the pre-screen process. The massive field narrowing that the pre-screening process
creates renders that stage more valuable for an applicant’s advancement than the

supervisors may realize.

Interview Stage

Though the pre-screening phase is certainly valuable for job applicants and those
who make decisions, the research questions aligning with the process and content of the
interview stage make up the heart of this study. The research questions ask about

competencies and skills, as well as about the process used to determine them. The
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discussion of the process and competencies sought in the interview stage will follow

under individual headings.

Process

In alignment with Rutledge et al. (2008), this study found that schools differ
greatly in how they organize hiring. Schools vary between degrees of hiring
centralization; that is to say a varying balanced between district, school, administrative,
and/or teacher oversight in screening and selection (Rutledge et al., 2008). The survey
results in this study show that for each of the schools with a supervisor, the supervisor is
the lead hiring agent for music teachers. This is made clear in the response to the question
“How likely is the opinion of the following stakeholders to influence the hiring
decision?”” where supervisors of music reported that their opinion carried the most weight
in making a decision on a music teaching candidate.

Formal Interview. A consistent thread among Harris et al. (2010) and Rutledge
et al. (2008) is that those who make the decision on hiring find the interview to be the
most important part of the process. This study’s survey revealed that supervisors of music
found the formal interview to be the most valuable part of the process in finding a
suitable music teacher candidate with a score of 4.68. Harris et al. (2010) explains that
“not a single study finds that any aspect of the resume or coursework [of applicants] is
among the most important tools principals use.” These findings are in agreement with this
study’s survey results in which formal interviews are the most often used, and are held as
the most valuable component for evaluating candidates by music supervisors with a mean

score of 4.68.
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Every participant indicated that their process called for some sort of formal
question-and-answer interview, though the other components of the selection process
varied among districts. The variance of processes used was as wide as could be. Even
within a district, participants indicated that influencing factors such as timing, committee
member availability, and student availability (for demo lessons) sometimes required a
change in process (usually by removing tasks asked of the candidates).

Demonstration Lessons. The next most valuable component of the selection
process was the demonstration lesson. In the survey, this received a mean score of
importance of 4.5 with 50 (82%) respondents indicating that it was a strategy used in
their district. Phillip was the lone interview participant who said that he did not find the
demonstration lesson to be all that valuable, since it was “an artificial environment.”
Though he went on to explain he had never done one in his district (where he has been
employed as an administrator for over 10 years), he also said that he felt that he was not
missing anything by excluding the demonstration lessons from the process. Phillip also
did not place much emphasis on having candidates perform on instruments for the team.
He linked the performance and the demonstration lesson together as elements that could
just as easily be determined by the interview through probing questions about the content
on the resume.

When compared with the relatively low ranking (13 out of 17) of “student
musicianship is improved after demonstration lesson” it reasons to conclude that the
valuable information gleaned from a demonstration lesson is the manner in which a
candidate shows an engaging personality in front of students. This is supported by Engel

(2012) which reports that “teaching skills” rank relatively low as “look-for” traits,
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overshadowed by the preference for enthusiasm and communication skills. This is further
supported in this study by interview participant Mark who opined that personality was the
most important thing for a teacher. No interview participant mentioned viewing the
demonstration lesson through the lens of a formal teaching evaluation that might use any
sort of rubric. It is certainly possible that through their administrative training that the
supervisors subconsciously relied upon their teacher evaluation knowledge, but none of
the participants expressed this in an overt manner. This is not to say that the
demonstration lesson is unimportant and should be abandoned, but that those who did not
employ the use of demonstration lessons were pragmatic in their processes, and found
that they were not helpful in providing the information that they would more efficiently
glean through the interview.

Musical Performance. Performance on instruments, either primary(major) or
secondary(minor), were a common practice in the interview process, though the
placement of that task varied by district; sometimes these performances would be during
the initial interview, sometimes they would be later. 46 (75%) of respondents included a
primary instrument performance component, and the mean score of importance for the
primary instrument performance was 4.07. The minor instrument had 28 (46%)
participants using that strategy with a mean score of importance of 3.08. In the cases of
supervisors who utilized performances, their reasons were pragmatic. Mark explained
two specific reasons for his request of performance on secondary instruments:

I have them play a secondary instrument because I think it’s good to throw
them off their game a little. I don’t want them to be uncomfortable but I know if

I’'m playing trumpet in front of a bunch of strangers, I’m not going to be super

confident like I would be if [ was playing the saxophone or the clarinet or flute.

So I think that’s a good place to kind of put them to see what they’re like under a
little bit of pressure and to get an idea. I think your secondary instrument, you
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should be able to nail the hell out of level three solo. I think level four is not
unreasonable.

Thomas’s response indicated a more fluid thought process and implementation of the
performance portion of the interview process. His response is in its entirety here to
highlight the broad range of views on this topic:

Do I really need to hear how great of a level six French horn player you
may be? I need you to be able to teach rhythm to third graders. Some people have
that different attitude as to whether or not we should even hear them. I usually do
hear them. I know quite a number of my colleagues do, but it was interesting
that... I don’t know, whenever this topic came up, that a few people actually said,
“No, I don’t even bother listening to them play.”

The inclusion of the performance portion of the interview, like much else, is
situational. As Jack and Phillip spoke about, the interview committee members are
volunteering and they felt a responsibility to respect their time, and not include
superfluous elements to the process. It is in these cases where they might hope (or expect)
a candidate to use an instrument to model during the demonstration lesson.

There was also a sense that there would be higher expectations of performance
abilities for those candidates applying for performance ensemble positions at the high
school level. It was regarding this that Melissa said, “If I am looking for a high school
band teacher, I’'m looking for conducting skills, ability to play at least one, most likely
two instruments at a very high level, I'm talking [NYSSMA] level six or higher.” That
sentiment was echoed throughout the interview responses.

Other Processes. Last in this discussion about the processes utilized are the
writing sample and the content area test. The only mention of a writing sample came

from Sarah, as she described it to be a requirement of the district for all candidates to

complete. The writing sample did appear as a utilized component by 31 (51%) of
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participants and received a score of importance of 3.38. Though it received very little
discussion time in the interviews, the score that it received on the survey demonstrates
that candidates should take it seriously enough, as it is yet another way for districts to
determine a candidates ability to communicate. It reasons to believe that it may be more
of a disqualifying part of the process than something that would propel a candidate over
the top another who might be more engaging.

The content area test ranked last in use and in importance. Only 3 (5%) of the
respondents used this tool, and only scored it with a mean importance score of 2.3. We
can be reminded by the many studies that indicated hiring agents assume a baseline level
of knowledge by the certificate and/or degrees that the candidates hold that enabled them
to apply for the position in the first place (Brinkman & Mallett, 2000; Brinkman, 1997,

Engel, 2012; Harris et al., 2010; Ingle et al., 2011; Juchniewicz, 2016).

Characteristics and Traits

Persons involved in the hiring of teachers understand that the decisions they make
have the potential to last for over 30 years. They know that they are not just hiring
someone to fill a spot, but that they are welcoming someone into the school community.
Sarah spoke very specifically about her hopes that the persons she hired would become
fixtures in the community for the duration of their career, contributing to the lives of
students in many ways. The myriad ways that districts tailor their teacher selection
process is about working within the unique local systemic parameters set forth in order to
find out if a person will contribute positively to their school community. They are
looking to evaluate their candidates to determine if they have the characteristics, skills, or

traits that they need.
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The previous sections touched upon the idea that supervisors of music use the
interview process to learn about the candidates personality traits, perhaps more than
anything else. It is evident in the top ranked survey items, and also evident in the content
of the participant interview responses. The top responses to survey questions are
overwhelmingly related to soft skills; caring, communication, enthusiasm, ability to form
positive relationships. The more tangible skills such as pedagogical knowledge,
performance ability, knowing music learning standards consistently rank lower. Though
the tangible skills were never dismissed as unimportant, they never appeared at the top of
the list.

In Juchniewicz (2016), teacher interview questions were ranked by principals and
found the questions “how will you connect with your students” as the top ranking
question. Harris et al. (2010) asked principals what the top characteristics for teacher
hires were and they overwhelmingly responded with “caring.” Brinkman and Mallett
(2000) made a distinction between personal and professional characteristics, and hear the
following response from a person who had applied for a 7"-12% grade instrumental
position: “I would say that the number one thing that hires new teachers is personality!
How do you come across during your first impression?” Engel (2012) found that
principals primary concert was finding teachers who care about children.

In this study, “caring for students” was at the top of the survey results with a score
of 4.875 and a standard deviation of only 0.285. In his interview response Thomas
phrased it as having a “passion for children” and a “want to develop a musical talent in a
child.” Jack explained that his top requirement was similar to the way Juchniewicz (2016)

and Brinkman and Mallett (2000) termed it, which was “a teacher’s ability to connect
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with kids.” Jack also wanted to see if a teacher candidate “genuinely care[d]” about
students and “dignif[ied] them as members or partners in the instructional process.” In
each of these verbal responses, there was a reverence to the notion of connecting or
caring with kids. It either appeared first in their response as the most important to lead
with, or it came last, because even though the other traits they had already mentioned
were important, none of the other traits mattered if there wasn’t an obvious element that
the candidate cared about kids and their development.

A somewhat surprising result from the survey results was the second-highest
ranked item: “desire to improve their teaching.” This item received an overall score of
4.808, which places it in a very close second place to caring for students. This is at odds
with the results found in Juchniewicz (2016), in which participants evaluated the
interview question “What are your plans concerning professional development?” to have
been ranked the 25" most important interview questions in a field of 27 choices. Again,
the interview participants generally felt stronger about the personality traits than the
specific level of various skills (including teaching skills at the time of hiring). The
statement “desire to improve their teaching” relates to a person’s willingness to embrace
growth and strategies for improvement that may ultimately come directly from the
supervisor of music doing the hiring. Keeping in mind that each supervisor did also talk
about their vision for their department, it is reasonable that they would hope their new
hires would be willing and able to respond to the supervisors’ instructional leadership. In
addition to demonstrating this compliance, a person exhibiting a desire to improve their
own teaching likely understands that no matter the skill level, there is always room from

growth. As educational leaders of late have turned to the power of developing a growth
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mindset in students (and teachers), this desire for improvement may be an indicator of a
candidate’s embrace of the value of developing a growth mindset.

In New York, the Charlotte Danielson Framework for Teaching is at the center of
teacher evaluations. Even districts who do not specifically use the Danielson rubric
(Melissa’s district was the only one in this study) do use rubrics that are very similar in
nature. During most teacher observations, the “observable elements” are given extra
attention. There is, as evidenced with the results of this study, a certain assumption that
the unobservable elements (ability to plan, content knowledge) are in place already.
Within the survey results, the next highest-ranking items are all easily observable traits
whether in an interview or a demonstration lesson. Enthusiasm, communication skills, an
ability to build positive relationships, ability to differentiate instruction, and classroom
management strategies all ranked very closely to each other. Some of these traits are the
“first-impression” traits that will help the school community members to make fast
decisions about their new community member. The differentiation of instruction and
classroom management, but will be the traits that keep students engaged over the long
term.

The traits, up to this point, might be best wrapped together in identifying what
many people refer to as “fit.” In fact, the only interview participant who did not use the
word “fit” in their interview was Phillip. In looking at the way each of the other
participants did use the word fit, it was used in a way that wrapped up longer statements
of personality traits that they hoped to find. It seemed as though each of the participants
who used the word “fit” used it to sum up their definition of some combination of the

traits mentioned in this subsection thus far. Fit appears to be an important, yet ambiguous
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word that generally refers to the soft skills that a candidate exhibits. The continuation of
the perspective of the job seeker participant (Brinkman & Mallett, 2000) quoted earlier is
appropriate here, as well; “Your transcripts, portfolio, and references are very important,
but if an administrator doesn’t like what they see at first glance, you won’t have a
chance!” Engel (2012), Harris et al. (2010), D’Amico et al. (2017), Ellis et al. (2017)
(and countless other documents) refer to candidate fit within an organization and how this
difficult to define concept is tremendously important.

Ellis et al. (2017) studied the concept of fit as broken into two categories: Person-
Job fit, and Person-Organization fit. P-J and P-O fit is not often studied, but the results
here indicate that those responsible for hiring music teachers may benefit from
developing a deeper understanding of teacher fit. The Ellis et al. (2017) discusses how it
is not only beneficial for the organization doing the hiring, but how important it is for the
teachers, themselves to be a part of both a position that suits their skills and an
organization with an agreeable culture.

Of the 17 items presented for response in the survey, 6 of the top 9 ranked items
could be classified as soft skills. Conversely, 8 of the lowest 10 ranked items could not be
classified as soft skills; most of the lower ranked skills were more quantifiable and many
were coachable skills. It is important to remember that even the lowest ranked item,
“ability to perform on a minor instrument” still scored 3.383 in the overall importance (a
score of 3 indicated “moderately important”), indicating that each of the items did have
value in the minds of the participants. Nonetheless, even though all items were at least
“moderately important,” the hard skills were less important that the soft skills. The two

prompts not falling into the hard skill category and in the lowest 10 rankings were
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“response to question that asks candidate to tell about themselves,” and “interest in extra-
curricular activities.” Discussion on those two items will follow this analysis of the low-
ranking hard skills.

Previously in this discussion the concept of music supervisors’ instructional
leadership was broached in the context of the importance that candidates show a desire to
improve their teaching (interpreted as exhibiting growth mindset traits). Educational
leaders with a vision of how their respective organizations operate like to ensure their
organization members are on the same page, with aligned instructional practices that
provide consistency for students under the locus of their influence.

It is through the supervisors’ instructional leadership that they may hope to
influence some of the mechanics of their faculty’s teaching. This might be in the form of
lesson plan format, an emphasis on a preferred music education pedagogy throughout the
department, the focus (or lack thereof) on the new music learning standards, or the
manner in which extra-curricular activities connect with the curricular program. Each of
these items ranked among the lowest 10 on the survey. Again, that is not to say they were
unimportant. Perhaps their low ranking aligns with an idea that supervisors want to be
able to coach their teachers to adopt and implement the vision set forth by the
supervisors.

Of important note was the item “ability to perform on major instrument.” In
alignment with the interview responses, it ranked 14 out of 17 when specifically asked
for classroom music positions, and 10 out of 17 when specifically asked for performing
ensemble positions. The difference in its priority from classroom music to performing

music lines up with how the interview respondents spoke about the need for their teachers
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to perform. As indicated throughout this study (and also somewhat common-sense) those
considered to be superior musicians achieve positions teaching the oldest students and the
most select ensembles.

The Brinkman and Mallett (2000) study which sought to understand the questions
that were asked in interviews had “tell me about yourself” in the top ranked spot. In their
narrative, a principal described it as an “obligatory question” that was designed to “set
the stage for further conversation and inquiry.” In the follow-up study, Juchniewicz
(2016) asked principals about the value of the questions that they had asked. In this case,
the value of “tell me about yourself” ranked 16 out of 27 prompts. This indicates that
while it is an extremely common prompt, it may not hold much value in helping
interviewers to understand the candidates. In this study, the prompt “response to question
that asks candidate to tell about themselves” was provided for survey recipients to
evaluate. Similar to Juchniewicz (2016), participants ranked this toward the lower end of
the items (14 of 17).

Remembering the interview participants penchant for being respectful of time
may help put this low-ranking/frequently appearing item into context. With such high
agreement on the traits that supervisors are looking for, it is possible that they feel it is
too unfocused of a question. In her interview Sarah indicated that a personal narrative
was important, but the question that she used was more direct and gave the candidate a
frame of reference for what type of response was needed. Sarah asked her candidates:
“what makes you the person for this job, and what makes you unique?”” and “what are
you going to bring to the job that somebody else isn’t going to bring?” The questions are

framed in such a way that the candidate is more likely to focus their response on how
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they view themselves functioning in the position. The more free-form question “tell me
about yourself” can be considered vague, and without any context or clarifying elements,
may lead to an unhelpful response. It is also possible that since the supervisors
demonstrate their pragmatism in implementing interview protocols that help them
distinguish specific characteristics, that they have found that well-crafted responses to the
question “tell me about yourself” does not yield significant value compared to the amount

of time it takes away from the more meaningfully phrased questions.

Known Candidates

When taking all parts of the process into account, it can be quite advantageous for
a job seeker to have a strong professional network. At the very least, having a
relationship with someone who is both respected in their own professional network, and
is willing to call upon a job seekers behalf would provide a key benefit. As indicated
earlier, it is common to have many applicants to a single teaching position. As evidenced
by the thorough processes after resume reviews, it is clear that a resume in and of itself
cannot provide enough information about the applicant to create a final decision; it is a
problematic tool to make initial selections from as well. These are reasons why hiring
officials have come to welcome recommendations.

Interview participant Mark also spoke about the person doing the recommending.
While the benefit to the hiring official is tangible, a candidate who is worth reviewing
further, there is a built-in check mechanism. That check mechanism is the recommender’s
own credibility. The survey results show that the recommendation is, in fact, a valued
component of the process (it was the third highest rated pre-screening item of ten). The

implication is that if it is valued by the music supervisors, then the recommendations
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likely yield positive results. Mark explained that the credibility of the recommender was
important in two ways. It was important to the person receiving the recommendation, of
course. It was also important for the person who was making the recommendation. There
is a certain need to maintain the professional network by only providing meaningful
recommendations that have a real chance at the job. At stake is the reputation of the
recommender.

The concept of known candidate advantage changes, if slightly, when the
candidate is someone who already works in the district and is looking for an
improvement in job title. A regular example of this is a substitute teacher or a part-time
teacher applying for a full-time teaching job opening in the same district. In these cases,
the supervisors have extended periods of time with which to observe the candidate in real
teaching scenarios within the school community. It will be easier for a supervisor to
make their decision even before the formal interview process commences. Sarah
explained of a story where two substitute teachers who had been working in her district
applied for a full-time position; their performance was such that neither got the full-time
job, it went to an outside candidate. Mark’s anecdote proves the opposite can occur, as
well. One of the hires that he made was a person employed in a substitute position for
many years, and continued to prove herself a valuable candidate. She received a full-time
teaching position.

Throughout the interviews, the participants never lost focus on their hope to find
the best possible teacher for the students in their schools. To that end, being a candidate

who is known as a result of a substitute teaching position would be well advised to think
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of every day of work as a substitute as a job interview. That evaluation of their daily

performance can just as easily hurt a candidate as it can help.

Supervisor Influence

This area is unique to this study, as [ was unable to find any research on that
spoke specifically to the importance of a department supervisor in the hiring process.
Each of the existing studies focused on the manner in which principals carried out the
hiring process. The participants in this study indicated clearly that supervisors of music
had a lot of influence in the hiring of music teachers. The survey response for the prompt
“how likely is the opinion to influence the hiring decision/music supervisor” ranked
highest with a score of 4.88. Further, each of the interview participants explained of how
their administrative colleagues trusted them to lead the decision-making team. In all
cases, the interview participants shared that selecting a teacher was wholly a team
process, but each also indicated that there was a fair amount of deference to the music
supervisor. In Thomas’s response, he found that principals would defer to him because of
his expertise in music. This may be a result of the principal’s general lack of confidence
with music as a content area; after all they rarely even asked candidates musical questions
(Brinkman & Mallett, 2000).

It was clear throughout the study that the supervisors of music who were
interviewed for this study held a vision for their department. They are given the latitude
by their central office and even building level administrative colleagues to carry out their

vision, particularly when it comes to leading the committee on hiring teachers.
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Additional Findings

The findings from the interviews that were strong enough to be included here that
did not line up neatly to the research questions were relevant considerations to make in
this subject. The first area that was discussed was the overall reputation and wealth of a
school district, and the second area dealt with racial diversity within the applicant pool.

Long Island is far from monolithic in its socioeconomic and demographic
makeup. There are many instances where a village of extreme wealth is bordered by a
village with extreme poverty. Throughout Long Island, as in the rest of New York, school
district tax levies are derived from the assessed value of the real property within their
boundaries. The amount of financial flexibility to provide teachers with a competitive pay
scale is dependent on many factors, but can loosely be tied to the wealth and tax base of
the communities that the school districts serve. A review of New York State spending
watchdog site See Through NY (See through ny teacher pay, 2020) reveals the median
salaries for each district. The difference between the highest and lowest median salaries
in Nassau and Suffolk is $76,862. The highest median teacher salary was reported as
$148,888 and the lowest was reported as $72,026.

The interview participants in this study alluded to the recruitment and retention
benefits and drawbacks that came with either a high or low salary scale. Melissa, a
supervisor in a high wealth district, found that the high salary scale offered by her district
yielded more candidates with experience. These candidates were willing to leave other
districts in hopes of moving to a place with more income potential, and possibly more
district and community support. Sarah’s district was relatively low paying, and she

expressed that her applicant pool rarely has experienced candidates. The benefit she
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found, however, was that the community support made it so that successful teachers felt
comfortable staying for the duration of their careers.

Mark was the only interview participant who addressed bias in a straightforward
way. His comments reflect an acknowledgement of the calls for systemic evaluation and
change that are echoing throughout the United States. Mark indicated that he understands
the movement to examine diversity and representation in music education. He has also
highlighted a challenge that decision makers face when seeking candidates to fill
positions; that is the ethical matter of which methods should or should not be used to
select diverse candidates from a pool of applicants. The federal government prohibits
discrimination against a multitude of protected classes, and further prohibits:

“an employer or other covered entity from using neutral employment
policies and practices that have a disproportionately negative effect on applicants
or employees of a particular race, color, religion, sex (including gender identity,
sexual orientation, and pregnancy), or national origin, or on an individual with a
disability or class of individuals with disabilities, if the polices or practices at
issue are not job-related and necessary to the operation of the business”
(Prohibited employment policies/practices, 2020).

When Mark shared his comment that he was not sure if we were using “100%
dyed in the wool ethical practices” he was referring to looking through resumes for home
addresses, or names that would reflect a certain race, among other non-professional
characteristics. These comments and other comments that he made reflect an
understanding of the varying degrees of over and under representation of races in the
field of music education, and a desire to bring more parity to the field. These comments
also underscore a need for increased professional development relating to the legal

aspects of hiring and discrimination. None of the other interview participants spoke

overtly about race in the hiring process, though Melissa, Sarah and Thomas did talk about
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candidates needing to “fit” into their communities. It is certainly possible that each of the
participants had their own definitions and interpretations of “fit.” However, with these
comments taken altogether, it is possible that the word “fit” is a safer and far less
controversial way to talk about candidates and the way their backgrounds align with

those of their student population.

Conclusion

It is reasonable to conclude that the music supervisors represented in this study
make decisions in ways that are similar to principals in related research. After all, school
administrators, be they principals, department chairpersons, supervisors of music, etc.,
participate in school leadership certification programs which do not privilege any content
area expertise over another. Edgar (2012) did indicate that principals were somewhat
intimidated by the specialized nature of music, and that their lack of confidence related to
their own musical skill led to a focus on traits other than musicianship. Even still, music
is just one of many subjects in schools that principals oversee that may be outside of their
academic specialty.

Those seeking employment in music teaching will have lots of expectations to
meet. Though this study has consistently found that caring about students was of the
utmost importance, it was clear that the supervisors of music demanded strong
personality skills, professionalism, content knowledge, and teaching skills. Supervisors
used a variety of methods to find their best candidates, and most modified their
interviewing processes based upon the unique characteristics of each job opening. The
supervisors let their own beliefs, expertise, and community understanding guide their

processes in order to reach their objective, in much the same way a teacher might modify
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a lesson from one session to the next in order to best meet the needs of their current

situation.
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Chapter VI - SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

In my own 8 years of experience as a supervisor of music [ have had many
experiences in the area of hiring music teachers. Through many conversations with
school administrator colleagues, it has become clear that hiring a good teacher is of the
utmost importance. A music program’s vitality depends greatly on student enthusiasm,
and a music teacher will interface with potentially thousands of students over the course
of their career. For music education to flourish within a school community, it is of high
importance that a school’s music teacher is a positive contributor to student success and
enthusiasm in music education. It is incumbent upon those hiring music teachers to find
the best teachers for the students within their district. With average teacher turnover rate
at approximately 11% (NYSED, 2019b), there will continue to be a need for developing
deeper understandings of hiring teachers.

Through discharge of my duties I have reviewed over a thousand resumes,
interviewed dozens of teacher candidates, and have hired persons for both full and part
time music teaching positions. I have both provided and received recommendations for
teaching candidates through my professional network affiliations. Through these
interactions, various patterns emerged that led to the research questions posed in this
study. What were supervisors of music looking for? How did they find if a candidate had
what they were looking for? Through the job interviews I conducted it seemed apparent
that the candidates were not sure of what to focus on when they were responding to
questions; some focused on their own musical ability, others on their passion for

teaching, and still others were not very focused at all. Through my interactions with
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colleagues, it was clear that they each knew what they were looking for, even if it was not
explicitly articulated.

This mixed-method study titled “The Hiring of Music Teachers by Supervisors of
Music” sought to develop a more complete understanding of all that goes into the hiring
of music teachers in k-12 school systems, when that hiring is led by an administrator with
music content expertise. Scant research exists relating to any aspect hiring of music
teachers, and no previous studies examined the topic of hiring music teachers when the
lead hiring agent is a supervisor of music. This study sought to fill those gaps in existing
research for the potential benefit of those persons actively engaged as supervisors of
music, music teaching job candidates, administrators without a specialized background in
music, and within music teacher preparation programs. By finding a geographical area
(Long Island, New York) with an active music supervisor professional networks and a
relatively high concentration of districts employing persons in supervisor of music roles,
I was able to attain a relatively high survey response rate of 58%, and each of those
respondents indicating a willingness to participate in a follow-up interview.

The survey questions were designed to solicit information about each stage of the
hiring process. Participants answered questions about the initial review stage. In this
stage participants were asked about the various components of reviewing applications,
and the extent to which each of those components held value in their opinion. Participants
then answered questions about the teacher selection process. They provided information
about which processes were used (interviews, demonstration lessons, performances, etc.),

and about which members of the school community were involved in each step of the
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process. To conclude the survey, participants responded to questions which directly asked
them about the characteristics they sought from music teacher candidates.

Finally, a purposeful sampling of six supervisors of music was chosen for follow-
up interviews. These participants were chosen because of their experience, and their
collective representation of diverse socio-economic and demographic populations. Each
participant provided thoughtful responses that reflected individual philosophies
developed over the course of their careers as music educators and music supervisors.

The mixed-method research design provided a vehicle which allowed for both a
breadth and depth of understanding of the research questions that lead to comprehensive

answers to the research questions.

Conclusion — Research Questions

The research questions that have guided this study have led to an examination of the
entire process by which music teachers are hired. Various components of the hiring
process were explored. I have created a portraiture of the persons typically involved in
the hiring of teachers, school principals and the specific subset of supervisors of music;
the focus of this study. The influencing factors involved such as education law and
policy, biases, teacher evaluation systems, were outlined in order to paint a clear picture
of the framework within which school administrators work. This background provides the

context which helps to understand the answers to the research questions.

Research question 1: Which competencies and skills do music supervisors seek from
music educator candidates?
Through the examination of the competencies, traits, and skills prompted by this

study and supported by related research a number of conclusions can be made. As
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discussed in chapter 3, most traits explored in this study are able to be categorized in a
way similar to the way the Danielson rubric categorizes the various components of
teaching into domains. Competencies of teaching candidates explored in this study fall
into the four domains: Planning and preparation, the classroom environment, instruction,
and professional responsibilities. In sum, the supervisors of music shared in a belief that
everything asked about herein was at least “moderately important.” It is clear that these
administrators have high expectations for their teaching candidates. As a baseline, they
are looking for teaching candidates who can demonstrate a sufficient expertise in the
content necessary for the job for which they are applying; there was an overall
understanding that not all music teaching positions required the same types of musical
knowledge or ability. Meeting the requirements of the job-aligned content knowledge (or
ability) allows candidates to advance to the stage where the rest of their skills can be
evaluated. The most important skill that a teaching candidate could demonstrate
throughout the interview process was a personality that reflected a care for students.
Following caring for students, other soft skills ranked among the top traits; candidate
desire to improve their teaching, candidate is enthusiastic, candidate is a clear
communicator. Each of these traits ranked higher than any demonstrable teaching or
musical skills. The understanding here is that the supervisors of music felt that teachers
can more easily improve upon hard skills (lesson planning, lesson delivery, content
knowledge) and that the supervisor may prefer to have input in that skill development.
This understanding continues with the idea that these soft skills (caring, motivation to
improve, enthusiasm, and communication) are personality traits that may be very difficult

to change. Teaching is a collaborative profession, and a strong school relies on a well-
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functioning community focused environment. Supervisors of music understand the
importance of bringing new teachers into their school community who show the potential
to work well with students, other adults, and add positively to the building and district
culture.

With this, it makes sense that a “desire to improve their teaching” is a very close
second to caring about students. It supports the supervisors’ ability to privilege
personality traits over teaching skills; should the successful candidate-turned-teacher
show deficiencies in teaching, their desire to improve, coupled with supervisor support,
will likely fill in the gaps to make an otherwise positive member of the school

community more effective.

Research Question 1a: How do supervisors of music determine if candidates have those
competencies and skills?

In many ways, school buildings and districts maintain their own unique practices
of hiring based on their culture. These practices may be influenced by contractual
requirements, timing of the hiring, parent and community involvement, administrator
preferences, and other variables. The hiring process begins with an internet-based
application system, where applicants can upload their resumes and cover letter. The tools
that are used once the applications are submitted include pre-screening interviews, formal
interviews, demonstration lessons, musical performances, writing samples, and, rarely,
content area tests. Formal interviews are used universally; any of the other tools are
considered secondary, and would be used in addition to the formal interviews, if they

were used at all.
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Logistical factors played heavily into the use or lack of use of the secondary tools,
chief among those factors was time. Each participant indicated that some sort of
committee was employed to evaluate candidates at various stages of the process. With
potentially hundreds of applicants for any given position, it is important to the
supervisors that they are respectful of committee members’ time, and find ways to
evaluate candidates abilities efficiently. The supervisors who participated in the
interviews indicated that the exclusion of certain hiring tools (such as performances on
musical instruments, or demonstration lessons) did not reflect an ambivalence toward the
skills possibly demonstrated through their use. It would be a more accurate representation
of the findings to say that the exclusion of certain components was due to a reflection by
the supervisors that it would be more efficient to evaluate those skills through the formal
interview or through a content review of the resume. No supervisor who excluded
performance tools (musical performance or demonstration lesson) found the exclusion of
those elements to be detrimental to evaluating the potential teaching success that a
candidate might have. However, some supervisors felt that the inclusion of multiple
methods of candidate evaluation, and the resulting increased contact time that the
committee had with a candidate, helped to identify how well the candidate would fit in to
the school community. This finding supports the idea that more than their hard skills, a

candidate’s fit within a school community is of the ultimate value.

Research Question 1b: To what extent do supervisors of music utilize established
teacher evaluation instruments in assessing candidates?
Formal teacher evaluation systems or instruments are a ubiquitous requirement in

school systems. All school administrators are required to have a working knowledge of
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the teacher evaluation system in use throughout their district. A vast majority of school
districts in New York State use the Danielson Framework for Teaching, or a variant
thereof, which seeks to compartmentalize every element of teaching, and codify those
elements in a way which recognizes and encourages a teacher’s ability to improve. When
asked if their district’s teacher evaluation system directly influenced their assessment of a
teaching candidate, supervisors responded in the negative. A deeper look, however, may
find that the supervisors are utilizing portions of the evaluation system that they typically
do not encounter during the usual discharge of their teacher evaluation routines. It is
likely more accurate to say that the integration of the teacher evaluation systems into
school systems have helped to form comprehensive definitions of what good teaching
looks like, and how professionals have the capacity to grow within each of the various
areas of teaching. The hiring process that supervisors employ is designed to assure an
appropriate standard of content knowledge and teaching skills, while ascertaining a
candidate’s potential capacity and willingness to put in the work needed to become a

highly effective educator.

Research Question 1c: In what ways do supervisors prioritize musical abilities among
all competencies sought?

Among the list of competencies sought by supervisors of music researching in this
study, musical abilities were ranked 11", 12 and 13" among the 17 survey choices
offered. With scores of 4.308 (knows music education pedagogies), 4.158 (performance
on major instrument), 4.008 (students musicianship improve after a demonstration lesson)
they are all rated at least “very important.” The middle of the pack ranking for musical

competencies aligns with similar values placed on musical competencies in studies of
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school principals (Abril & Gault, 2006; Edgar, 2012; Juchniewicz, 2016). In a manner
similar to principals, the supervisors evaluate all of the characteristics that a candidate
brings in a holistic way against the needs of the building, department, and district.
Supervisors are, however, far more comfortable than principals in understanding the
musical abilities of a candidate. As Phillip said in his interview, he can fairly easily judge
a candidate’s musical ability through analysis of their resume. The time spent in
interviews talking about the way supervisors evaluated candidates’ musical ability
reinforces that while it ranks relatively low among the other competencies, it is

nonetheless important.

Research Question 2: In which ways do music supervisors differ from principals in
their hiring preferences?

In the big-picture areas that this study explores, supervisors of music do not differ
from principals in significant ways, as it relates to the competencies and traits that they
seek from teachers. The competencies and traits sought by supervisors of music aligns
relatively closely to those sought by principals. It is important to remember that
principals and supervisors of music go through the same certification programs that focus
on school leadership as a content area. Those programs do not privilege any particular
primary content specialties that educators seeking administrative certification have.
Further, Pierson et al. (2014) found that there is no statistical significance related to
principal effectiveness and their academic specialty. The takeaway here is that while
principals may have limited music content knowledge, and potentially limited ability to
effectively measure the extent of a candidates musical skill, principals and supervisors of

music are looking for similar traits in their candidates.
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The area that may differ, when the hiring is led by supervisors of music as
opposed to principals, are the secondary elements of the interview process. Abril and
Gault (2006, 2008) and Edgar (2012) all suggested that principals tend to shy away from
musically focused goals for their teachers. Though there is no research focused on the
processes principals use to hire music teachers, it is likely that when the hiring is led by a
supervisor with music experience, the process will more often include a more accurate
evaluation of the candidate’s musical ability. Differences between supervisors of music
and principals may become more apparent after the hiring process, during the course of

supporting the hired music teacher in the planning and execution of their lessons.

Recommendations for practitioners
This study sought to provide insight into the hiring of music teachers by
supervisors of music for the benefit of four specific audiences. Following are
recommendations for those actively in (or seeking) supervisor of music positions, music
teacher job applicants, school administrators without music backgrounds, and music
teacher preparation programs. For each constituent group, the results of this descriptive
study can provide a deeper understanding of what is important for this group of school

decision makers.

Recommendations for Supervisors of Music

There are a number of takeaways for supervisors of music, who generally show
high agreement when asked about the characteristics or traits they seek from candidates.
These takeaways relate to understanding why a candidate recommendation from a
colleague is an effective tool, and the overall choice of processes used when hiring a

teacher.
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The music supervisor participants in this study work in a geographically small
area with a high percentage of districts employing persons in the position of supervisor of
music. The professional networks of music supervisors are strong, and the supervisors
value their networks. The value that supervisors find in these networks are in the
comradery, professional learning, and the safety provided by the support of those in
similar positions in other districts. There is an understanding among the supervisors that
as a group of colleagues they need to be able to count on each other and trust that each
member of the organization will contribute in good faith. When members of an
organization make recommendations for hiring, it can generally be surmised that the
recommender realizes that with each recommendation their own reputation is at stake.
The currently employed practice of offering recommended applicants a move past the
initial screening round is sound. All of those interviewed indicated that they then treated
those candidates as if they were on equal standing as the remainder of candidates, without
a promise of employment unless the rest of the candidate evaluation warrants such
employment is a generally accepted frame of thinking. After the recommendation is
made, the onus to perform is then on the candidate; the pressure is not on the supervisor
to offer employment to an unqualified recommendation as a favor.

Supervisors of music frequently responded that time was a consideration in
bringing in a certain number of candidates, or asking candidates to participate in the
various activities beyond the interview. As with any aspect of the job, hiring teachers is a
task that can be evaluated and subsequently improved upon with proper reflection and
process modification. Supervisors would benefit from honing their own priorities for their

teaching candidates, and evaluate the efficiency of the various components of the
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interview process. Efficiencies can be found in a number of components of the process.
In the resume/cover letter review, evaluating the types of experiences that yielded the
best candidates will help focus the resume/cover letter reading process in the future, and
help to more effectively select applicants to become candidates. In the following rounds,
eliminating performances of major or secondary instruments might be possible if the
review of the resumes or an interview question can yield sufficient information.

Few supervisors indicated that a portfolio provided much value. With the Covid-
19 pandemic, there has been a dramatic acceleration in the adoption of internet resources
relevant to presenting information. If efficiency of time is an important consideration,
requiring digital portfolios (which are also increasing in popularity within school systems
as methods of more authentically evaluating students) would be a way in which
committee members would be able to get a more comprehensive picture of a candidate’s
skills.

Further, though most supervisors of music espoused a student-centered approach
to hiring their teachers, very few reported the inclusion of students in the hiring process.
There was no indication that student input was solicited or considered when making
hiring decisions. Students have their own unique perspective, and will potentially be
spending considerable amount of time with the person who is hired. Supervisors might
consider finding additional ways to include student voice as a part of the process. A
carefully worded survey distributed to students at the conclusion of a demo lesson may
yield a unique candidate assessment. To foster a more democratic educational process, a
panel of student interviewers would be a unique way to develop an understanding of how

a candidate might work with their students.
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Recommendations for Music Teacher Job Applicants

The recommendations for applicants to music teaching positions relate to their
preparation, and presentation. Music teacher preparation begins well in advance of an
applicant’s first interview, much the way an actor’s first audition is the culmination of
years of preparation in honing their craft. Their presentation comes in the form of their
resume, cover letter, and performance during the interview process. Only with good
preparation will a presentation be of an authentically high caliber.

Music teacher candidates should be careful to review the competencies and traits
sought by supervisors, and not get caught up in the ranking of any individual item. After
all, each item was ranked, at the very least, as moderately important. No item received an
average score of “not at all important” or “slightly important.” The supervisors of music
who are tasked with making hiring decisions have shared through survey results and
long-form interview responses that caring about students is far and away the most
important characteristic. That characteristic, however, is by no means the exclusive
measure of a quality music teacher job candidate. Without a solid foundation of musical
content knowledge, pedagogical understandings, lesson plan development and
implementation, the personality traits that are overwhelmingly preferenced by the
supervisors will not have a platform on which to stand and shine through. A music
teacher candidate should devote their professional preparation pathway to being the best
musician, teacher, and person that they can be. They should do this with a focus on the
needs of their future students and a belief that these qualities are necessary for providing

their future students with the most meaningful experience possible.
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When it comes to presenting themselves to their prospective employers, it is
important to remember that professionalism matters. A reminder that this study found
that the most important quality for a candidate to demonstrate during the pre-screen
round is a resume and cover letter that is free of typographical errors. This was ranked as
more important than the quality of the content of those two documents, any collegial
recommendations, or a candidate’s musicianship. In other words, preventable errors at
this stage can immediately disqualify a candidate. Through the findings in the interviews
of this study and my own personal experience, it is far too often that candidates will
address a cover letter to a person in a different district, fail to correct mechanical (spelling
or grammatical) errors, or some other mistake that would have easily been caught had the
application have been proofread.

In addition to the presentation of application documents, the in-person
presentation during the various tasks are of the utmost importance. It is quite possible that
a person seeking a job has only 15 minutes to convince a committee that they are the
right person for the job. Of note, the formal interview is the most important element of
the hiring process. It is during this time that a candidate will likely have the most
stakeholders in one place at the same time. Candidates would be wise to understand the
types of questions that might be asked, and have a framework of responses that align to
an overarching message that they want the committee to receive about their personality,
abilities, and philosophy.

It is also important to realize that the supervisors are not looking for perfection.
Rarely do hiring officials utilize checklists or systems whereby each trait is objectively

evaluated and scored on a chart. Most hiring decisions are made by looking at all of the
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skills and traits that the candidates bring with them and selecting the candidate that best
fits in with the needs of the district and community. It is important for a candidate to
recognize and highlight the ways in which they may be considered uniquely qualified for
a teaching position. On the other side of the same coin, however, it is also important to
recognize when ones’ skills do not align properly with the job at hand.

Finally, while recent graduates of teacher preparation programs are highly
motivated to apply for any job within any school district to gain to begin receiving a
salary and benefits, it would be prudent to recognize that the concept of “fit” works both
ways. While schools are looking for candidates that fit their needs, candidates should
maintain a sense of agency and awareness when offered a teaching position, and make
sure that the position they are applying for is clearly delineated. Ellis et al. (2017)
discuss, at great length, the value of an accurate job preview and the resulting teacher job
satisfaction. They further elaborate on the importance of how teachers job satisfaction is
highly influenced by the way their skills match the job that they have, and that the way
their personality matches with those in the organization. Job satisfaction is an important
element for new teachers, as it can have a great impact on a new teacher’s willingness to

remain in the field.

Recommendations for School Administrators without Music Backgrounds.

Principals and supervisors of music are in overall alignment when it comes to the
types of traits that they seek in their music teacher candidates. Edgar (2012) found that
principals did not evaluate teachers based on their musical goals, and it is possible that
their lack of confidence in music content knowledge creates a situation where they

inadvertently minimize the importance of a candidate’s musical ability. Both Abril and
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Gault (2008) and Edgar (2012) found that the principals tend to lean away from music
content and toward some of the more extra-musical benefits that come along with music
education; teamwork, collaboration, community building.

For the purposes of hiring the best possible teachers, principals who are members
of school communities without formal music supervisors may wish to seek the help of a
music teacher who has demonstrated a care for the quality of music education that
students in their building and district receive. Working together, the principal can use
their expertise to determine the candidates personality, lesson planning, and work ethic
skills, while the music teacher can provide the support of evaluating their musical skills

and pedagogies specific to music.

Recommendations for Music Teacher Preparation Programs

Music teacher programs would benefit from expanding partnerships with school
districts to develop a better understanding of how music teacher candidates should be
preparing for teaching positions, and how they should present themselves in interviews.
Few teacher preparation programs expand their partnerships with k-12 institutions of
learning beyond offering a student teacher’s sponsor teacher with remuneration (either
financially, or credit vouchers). Including k-12 personnel (administrators, teachers) as
student teaching seminar participants can help student teachers develop a more
comprehensive understanding of what school districts are looking for. Relationship
development between teacher preparation programs and k-12 school districts can be
mutually beneficial; school districts benefit from improved job teacher candidates as a
result of their influence in teacher candidate preparation, and preparation programs

benefit from having graduates more easily able to procure employment.
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Recommendations for Future Study
With scant research relating to hiring music teachers, and with minimal research
relating to supervisors of music, there are ample opportunities to expand the field of

knowledge.

Expanding the Scope of this Study

This study examined a small geographical area (Long Island, NY), due to its
concentration of supervisors of music. Long Island is also an economically and
demographically diverse region, so the participants of this study are reflective of a broad
range of economic and demographically diverse populations. Though Long Island is not
monolithic in nature, it is not a representation of the entire state or nation. Regional
replications of this study may yield differing results, and will likely yield varying
narrative responses. Rural areas with less dense populations may find smaller applicant
pools from which to draw, possibly impacting the priorities of hiring officials, or the
competitiveness of the applicants themselves.

Having the very position of supervisor of music within a school district implies a
commitment to music, financially and philosophically. It is not a mandated position to
have in schools, and as such, it says something about the value that a district places upon
music education. Some school districts that do not employ music supervisors have “lead-
teachers,” which often take the form of a quasi-teacher leader position not requiring
administrative certification or supervisory functions. If persons in lead-teacher positions
participate in the hiring of music teachers, without the education that certified
administrators have, it begs the question of how might their priorities of candidate

evaluation be different?
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Evaluating the Processes in Use

This study was descriptive in nature, designed to provide as much detail as
possible related to the processes used and the characteristics sought by supervisors of
music for teachers that they are hiring. Supervisors spoke of finding ways to improve
efficiency of the hiring process, but there is no method (beyond trial and error) to
evaluate the efficacy of the hiring procedures used. Nor is there a method to determine
whether the traits that supervisors of music (or principals, for that matter) are the best
traits to look for. The question “did this method of hiring produce the best candidate” is
possibly unanswerable to a high degree of certainty, since it is not possible to evaluate the
teacher that did not get hired. A benefit to the field may be found in a longitudinal case
study exploring the manner in which a supervisor of music hones their interview process
over the course of time and evaluating how their perception of the process and candidate

success change as a result.

Understanding the Role of the Music Supervisor

Again, scant research exists on the role that supervisors of music play within
school systems. These k-12 program leaders often have indirect influence on the music
education of thousands of students. School systems nationwide employ individuals in
these roles that guide music programs in districts by leading in curriculum development,
supervision of teachers, public relations through the arts, extra-curricular student
experiences, and interfacing with local, regional, state and national organization to
provide students with opportunities. Developing a body of research geared toward
helping these individuals execute their jobs in these categories and beyond may have a

great impact on the music education of students nationwide.
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Methodology

The five-point Likert scale has a number of limitations. One such limitation is the
availability of a neutral opinion option at the mid-point of the scale. A large number of
the prompts were items that are generally accepted as good practice, and when presented
in the manner of this survey, a participant might be hesitant to score an item as neutral or
lower. A number of strategies might be employed in future studies to increase the
variance in answers. A larger scale with an even number of choices would increase the
variance in answers, but still likely yield high scores for each prompt. Omitting the text-
based value scale in favor of numbers (e.g. “rate the following with 1 being the least
important and 10 being the most important”) may further help give participants freedom
to score in a more precise way. Asking participants to rank all choices or rank pairs of a
smaller group of choices would be an additional way to develop an understanding of

participants beliefs.

Limitations of this Study

The COVID-19 Pandemic

The entire data collection portion of this study happened in the midst of the
COVID-19 pandemic that had a tremendous impact on school districts throughout the
nation. Schools in the Long Island region where shuttered from mid-March, 2020, and the
experiences that students, teachers, and administrators varied greatly. In addition to the
public health crisis which caused great disruption and loss of life, many schools were
unable to continue meaningful instruction in the then-new remote learning paradigm. One
consistent thread, however, was an emerging refrain among those working in schools to

provide extra focus on the care for the mental wellbeing of all students.
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The survey portion of this study was conducted in July, after the 2020 school year
had concluded. At that point, there was no real understanding of how long the pandemic
might last, nor did we understand how great or long-lasting our behavioral or values
changes might last. Survey participants were shown a special note during the completion
of the survey. It read: “This research seeks to understand the hiring of music teacher
under normal circumstances. As such, please respond to the survey items as you would
have without the influence of the Covid-19 pandemic.”

It must be acknowledged, however, that it may have been entirely impossible for
survey participants to detach the experiences in which they had been living when
responding to which characteristics they considered to make the best teacher for their
students. This may have impacted the ratings on a prompt such as “caring for students.”
However, with the pandemic lasting far longer than ever imagined, should the “caring for
students” trait have been artificially higher at the time of data collection, it is likely that
preference may be higher for a long time to come. Considering the related literature also
ranks traits similar to “caring for students” favorably, the overall impact on the results to

this study is likely minimal.

Bias Considerations

As found in the related literature bias can be challenging to identify and
remediate. The very definition of bias deals with subconscious thought and resulting
actions made by persons who either may (passively) not know their bias exists, or
(actively) believe that they are unbiased of opinion (Greenwald et al., 2009; McCormick,
2015). Only one of the six participants (Mark) made mention of the way he purposefully

considered both systemic and personal biases. No other candidate talked about strategies
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to actively seek candidates from underrepresented backgrounds, or of seeking candidates
to either match or contrast with their district populations. This is deserving of further
research, as the data was collected during a period of national tumult that brought bias to
the center of national attention through the Black Lives Matter protests throughout the
country. During this time, music education organizations, including the National
Association for Music Education, acknowledged the inequities inherent in music
education and pledged to find ways to be more inclusive.

The exclusion of a question about biases in the interview protocol limits the
understanding of how participants treat candidates of varying backgrounds. Thus, through
this study we are unable to know if the exclusion of bias in their responses is indicative of
bias awareness or not. Nor is it possible to surmise the extent to which each participant
acknowledged bias through their own unique hiring process. This area has much potential

for future study.

Limitations of the Researcher

As a supervisor of music myself, I have the perspective of having a more intimate
understanding of what the job entails. This understanding provides opportunity for deeper
insight and ability to analyze the findings of this study. It is possible, however, that with
such close knowledge of this job, inadvertent assumptions and/or biases influenced the

analysis of the findings.

Closing thoughts
Supervisors of music are music program leaders who find ways to make music
education better for the students in the districts that they serve. Supervisors of music

understand that the music teachers that they hire will be working with students, hopefully
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for many decades. They know that the selection of teachers who will provide students
with excellent music learning experiences will help fulfill the lives of those students and
help to create a more complete school community. The supervisors of music who
participated in this research study showed that they place students at the center of their
decision-making process, by the very fact that “caring about students” was the highest
ranked characteristic a teaching candidate could bring to the table. They care about
professionalism, as indicated by the high scores given to characteristics representing
professionalism, and through their interview responses. Much like the way a teacher
might hope their students come to class and work hard to be the best versions of
themselves, the supervisors of music value teaching candidates who place an importance
on their own professional development for the benefit of the students in their classes.
With a broad view of the district music program, the music supervisors ultimately hope to
hire teachers who have the tools necessary to inspire the music students throughout their

entire career.
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Appendix A: Survey Instrument

Start of Block: Informed Consent

Q1.1 INFORMED CONSENT Protocol Title: The Hiring of Music Teachers by
Supervisors of Music

Principal Researcher: Joseph Owens, Teachers College

516-237-2625, jo2152@tc.columbia.edu

INTRODUCTION You are invited to participate in this research study called “The Hiring
of Music Teachers by Supervisors of Music.” You may qualify to take part in this
research study because you have a music department supervisor role.

WHY IS THIS STUDY BEING DONE? This study is being done to understand which
competencies and traits supervisors of music seek when hiring teachers.

WHAT WILL I BE ASKED TO DO IF I AGREE TO TAKE PART IN THIS STUDY?If
you decide to participate, please complete this survey. It will take approximately 10
minutes to complete.Follow-up interviews may be conducted after the survey responses
are analyzed. If you wish to participate in these interviews, there will be a place for you
to indicate your interest by entering your email address at the end of the survey. The
responses to all questions will be separated from this identifying information in order to
maintain confidentiality.

WHAT POSSIBLE RISKS OR DISCOMFORTS CAN [ EXPECT FROM TAKING
PART IN THIS STUDY? This is a minimal risk study, which means the harms or
discomforts that you may experience are not greater than you would ordinarily encounter
in daily life in the routine discharge of your job responsibilities. You do not have to
answer any questions or share anything you do not want to talk about. You can stop
participating in the study at any time without penalty. Your information will be kept
confidential. The primary researcher is taking precautions to keep your information
confidential and prevent anyone from discovering or guessing your identity, such as
using a pseudonym instead of your name and keeping all information on a password
protected computer.

WHAT POSSIBLE BENEFITS CAN I EXPECT FROM TAKING PART IN THIS
STUDY? There is no direct benefit to you for participating in this study. Participation
may benefit the field of education to better understand the hiring of music teachers
WILL I BE PAID FOR BEING IN THIS STUDY? You will not be paid to participate.
WHEN IS THE STUDY OVER? CAN I LEAVE THE STUDY BEFORE IT ENDS? The
study is over when you have completed the survey. However, you can discontinue the
survey at any time without any penalty.

PROTECTION OF YOUR CONFIDENTIALITY Any electronic or digital information
will be stored on a computer that is password protected. For quality assurance, the study
team, and/or members of the Teachers College Institutional Review Board (IRB) may
review the data collected from you as part of this study. Otherwise, all information
obtained from your participation in this study will be held strictly confidential and will be
disclosed only with your permission or as required by U.S. or State law.

HOW WILL THE RESULTS BE USED? This study is being conducted as part of the
dissertation of the primary researcher. The results of this study may be published in
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journals and presented at academic conferences. Your identity will be removed from any

data you provide before publication or use for educational purposes. Your name or any

identifying information about you will not be published.

WHO CAN ANSWER MY QUESTIONS ABOUT THIS STUDY?If you have any

questions about taking part in this research study, you should contact the primary

researcher, Joseph Owens at jo2152@tc.columbia.edu. You can also contact the faculty
advisor, Dr. Hal Abeles at abeles@tc.edu

If you have questions or concerns about your rights as a research subject, you should

contact the Institutional Review Board (IRB) (the human research ethics committee) at

212-678-4105 or email IRB@tc.edu or you can write to the IRB at Teachers College,

Columbia University, 525 W. 120th Street, New York, NY 10027, Box 151. The IRB is

the committee that oversees human research protection for Teachers College, Columbia

University.

PARTICIPANT’S RIGHTS:

¢ [ have read the Informed Consent Form and have been offered the opportunity to
discuss the form with the researcher.

¢ [ have had ample opportunity to ask questions about the purposes, procedures, risks
and benefits regarding this research study.

¢ [ understand that my participation is voluntary. I may refuse to participate or withdraw
participation at any time without penalty.

e The researcher may withdraw me from the research at the researcher’s professional
discretion.

e [f, during the course of the study, significant new information that has been developed
becomes available which may relate to my willingness to continue my participation,
the researcher will provide this information to me.

¢ Any information derived from the research study that personally identifies me will not
be voluntarily released or disclosed without my separate consent, except as
specifically required by law.

e Your data will not be used in further research studies.

e [ should receive a copy of the Informed Consent Form document.

My Signature Means that I agree to participate in this study:

[SIGNATURE BOX]

Q1.2 Your Name:

End of Block: Informed Consent

Start of Block: Qualification Questions

Special Note:

This research seeks to understand the hiring of music teacher under normal circumstances. As
such, please respond to the survey items as you would have without the influence of the
Covid-19 pandemic.



Q1.3 Do your current job responsibilities include public school music department
leadership?

* Yes

e No

Q1.4 For how many years have you held a music department leadership role?
e 0-4
®5-9
e 10+

Q1.5 Please indicate certifications NYS Certifications that you hold or have held
e Classroom Teacher: Music k-12

¢ Building Level Administration

e District Level Administration

Q1.6 Describe your role in hiring music teachers in your district:
e Committee Leader

e Committee Member

¢ Only person involved before superintendent

¢ Not Involved

Q1.7 Would you consider your overall school district community to be:
e High Wealth

e Medium Wealth

e Low Wealth

End of Block: Qualification Questions

Start of Block: Initial Review

Q2.1 The following group of questions refer to the initial review of all applicants
responding to a music teaching job posting. In most situations, this is before the
employer has any formal contact with the applicant.

138



Q2.2 In your district, who is involved in the initial review of job applicants (resume,
recommendation, or cover letter review) Select all that apply

e Students

e Parents

e Teachers

e Music Supervisor

¢ Building Administration

e Central Office

Q2.3 In your opinion, how important is the content of an applicant’s resume?
¢ Not at all important

e Slightly important

e Moderately important

e Very important

e Extremely important

Q2.4 In your opinion, how important is the formatting of an applicant’s resume?
¢ Not at all important

e Slightly important

e Moderately important

¢ Very important

e Extremely important

Q2.5 In your opinion, how important is a well-written cover letter?
¢ Not at all important

e Slightly important

e Moderately important

e Very important

e Extremely important

139



140

Q2.6 In your opinion, how important is it that the resume and cover letter are free of
typographical errors?

¢ Not at all important

e Slightly important

e Moderately important

e Very important

e Extremely important

Q2.7 In your opinion, how important is the college that the applicant attended?

¢ Not at all important

e Slightly important

e Moderately important
¢ Very important

e Extremely important

Q2.8 In your opinion, how important is the applicant’s GPA?

¢ Not at all important

e Slightly important

e Moderately important
¢ Very important

e Extremely important

Q2.9 In your opinion, how important is a portfolio?

¢ Not at all important

e Slightly important

e Moderately important
¢ Very important

e Extremely important
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Q2.10 In your opinion, how important is the applicant’s previous teaching experience?
¢ Not at all important

e Slightly important

e Moderately important

¢ Very important

e Extremely important

Q2.11 In your opinion, how important is it that the applicant’s level of musicianship is
apparent in their resume or cover letter?

¢ Not at all important

e Slightly important

e Moderately important

¢ Very important

e Extremely important

Q2.12 In your opinion, how important is a recommendation by a trusted colleague of
yours?

¢ Not at all important

e Slightly important

e Moderately important

¢ Very important

e Extremely important

Q2.13 Evaluate your agreement with the following statement: I hire teachers with prior
full-time music teaching experience

e Rarely

e Sometimes

e About half the time

e Most of the time

e Always

End of Block: Initial Review

Start of Block: Process



Q3.1 The following group of questions refer to the process after the initial review of
applicants but before the final superintendent (or designee) interview.

Q3.2 After the initial review of applicants, which processes do you usually utilize to
assess candidates? (check all that apply)

e Screening interview

e Formal Interview(s)

¢ Candidate performance on major Instrument

¢ Candidate performance on minor Instrument(s)

e Demonstration Lesson

e Writing Sample

e Content Area Test

Q3.3 Please indicate your own opinion of how important these processes are when
assessing candidates

Not at all Slightly Moderately Very Extremely
important important important important important

Screening
interview

Formal
Interview

Candidate
performance
on major
instrument

Candidate
performance
on minor
instrument

Demonstration
Lesson

Writing
Sample

Content Area
Test
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Q3.4 Who usually participates in the screening interview?
¢ Students

e Parents

e Teachers

e Music Supervisor

¢ Building Administration

¢ Central Office

Q3.5 Who usually participates in the formal interview?
¢ Students

e Parents

e Teachers

e Music Supervisor

¢ Building Administration

¢ Central Office

Q3.6 Who usually views the candidate performance on their Major instrument?
¢ Students

e Parents

e Teachers

e Music Supervisor

e Building Administration

¢ Central Office

Q3.7 Who usually views the candidate performance on their minor instrument?
¢ Students

e Parents

e Teachers

e Music Supervisor

¢ Building Administration

¢ Central Office
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Q3.8 Who usually views the demonstration lesson?
¢ Students

e Parents

e Teachers

e Music Supervisor

¢ Building Administration

¢ Central Office

Q3.9 Who usually assesses the writing sample? (Check all that apply)
e Students

e Parents

e Teachers

e Music Supervisor

¢ Building Administration

e Central Office

Q3.10 Who usually assesses the Content Area Test?
¢ Students

e Parents

e Teachers

e Music Supervisor

¢ Building Administration

¢ Central Office
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Q3.11 How likely is the opinion of the following stakeholders to influence the hiring
decision?

Extremely Somewhat Neither Somewhat Extremely

unlikely unlikely liﬁig‘; likely likely

Students
Parents

Teachers

Music
Supervisor

Building
Administration

Central Office

End of Block: Process

Start of Block: Characteristic Questions?
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Q4.1 Please indicate the importance of the following competencies or skills when hiring a
teacher whose primary job responsibility will be performance ensembles:

Not at all Slightly Moderately Very Extremely
important important important important important

Candidate knows major
music education
pedagogies

Candidate knows the
music learning
standards

Candidate can develop
an effective lesson
plan

Candidate
demonstrates caring
for students

Candidate has a
classroom
management strategy

Candidate has a plan to
work with students of
varying abilities

Candidate is a clear
communicator

Candidate
demonstrates a desire
to improve their
teaching

Candidate will likely
develop positive
relationships
throughout school
community

Candidate is
enthusiastic

Candidate expresses a

desire to participate
in teaching extra-

curricular activities



Candidate’s personal
narrative (response to
question that asks
candidate to tell about
themselves)

Candidate delivers an
engaging
demonstration lesson

Candidate is likeable

Student musicianship is
improved after
demonstration lesson

Candidate ability to
perform on major
instrument

Candidate ability to
perform on minor
instrument(s)
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Q4.2 Please indicate the importance of the following competencies or skills when hiring
a teacher whose primary job responsibility will be classroom music:

Candidate knows major
music education
pedagogies

Candidate knows the
music learning
standards

Candidate can develop
an effective lesson
plan

Candidate demonstrates
caring for students

Candidate has a
classroom
management strategy

Not at all

important

Slightly

important

Moderately

important

Very
important

Extremely

important



Candidate has a plan to
work with students of
varying abilities

Candidate is a clear
communicator

Candidate demonstrates
a desire to improve
their teaching

Candidate will likely
develop positive
relationships
throughout the school
community

Candidate is enthusiastic

Candidate expresses a
desire to teach extra-
curricular activities

Candidate is likeable

Candidate’s personal
narrative (response to
question that asks
candidate to tell about
themselves)

Candidate delivers an
engaging
demonstration lesson

Student musicianship is
improved after
demonstration lesson

Candidate ability to
perform on major
instrument

Candidate ability to
perform on minor
instrument(s)

End of Block: Characteristic Questions?

Start of Block: Follow-Up
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Q50 If you are interested in participating in a follow-up interview, please enter your
email address below. As a reminder, identifying information will be separated or
removed to protect participant confidentiality. Not all who express interest will be
contacted for a follow-up.

End of Block: Follow-up



