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CHAPTER I 

 THE PROBLEM AND ITS BACKGROUND  

 

Introduction 

 The nation has been struggling for decades to achieve 

the “newly-industrialized country (NIC)” status. Thus, 

industrialization has always been the centerpiece of the 

developmental programs of both the incumbent and past 

governments. 

 A successful industrialization program hinged on the 

availability of a highly skilled and sufficiently trained 

technical manpower and the enormous task of creating this 

pool of craftsmen or skilled workers or technicians belongs 

to the educational system, specifically the tertiary 

institution whose curriculum offerings include that 

“specialized technology education” called 

“technical/technician education.” 

 Republic Act 7796, otherwise known as the TESDA Act of 

1994, defines “technical education” as the education 

process designed at post-secondary and lower tertiary 

levels and officially recognized as non-degree programs 

aimed at preparing middle level workers by providing them 

with a broad range of general education, theoretical, 

scientific and technological studies, and related job 

skills training. 

 Technical education, as a form of technology 

education, seeks to develop technical knowledge, skills and 

desirable attitudes as well as appropriate values and work 

ethic needed to deal successfully with the technological 

nature of developments in society, specifically, technical 

education is designed to train technicians in various 
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technical fields like electronics, industrial electricity, 

automotive, home industries, computers, etc. hone further 

their competencies and help keep up with new technologies. 

Such as the complicated functions of this specialized 

technology education making it as equally significant as 

any segment of the country’s educational program. And just 

like any part of the educational system technical education 

beckons for proper attention. 

 Undoubtedly, technical institution play a vital role 

in the nation’s industrialization thrusts and dreams of 

development. According to Camaso (1991), the process of 

industrialization and the task of sustaining the country in 

the state of development provide a very strong signal for 

the educational system to shape up and improve its 

services. It is therefore imperative that institutions 

offering technical courses should be made to operate their 

curricular programs in accordance with the purposes for 

which technical education is designed. These technical 

schools have an obligation to keep abreast with the 

industries to be able to bring forth the kind of graduates 

capable of matching the required manpower. This will assure 

that the industries will have quality manpower that may 

consequently fast-tract the achievement of NIChood. It is 

necessary that these institutions work harder to improve 

and deliver nothing but the best performance. 

 Needless to say that vital in delivering the best 

performance is the “teacher”. The teacher is acknowledged 

as the heart and soul of the academic world or the entire 

educational system. Just like any educational institution, 

whether technical schools would deliver optimum performance 

or otherwise hinged on the personnel, particularly the 

faculty members, they have in their rosters. These 
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institutions could not possibly attain their lofty 

objective if they are not staffed with no less than the 

best and desirable work force. As stated by Gregorio 

(1978), it is generally accepted that no school system or 

educational program is better than the quality of the 

teaching personnel who compose it. 

 However, alarming are the current trends in the 

technical education sector that indicate erratic and 

inconsistent practices in the hiring of teaching personnel. 

Some technical teachers are given teaching position because 

they are highly skilled in a particularly trade although 

the do not meet the minimum educational requirements. 

Conversely, some become faculty members in technical 

institutions only on the strength of the degrees they 

received although they do not profess expertise in the 

technical fields they are handling. 

 When compared to the recruitment and selection 

practices and procedures of the established and reputed 

universities, those in the technical education sector would 

pale in comparison. The private technical schools need a 

thorough review of their existing personnel program. Major 

changes need to be effected immediately. The institutions 

of higher learning strictly adhere to sound procedures of 

recruitment and appointment in order to develop a highly 

qualified and competent professional staff committed to 

quality education. Unfortunately, some technical 

institutions are seemingly not committed to the same. 

 The Presidential Study Committee on Vocational and 

Technical Education (PSCVTE) was constituted through the 

Letter of Instruction in 1979 to make a review and 

rationalization of technical and vocational education. 

“That there was a shortage of jobs in educational 
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organizations must be staffed with personnel who are 

qualified to perform them. 

 This calls for the strict adherence to the established 

hiring practices and procedures such as those observed by 

the institutions of higher learning. 

 In the teaching profession, selection takes place 

within a framework of laws, regulations, and established 

procedures. Several factors beckon for consideration and 

the EDCOM report on the ineptness of technical-vocational 

teachers’ education and training vis-à-vis the minimum 

qualifications for their job accentuates the need for 

immediate action. 

 Educational institutions, private technical 

institutions included, formulate their own policies 

relative to recruitment and selection. On the other hand, 

the government agencies on education such as the Department 

of Education, Culture and Sports (DECS) and the Commission 

on Higher Education (CHED) issued guidelines to be followed 

in the recruitment and selection of teachers. Surprisingly, 

the Technical Education Skills and Development Authority 

(TESDA), the government agency directly tasked through the 

Republic Act 7796 to strengthen the quality of technical 

education in the country has not come out yet with specific 

guidelines for the hiring of faculty members which 

technical schools are strictly required to follow. 

 TESDA, of course, has already ventured into countless 

productive endeavors to bring the quality of technical 

education several notch higher. The agency has undertaken 

many commendable programs barely four (4) years in its 

existence. None of the said programs, however, addressed 

recruitment and selection programs in technical schools 

that would ensure that only the best and the most qualified 
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will be allowed to teach. It is not safe to assume that the 

technical institutions have internal policies that cater to 

the matter. An assumption does not guarantee that these 

schools observe sound recruitment and selection procedures. 

The TESDA should direct technical institutions through 

memorandum and circulars to invest not only in facilities 

and equipment upgrading but also in the acquisition of 

qualified mentors. 

 Some of the guidelines that directly affect hiring of 

teachers in private technical institutions are embodied in 

the Manual of Regulation for Private Schools. The said 

manual explicitly stipulates that “the faculty for the 

different grades and levels of instructions should have 

minimum qualifications duly supported by credentials on 

file with the school including curriculum vitae in the case 

of faculty members in the graduate course”. Specifically 

mentioned were the qualifications for faculty members in 

the kindergarten, elementary, secondary and college. 

 The hiring process in public schools are well-defined 

for their recruitment and selection programs are governed 

by education-related laws such as the Magna Carta for 

Public School, the Civil Service Law and DECS orders and 

memoranda that specifically cater to recruitment and 

selection. But what about the private technical schools? 

Schools in the private sector formulate policies within the 

framework of laws, regulations, and established procedures 

making it not a far-fetched possibility that recruitment 

and selection policies and procedures in public and private 

schools do not vary. 

 Whether or not the policies and guidelines on 

recruitment and selection formulated by the concerned 

educational institutions and instituted into laws by the 
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past and incumbent governments are followed, whether or not 

the hiring procedures in these institutions cohere with the 

established norms in recruitment and selection, and whether 

or not other factors influence the process were the focal 

points of this study. 

 Although there have been studies on recruitment and 

selection in the elementary school of the Division of 

Bulacan, no study has so far been conducted to investigate 

existing recruitment and selection policies and practices 

of technical schools in Bulacan. Whether the framework of 

laws, regulations and established procedures upon which the 

selection of teachers are based influence the decision-

making in the recruitment and selection of teachers in 

these technical institutions or otherwise and whether other 

factors influence the process or not prompted this study. 

 

Statement of the Problem 

 The major problem of the study is the following: How 

do various factors affect the recruitment and selection of 

teachers in selected private technical schools in Bulacan? 

 Specifically, the study sought answers to the 

following questions: 

1. What are the policies relative to the recruitment and 

selection of teachers as established by the private 

technical schools in Bulacan and s mandated by 

“education-related” laws? 

2. To what extent are the policies relative to 

recruitment and selection of teachers implemented as 

perceived by the school administrators and as 

perceived by the teachers? 
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3. To what extent do the private technical schools follow 

recruitment and selection procedures as mandated by 

“education-related laws?” 

4. Is there significant difference between the extent of 

policy implementation, as perceived by school 

officials and administrators on one hand and the 

teachers on the other? 

5. To what extent do the following factors influence the 

hiring of teachers as perceived by school officials 

and administrators on one hand and the teachers on 

the other: 

    5.1. “must” factors 

5.1.1. educational qualifications 

5.1.2. scholastic records 

5.1.3. demonstration teaching result 

5.1.4. aptitude/personality tests 

5.1.5. clearances coming from health officials 

(medical/dental), police authorities, 

5.1.6. personnel needs and vacancies 

5.2. “relevant factors 

5.2.1. academic experience and length of service  

5.2.2. relevant training/seminars attended and 

undertaken 

5.2.3. special talents 

5.2.4. government examinations passed 

5.2.5. recommendations coming from DECS/CHED/TESDA 

officials, community/civic leaders, and 

politicians 

5.2.6. personal characteristics such as sex, age, 

appearance, civil status and religion? 

6. What suggestions may be forwarded to improve the 

teacher recruitment and selection procedures? 
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Significance of the Study 

 This study is deemed significant because the results 

will be used as bases for enhancing further the quality of 

technical education in Bulacan and other parts of the 

country by ensuring that only the most qualified and 

experienced become faculty members. 

 This will give the administrators, supervisors and 

policy makers of private technical institutions a 

comprehensive view of the status of the recruitment and 

selection practices which they may utilize in the creation 

of guidelines and policies in controlling and regulating 

the entry of teachers into the service. This will guide 

them when working together in the formulation of a better 

standard procedure that conforms to sound principles of 

recruitment and selection of teachers. 

 Additionally, the results of this study will bring 

inspiration to technical teachers in the performance of 

their tasks and motivation to seek higher learning 

considering that performance and educational qualifications 

are significant factors in professional growth. And this 

will also redound to the interest of the students since 

better qualified and trained teachers are instrumental in 

bringing about learning and training of the highest degree 

on their behalf. 

 Finally, if not none at all, few studies relative to 

policies and procedures on the recruitment and selection of 

faculty members in the private technical schools in Bulacan 

have so far been made. Hence, this will serve as basis for 

other related studies in the future. 
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Scope and Delimitation of the Study 

 This study covered the policies and procedures in the 

recruitment and selection of teachers as utilized by the 

private technical institutions in Bulacan. The schools 

covered are twelve (12) selected technical schools in 

Bulacan, namely: AMA Computer Learning Center (Malolos); 

STI College (Baliuag); TRACE Computer College (Marilao; 

Philippine Colleges of Arts and Technology (Bocaue); Asian 

College of Science and Technology (Baliuag); Fernandez 

College of Arts and Technology (Baliuag); Philippine 

Electronics and Computer Institute (Baliuag); PHILCOMSCI 

(Baliuag); Annie’s Fashion School (Malolos); Datacase 

Comp0uter Center (Malolos); Balagtas Technology Institute 

(Balagtas); and OAA Development Foundation (Malolos). 

 In the selection of respondents from the private 

technical institutions, utilized was the universal 

sampling. All the administrators (or the personnel 

managers) and one hundred (100) percent of the teaching 

personnel of these twelve (12) private technical schools 

during the school year 1998-99 served as respondents to the 

questionnaires used to gather the data needed. 

 The study focused on the policies on recruitment and 

selection as instituted by the private technical schools 

and as mandated by the laws, the procedures as followed by 

these private technical schools in the hiring of employees 

and as postulated by sound hiring procedures, and the 

“must” and “relevant” factors considered in the process. 

The “must” factors include the following: (1) educational 

qualifications; (2) scholastic records; (3) demonstration 

teaching result; (4) aptitude/personality tests (5) 

clearances coming health officials [medical/dental], police 

authorities, and former employers; and (6) personnel needs 
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and vacancies. The “relevant factors” are as follows: (1) 

years of teaching experience; (2) relevant 

training/seminars attended and undertaken; (3) special 

talents; (4) government examination passed; (5) 

recommendations coming from DECS/CHED/TESDA officials, 

community/civic leaders, and politicians; and (6) personal 

characteristics such as sex, age, appearance, civil status, 

and religion. 

 Documentary analysis of official record and the use of 

locally constructed questionnaires were the data gathering 

techniques utilized. For the additional information 

required, the “interview method” was also used. 
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CHAPTER II 

THEORETICAL FRAMEWORK 

 

 This chapter presents the relevant theories, review of 

related literature and studies, the conceptual framework, 

hypotheses of the study, and the operational definition of 

terms used in this study. 

 

Relevant Theories 

 This study was based on the truism that “human 

resources are the lifeblood of an institution.” The success 

of any institution – military, religious business or 

academic – hinged on the quality of its work force. 

 Translated into the educational realm, these work 

force or human resource consist mainly of the faculty 

members. 

 In educational systems it is the teacher that injects 

life. Other factors like sites, buildings, equipment, 

textbooks, and supplies are significant as well. Compared 

to the teacher, however, the aforementioned are only of 

secondary importance. This is the reason why in school 

administration and supervision integral part is the 

administration of teaching personnel which has the purpose 

of securing, developing and retraining teachers, 

supervisors, and administrators who are qualified to 

achieve standard of competence as high as available human 

and financial resources will permit. It is in the 

administration of teaching personnel where recruitment and 

selection are embodied. 

 For the operation of an educational institution, major 

plans which administrators need to develop include 

organizational structure, educational program, logistics, 
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external; relations, and human resources. As Morphet (1980) 

states, “of the major plans identified none is as critical 

to the success of the undertaking as are those affecting 

the people responsible for their implementation.” These 

people, of course, are primarily the teachers. He stressed 

further that the teachers help to conceive the kind of 

service the schools can render, to develop and implement 

plans needed to achieve the goals, and to make adjustments 

between plans and reality. Formal structure, rules and 

regulations, courses of study, position guides, and 

policies may be developed, but they take on significance 

only as people make use of them. All these makes the 

administration of the teaching personnel an important 

aspect of the school system and makes human resources 

planning and recruitment an endeavor that requires optimum 

efficiency. 

 In “human resources planning and recruitment,” 

according to Flippo (1994), the staffing requirements 

demand positive recruiting efforts. Hiring practices and 

methods should never be haphazard in order not to cause 

great many problems involving personnel. Personnel should 

be hired on a scientific basis. In order to hire personnel 

on a scientific basis, one should establish in advance a 

standard or personnel program with which the applicants can 

be compared. This standard should establish the minimum 

acceptable qualities necessary for adequate performance of 

the job, duties and for responsibilities to determine human 

abilities required execution.” 

 Since of the multifarious and difficult tasks of 

administering the schools no task gives maximum benefits to 

the pupils better than the proper, selection of teaching 

personnel there ought to be sound bases for employees 
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recruitment and selection. It follows that proper 

recruitment and selection of teachers is an important 

factor in the success of the school. 

 

Review of Related Literature 

 Reviewed are a number of related literature and 

studies with the hope that the findings cited would serve 

as gauge in determining how essential careful recruitment 

and selection of teachers are in the school personnel 

program. 

 The success of the nation’s industrialization thrusts 

and dreams of development depend largely on the 

availability of a quality technical manpower which the 

technical education sector is tasked to provide. The best 

training required to produce the best people who would man 

and operate the industries can be provided only by the best 

teachers. Impliedly stressed from the foregoing is the 

significance of being able to staff teaching slots in 

technical institutions with only the most qualified 

teachers. 

 The direct relations of technical education to 

economic development being stressed makes looking into the 

qualifications of teachers very crucial. 

 Adherence to Sound Recruitment and Selection 

Principles. In his article about the need for careful 

recruitment to fulfill the school’s mission of conserving, 

disseminating and creating knowledge Professor Mejia (1978) 

declares that “whatever the teachers are, so is the 

school.” He stressed further that institutions may be 

assured of employing only deserving and competent teachers 

should great care be exercise in the recruitment and 

selection of faculty. 
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 Exercising great care in the recruitment and selection 

of teachers imply that educational institutions must 

establish a “faculty hiring system” based on sound 

principles of recruitment and selection. A school would 

certainly not operate successfully unless it gets the best 

work force. Thus, the hiring system should not be left to 

chance. 

 Castetter (1993) believes that organizations cannot 

function successfully unless they are fully and competently 

staffed. Having an effective school staff is not a matter 

of luck. Such should never be left to chance. He also 

emphasized that the prime goals of staff recruitment are to 

attract the best personnel available, to interest and 

encourage prospective teachers, and to increase measures 

that will reduce staff turnover. 

 The dictum “that an effective school staff is not a 

matter of luck” gains credence through the assertions of 

Sison (1991) that: 

 

“A company which must meet competition and maintain 

its leadership in the fold cannot leave the hiring to 

chance. It needs people who can contribute to the 

company’s business. People with progressive ideas for 

new products, service or methods. Employees with the 

right qualifications for the job are more economical 

for the company in the long run because they learn 

faster and are less costly to train. People who 

possess the right qualification for their jobs also 

require less supervision, give better work 

performance, get along better with fellow employees 

and are happier in their jobs than those who lack 

these qualifications. And they are far less likely to 

do damage to the company’s equipment, customer’s 

public and corporate image.” 
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 Important Variables Considered in Reviewing a 

Candidate’s Application. Ornstein (1990) inferred that 

procedures and criteria for hiring new teachers are not 

standardized. Thus, new graduates and teachers looking to 

change school districts are deprived of a clear picture on 

how to present themselves and what qualities to stress. 

Nevertheless, Teacher-applicants need to give attention to 

their credential files and the interview which is sure to 

be conducted for Olney (1987) stressed that school 

administrators consider the variables mentioned as the most 

important in the hiring process. The credential file often 

determines whether a candidate will make it to the 

interview and the interview often determines whether the 

candidate will get the job. 

 Vornber and Liles (1983) demonstrated the importance 

of the interview as a factor in teacher selection. In a 

survey the two (2) have conducted, it was discovered that 

more than 85 percent of the principals who served as 

respondents declared that the “interview” is a must in the 

recruitment and selection of teachers. 

 Unscrupulous teacher-applicants can have their 

credential files altered or totally invented for their 

advantage. Teacher-applicants can also hand-pick character 

references whom they know would provide for them favorable 

comments. The foregoing stresses the reliability of 

credential files and character references. With the 

interviewer directly controlling the variables in the 

process, the interview on the other hand remains a highly-

variable factor in the selection of teacher still needed. 

 Kopetskie (1983)posited that the following have always 

been the items that comprise interview: (1) philosophy of 

education; (2) age/grade level suitability; (3) subject 
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matter competence; (4)discipline and class management; (5) 

lesson planning skills; (6) flexibility within ability 

levels; (7) adaptability to administrative decisions; (8) 

expected relationship with peers; (9) extracurricular 

interests; and (10) plans for professional improvement. 

 The credential file includes letter of reference and 

the resume. Through the letter of references the 

performance of a teacher-applicant will be known in case 

the teacher-applicant is not a newly-graduate one. The 

resume should detail education, employment, and skills 

related to the position. 

 Viering (1987) advised that letters accompanying the 

résumé should be drafted carefully. General letters rarely 

convey fitness for a specific potion; they send a vague 

message, and the employer perceives that the candidate is 

applying to many schools. Veiring added that targeting is 

important meaning letters should communicate qualifications 

in ways that relate directly to the needs of a particular 

school. 

 It was discovered in a survey of 271 American public 

elementary and secondary principals conducted by Braun 

(1987) that the five (5) most important variables in 

reviewing a candidate’s application were: (1) correct 

spelling and punctuation in the candidate’s application 

letter, (2) letters of recommendation from those who were 

familiar with the candidate’s work with children, (2) 

letters of recommendation from administrators, (4) neatness 

of materials, and (5) evaluation of student teaching from 

the cooperating teacher. Interestingly, academic work 

(grade point average, honors, and award) did not rank high. 

The following were the other important variables considered 

in the evaluation of teacher applications: previous 
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employment experience, closed or confidential letters or 

recommendation, substitute teaching experience and 

evaluation from university supervisor of student teaching 

experience. 

 Teacher’s Qualification as Primary Criterion in the 

Recruitment and Selection Process. Not by a matter of 

chance that quality personnel can be had but by carefully 

considering qualification. Through consideration of he 

qualifications of prospective teacher conformity to sound 

recruitment and selection practices is achieved eliminating 

in the process subjectivity in the process of selecting 

faculty members. This Querubin (1989) asserts when he 

stressed that “qualifications have much to do with 

teacher’s employment. Since teachers are crucial in the 

development of values in their students, they must be 

recruited on their qualification. The teacher’s 

qualifications are considered as the most objective basis 

in the recruitment process. The process therefore would not 

be based on measures never been tested. 

 Using qualifications as bases eliminates 

discrimination as well. Teachers must be recruited on their 

qualifications, without discrimination of any kid based on 

sex, ethnic origin, culture, religion, philosophy, 

political affiliation, economic or social background. 

 Most school administrators maintain that 

qualifications and competency should be the fundamental 

criterion in determining who shall be selected and 

appointed for a teaching position. They believe that in the 

selection of the teaching personnel, only the best 

qualified and the most competent must be considered. In 

other words, professional preparation and experience, 

evidence of professional success, health, and personality, 
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should be made the bases in the selection and appointment 

of teachers. Personal relationship with the candidates, a 

strong recommendation of a friend, and political 

connections of the candidate should not be given 

consideration and weight. 

 Teacher Characteristics Considered in the Selection 

Process. Ornstein (1990) said, “In the reams of research 

published on teacher behavior, the greatest amount concerns 

characteristics. The problems is that researchers disagree 

on which teacher characteristics constitute successful 

teaching, on how to categorize characteristics, on how to 

define them.” Gage and Berliner (1987) added in addition 

researchers use a variety of terms to name what they are 

trying to describe such as “teacher traits“, “teacher 

personality,” “teacher performance,” and “teacher 

outcomes.” Descriptors or characteristics have different 

meanings to different people and even when similar 

descriptors are used, categories have dissimilar meanings. 

 Undoubtedly, “teacher characteristics” are essential 

in successful teaching. The direct correlation between 

“teacher personality” and “successful teaching has already 

been established and proven through numerous researches. 

This is one area therefore that school administrators or 

people in school organizations directly involved in human 

resource development could ill-afford to ignore. 

 How many schools could have unwittingly based their 

decision on the selection of teachers only on the teacher-

applicant’s intelligence and personal charm or appearance? 

Nobody knows the answer and nobody would admit of having 

committed such. 

 An effective teacher is not all charm and 

intelligence. Not only personal appearance and intellectual 
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capabilities are needed so that teachers become successful. 

Barr (1978) did identify what he posited as characteristics 

important for successful teaching. Such characteristics 

include resourcefulness, intelligence, emotional stability, 

considerateness, buoyancy, objectivity, drive, dominance, 

attractiveness, refinement, cooperativeness and 

reliability. 

 Tuckman (1985) did compile also a list of teacher 

characteristics similar (but of course more recent) to that 

of Barr. Tuckman grouped these characteristics into four 

(4)teacher “dimensions” namely: 

1. Creative. The creative teacher is imaginative, 

experimenting and original; the non-creative teacher 

is routine, exacting and cautious. 

2. Dynamic. The dynamic teacher is outgoing, energetic, 

and extroverted the non-dynamic teacher is passive, 

withdrawn and submissive. 

3. Organized. The organized teacher is purposeful, 

resourceful and in control; the disorganized teacher 

is capricious, erratic and flighty. 

4. Warm. The warm teacher is sociable, amiable and 

patient; the cold teacher is unfriendly, hostile and 

impatient. 

 

 Arnn and Margierie (1988) presented these 

“characteristics” as teacher competencies. In a nationwide 

study of 202 secondary schools (selected for special 

recognition for effectiveness in education their students) 

in the United States of America, principals were asked to 

identify the competencies they emphasized with teachers. 

Such competencies include the following: task orientation, 

enthusiasm and interest, direct instruction; pacing, 
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feedback, management, questioning ability, adequacy of 

instructional time, variability of teaching methods, and 

structuring. 

 

 Recruitment and Selection as an Essential Phase of 

School Operation. With so much emphasis and great care 

given to proper hiring of teachers, another truism comes to 

the fore – “that recruitment and selection is undoubtedly 

an essential phase of school operation.” 

 Greene (1971) considers recruitment the most essential 

phase of the school personnel program. The demand for 

quality teacher is high and personnel administrators will 

find it increasingly difficult to staff the schools without 

systematic plans of locating and attracting competent 

teachers. 

 A professionally competent teacher must have a 

thorough working knowledge of the subject matter, the 

nature of the child and the goals of education. He should 

have a scientific attitude, patience, sympathy, and love 

for children. A teacher must have a wholesome personality 

with a happy disposition. He must be free from physical 

impediments that would interfere with the teacher’s 

usefulness. He must have the capacities to explore new 

avenues, and to make scientific researches. Most important 

is his genuine interst in children. 

 Castettr (1976) shares Greene’s view of recruitment as 

the most essential phase of the school’s personnel program, 

he averred that “recruitment is an essential part of the 

comprehensive plan to develop and maintain a staff capable 

of contributing maximally in the attainment of the 

institution’s purpose.” 
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 Since taking of qualified and satisfied individual to 

every position in the school system is critical to the 

organizational effectiveness recruitment and selection 

should be carefully done. 

 An effective recruitment and selection conforms to the 

established norms of human resource management or personnel 

management. 

 Human resource management or personnel management 

according to Abasolo (1991), consists of the managerial 

functions of planning, organizing, directing and 

controlling of the human resources or an organization using 

the personnel operative functions of: personnel planning, 

recruitment, selection and placement; training and 

development; performance rating; compensation; maintenance 

and labor relations to accomplish individual, 

organizational and societal goals and objectives. She also 

reiterates that human resources planning, recruitment, 

selection and placement may be considered the first 

operative function of personnel and such process involves 

what types of employees will be needed, finding these 

employees, selecting future employees from those who have 

submitted their intent to seek employment, and making the 

new employees adjusted to their new jobs and working 

environment. 

 Even in the educational realm the foregoing are the 

same elements that govern management of school personnel 

and the same procedure followed in the hiring of both the 

academic and non-academic employees. 

 The Significance of Following Proper Selection 

Procedures. Recruitment is only the preliminary appraisal 

of individuals and potentially desireable school; 

employees. This is folled by an activity of getting those 
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people so interested that they will be attracted by the 

possibilities of school employment and will follow this 

through by getting the necessary training for the school 

job. 

 The selection procedures must be based on a definition 

of position to be filled in and competencies that are 

essential in it is a point stressed by Morphet (1975). He 

added that the procedure must make clear the role of 

various members of the administration and teaching staff in 

the selection. 

 The first step in a systematic plan of staff selection 

is the definition of qualities and characteristics to be 

sought in individuals or groups of individuals. This step 

in fact should take place before recruitment begins. 

 As Ruiz (1972:67) puts it: 

 

”Assignment of personnel to positions is crucial to 

the effective functioning of the organization. The job 

description and qualification as well as the 

personality needs and dispositions of the employees 

are matched so as to ensure maximum effectiveness and 

efficiency.” 

 

Job specification, as Peterson and Tracy (1981) stress, is 

one way to prevent a firm and the applicant a lot of time 

and trouble. They also acknowledge the Parkinson’s Law that 

provide that the ideal description of a position opening as 

one that is so specific so as to fit only one person, in 

order to avoid the painful necessity of selecting among 

several applicants. 

 Terry and Hermonson (1974:98) give the following views 

on job analysis: “Job description has no universal 

agreement as to its specific content. The positions of both 

vice-president and the director of data processing are 
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referred to as managerial jobs but the content of each are 

far different.” 

 Teacher recruitment involves short rang and long range 

activities. The short range aspects of teacher recruitment 

include policy decisions basic to recruitment, preparation 

for college visit, use of statistical data, use of 

materials as recruitment aids, the application form, the 

employment interview, and the recruitment. The long range 

aspects of teacher recruitment include teacher satisfaction 

and high morale, future teachers club, maintaining 

contracts with students after they enter college, relations 

with teacher-preparation and retraining existing staff, and 

teacher recruitment utilizing community resources. 

 Hall and Vincent, as cited by Morphet (1971), reported 

after reviewing literature on teacher selection as a 

primary method of selection; (2) reexamination are being 

used more extensively in selection; and (3) letters of 

recommendation are still used as bases for reflection even 

though they have been shown to have obvious validity. Hall 

and Vincent, cautiously, conclude that a wide variety of 

techniques and tests had been used to select teachers, but 

that, until more is known about predicting success in 

teaching and the behavior characterizes effective teachers, 

little can be done to develop techniques and instruments 

for selecting teachers. 

 As cited also by Morphet (1971), Arthur Benson accepts 

the view of Hall and Vincent that not fully defined yet are 

the criteria for teacher effectiveness. He declares, 

however, that repeatedly demonstrated by researchers is the 

validity of tests for appraising certain knowledge and 

abilities of prospective teachers leading to top that as 

long as certain knowledge and skills are considered 
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desirable to teachers, reliable and valid instruments for 

their appraisal should not be used.  

 Instead of using subjective and incomplete 

information, systematic procedures must be followed in 

basic staff selection. Greene (1971) suggests that the best 

available instrument in order to make available more 

reliable information and data for judgment. For example, an 

applicant’s academic background and preparation in the 

subject he wishes to teach may be ascertained by studying 

his collegiate transcript, by a written test, or to some 

extent from an interview. An applicant’s ability to 

demonstrate a process I a trade subject may be ascertained 

from references or by having him perform some typical tasks 

under observation. A physical examination yields 

information about an applicant’s health. Court records and 

social security records may be helpful in some cases. Date 

on applicant’s skill in teaching can be obtained by 

observing him teach a lesson. Other special tests can be 

used for additional data. It is advised that tests results 

are likely to be more valid and reliable if the testing 

elements or challenges closely parallel real activities an 

applicant is expected to perform. 

 Whether some, and perhaps all, of the procedures 

aforementioned are adopted by the different technical 

schools of Bulacan or not can be gleaned through the steps 

in the hiring of teachers instituted by the said 

institutions. 

 Identifying Not Only What the School Requires from a 

Teacher But Also What the Teacher Should Expect from the 

School in Return. The foremost goal of a recruitment and 

selection program is to be able to attract the best and 

most qualified faculty members. But while the educational 
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institutions should be concerned with the identification of 

the qualifications and competencies of teacher-applicants, 

they must also identify what the prospective faculty 

members expect to get from the school in return in terms of 

compensation, benefits and career advancement. The 

aforementioned provide for the teacher-applicants a very 

important factor in organizations – motivation. 

 Much have been said about “motivation in 

organization.” According to Sherman, Bohlander and Chruden 

(1988), one of the most popular theories relative to 

“motivation in organization is the Need-Hierarchy Theory” 

by A.H. Maslow. The human needs identified in this theory 

are the physiological, safety, belongingness and love, 

esteem, and self-actualization. In this theory, the 

foregoing human needs are arranged according to a priority. 

Another theory, the “REG Theory” of Aldenfer (1982) can be 

considered a simplified version of Maslow’s “Need-Hierarchy 

Theory”. The “E” in the “ERG” stands for existence needs 

(those required to sustain human needs), “R” relatedness 

(those involving relationship with others at work), and “G” 

growth (those relating to the creative or personal growth 

on the job). 

 Teachers are definitely affected by all of the needs 

just discussed. Teachers are motivated to deliver optimum 

performance when these needs are satisfied. 

 Fuller (1979) suggests that different types of 

teachers have different types of concerns and that a 

progression exists in the type of concerns teachers have. 

Fuller said that “education students” are characterized by 

“non-concern”; “beginning teachers” are pre-occupied with 

“survival concern”; and experienced teachers focus on the 

tasks and problems of teachers (they have gotten past 
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initial survival and are more involved with ‘self 

concerns). 

 “Survival” and “self” concerns preoccupy the midst of 

the beginning and experienced teachers, respectively. At 

this juncture, the principles of motivation begin to 

operate. 

 Motivation theories certainly works not only when 

faculty members have already been hired and working in a 

school organization but also while the teacher-applicant’s 

application is being processed. It is not simply the need 

for self-actualization or the desire for self-fulfillment 

that motivates a teacher to seek for an employment. With 

idealism notwithstanding, a teacher is still a 

physiological being with existence needs. One of the 

teacher’s primordial concerns is sustenance for his human 

existence. It is a must therefore that in designing 

recruitment programs teacher-applicants should be made to 

see the compensation and benefits they would be getting. 

The compensation and benefits package intended for would-

be-teachers should be fairly attractive that applicants, 

especially those with formidable qualifications, will find 

too difficult to resist. 

 New teachers may also be filled with a lot of 

anxieties about the difficulty of teaching and concern of 

the unknown as they are about to embark on a new job. The 

foregoing may be classified as the “safety needs” (need for 

safety and security) identified in the “Need-Hierarchy 

Theory.” This makes necessary the inclusion of a job-

orientation in the recruitment and selection program. 

 It is also important that teacher-applicant be assured 

that the school, should they get hired, would respond 
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positively to their esteem needs such as self-respect, 

strength, achievement, independence and freedom. 

 

The Pro Tem Model” 

 Nothing could underline the preponderance of a 

carefully crated teacher recruitment and selection program, 

more than the so-called “Pro Tem Guarantee”. 

 The “Pro Tem Guarantee” is an extensive recruitment 

program coined by the Pro Tem Educational Resources, a 

United Kingdom (UK)-based professional recruitment 

consultancy created exclusively for schools and a very 

active member of the Federation of Recruitment and 

Employment Services (FRES). 

 Through the “Pro Tem Guarantee” it is ensured that 

before a teacher steps in the classroom, the following will 

have to be done: qualifications verified, references 

researched, health questionnaire completed, a police check 

done via a local education authority or an overseas police 

clearance, identity validated, work status checked in-depth 

interview done, and the applicants briefed about the 

national curriculum. 

 In checking references and qualifications, the Pro-Tem 

Educational Resources do not accept open references., 

written confidential references from the applicant’s 

previous employer (or employers) going back two (2) years 

instead obtained. In the case of newly qualified teachers, 

references are obtained from their college or educational 

institute. In some instances, verbal references are taken 

up whilst awaiting the written references. 

 Unless original teaching qualifications are presented 

to Pro Tem at interview, the graduate status of each 
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teacher is checked with their University or College 

Registrar. 

 The medical checks are done by having all the 

applicants complete a comprehensive health questionnaire 

that is substantiated by reference checking and is used to 

assess their state of health for teaching. 

 The Pro Tem also action a police check for each 

applicant and either send this to a local education 

authority for processing, or in the case of teachers who 

register through overseas offices, to their local police 

department. All teachers who register with the Pro Tem are 

also required to provide proof of identity like an original 

passport or driver’s license as well as documentary 

evidences to substantiate their claim to work in the United 

Kingdom. 

 Applicants are interviewed by an appointed consultant. 

Thee (3) pats comprise the in-depth interview. In the first 

part, the applicant completes a confidential personal 

history form and some other essential documents. This is 

followed by checking and detailed discussion of all the 

information. Further questioning enables the consultant to 

assess the applicant’s personality, strengths, weaknesses 

and special talents. In the last part of the interview, the 

applicant is made to understand what is involved in 

teaching in the United Kingdom. 

 The bedrock of Pro Tem’s service is based upon best 

recruitment practices with an understanding or the ethos of 

education. 

 

Review of Related Studies 

 In the last two decades several studies on recruitment 

and selection of teachers in both the public and private 
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schools were done in some of the country. That of Bugaoisan 

(1984) is one. 

 With the intention of identifying training needs of 

vocational teachers in vocational school in Samar, a study 

was conducted by Bogauisan. Some of the significant 

findings that showed relationship with the present study 

are: (1) a significant number of vocational teachers have 

no attendance to training workshops and seminars related to 

their fields of shop specialization and other aspects in 

education like trends and issues, approaches, and 

strategies in teaching; (2) and insignificant number of the 

vocational teachers do not have the necessary educational 

qualifications to be in the teaching profession; and (3) 

most of the vocational teachers have no related work 

experience in their fields. 

 Bugaoisan concluded that a great number of vocational 

teachers do not have related work experiences in the trade, 

this is confounded by the fact that majority of the 

vocational teachers concerned had not attended seminars and 

workshops in the various trade courses. 

 Belen (1980) looked into the qualification of 

industrial arts teacher in the City of Manila. He 

discovered that there was not enough supply of industrial 

arts teachers even in the City Schools, where teachers were 

expected to possess the minimum entrance qualifications. 

The findings showed that fifty nine (59) teachers or 73.75 

percent were not graduate of the teacher’s course of 

national schools of arts and trades. 

 The dearth of qualified industrial teachers, according 

to Belen paved the way for the employment of the less 

qualified industrial arts teacher. 
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 Rivera (1971) made a study of the educational 

qualification, teaching experience, teaching efficiency, 

and civil service eligibility of the industrial arts 

teachers in the Division of Ilocos Norte. He found out that 

one hundred fifty three (153) or 94.52 percent of the 

industrial arts teachers were not graduate of teacher-

education for arts and trades; 18.25 percent of the 

industrial arts teachers possessed adequate training; the 

educational qualifications and efficiency ratings had a 

positive correlation of .41 for Group A who had no adequate 

training and .38 for Group B who had adequate training. 

 The findings of Rivera noted that qualified industrial 

arts teachers are likely to be more efficient than those 

who do not possess the qualification in the teaching of 

industrial arts. 

 Although limited to the factors that influence 

decision making in the selection, assignment and transfer 

of teachers in the public secondary schools of Kabugao 

District for the school year 1964-65 to school year 1966-

67, the study of Claveria (1968) is related to the present 

undertaking. His findings reveal that: 

a. In the selection of teachers for employment the 

criteria is set by the education department. 

b. Besides the criteria, set by the education 

department, there were other factors that 

influenced the decision of the district 

supervisor in the recommendation of teacher-

applicant for employment namely: 

(1) preference for applicants who are members of 

the cultural minority; 

(2) preference for those who could speak the 

Ismeg language; 
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(3) influence of the Ismeg customs, beliefs, 

practices and values; and 

(4) preference for applicants who were 

affiliated with members of the cultural 

minority by affinity. 

c. Of the twenty one (21) teachers selected for 

employment during the period of study, forty 

three (43) percent formed their work very 

satisfactorily fifty-seven (57) percent 

satisfactorily is reflected in their performance 

ratings. 

d. In the selection of candidates to be employed, 

decision making is participated in by the 

district supervisor who recommends the applicants 

to the superintendent of schools. 

 A study on the qualification levels of the teaching 

staff in the teacher training program of the Bureau of 

Vocational Educational Trade-Technical School was conducted 

by Azurin (1975). Some of the significant findings that 

showed relationship with the present study were: (1) 

recruitment and selection of instructors was based on a 

ranking list prepared by the selection committees; (2) 

standardized selection was based on merit promotion plan; 

(3) trade preparation, performance and professional 

competence were the main criteria in the select4ion of 

staff members; (4) possession of appropriate educational 

preparation and civil service eligibility were requirements 

for instructorship; 95) about three fifths of the total 

instructors in teacher-training program of the trade-

technical schools/colleges under the Bureau of Vocational 

Education were degree holders (BSIE and BSE) with 18 

graduate units. The rest, two fifths were degree holders 
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and undergraduates; and (6) about four fifths, or 70.50 

percent of the instructors had more than ten years of 

teaching experience to their credit and the same percentage 

teach their major preparation/specialization. 

 A study on the decision-making in the recruitment and 

selection of public elementary teachers was made by 

Gonzales (1991) in the Division of Bulacan. 

 There were district selection boards tasked in 

regulating and controlling the entry of teachers in the 

Division of Bulacan. In the selection process teacher-

applicants are prioritized by the board based on the 

following factors: 

(1) appropriate educational qualifications; 

(2) appropriate civil service eligibility; and 

(3) residence qualification. 

 Education Culture and Sports (DECS), teaching 

experience (public and private schools), personality traits 

and characteristics, PBET rating, scholastic average, 

interviews, and teacher selection test scores were among 

the criteria the selection boards used in ranking teacher-

applicants. The other factors that influenced the decision-

making in the recruitment and selection of teachers were 

special talent/qualification of the teacher-applicant, 

teachers potential, needs of the district, sex, 

social/civic and economic status of the applicant, and 

recommendations from DECS officials, civic leaders and 

politicians. The factors special talent/qualifications and 

teacher potential influence the decision-making to a very 

great extent, needs of the district to a great extent, and 

the rest only to a moderate extent. 

 Gonzales concludes that there is a carefully thought-

out and systematically formulated policies in the 
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recruitment and selection of teachers in the division of 

Bulacan, that the members of the district selection boards 

conform to the list of guidelines prescribed by the DECS, 

Division of Bulacan, that a number of external factors 

influenced the recruitment and selection of teachers to a 

moderate extent. The most prevalent however are the special 

talent/qualification of the teacher-applicant, teacher 

potential, and district needs. 

 The following were some of the recommendations made by 

Gonzales; the recruitment and selection policies in the 

Division of Bulacan should be further restudied to meet the 

purposes the guidelines purport to serve; the members of 

the selection board should be continuously involved in the 

formulation/modifications of recruitment and selection 

policies in the division; the “other” factors reportedly 

influencing the recruitment and selection of teachers 

should be carefully studied and if found meritorious should 

be considered; and include the teachers in the district 

selection board. 

 Panglinan 91991) made a similar study on recruitment 

and selection practices in a school at Oriental Mindoro. 

Appraised was the actual selection practices at the Divine 

World College of Calapan. 

 Pangilinan found out that for four (4) years that the 

Human Resource Development Office under the personnel 

officer did not function in the major aspects of its job. 

Recruitment and selection procedures and techniques 

employed were not consistent as reported by the respondents 

which possibly resulted to some biases. The procedures wer 

not designed as well in the light of the goals of the 

college. 
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 In obtaining a good number of applicants, the 

following procedures were adopted: (1) through personal 

visit to placement offices or teacher training 

institutions; (2) through letters or request to deans of 

teacher training institutions; and (3) through letters of 

applications. It was noted that advertisement was never 

employed as means of attracting teachers into the 

organization. 

 During the screening the applicants must go through 

preliminary and final interviews, take written examination 

and personality tests, and undergo demonstration teaching. 

Some factors considered in the recruitment process wiere 

the applicants’ information sheets, civil service 

eligibility, curriculum vitae, letter of recommendation, 

and health certificate. 

 Yap (1981), like Pangilinan, also made a similar study 

in Oriental Mindoro. However, unlike Pangilinan who focused 

his study on a single school, Yap made a more extensive 

investigation that covered twenty four (24) educational 

institutions. She made an appraisal of the actual 

recruitment and selection practices in the 24 private 

secondary schools in the Division of Oriental Mindoro. The 

study were aimed to discover the nature and extent or 

implementation of the school personnel program and to 

attempt to draw up a general pictorial of the recruitment 

and selection procedures being followed by the 

administrators of the different schools. 

 She concluded that each private secondary school in 

the division has its own practices in the recruitment and 

selection of teachers. The principal is the key person both 

in the recruitment and the selection processes with 

teacher’s participation being totally overlooked. These 
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procedures used in the teachers’ recruitment and selection 

in the division do not help solve the continuous yearly 

turnover of teachers. 

 In relation to the recruitment activities Yap not4ed 

that the total number of vacancies was determined at the 

end of the school year in many schools. Recruitment of new 

teachers was made only when vacancy arose. Preferred when 

recruiting new teachers were those who had previous 

teaching experiences and that the most common recruitment  

method used was the letter of application received. 

 Her study further shows that in the selection process 

the principals of the different schools take direct and 

almost exclusive responsibility. Even in the design of the 

selection process in each of the schools was made by the 

principals who were the key person also in conducting the 

interviews when screening the applicant. Considered a key 

factors in the process were the following: (1) scholastic 

records; (2) ability in the subject matter one proposed to 

teach; (3) attitude toward work; (4) civil service 

eligibility; (5) physical fitness; and (6) personal and 

academic references. 

 The problems encountered in recruiting teachers came 

out in this order: (1) poor recruitment procedures; (2) 

school factors; (3) uncooperative faculty members; and (4) 

poor salaries. Lack of qualified applicants, location, less 

applicants from whom to select, and preferences to cities 

as workplaces were the other problems noted while in the 

selection of new teaches cited as problems were 

interference and pressure from outside, application fit to 

the position of real need, excess applicants to vacancies 

very much less, choice of subject assignments, promotion of 

teachers in the service, inability of teachers to speak 
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English fluently, nepotism, and lack of qualified 

applicants. 

 According to Yap, reasons considered for recruiting 

new teaches were as follows: (1) some teachers left the 

school; (2) there is an increase of enrolment; and (3) to 

lessen the teachers’ load. 

 Yap also considered the findings of Sister Esperanza 

Cabanos, S.Sp.S. (1975) on the teacher recruitment and 

selection practices in some private schools in the country. 

She appraised the actual teacher selection practices in the 

twenty three (23) schools of their congregation which are 

headed by 23 elementary and secondary principals. 

 Cabanos articulated in her conclusions that for the 

standpoint of principalship, the urban schools which have 

separate principals for the secondary and elementary 

departments were relatively better staffed than the rural 

schools. Pointed out also was the fact that as regards 

educational qualifications, there were more principals with 

graduate studies who are supposedly better prepared for 

school administration. 

 As to recruitment practices, it is in the following 

order that the factors considered in deciding the kind of 

number of teaching positions and their importance were 

arranged: (1) enrolment projection, (2) teacher turnover, 

(3) pupil-teacher ration, and (4) school policy on 

personnel which was differently adopted by the two (2) 

types of schools considered in the study. 

 The guidelines for defining the teaching positions 

come out in this sequel; (1) subjects to be taught were 

considered the most important basis for describing a 

position with the urban and rural principals; (2) grade 

level or year of instruction and civil service status for 
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the same position; (3) co-curricular activities received 

more weight for the rural schools; (4) age-range was he 

last guideline which was used only by the urban schools. 

 In relation to the practices of obtaining a good 

number of applicants, the following were adopted from the 

most extensive: (1) visiting teacher training institutions 

and asking for recommendees from the dean; (2) leaving the 

recruitment by chance; (3) asking for recommendees from the 

educational leaders of the community – this was done more 

by rural principals; (4) advertising the position in 

teacher training institutions was done only by two (2) 

principals in the urban schools; and (5) advertising the 

position quantity. 

 All schools took the applicant for interview singly 

and such and interview was held in the school. Interviewing 

the applicants with the other members of the faculty was 

hardly done in both groups of administrators. 

 Furthermore, the findings show that the respond indent 

considered several points in the choice of a prospective 

teacher as follows: (1) scholastic rating as the most 

important; (2) teaching experience and religious 

affiliation; (3) prestige of the teacher tr4aining 

institution from where the applicant graduated and (4) some 

kind of work while waiting for teaching position. Cabanos 

noted that for the principals, demonstration on one’s 

specialization was the most important criterion and civil 

service eligibility the least important. Included in the 

criteria used were demonstration on  one’s specialization, 

medical examination, composition writing and intelligence. 

Passing the civil service examination was not considered by 

the principals as guarantee for being a good teacher. 

Besides, the principals reasoned out that those who has 
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earned eligibility usually go to the public schools because 

of the benefits given them. 

 The best source of information through referrals, 

according to the principals, was the previous employee, 

followed by the dean and then by a person known to the 

applicant. 

 Teachers were involved by the principals in both the 

urban and the rural schools in the selection of new faculty 

members. Other persons like members of the religious 

community, the Sister Superior if she is not the principal 

and Father Director if the School has director, help the 

principal in making decisions. 

 Salibad’s study (1982) dealt principally on the 

following areas: (1) Selection of new teachers; (2) 

Appointment of new teachers; (3) Placement or assignment; 

(4) Salary or compensation; (5) Fringe benefit and other 

privileges; (6) In-Service education program for teachers; 

(7) Promotion; (8) Classroom supervision; (9) Transfers, 

Suspension and/or dismissal; and (10) Evaluation of 

teacher’s performance. 

 He found out that the scheme of selection and 

appointment of teachers in the Division II of Pangasinan 

was legally based on circulars and memoranda coming from 

the Department of Education Culture and Sports. Both the 

school administrators and the classroom teachers were of 

the opinion that the scheme of selection and appointment of 

teachers in the division was fair. There were no 

differences of opinion between the school administrators 

and the classroom teachers as far as the ranking of the 

problems were concerned. 
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 The study also showed the ranking of the bases for 

selection of new teachers by the administrators and by the 

teachers as follows: 

 Administrator 

(1) character and personality 

(2) educational qualification 

(3) civil service eligibility 

(4) special qualification 

(5) teaching experience 

Teachers 

(1) civil service eligibility 

(2) educational qualification 

(3) rank in teacher selection 

(4) teaching experience and special 

qualification 

(5) character and personality 

(6) command of spoken and written English 

 It was also found out that the school administrators’ 

responses were contradictory to the provision on the bases 

of selection and appointment of teachers as stipulated in 

the circulars and memoranda issued by the Department of 

Education Culture and Sports (DECS). The responses of the 

classroom teachers however, were in conformity with the 

provisions. 

 The literature and studies mentioned above produced 

insights and bases on the study being conducted by the 

researcher. 

 

Conceptual Framework 

 Just like many other research this one is also 

anchored on a particular theory upon which a scientific 

investigation is based. 
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 Exhibited in Figure 1 is the conceptual paradigm or 

model used in analyzing the recruitment and selection 

policies, guidelines, and procedures in the private 

technical schools in Bulacan. 

 The paradigm which is divided into two (2) section 

shows that the central focus of the research is the extent 

of implementation of the recruitment and selection policies 

and procedures followed in the selected private technical 

institutions in Bulacan as perceived by the school 

officials and administrators and the faculty members of the 

institutions. 

 Two (2) frames comprise the first section. The first 

frame identifies the recruitment and selection of teachers 

in private technical institutions in Bulacan. This section 

also includes the policies and guidelines the technical 

schools established in order to control the hiring process 

they need to undertake. Recruitment and selection in the 

teaching profession take place within the framework of 

laws. 

 It is therefore hypothesized that such policies and 

guidelines established by these technical schools 

corresponds to the legal provisions on recruitment and 

selection provided in several education-related laws. Thus, 

this section also includes policies and guidelines on 

recruitment and selection of teachers as mandated by the 

laws with which those established by the institutions are 

compared. 

Frame No. 2 is concerned with the factors influencing the 

recruitment and selection of teachers. These factors are 

categorized into “must” and “relevant” factors. The “must 

factors” include the following: (1) educational 

qualifications; (2) scholastic records; (3) demonstration 
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FIGURE 1 

A Conceptual Model of the Study 

 

 

 

POLICIES AND GUIDELINES ON 

RECRUITMENT AND 

SELECTION OF TEACHERS 

 

 As Established by the 

Institutions 

 As Mandated by “Education-

Related” Laws 

FACTORS INFLUENCING 

RECRUITMENT AND SELECTION OF 

TEACHERS 

 

*Must Factors: 

 Educational Qualification 

 Scholastic Records 

 Aptitude/Intelligence/Personality 

Test 

 Clearances (Medical/Police) 

 Personnel Needs and Vacancies 

 Demonstration-Teaching Results 

 

*Relevant Factors: 

 Teaching Experience 

 Government Examination Passed 

 Seminars/Training Attended 

 Special Talents 

 Recommendations 

 Personal Characteristics 

E 

X 

T 

E 

N 

T 

 

O 

F 

 

I 

M 

P 

L 

E 

M 

E 

N 

T 

A 

T 

I 

O 

N 



43 

 

Teaching result; (4) aptitude/personality tests; (5) 

clearances coming from health officials [medical/dental], 

police authorities, and former employer; and (6) personnel 

needs and vacancies. The “relevant factors” are as follows: 

(1) years of teaching experience; (2) relevant 

training/seminars attended and undertaken; (3) special 

talents; (4) government examination passed; (5) 

recommendations coming form DECS/CHED/TESDA officials, 

community/civic leaders, and politicians; and (6) personal 

characteristics such as sex, age, appearance, civil status, 

and religion. 

 Reflected in the second section is the extent of 

implementation of the recruitment and selection policies, 

Bulacan. 

 

Research Hypotheses 

1. There is no significant difference between the extent 

of implementation of policies/procedures in the hiring 

of teachers as perceived by the school administrators 

and the extent of implementation as perceived by the 

hired teachers. 

2. There is no significant difference between the extent 

of the influences of some relevant factors and the 

hiring of teachers as perceived by the administrators 

and by the hired teachers. 

 

Definition of Terms 

 Presented below are terms defined in accordance with 

the context of this study. 

 Administrator. As used in this study, the term refers 

to the school official who has the direct supervision on 

all the aspects of school operation. In this study, the 
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respondent school administrators act as personnel managers 

as well. 

 Application Form. A record form prepared by the school 

for the teacher-applicant’s educational and other personal 

data. 

 Aptitude Test. A test administered to the teacher 

applicant to measure his potential ability for the 

performance of a certain type of activity. 

 Clearance. Certifications from health officials, 

police authorities, and former employer to ascertain that 

the teacher-applicant has a clean bill of health, that the 

teacher-applicant has no criminal liabilities, and no 

liabilities from past employment. 

 Demonstration Teaching. As used in this study, the 

term refers to the teaching activities of a teacher-

applicant undertaken for the purpose of determining his 

capabilities in actual teaching. 

 Faculty Member. The term refers to the member of the 

respondent schools’ teaching force. 

 Intelligence Test. A test administered to measure the 

level of intelligence (or intelligence quotient) of the 

teacher-applicant. 

 Interview. The term refers to an individual contact 

with a possible employer or his representative. 

 Personal Characteristics. The term refers to the 

distinctive qualities of the teacher-applicant. As used in 

this study, the term indicated sex, age, personal 

appearance, civil status, and religion. 

 Personal Administration. The integral part of school 

supervision tasked to handle the personnel-related problems 

in the areas of selection, appointment, supervision and 

dismissal. 
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 Private Technical Schools. Private technical schools 

in this study pertain to the educational institutions that 

specialize in technology education particularly in the area 

of technical or technician education. 

 Recommendation. The act of furnishing a statement 

aimed a persuading the reader to take a certain course of 

action favorable to an applicant. 

 Recruitment. A term referring to those activities in 

personnel administration designed to attract the quality 

and quantity of manpower needed to carry on the work of the 

organization. 

 Reference. A person who is in position to furnish a 

statement regarding the professional qualifications of an 

applicant. 

 School Supervision. The term refers to the specialized 

function in school administration which involves leadership 

in studying, improving, and evaluating teaching-learning 

situations and the conditions that affect both teaching and 

learning. 

 Selection. That phase of putting into effect the 

objective of personnel administration that is concerned 

with the discovery and employment of personnel who have the 

ability, will and necessary initial competency to do the 

work assigned to them. 

 Solicited Application. An application done in response 

to the schools advertisement or announcement for a teaching 

position. 

 Staffing. The assignment of personnel to carry out the 

work of the organization. 

 Teacher-Applicants. The term refers to the applicants 

applying for a teaching position in the technical schools. 
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 Teacher Turnover. Statement referring to the extent of 

change of teachers employed each year. 

 Technical/Technician Education. This is a specialized 

technology education designed to train technicians in such 

fields as agriculture, trade and industry, fishery, 

homemaking, etc. it is an educational program at the 

college level with a duration ranging from two to three 

years. 

 Unsolicited Application. An application done by a 

prospecting faculty member even without advertisement and 

announcement for a teaching position. 

 Vocational Education. Refers to the forms of 

technology education, mostly of one-year duration, that 

covers such areas as vocational agricultural, trade and 

industrial education, vocational business education, home 

economics, fishery education, etc. 
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CHAPTER III 

 

METHODS OF RESEARCH 

 

 Presented in this chapter are the research methodology 

and the data gathering procedures utilized by the 

researcher in this study. The following are also included: 

population of the study, the construction, validation ad 

administration of the instrument, and the statistical 

treatment of data. 

 

The Research Method 

 To find out what exists, that is, the strengths, 

weaknesses, and the extent of implementation of the teacher 

recruitment and selection policies and procedures in 

selected private technical institution in Bulacan, the 

writer utilized the descriptive method of research. 

Basically, this study attempted to quantify the extent of 

policy implementation correlate with the perception of the 

school administrators on one hand and the teacher on the 

other. An attempt to describe the factors that influence 

the police implementation was also made. 

 In quantifying the extent of implementation and in 

describing the factors that influence the policy 

implementation, used primarily as data gathering instrument 

was the questionnaire-checklist. For the identification of 

the policies and guidelines the technical schools adhered 

to, the instrument used were “interview” and “documentary 

analysis”. 

Sources of Data. The following were the 2 groups of 

respondents which served as the primary sources of data: 

the faculty members and the school administrators of the 

selected private technical schools of Bulacan employed 
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during the school year 1998-99. Respondent schools were 

from the municipalities of Marilao, Bocaue, Malolos, 

Pulilan, Baliuag and Balagtas. Table 1 shows the 

distribution of the number of samples involved in the 

study. 

 Utilized was the universal sampling method resulting 

to a total of 182 questionnaires being distributed. 

 

 Faculty Members  – 170 

 School Administrators - 12 

 Total - 182 

Documentary Analysis. For data-gathering documentary 

analysis was also used aside from the 

questionnaires/checklist. Actually, documentary analysis 

was done first before the construction of the research 

instrument. Analysis of the official policy manual of the 

respondent schools provided much help to the researcher in 

the construction of the instruments. 

 For the purpose of gaining deeper insights of the 

recruitment and selection practices of the technical 

schools analyzed were the respondent schools’ documents 

where the policies are set-forth, “education-related” laws, 

and related reading materials such as dissertations, 

theses, books, magazines and journals. 

 

Population of the Study 

 The following served as respondents for this study: 

1. School Administrators. The 12 school 

administrators of the 12 subject technical 

schools employed during the school year 1998-99 

served as respondents in this study. 
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TABLE 1 

DISTRIBUTION OF RESPONDENTS BY SCHOOL 

PARTICIPATING 

SCHOOLS 

RESPONDENTS 

TOTAL SCHOOL 

ADMINISTRATORS 

FACULTY 

MEMBERS 

ACSAT 

(Baliuag) 
1 11 12 

AMACLC 

(Malolos) 
1 13 14 

AFTS 

(Malolos) 
1 10 11 

BTCI 

(Balagtas) 
1 9 10 

DATACASE 

(Malolos) 
1 14 15 

FCAT 

(Baliuag) 
1 28 289 

OAACC 

(Malolos) 
1 9 10 

PCAT 

(Bocaue) 
1 34 35 

PHILCOMSCI 

(Baliuag) 
1 9 10 

PECI 

(Baliuag) 
1 17 18 

STIC 

(Baliuag) 
1 10 11 

TCC 

(Marilao) 
1 6 7 

TOTAL 12 170 182 

 
LEGEND: 

 ACSAT – Asian College of Arts and Technology 

 AMACLC – AMA Computer Learning Center 

 AFTS – Annie’s Fashion and Technical School 

 BTCI – Bulacan Technological Computer Institute 

 DATACASE 

 FCAT – Fernandez College of Arts and Technology 

 OAACC – OAA Computer College 

 PCAT – Philippine College of Arts and Technology 

 PHILCOMSCI – Philippine Computer Science Institute 

 PECI – Philippine Electronics and Computer Institute 

 STICC – STI Computer College 

 TCC – Trace Computer College 
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2. Faculty Members of the Respondent Schools. All 

the 170 faculty members of the subject 

technical schools employed during the school 

year 1998-99 also served as respondents of this 

study. 

 

Instruments of the Study 

 Only one (1) research instrument was designed and 

devised to gather data needed for the study. This 

questionnaire-checklist was presented in two (2) sets – one 

(1) intended for the faculty members of the respondent 

technical institutions and the other one (1) for the school 

administrators of the same schools. 

 

Construction of the Instrument. The researcher devised the 

research instrument utilizing as pattern studies reviewed 

in the CHED library and in the libraries for graduate 

studies of the University of Batangas and the Bulacan State 

University. Additional inputs were added through the 

analyses of the policy manual of the respondent schools. 

 Three (3) parts comprised the instrument (Appendix I): 

Part I – The Policies Relative to the Recruitment and 

Selection of Teachers as Established by the Private 

Technical Institutions of Bulacan; Part II – The Policies 

Relative to the Recruitment and Selection of Teachers as 

Mandated by “Education-Related” Laws; and Part III – Extent 

of Influence of Certain Factors on the Hiring of Teachers. 

 Part I of the instrument determined what policis and 

guidelines on recruitment and selection of teachers the 

private technical schools in Bulacan have established while 

the second part gathered data on the policies relative to 

recruitment and selection of teachers as mandated by 
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“education-related” laws. Part III was intended to gather 

information on certain factors that influence the hiring of 

teachers. 

 The instrument was specifically designed to determine 

the following: the extent of implementation of the policies 

and guidelines the respondent schools have established and 

the policies relative to recruitment and selection of 

teachers as mandated by “education-related” laws; and the 

extent of influence of certain factors on the hiring of 

teachers. 

 The instrument was presented separately into two (2) 

sets – one (1) for the faculty members and the other one 

(1) for the school administrators. This had to be done for 

the purpose of the determining the following: differences 

between the perception of the faculty members and that of 

the school administrators on the extent of implementation 

of policies and guidelines on recruitment and selection of 

teachers as established by the institution and as mandated 

by “education-related laws; and the differences between the 

perception of the faculty members and the school 

administrators on the extent of influence of certain 

factors on the hiring of teachers. 

 Intended to supplement the questionnaires was an 

interview collected alongside the questionnaires. The 

interview was designed to gather additional inputs about 

the respondent schools’ hiring policies and guidelines and 

to determine the consistency of the respondents’ responses. 

 

Validation of the Instrument. During the evolution phase of 

the questionnaire-checklist, validity and realiability of 

the instruments were ensured through intensive readings of 

journals, memoranda, circulars, professional books and 
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magazines related to intend to gather information on 

certain factors that influence the hiring of teachers. 

 The instrument was specifically designed to determine 

the following: the extent of implementation of the policies 

and guidelines the respondent schools have established and 

the policies relative to recruitment and selection of 

teachers as mandated by “education-related” laws; and the 

extent of influence of certain factors on the hiring f the 

teachers. 

 The instrument was presented separately into two (2) 

sets – one (1) for the faculty members and the other one 

(1) for the school administrators. This had to be done for 

the purpose of the determining the following: differences 

between the perception of the faculty members and that of 

the school administrators on the extent of implementation 

of policies and guidelines on recruitment and selection of 

teachers as established by the institution and as mandated 

by “education-related” laws; and the differences between 

the perception of the faculty members and the school 

administrators on the extent of influence of certain 

factors on the hiring of teachers. 

 Intended to supplement the questionnaire was an 

interview collected alongside the questionnaires. The 

interview was designed to gather additional inputs about 

the respondent schools’ hiring policies and guidelines and 

to determine the consistency of the respondents’ responses. 

Validation of the Instrument. During the evolution phase of 

the questionnaire-checklist, validity ad reliability of the 

instruments were ensured through intensive readings of 

journals, memoranda, circulars, professional books and 

magazines related to the topic under study. The first draft 

of the instrument was presented to the assigned critic of 
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the study and two (2) other persons competent in the field 

of educational management. 

 To determine whether the instruments used were 

reliable or not, the “test-retest” method was employed. It 

was administered to ten (10) try out samples and 

readministered to the same samples for the second time 

after one week. The scores in the first test was correlated 

with the scores in retest using the t-test of Independent 

Means. 

 

Administration of the Questionnaire. 

 Before the administration of the questionnaire to the 

respondents, the researcher sought permission from the 

Technical Education and Skills Development Authority 

(TESDA) – Bulacan. Not only was the permission granted but 

the TESDA also gave the study an official endorsement 

(Appendix C) directly addressed to the administrators of 

the respondent schools. 

 Accordingly, a letter of request was prepared for each 

of the respondents in order to give the administration of 

the questionnaires a semblance of formality. 

 Copies of the questionnaires were distributed 

personally to the respondents and to ensure 100 percent 

return of the instruments. The researcher did the retrieval 

personally as well.  

 

Data Processing and Statistical Treatment 

 It is in accordance with the following general 

headings that the data collated were tallied, tabulated and 

organized: 

1) perception of the school administrators and faculty 

members on the extent of implementation of the 
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policies and guidelines on the recruitment and 

selection of teachers as established by the technical 

institutions; 

2) perception of the school administrators and faculty 

members on the extent of implementation of the 

policies and guidelines on the recruitment and 

selection of teachers as mandated by “education-

related” was; and 

3) the extent of influence of certain factors on the 

recruitment and selection of teachers as perceived by 

the school administrators and faculty members. 

 

Additionally, the differences on the perceptions of the 

faculty and school administrator respondents on the 

following were also quantified: the differences on the 

perceptions of the faculty members and school 

administrators on the extent of implementation of the 

policies and guidelines aforementioned and the extent of 

influence of the identified factors. 

 The statistical measurements employed to answer the 

problems of the study are enumerated below. The formula and 

detailed computations are exhibited in Appendices K-T. 

1) Weighted Mean. This was utilized in order to determine 

the levels of perception. 

2) Ranks. Used to determine which variables involved in 

the study were perceived by the respondents to be the 

most and least implemented or to have the most and 

least influence. 

The highest weighted mean gave the rank of first, the next 

highest second, and so on. The weighted mean regarding the 

extent of perception on the different variables were given 

the following descriptive ranks: 
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SCORE DESCRIPTION 

4.51 

3.51 

2.51 

1.51 

0.00 

- 

- 

- 

- 

- 

5.00 

4.50 

3.50 

2.50 

1.50 

Very Great Extent 

Great Extent 

Moderate Extent 

Little Extent 

Not At All 

 

1) t.test. To determine if there was significant 

difference between the perception of the school 

administrators and the faculty members on the extent 

of implementation of the variables mentioned used was 

the t-test for independent samples (Denore, 1995 & 

Levine, 1997) was used. 

2) Spearman Rank Correlation. To further verify the 

extent of relationship between the perception of the 

school administrators and the faculty members the 

Spearman Rank Correlation (Siegel, 1988) was utilized. 

To test the significance of r, the t-distribution 

statistics (Siegel, 1988) was used. 
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CHAPTER IV 

 

PRESENTATION, ANALYSIS AND 

INTERPRETATION OF DATA 

 

 This chapter deals with the thorough analyses and 

presentation of the data gathered and interpretation of the 

findings. 

 Primarily used as bases for the presentation, analysis 

and interpretation of the data were the responses of the 

respondents gathered through the questionnaires and 

interviews. The researcher’s observation, actual 

experience, and the documentary analyses done were used to 

strengthen the analyses and interpretation. 

 The chronological presentation of the gathered data 

was patterned in the order and sequence of the specific 

problems cited in Chapter I. 

 The following correlative parts compromise the 

subdivisions of this chapter: Part One, which deals with 

the policies and guidelines relative to the recruitment and 

selection of teachers as established by the private 

technical schools in Bulacan; Part Two, which discusses the 

policies and guidelines relative to the recruitment and 

selection of teachers as managed by certain “education-

related” laws; Part Three, which presents the faculty 

members’ and the school administrators’ perception (as well 

as the differences of their perceptions on the extent of 

implementation of the policies and guidelines on 

recruitment and selection the technical schools 

established; Part Four which exhibits the faculty members’ 

and the school administrators’ perception (as well as the 

differences on their perceptions on the extent of 

implementation of the polices and guideline on recruitment 
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and selection teacher as mandate by certain “education-

related” laws; Part Five which proffers the faculty 

members’ and the school administrators’ perception (as well 

as the differences on their perceptions on the extent of 

influence of the “must” and “relevant” factors in the 

hiring process; and Part Six which presents the suggestions 

that may be considered to further improve the process of 

teacher recruitment and selection. 

 

Ì.  Policies and Guidelines Relative to Recruitment 

 and Selection of Faculty Members as Established 

 by the Private Technical Schools in Bulacan. 

 

 Through the responses of both the school 

administrators and the faculty members, the researcher 

deduced that the following are the policies and guidelines 

that the private technical schools observed in the 

recruitment and selection of faculty members: 

1. Vacancies for a teaching position is determined at any 

of the following times of the year or instances” 

1.1. beginning of a school year; 

1.2. end of a school year; 

1.3. beginning of a semester; 

1.4. end of a semester; and 

1.5. whenever the need arises. 

2. To fill vacancies, the technical schools do the 

recruitment of teachers in the following manners: 

2.1. through personal visits to recruitment offices or 

teacher training institutions; 

2.2. through letters of request to deans of teacher 

training institutions; 

2.3. through advertisements (newspapers and other means 

of advertisements); 
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2.4. through letters of application that come in; and 

2.5. through “walk-in” applicants. 

3. In the selection of teachers, the technical schools 

accord preferences to applicants with the highest 

educational qualification and with the most number of 

years of teaching experience. 

4. In considering the applicant’s educational 

qualifications, preferences are given to graduates of 

education and education-related courses. A graduate of 

a non-education professional course is given 

consideration only if the degree the graduate has 

earned is related to the subject (or subjects) to be 

taught and that at least 18 units of professional 

education accompany the degree earned. 

5. In the recruitment and selection process, the teacher-

applicants are made to undergo the following: 

5.1. submit the credentials/requirements needed; 

5.2. undergo a series of interviews (preliminary and 

final); 

5.3. undertake a series of written examinations; 

5.4. pass a demonstration-teaching; and  

5.5. sign a contract when hired. 

6. The credentials/requirements the applicants are 

required to submit are as follows: 

6.1. application letter; 

6.2. application form duly accomplished; 

6.3. transcript of records; 

6.4. certificate of graduation; 

6.5. certification of government examinations passed; 

6.6. service record or certification of previous work 

experiences; 

6.7. police clearance; and 
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6.8. medical clearance. 

7. Intelligence test, aptitude test, and personality test 

are the written examinations or test administered to 

the applicants. 

8. The recruitment and selection of teachers are 

undertaken by a recruitment selection committee whose 

memberships vary in the respondent schools. Presented 

below are the members that usually comprise the said 

committee: 

8.1. President 

8.2. School Administrator or Director 

8.3. College Dean 

8.4. Head of the Human Resources Department 

8.5. Department Heads 

8.6. Selected Faculty Members 

9. With the exception of the chosen faculty members, the 

members of the recruitment and selection committee 

comprise also the interview committee. 

10. The following are the personal characteristics of the 

applicants appraised during interviews: personal 

appearance, attitude toward work, interest in people 

and students, ability to communicate, ability in the 

subject matter the applicant proposes to teach, 

emotional stability, and the stability to establish 

rapport. 

 

III. Policies and Guidelines Relative to Recruitment and  

 Selection of Faculty Members as Mandated by Certain  

 Education-Related Laws 

 

 Presented below are the policies and guidelines on the 

recruitment and selection of teachers that certain 

“education-related laws” stipulate. The Manual of 
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Regulations for Private Schools, The Civil Service Law, The 

Labor Code of the Philippines, and the Republic Act 7796 

(TESDA Act of 1994) served as sources of information. 

1. A teacher who proposes to teach in a skill-oriented 

subject, aside from the degree (or degree) finished, 

must have been granted by the TESDA (Technical 

Education and Skills Development Authority) with a 

Trade Testing Officer Certificate (TTOC). 

2. Teaching personnel are classified in accordance with 

the specifications of the Revised Manual of 

Regulations for Private Schools as professor, 

associate professor, and instructor depending on the 

previously set-forth criteria. 

3. A new member of the faculty begins as an instructor 

and is subsequently promoted but if warranted by his 

training and scholarly maturity a faculty member maybe 

brought in and appointed as assistant professor, 

associate professor, or even as professor. 

4. For teachers of secondary vocational and two-year 

technical courses, the minimum qualification is a 

Bachelor’s degree in the field of specialization with 

at least eighteen (18) professional units in 

Education. 

5. For teachers of courses on the collegiate level other 

than vocational, the minimum qualification is a 

Master’s Degree with specific area of specialization. 

6. Appointments to teaching positions, as stipulated in 

the Civil Service Law, shall be mad only according to 

merit and fitness to be determined as far as possible 

by competitive examinations. 

7. Competitive examinations to teaching positions may 

take into consideration the experience, education, 
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aptitude, capacity, skills, knowledge, character, 

physical fitness, and potentials of the applicants. 

8. After a preliminary screening has been done, the head 

of the human resources department shall submit to a 

designated selection board the list of qualified 

applicants together with all the necessary 

information. 

9. The selection board shall evaluate the qualifications 

of the applicants and determine their knowledge, 

skills and abilities through tests and interviews in 

accordance with the screening procedure and evaluation 

criteria previously determined. 

10. New teachers are employed on probation for three 

(3) years of six (6) semesters at the end of which the 

institution makes judgment regarding their status and 

tenure. 

11. It is required that salaries that are to be paid 

to private school teachers are in accordance with the 

existing wage laws. 

12. It is require that schools employ fulltime 

teachers. 

13. Teachers are required by the government to be 

under contract with the institution. 

 

III. The Faculty Members’ and the School Administrators’  

 Perception on the Extent of Implementation 

 of the Policies and Guidelines on Recruitment 

 and Selection of Teacher the Technical 

 Schools Established. 

 

 Exhibited in this portion are the school 

administrators’ and faculty members’ perception on the 

extent of implementation of the policies and guidelines on 
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the hiring of teachers as established by the respondent 

technical schools themselves. 

 Each of the technical institutions that served as 

respondents to this study has an established recruitment 

and selection policies and guidelines. But as Gonzales 

(1988) puts it, “Recruitment and Selection Policies and 

guidelines are one, implementation is another; that is 

policies may be formulated, but they take on significance 

only as people make use of them.” The technical schools 

have existing policies and guidelines that specifically 

cater to the recruitment and selection of teachers. The 

extent of implementation of these policies is one of the 

focal points of this study. 

 Table 2 exhibits the faculty and school administrator 

respondents’ perception (quantified through weighted mean) 

on the extent of implementation of the policies and 

guidelines relative to the recruitment and selection of 

teachers as established by the private technical 

institutions in Bulacan. (Detailed presentation of the mean 

computations presented in Appendices K & L) Displayed also 

in the tables are the corresponding “descriptive marks” and 

the ranking of their perceptions on the items under some of 

the major policies. 

 As perceived by the school administrators, of the 

policies and guidelines, 5 (Policy Nos. 1,3,5,7 , & 10) 

were implemented to a “moderate extent” and 5 (Policy Nos. 

2,4,6,8 & 11) to a “great extent.” Interestingly, only 1 

policy (Policy No. 9) was implemented to a “very great 

extent.” Conversely, the faculty members perceived that 6 

of the guidelines (Policy Nos. 1,2,3,4,7 & 10) were 

enforced to a “moderate extent,” 5 (Policy Nos. 

5,6,8,9,&11) to “great extent,” and none to a “very great 
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TABLE 2 

 
The School Administrator’s and Faculty Perception on the Extent of Implementation of the Policies 

Relative to the Recruitment and Selection of Teachers as Established by the Private Technical 

Schools of Bulacan 

 

POLICIES AND GUIDELINES 

EXTENT OF IMPLEMENTATION 

 

As Perceived by the 

School Administrators 

As Perceived by the 

Faculty Members 

 WM DA Rank WM DM Rank 

1. Recruitment for a teaching position usually 

begin at any of the following time/s of the year or 

instances: 

3.26 ME  3.17 ME  

 a. beginning of a school year 3.58 GE 3 3.65 GE 2 

 b. end of a school year 3.08 ME 4 2.83 ME 4 

 c. beginning of a semester 1.58 LE 5 2.84 ME 3 

 d. end of a semester 4.00 GE 2 2.64 ME 5 

 e. whenever the need arises 4.08 GE 1 3.91 GE 1 

 
2. Recruitment of new teachers to fill vacancies is 

done in any of the following methods: 
3.76 GE  3.19 ME  

 a. through personal visit to placement offices 

or teacher-training institution. 
2.58 ME 5 2.18 LE 5 

 b. through letters of request to deans of 

teacher-training institutions 
3.08 ME 4 2.86 ME 3 

 c. through advertisements (newspapers and 

other means of advertisements) 
4.25 GE 2 2.56 ME 4 

 d. through solicited and unsolicited 

application letters 
4.08 GE 3 4.06 GE 2 

 e. through “walk-in” applicants 4.83 VGE 1 4.29 GE 1 

 
3. In the recruitment and selection of new 

teachers, preferences are accorded to the 

following: 

2.90 ME  3.28 ME  

 a. new graduates 1.92 LE 4 3.29 ME 3 

 b. applicants with teaching experience 4.33 GE 2 4.07 GE 2 

 c. teachers with highest educational 

qualifications 
4.67 VGE 1 4.25 GE 1 

 d. teachers from the locality 1.42 NE 5 2.48 LE 4 

 e. teachers from other places 2.17 LE 3 2.32 LE 5 

 
4. Only graduate of education and education-

related courses are considered for hiring. 
3.92 GE  3.47 ME  

 
 LEGEND: VGE - Very Great Extent GE - Great Extent 

   ME - Moderate Extent LE - Little Extent 

   NA - Not at All   

   WM - Weighted Mean  DM - Descriptive Mark 
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 TABLE 2 (cont.) 

 
The School Administrator’s and Faculty Perception on the Extent of Implementation of the Policies 

Relative to the Recruitment and Selection of Teachers as Established by the Private Technical 

Schools of Bulacan 

 

POLICIES AND GUIDELINES 

EXTENT OF IMPLEMENTATION 

 

As Perceived by the 

School Administrators 

As Perceived by the 

Faculty Members 

 WM DA Rank WM DM Rank 

5. Graduated of non-education professional 

courses are considered for hiring provided that 

they have completed at least 18 units of 

professional education. 

2.92 ME  3.68 GE  

 
6. Teacher-applicants are required to undergo the 

following in the recruitment and selection 

process: 

4.40 GE  4.0 GE  

 a. submit credentials/requirements needed 4.72 VGE 1 4.29 GE 1 

 b. undergo a series of interviews 4.42 GE 4 4.33 GE 3 

 c. undertake a series of examinations 3.67 GE 5 3.44 ME 5 

 d. pass a demonstration teaching 4.58 VGE 2.5 4.24 GE 2 

 e. sign a contract when hired 4.58 VGE 2.5 3.70 GE 4 

 
7. Teacher-applicants are required to submit to the 

school administrator or head of he human 

resources department the following: 

3.41 ME  3.37 ME  

 a. application letter 4.67 VGE 2 4.24 GE 1 

 b. duly accomplished application form 4.0 GE 4 4.21 GE 2 

 c. transcript of records 4.75 VGE 1 4.11 GE 3 

 d. certificate of graduation 2.83 ME 6 3.36 ME 4 

 e. xerox copy of government examination 

passed 
3.08 ME 5 2.83 ME 6 

 f. service record or certificated or previous 

work experience 
4.17 GE 3 2.91 ME 5 

 g. police clearance 2.00 LE 7 2.41 LE 8 

 h. medical clearance 1.75 LE 8 2.91 ME 7 

 
8. The following written examinations or tests are 

given to teacher-applicants: 
3.61 GE  3.55 GE  

 a. intelligence tests 4.17 GE 1 3.64 ME 2 

 b. aptitude test 3.08 ME 3 3.22 ME 3 

 c. personality test 3.58 GE 2 3.78 GE 1 

 
9. The recruitment and selection of teachers are 

undertaken by a recruitment and selection 

committee. 

4.67 VGE  3.65 GE  

 

10. The interview committee is also composed of 

the members of the recruitment and selection 

committees. 

2.75 ME  3.45 ME  
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TABLE 2 (cont.) 

 
The School Administrator’s and Faculty Perception on the Extent of Implementation of the Policies 

Relative to the Recruitment and Selection of Teachers as Established by the Private Technical 

Schools of Bulacan 

 

POLICIES AND GUIDELINES 

EXTENT OF IMPLEMENTATION 

 

As Perceived by the 

School Administrators 

As Perceived by the 

Faculty Members 

 WM DA Rank WM DM Rank 

11. The following personal characteristics are 

appraised during the interview: 
3.90 GE  3.91 GE  

 a. personal appearance 3.92 GE 5 3.51 GE 6.5 

 b. attitude toward work 4.33 GE 3 4.08 GE 3 

 c. interest in people and students 3.75 GE 6 4.05 GE 4 

 d. ability to communicate 4.00 GE 4 4.15 GE 1 

 e. ability in the subject matter he proposes to 

teach 
4.67 VGE 1 4.13 GE 2 

 f. emotional stability 4.58 VGE 2 3.93 GE 5 

 g. ability to establish rapport 2.08 LE 7 3.51 GE 6.5 

 

T O T A L 3.61 GE  3.51 GE  

 
extent.” 

 Time, the essence of Policy No. 1, is an essential 

component of a recruitment and selection program. Proper 

timing contributes to the efficiency of the program. This 

policy, which was implemented to a “moderate extent” 

according to the school administrators, tells about the 

time of the year or instances vacancies for teaching 

position are determined by the school. It was also to a 

“moderate extent” that this policy was implemented as 

perceived by the faculty members. Both the school 

administrators and the faculty members ranked the situation 

“whenever the need arises” as No. 1. This is an indication 

that the respondent technical institutions conduct 

recruitment only when vacancies occur or when a need for a 

teacher arises. 

 Nevertheless, a provision for exigencies should always 

be considered. When a female faculty member goes on a 
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maternal leave or one of the teachers inexplicably goes 

into an “extended absence without notice” are certain 

situations that may happen. Add to these deaths, sickness 

and accidents. These exigencies are reasons why some of the 

technical schools undergo recruitment not only when the 

need arises. And for the aforementioned the schools do 

their recruitment at the beginning or end of school year or 

at the beginning or end of a semester. 

 There existed a great discrepancy in the respondents;’ 

ranking of the “time frames” given. While the school 

administrators ranked 2nd the “end of a semester,” for the 

faculty members the ranking of the same was 5th or last. It 

was “beginning of a school year” which the faculty members 

ranked as 2nd. Aside form the situation “whenever the need 

arises” recruitment and selection is believe to be more 

effective when done either at the end of a semester or a 

school year. 

 Aside from the “time factor,” another indispensable 

element of an efficient recruitment and selection are the 

methods used in the process. The technical school 

respondent schools adhered to certain methods in the area 

as presented in Policy No. 2. While for the school 

administrators this policy (methods used in the recruitment 

to a “great extent” (3.76), the same was perceived by the 

faculty members to have been implemented only to a 

“moderate extent” (3.19). Among the methods identified, the 

category “through walk-in applicants was implemented o a 

“very great extent” (4.83) and was ranked No. 1 by the 

School administrators. At 4.29, the faculty members gave 

this category the same rank although implemented only to a 

“great extent.” Many members therefore of the teaching 

forces of the technical institutions were taken in through 
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unsolicited application. Two other methods utilized in 

drawing applicants – “through classified ads and other 

forms of advertisement” (4.25) and “through letters of 

application that come in” (4.08) were accorded by the 

school administrators ranks No. 2 and No. 3. For the 

faculty members the methods “through letters of application 

that come in (4.06) and “through letters of request o deans 

of teacher-training institutions were the ones ranked No. 2 

and No. 3. “Letters of request to deans of teacher-training 

institutions” (3.58) and “personal visits to placement 

offices of teacher-training institutions (2.58) were 

enforced only to a “moderate extent.”  

 Faculty members are also encouraged to recommend 

possible teacher-applicants. Even members of the alumni and 

students help in announcing vacancies. 

 Preferences in the selection of new teachers are the 

gist of Policy No. 3 which was also implemented to a 

“moderate extent” as perceived by both the school 

administrators and faculty members. If an institution 

intends to maintain quality education, preferences to the 

teacher-applicants must be based on qualification and 

experience. Although this policy was implemented in the 

technical schools only to a moderate extent, a welcome note 

is the fact that in the institutions great preference was 

given o would-be faculty members with the highest education 

qualifications having been ranked No. 1 by both the school 

administrators (4.67) and the faculty members (4.35). 

Ranked at an identical No. 2 was the category “teacher with 

training experiences”. In the order of preferences, the 

least priority was given to “teachers from other places,” 

“new graduates,” and “teachers from other places.” 
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 That only the graduates of education and education-

related courses are considered for hiring is what Policy 

No. 4 points out. This policy was viewed as being 

implemented to a “great extent” by both the school 

administrators and the faculty members accentuating earlier 

findings that the technical institutions used “educational 

qualifications” as the strongest bases in evaluating 

applications for teaching positions. 

 Educational qualifications count a lot in the 

selection of teachers and for quality education to become 

attainable only the teacher applicants with formal training 

in the field of teaching must be given the opportunity to 

teach. These are the graduates of education and education-

related courses. Graduates of non-education professional 

courses, as stated in Policy No. 5 are considered for 

hiring provided that they have completed at least 18 units 

of professional education. Such policy, as perceived by the 

school administrators, was implemented only to a “moderate 

extent” (2.92). Conversely, the faculty members declared 

that such policy was implemented to a “great extent” 

(3.68). 

 Graduates of two-year technical courses are givn by 

some technical schools the opportunity to teach in their 

specific areas of specialization. 

 Majority of the respondent technical schools have 

identified in their recruitment and selection program a 

specific process that teacher-applicants must undergo. 

Policy No. 6 referred to this process which, according to 

the school administrators and faculty members was 

implemented also to a “great extent”. These things that 

aspiring teachers were asked to undergo are considered as 

parts of the selection process. 
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 The “submission of credentials/requirements” was 

ranked by both he school administrator and faculty members 

No. 1. Application, therefore, was processed only when the 

credentials and requirements were submitted by the teacher-

applicants. It appeared that both groups of respondents 

considered the undertaking a “series of examination” as the 

least important. 

 Of these parts, the “submission of credentials / 

requirements” gathered the highest weighted mean of 4.75. 

Ranked No. 1 also by the faculty members was the same 

category (4.00). 

 The necessity of having to pass a demonstration 

teaching in order to qualify as a faculty members in the 

technical schools of Bulacan was affirmed when both groups 

of respondents identically ranked the category “pass a 

demonstration teaching” as 2nd. With regards, however, to 

the “signing of contract when hired” the perception of the 

respondents differed greatly. While the school 

administrators had “contract signing” similarly ranked 2nd 

alongside “demonstration teaching,” the faculty members 

considered the same as the least implemented. 

 Except for the item “sign a contract when hired,” all 

of the foregoing items are major components of sound 

recruitment and selection policy. The establishment of the 

teacher-applicants’ academic background and preparation 

necessities the submission of credentials/requirements 

needed. To determine the other aspects of the teacher-

applicant’s individuality and the same time ascertain the 

veracity of the contents of his credentials, a series of 

interviews and written examination must be given. The 

demonstration-teaching makes evident whether or not an 

aspiring teacher could become an effective teacher. 
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 Policy No. 7 which deals with the requirements and 

documents that teacher-applicants are entailed to provide 

was implemented only to a moderate extent as perceived by 

both the faculty members and the school administrators. 

These documents and requirements are presented here in 

accordance to their rank of significance as accorded by the 

schools administrators are as follows: transcript of 

records (4.75); application letter (4.67); service record 

(4.17); duly accomplished application form (4.00); 

government examinations passed (3.08); certificate of 

graduation (2.83) police clearance (2.00); and medical 

clearance (1.75). Among those ranked in the top 5 by the 

faculty members were items No. 1, No. 3 and No. 5 (ranked 

by the faculty members a No. 3 [4.11], No. 5 [2.91] and No. 

6 [2.83] respectively) clearly indicating that the 

technical schools used as bases in the evaluation of 

application educational qualifications and work experience. 

Although the items in Policy No. 7 were not ranked 

identically by the school administrators and faculty 

members, it is noteworthy that those in the school 

administrators’ top 6 were also items belonging to the 

faculty members’ top 6. “Police clearance” and “medical 

clearance” were the least significant among the school 

administrators with the ranks No. 7 and last respectively. 

These items were also at the bottom of the faculty members’ 

ranking. Apparently, the institutions were confident that 

none of those who applied for teaching positions have 

neither criminal record nor communicable diseases that 

might possibly undermine the health, well-being and safety 

of the members of the academic community. 

 It was also to a “great extent” that Policy No. 8 

(about written examinations or tests given to teacher-
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applicants) was implemented as perceived by both the 

faculty members and school administrators. Of the 3 written 

examinations identified, to both the school administrators 

and the faculty members, the giving of “intelligence test” 

was implemented to a great extent. “Personality test” and 

“aptitude test” were implemented to a great extent and 

moderate extent, respectively as perceived by the school 

administrators. It is in like manner that the faculty 

members perceived the implementation of the same. 

 The only major policy detected by the school 

administrators to have been implemented to a “very great 

extent” (4.67) was Policy No. 9 which tells that the 

recruitment and selection of teachers are undertaken by a 

recruitment and selection committee. It was only to a 

“great extent” that the faculty members observed Policy No. 

9’s implementation. 

 The head of the Human Resources Department had direct 

responsibility in the recruitment of new faculty members 

but in the technical schools where a human resources 

department does not exist, responsibility for the hiring of 

teachers rest on the office of the school director. Whoever 

of the two has the direct responsibility; he must design 

the process of selection. 

 The Presidents’ owners of the schools have the “final 

say” in the selection process. 

 Recruitment records are usually controlled by the 

Human Resources Department Head or the designated school 

director. 

 That the members of the recruitment and selection 

committee also compose the interview committee is what 

Policy No. 10 is all about. With a weighted mean of 2.75 

and 3.45 from the school administrators and faculty members 
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respectively, this policy was implemented only to a 

“moderate extent”. 

 A teacher-applicant needs to be interview by the 

following: President, school administrators or director, 

head of the Human Resource Department, and department 

heads. The foregoing are also the ones who serve as 

panelists in the demonstration-teaching. 

 Policy No. 11 which identifies the personal 

characteristics appraised during the interview was 

implemented to a “great extent” as perceived by both the 

faculty members and school officials. Of the 7 personal 

characteristics, the school administrators ranked “ability 

in the subject matter” and “emotional stability” as tops 

and implemented to a “very great extent”. The said areas 

were ranked only as No. 2 and No. 5 among the faculty 

members. Coming No. 3, No. 5 and No. 6 in the order of 

ranking are “attitude toward work”, “ability to 

communicate”, “personal appearance” and “interest in people 

and students.” The foregoing were implemented to “great 

extent.” On the other hand, “the ability to communicate” 

was ranked No. 1 by the faculty members. 

 At the bottom of the school administrators’ ranking 

scale and enforced to a “least extent” is the “ability to 

establish rapport.” Alongside “personal appearance” the 

said category was ranked last by the faculty members. 

 

A. The Test of Difference Between the Respondents’ 

Perception of the Extent of Implementation of 

 the Policies and Guidelines Relative to the 

 Hiring of Teachers As Established 

 By the Technical Institutions 

 

Table 3 displays the t-test ad Spearman Correlation 

results (Detailed solution is presented in Appendix M). The 
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t-test value of -.34 reveals that there exist no 

significant difference on the perceptions of the faculty 

member and the school administrator respondents regarding 

the extent of implementation of the policies relative to 

the recruitment and selection of teachers as being 

established by the private technical institutions in 

Bulacan. 

The result divulges that the groups of respondents 

have perceived statistically the same on the study’s 

identified variables. 

Furthermore, the result reinforces the overall weighted 

mean obtained in Table 2 which shows a 3.51 and 3.61 

weighted means for the faculty members and the school 

administrators, respectively. The computed t of -.34 

implies that the difference in the weighted between the 

faculty and school administrator respondents’ perception 

where due to chances in sampling error. Their perceptions 

which both bear an equivalent descriptive mark of “great 

extent” stand to be statistically the same or equal. 

 Moreover, the extent of relationship regarding the 

perceptions of the respondents also supports the above 

result. The r value of .49 with a corresponding t-value of 

1.686 is not significant t .05 level of significance. Te 

result for r implies that the .49 is not significantly 

different from zero. This reveals that no significant 

relationship exist between the perceptions of the faculty 

members and the school administrators. Hence, it supports 

the earlier finding that there exist no significant 

differences on the levels of perceptions of the 2 groups of 

respondents on the extent of implementation of the policies 

relative to the hiring of teachers as established by the 

private technical institutions in Bulacan. 
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TABLE 3 

 

Test of Difference on the School Administrators’ and Faculty Members’ Perception 

on the Extent of Implementation of the Policies Relative to Recruitment and 

Selection of Teachers as Established by the Technical Institutions 

 
RESPONDENTS WEIGHTED 

MEAN 

STANDARD 

DEVIATION 

COMPUTED TABULATED DECISION 

 

Faculty 

Members 

 

 

School 

Administrators 

 

3.52 

 

 

 

3.59 

 

273 

 

 

 

269 

 

 

NS 

-.34 

 

 

 

-1.75 

 

 

 

Accept 

Ho 

 
 

Spearman Correlation  r    =                         .49 

 

Significance of r 

 

 

NS 

1.686 

 

 

1.833 

 

 

Accept 

Ho 

 

LEGEND: NS – Not Significant 
  

 

B. Perceived Problems in the Implementation of the 

 Hiring Policies and Guidelines as Established 

 By the Technical Institutions 

 

 The school administrators and faculty members from the 

respondent schools recognized the significance of 

recruitment and selection as an essential phase of the 

school personnel program. They considered recruitment and 

selection as essential part of the personnel program of the 

school. According to the respondents, only through a 

carefully-crafted hiring program that quality teacher can 

be had. They also added that the recruitment and selection 

program of their respective schools must be well-defined. 

It was revealed, through the interview that in some of the 

respondent schools not all the teaching applicants were 

made to undergo written examinations. 15 (8.82%) respondent 

made this claim. 34 (20%) reported also that while their 
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fellow faculty members were asked to make a demonstration 

teaching and take written examination they were only asked 

to report for an interview and started teaching immediately 

thereafter. 17 (10%) of the faculty members claimed to have 

undertaken only the demonstration-teaching submitting the 

required credentials yet. 

 Furthermore, 120 (70.59%) observed that they were 

given a checklist of requirements by the school and 2 of 

the items there were “medical clearance” and “police 

clearance.” When the 2 requirements identified were not 

given they claimed to have been hired. Such were the 

inconsistencies in the recruitment and selection programs 

of the respondent schools as perceived by the faculty 

members. Conversely, none of the above problems were cited 

by the school administrators with all of the 12 (100%) 

claiming that their hiring programs were well-defined and 

executed consistently. 

 150 (98.24%) of the faculty members considered some of 

the provisions in the school’s recruitment program 

unfavorable. Half of the 88.24% lamented the preference 

accorded to the teacher-applicants with the highest 

educational qualifications and with teaching experience in 

the selection of new teachers. Their justification: “Not 

necessarily that the teacher-applicants with the least 

educational qualifications and teaching experience are the 

least effective. There were 20 (11.76%) who singled out the 

written examinations or tests given to teacher-applicants. 

There were too many test (in some of the schools) they 

claimed. That a “certificate” of graduation,” aside from 

the “transcript of records,” be submitted was found by (an 

insignificant) 5 (2.94%) of the respondents to be offensive 
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for according to them it appeared that they were not 

trustworthy. 

 Only 2 (16.67) of the 12 school administrators 

respondents identified a provision in the schools’ 

recruitment and selection program that they do no favor. 

Both singled out the “too many members of the recruitment 

and selection committee” saying that 2-3 members are 

enough. 

 When asked what problems were encountered by the 

school in the recruitment and selection of teachers both 

faculty members and school administrators identified 

“dearth of qualified applicants” as one. While qualified 

teacher-applicants in the Computer Programming and Software 

Applications, Social Science, Math, Philosophy and Filipino 

abound, only a few were available in the English (Grammar 

and Literature) and Technical (Electronics, Computer 

Hardware, and Electrical) subjects. Such a problem did 

leave the schools without a choice but to hire even 

graduates of 2-year technical courses who had no formal 

training in the field of teaching to teach Technical 

subjects and assign Social Science teachers to teach 

English subjects. 

 Another problem identified, this time only by the 

school administrator respondents, was teacher-applicants 

expecting high salaries which the schools can not afford. 

There were qualified applicants, who after learning that 

the salary the institution can afford to offer was not what 

there were expecting, would decide not to sign their 

contracts. 

 68 (40%) of the 170 faculty members respondents 

claimed that not all of the provisions in the recruitment 

and selection of teachers their schools set-forth followed? 
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They singled out the policy “only graduates of education 

and education-related courses are considered for hiring” as 

the one frequently breached. Even the school administrators 

serving as respondents to this study acknowledged this when 

8 (66.67%) of them pointed to this policy as the one 

difficult to maintain due mainly to the “dearth of 

applicants” in certain subject areas mentioned earlier. 

 Another policy viewed by both groups of respondents to 

be not implemented consistently was the policy “graduates 

of non-education professional courses are considered for 

hiring provided that they have completed at least 18 units 

of professional education” for even graduates of 2-year 

courses were allowed to teach. 

 10 (5.88%) from the group of faculty members claimed 

that the policy that tells about the “procedures the 

teacher-applicants” need to undergo was inconsistently 

executed as previously mentioned. The 12 school 

administrators insisted that this policy was followed 

consistently. 

 Even the policy which identifies what documents 

teacher-applicants were required to submit was not 

consistently followed as observed by both faculty members 

and school administrators. Only 12 (7.06%) of the 170 

member respondents claimed to have submitted police and 

medical clearances. 
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I. The Faculty Members and the School Administrators  

 Perception on the Extent of Implementation of the 

 Policies and Guidelines on Recruitment and  

 Selection of Teachers As Mandated By Certain 

“Education-Related” Laws 

 

Another focal point of this study is whether or not the 

hiring policies practiced by the respondent institutions 

correspond with the provisions of certain laws enacted to 

cater to certain issues about education. This portion 

presents the school administrators’ and faculty members’ 

perception on the extent of implementation of the policies 

and guidelines on the hiring of teachers as mandated by 

certain “education-related” laws. 

 Table 4 presents the weighted means of the perceptions 

of the faculty members and the school administrators on the 

extent of implementation of the policies relative to 

teacher recruitment and selection as mandated by certain 

“education-related” laws (Detailed presentation of the 

computation is presented in Appendices N & O). The table 

also displays the corresponding “descriptive marks” and the 

ranking of the perceptions on the different policies and 

guidelines. 

 Revealed through the table was the school 

administrator’s cognition that of the 13 identified 

policies and guidelines mandated by “education-related” 

laws, 5 were enforced to a “moderate extent” (Policy Nos. 

1,2,4,5 and 8), 7 to a “great extent” (Policy Nos. 

3,6,7,9,10,12, and 13) and 1 to a “very great extent.” As 

observed by the faculty members on the other hand, 7 

policies (Policy Nos. 1,2,3,9,10,12 and 13) were 

implemented to a “moderate extent and 6 policies (Policy 

Nos. 4,5,6,7,8 and 6) were implemented to a “great extent.”  
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TABLE 4 (cont.) 

 
The School Administrator’s and Faculty Perception on the Extent of Implementation of the Policies 

Relative to the Recruitment and Selection of Teachers as Mandated By Certain “Education-Related” 

Laws 

 

POLICIES AND GUIDELINES 

EXTENT OF IMPLEMENTATION 

 

As Perceived by the 

School Administrators 

As Perceived by the 

Faculty Members 

 WM DA Rank WM DM Rank 

8. After a preliminary screening has been done, 

the head of the human resources department shall 

submit to a designated selection board the list of 

qualified applicants together with all the 

necessary information. 

3.00 ME 10 3.92 GE 3 

9. The selection board shall evaluate the 

qualification of the applicants and determine their 

knowledge, skills and abilities through tests and 

interviews in accordance with the screening 

procedure and evaluation criteria previously 

determined. 

3.83 GE 3 3.49 ME 7.5 

10. New teachers are employed on probation for 

three (3) years of six (6) semesters at the end of 

which the institution makes judgment regarding 

their status and tenure. 

3.75 GE 4.5 3.41 ME 9 

11. It is required that the salaries that are to be 

paid to private school teachers are in accordance 

with the existing wage laws. 

4.58 VGE 1 3.52 GE 6 

12. Teachers are required by the government to be 

under contract with the institution. 
4.33 GE 2 3.12 ME 10 

13. It s required that schools employ fulltime 

teachers. 
3.75 GE 4.5 3.49 ME 3.49 

 

T O T A L 3.56 GE  3.41 ME  

 

 In general, the school administrators observed that 

the policies and guidelines as mandated by “education-

relate” laws were determined to a “great extent”. 

Conversely, the faculty members perceived that such 

policies and guidelines were executed only to a “moderate 

extent” (3.41). Noteworthy of attention is the fact that 

while among the policies and guidelines established by the 

technical institutions themselves the 2 groups of 

respondents made identical rankings on some of the items 

and categories namely Policy Nos. 1-B, 1-E, 2-A, 2-E, 3-B, 
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3-C, 6-A, 6-C, on the policies and guidelines mandated by 

“education-related” laws. The school administrators and 

faculty members made no similar or identical ranking. As a 

matter of fact, in the respondents’ ranking as shown in 

Table 5.1 great discrepancies exists. 

 Policy No. 11 which indicates that salaries of private 

school teach should be consistent with existing wage laws 

were implemented to a “very great extent” and consequently 

ranked No. 1 by the school administrators. For the faculty 

members, however, this policy was implemented only to a 

“great extent” and comes No. 6 in the ranking scale. Te 

1.00 difference in their weighted means accentuates the 

discrepancy earlier mentioned in the extent of difference 

in the respondents’ perceptions. 

 Pegged at No. 2 in the school administrators’ ranking 

scale is Policy No. 12 (teachers must be under contract 

with the schools employing them) which was implemented to a 

“great extent”. It was only to a “moderate extent” that 

this policy was implemented as observed by the faculty 

members. Its rank – No. 10. Viewed through weighted mean, 

the difference between the respondents’ perception on the 

implementation of Policy No. 12 was 1.21 with that of the 

school administrators higher than that of the faculty 

member. It is difficult to determine which perception was 

more accurate. 

 The evaluation of the teacher-applicants’ 

qualifications by the evaluation board is the gist of 

Policy No. 9 which, ranked No. 3, was executed to “great 

extent” according to the school administrators. As 

perceived by the faculty members, the said policy was 

implemented only to a “moderate extent” and ranked Nos. 7-8 
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alongside Policy No. 13 (schools must employ full-time 

teachers). 

 Sharing Nos. 4 to 5 in the school administrators’ 

ranking scale are Policy No. 10 (new teachers must be 

employed on probation for 3 years or 6 semesters) and 

Policy No. 13 which were implemented to a “great extent” 

with both having an identical weighted means of 3.75 Policy 

No. 10 was observed by the faculty members to have been 

implemented only to a “moderate extent” (3.41) and was 

consequently ranked No. 9. 

 Ranked Nos. 6 to 8 were the following: Policy No. 3, 

which tells about how new faculty members should be ranked 

and classified; Policy No. 6, which tells that competitive 

examinations must be used as bases in classifying the 

teachers; and Policy No. 7, which identified the criteria 

to be measured in the competitive examinations. These 

policies, according to the school administrators, were 

implemented also to a “great extent.” Among the faculty 

members, Policy No. 3 was implemented to a “moderate 

extent,” Policy No.6 to a “great extent,” and Policy No. 7 

to a “great extent” (4.20). In the ranking scale, Policy 

No. 3 is No. 12 and Policy Nos. 6 and 7, No. 1 and No. 2, 

respectively. 

 While Policy No. 1 (teachers must have undergone a 

Trade Testing Officer Certificate Course courtesy of the 

TESDA) registered a weighted mean of 3.25 (“moderate 

extent”) and consequently ranked No. 9 by the school 

administrators. The same policy, bearing a weighted mean of 

2.60 (“moderate extent’), occupies the bottom in the 

faculty members’ ranking scale. 

 Ranked No. 10 and implemented to a “moderate extent” 

(3.00) as perceived by the school administrators was Policy 
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No. 8 (the head of the human resources department must 

submit to the selection board the list of qualified 

teacher-applicants). This policy, for the faculty members, 

was administered to a “great extent” (3.92) and ranked No. 

3. 

 Policy No. 2 (which tells about the specific 

classification of new faculty members) and Policy No. 4 and 

Policy No. 5 (which identifies the minimum qualifications 

for teachers according to the school administrators were 

implemented to a “moderate extent” (at an identical 

weighted mean of 2.92) and have shared ranks of 11 to 13. 

As perceived by the faculty members, Policy No. 2 was 

implemented to a “moderate extent” (2.72, Policy No. 4 to a 

“great extent” (3.68) and Policy No. 5 to a “great extent” 

(3.56). The foregoing policies were ranked No. 11, No. 4, 

and No. 5 respectively. 

 While Policy No. 1 (teachers must have undergone a 

Trade Testing Officer Certificate Course courtesy of the 

TESDA) registered a weighted mean of 3.25 (“moderate 

extent”) and consequently ranked No. 9 by the school 

administrators. The same policy, bearing a weighted mean of 

2.60 (moderate extent), occupies the bottom in the faculty 

members’ ranking scale. 

 Ranked No. 10 and implemented to a “moderate extent” 

(3.00) as perceived by the school administrators was Policy 

No. 8 (the head of the human resources department must 

submit to the selection board the list of qualified 

teacher-applicants). This Policy, for the faculty members, 

was administered to a “great extent” (3.92) and ranked No. 

3.  

 Policy No. 2 (which etells about the specific 

classification of new faculty members) and Policy No. 4 and 
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Policy No. 5 (which identifies the minimum qualifications 

for teachers according to the school administrators were 

implemented to a “moderate extent” (at an identical 

weighted mean of 2.92) and have shared ranks of 11 to 13. 

As perceived by the faculty members, Policy No. 2 was 

implemented to a “moderate extent” (2.72), Policy No. 4 to 

a “great extent” (3.68), and Policy No. 5 to a “great 

extent” (3.68), and Policy No. 5 to a “great extent” 

(3.56). The foregoing policies were ranked No. 11, No. 4 , 

and No. 5 respectively. 

 

A. The Test of Difference Between the Respondents’  

Perception on the Extent of Implementation of 

the Hiring of Teachers As Mandated By 

Certain “Education-Related” Laws 

 

Table 5 displays the summary result of the t-test and 

Spearman Rank Correlation (Detailed solution is presented 

in Appendix P). 

 The computed t of .72 which is less than the tabulated 

t at .05 level of significance indicates that the null 

hypotheses be accepted and tells that there exist no 

significant difference on the perceptions between the 

faculty and the school administrator respondents as to the 

extent of implementation of the policies relative to the 

recruitment and selection of teachers as mandated by 

certain “education-related” laws. 

 Though there exist a numerical differences in the 

level of perception between the faculty members and the 

school administrators as shown in Table 4, specifically in 

the “overall weighted mean” of 3.41 (“moderate extent” for 

faculty members and 3.56 (“great extent”) for the school 

administrators, but such difference was quantified to be 
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statistically the same as a result of a very small computed 

t. 

 A further analysis utilizing the Spearman Rank 

Correlation supports the earlier findings as indicated but 

eh value of r (.11) which is not significantly different 

from zero. This output reveals that there exists no 

significant relationship on the ranking of their perception 

between the faculty and school administrators. Definitely, 

the ranking of the perceptions between the two groups 

indicates no significant pattern. 

 

 

TABLE 5 

 

Test of Difference on the School Administrators’ and Faculty Members’ Perception 

on the Extent of Implementation of the Policies Relative to Recruitment and 

Selection of Teachers as Mandated by Certain “Education-Related” Laws 

 

 

RESPONDENTS 
WEIGHTED 

MEAN 

STANDARD 

DEVIATION 

COMPUTED 

t 

TABULATED 

t 
DECISION 

 

Faculty 

Members 

 

 

School 

Administrators 

 

 

3.41 

 

 

 

3.56 

 

.52 

 

 

 

.54 

 

 

 

NS 

-.72 

 

 

 

1.711 

 

 

 

Accept 

Ho 

 

 

 

Spearman Correlation r =       1.11 

 

 

Significance of r 

 

 

 

NS 

.37 

 

 

 

1.796 

 

 

 

Accept 

Ho 

 

LEGEND:   NS – Not Significant 
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B. Perceived Problems in the Implementation of the 

Hiring Policies and Guidelines as Mandated 

by “Education Related” Laws 

 The soundness of the recruitment and selection 

programs of a school is determined through its conformity 

not only to the established recruitment and selection 

practices but also to the p[provisions of “education-

related” laws. 

 The faculty members perceived that there existed some 

disagreements between the hiring practices in their schools 

and the provisions of “education-related” laws. 

 The following are the areas identified by the faculty 

member respondents where the disagreements existed: 

probationary period, salaries, and employment contract. 

 Two 92) things were singled out about the probationary 

period. Firstly, 105 (61.76) of the faculty members claimed 

that the 6-semester (3-school year) probationary period 

before a teacher is given a “regular status” should be 

shortened. Lastly, 27 (15.88%) of the faculty member 

respondents claimed that some of their colleagues, no 

matter how good and effective as teachers were not given 

contract extension after 4 semesters, 2 semesters (or a 

year) before they were supposed to be evaluated whether 

they would be granted “regular status” leaving a negative 

impression that the schools are deliberately preventing 

their faculty members from becoming a “regular” faculty 

member. 

 53 (31.18%) of the 170 teachers serving as respondents 

decried that they were not asked to sign any employment 

contract while 70 (41.18%) claimed that they had contracts 

only during the first semester. 

 109 (64.12%) complained that though above the minimum 

salary is stipulated in “wage laws,” their monthly salaries 
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are insufficient when ranges against the “cost-of-living”. 

Some of the respondents complained about the absence 

definite criteria in salary classification. 

 None of the school administrators identified the 

problems scored by the faculty member respondents. 

 

V. The Faculty Members’ and the School 

Administrators’ perception on the Extent 

of Influence of Certain Factors 

in the Hiring Process 

 

 The third focal point of this study is the extent of 

influence of certain factors in the recruitment and 

selection process. 

 There are several factors that influence the hiring of 

faculty members. Some, if not all, of these factors are 

utilized by school administrators and those directly 

involved in teacher selection as bases in deciding upon 

application of would-be faculty members. To ensure that 

only the best and the most qualified enters into the 

teaching service, it is a must that sound and objective 

basis be used in the hiring process. As Castetter (1983) 

puts it, “organization cannot function successfully unless 

they are fully and competitively staffed.” 

 The “factors” influencing the “hiring process” as 

presented here are identified as “must” and “relevant” 

factors. 

 Considered as “must” factors are the following: (1) 

educational qualifications; (2) scholastic records; (3) 

results of demonstration teaching; (4) results of written 

examinations; (5) police clearance; (6) medical clearance; 

and (7) personnel needs and vacancies. 
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TABLE 6 

 

The School Administrators’ and Faculty Members’  

Perception on the Extent of Influence of the 

 “Must” Factors on the Recruitment 

 and Selection of Teachers 
 

“M U S T”  F A C T O R S 

(Factors Influencing the Hiring Process) 

EXTENT OF IMPLEMENTATION 

 

As Perceived by the 

School Administrators 

As Perceived by the 

Faculty Members 

 WM DA Rank WM DM Rank 

1. Educational Qualifications 4.5 VGE 1 4.34 GE 1 

2. Scholastic Records 4.17 GE 3 4.03 GE 2 

3. Results of Demonstration-Teaching 3.83 GE 4 3.54 GE 4 

4. Results of Written Examination 2.67 ME 5 2.74 ME 6 

5. Police Clearance 2.44 LE 7 2.48 LE 7 

6. Medical Clearance 2.50 ME 6 2.76 ME 5 

7. Personnel Needs and Vacancies 4.25 GE 2 3.94 GE 3 

 

T O T A L 3.48 ME  3.40 ME  

 

 LEGEND VGE - Very Great Extent GE - Great Extent 

   ME - Moderate Extent LE - Little Extent 

   NA - Not At All   

 

   WM - Weighted Mean DM - Descriptive Mark 
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Table 6 presents the weighted mean on the perceptions 

of faculty and school administrator respondents on the 

“must” factors which influence the hiring of teachers 

(Detailed presentation of the mean computation is presented 

in Appendices Q & R). The data shows that both groups of 

respondents perceived that educational qualification, 

ranked No. 1 by both the faculty members (with 4.34 

weighted mean [“great extent”]) and the school 

administrators (with4.5 [“very great extent”]), has the 

greatest influence in the hiring of teachers with the 

faculty members school administrators giving it Rank No. 1. 

 Educational qualifications which refer to the course 

or courses completed by a teacher-applicant have always 

been the foremost of the factors that influence the hiring 

of faculty members. Such is but proper for “educational 

qualifications” indicate the teacher-applicant’s academic 

background and preparation in relation to the subject or 

subjects who he proposes to teach. 

 The government, through “education-related” laws, 

issued certain guidelines addressing educational 

qualifications of aspiring teachers. Anyone who desires to 

teach in the different school levels (pre-school, 

elementary, secondary, technical-vocational, tertiary and 

graduate school) must first possess the minimum 

qualifications set forth by the laws. Event teacher 

qualifications in all the levels of bother government and 

private educational institutions are based on educational 

qualifications. 

 However, a teacher-applicant finishing a particular 

course or courses is not enough guarantee that he will 

become an effective teacher. This is why processing of 

application for a teaching position does not stop with 
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determining educational qualifications. While considering 

the aforementioned, the scholastic records of teacher-

applicant must be subjected to scrutiny as well. 

 Scholastic records refer to the teacher-applicant’s 

collegiate transcript that contains subjects taken and his 

corresponding grades. Honors and awards received are parts 

also of scholastic records. The variable scholastic records 

ranks No. 2 for the faculty members, with a weighted 

average of 4.03 (“great extent”) but ranked No. 3 by the 

school administrators with a weighted average of 4.17 

(“great extent”). 

 Coming No. 3 in the faculty respondents’ ranking scale 

is personnel needs and vacancies, with a weighted mean of 

3.94 (“great extent”), but this factor ranks 2nd for the 

school administrator respondents with 4.25 (“great extent”0 

weighted average. Personnel needs and vacancies is also a 

factor that influences the hiring process. As to how many 

among the applicants will be taken in would depend on the 

personnel needs and vacancies of the school. The nature of 

the positions available in an educational institution would 

certainly dictate what educational qualifications and 

scholastic records are to be expected from a teacher-

applicant. 

 Identically ranked 4th is the factor “results of 

demonstration teaching” with 3.54 (“great extent”) and 3.83 

administrators, respectively. Results of demonstration 

teaching may be utilized also to measure whether or not a 

teacher-applicant will be an effective teacher. A 

demonstration teaching aids that part of the selection 

process where the applicants are made to actually teach in 

a class so that school officials may see their teaching 

capabilities. The demonstration teaching is also a 
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significant factor in the process of teacher selection for 

there may be things that educational qualification and 

scholastic records can not reveal. Not necessarily that 

when a teacher-applicant has the highest educational 

attainment and the most excellent scholastic records he is 

to be readily classified an effective teacher. Through the 

demonstration teaching, applicant for a teaching position 

can display what he is capable of doing inside the 

classroom. 

 Just like the demonstration teaching, written 

examinations such as the intelligence test, aptitude test, 

and personally test can be utilized by school officials to 

establish the real worth of an aspiring faculty member. The 

intelligence test reveals the intelligence quotient (I.Q.) 

of the applicant, the aptitude test his other abilities, 

and the personality test reveals the deeper facets of his 

well-being. The results of written examination, ranks 6th 

among the faculty respondents, with a weighted average of 

1.74 (“moderate extent”). However, this factor ranks 5th for 

the school administrators with 2.67 (“moderate extent”) 

weighted average. 

 Two (2) other factors, medical clearance and police 

clearance, were at the bottom of the ranking scale of both 

the faculty members and the school administrators. 

 Police clearance is a certification from police 

authorities that indicates whether or not the aspiring 

teacher has existing police records. To ensure that nobody 

with criminal records or pending criminal or administrative 

cases enters into the teaching service which might 

consequently undermine the safety and good reputation of 

the academe school officials must require that all teacher-

applicants present police clearances. 
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 As equally significant as the police clearance is 

processing applications is the medical clearance. A medical 

clearance is a certification that a teacher-applicant is in 

his best physical shape for him to be able to overcome the 

rigors of teaching and has no lingering illness that might 

possibly jeopardize the health of the students, academic 

and non-academic personnel. 

 All of the foregoing is considered “must” factors 

because exclusion of any of them in the selection of 

teachers would render the process incomplete and 

ineffective. 

 There are other factors that influence the recruitment 

and selection of teachers. These factors are not classified 

as “must” although they also affect the hiring process. 

Such factors were categorized in this study as “relevant”. 

 Included in the “relevant” factor category were the 

following: (1) academic experience and length of service; 

(2) relevant training/seminars attended and undertaken; (3) 

special talents and potentials of the teacher; (4) 

government examination passed; (5) recommendations from 

politicians; (6) recommendation from education officials; 

and (7) personal characteristics such as sex, age, 

appearance, civil status and religion. 

 Table 7 displays the weighted average in the 

perceptions of the faculty members and school 

administrators with respect to the different “relevant” 

factors influencing the hiring of teachers. (Detailed 

presentation of mean computation is also presented in 

Appendix Q & R). 

 The data shows that among the faculty respondents, 

ranked 1st is academic experience and length of service, 

3.85 (“great extent), while among the school administrators 
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this factor was ranked 2nd although the extent of its 

influence was also to a “great extent” (4.08). 

 Aside from considering educational qualifications and 

scholastic records, in determining whether a teacher-

applicant can become an effective member of the teaching 

staff it may also help to take into account the applicant’s 

academic experience and length of service. The longer a 

teacher has already been teaching the more formidable is 

his academic experience and the higher the possibility that 

he could be an effective teacher.)  

 No. 2 in the faculty members’ ranking scale is 

personal characteristic at a weighted mean of 3.66 (“great 

extent”). The same factor influenced the hiring process 

only to a “moderate extent” (3.17) and was ranked 4th only 

among the school administrators. 

 A teacher-applicant’s personal characteristics such as 

sex, age, appearance, civil status, and religion also 

exerts influence in the hiring process. There are subjects 

and pervading circumstances that require that the teacher 

to be hired should either be a man or a woman, of a certain 

sex, age, civil status and appearance, and a member of this 

or that religion. Following the aforementioned could be 

fine provided that it should be practiced not to the point 

of violating the existing rule in “equal employment 

opportunity”. 

 Another factor, with a No. 3 ranking among th faculty 

members, that appeared to influence the hiring of teachers 

only to “moderate extent” (3.45) is special talents and 

potential of teachers which, conversely, was viewed  by the 

school administrators to have influenced the hiring of 

teachers to a “great extent” (3.45) and was ranked 1st. 
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TABLE 7 

 

The School Administrators’ and Faculty Members’ 

Perception on the Extent of Influence of the 

“Relevant” Factors on the Recruitment 

and Selection of Teacher 

 

 

“R E L E V A N T   F A C T O R S” 

(Factors Influencing the Hiring Process) 

EXTENT OF IMPLEMENTATION 

 

As Perceived by the 

School Administrators 

As Perceived by the 

Faculty Members 

 WM DA Rank WM DM Rank 

1. Academic Experience and Length of Service 4.08 GE 2 3.85 GE 1 

2. Relevant training/seminars attended and 

undertaken 
3.58 GE 5 3.24 LE 4 

3. Special Talents and potentials of the teachers 4.25 GE 1 3.45 ME 3 

4. Government examinations passed 2.75 ME 5 2.98 ME 5 

5. Recommendation from politicians 1.83 LE 6 2.23 LE 7 

6. Recommendation from education officials 1.40 NA 7 2.38 LE 6 

7. Personal characteristics such as sex, 

appearance, civil status, and religion 
3.17 ME 4 3.66 GE 2 

 

T O T A L 3.01 ME  3.11 ME  

 
LEGEND VGE - Very Great Extent GE - Great Extent 

   ME - Moderate Extent LE - Little Extent 

   NA - Not At All   

 

   WM - Weighted Mean DM - Descriptive Mark 
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 Life in the academe is multifarious which means 

academics is not the only concern. Extra-curricular 

activities abound also in schools it is for the foregoing 

that in the selection process, the special talents and 

potentials of a teacher are to be considered. 

 The faculty members perceived that relevant 

training/seminars attended and undertaken influenced the 

hiring process only to “moderate extent” (3.24) and was 

ranked No. 4. The school administrators, on the other hand, 

perceived that this factor, ranked 3rd wielded influence to 

the hiring process also to a “great extent” (3.24). 

Relevant training and seminars attended and undertaken by a 

teacher-applicant help him gain more experience and 

insights about the profession, not to mention the 

additional knowledge he acquires. All of the aforementioned 

contribute to his efficiency. 

 Ranked identically by the faculty members and the 

school administrators t 5th is the factor government 

examinations passed (such as the teacher’s Board Exam) 

given weighed means of 2.98 (“moderate extent”) and 2.75 

(“moderate extent”) respectively. Only in government 

schools that this factor are considered in the selection 

process. But in most technical institutions government 

examinations are almost a “non-factor.” 

 Influencing also the selection process, although not 

significantly, are recommendations from politicians and 

education officials. This factor occupies the bottom of the 

ranking scales of both the faculty members and the school 

administrators. 
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A. The Test of Difference Between the Respondents’ 

 Perception on the Extent of Influence of Certain 

 Factors on the Hiring of Teachers 

 

Summarized in Table 8 and 9 are the results of the test of 

difference between the perceptions of the faculty members 

and the administrators on the extent of influence of 

certain factors on the outcome of the hiring process. 

 The summary result of the t-test and Spearman Rank 

Correlation for the “must” factors are presented n Table 8 

(detailed computations are presented in Appendix S) clearly 

indicates that, the null hypotheses, that implied that 

there exist no significant differences on the perception of 

the 2 groups of respondents on the extent of influence of 

certain factors in the hiring process, be accepted. In 

other words, the extent of perception between the 2 groups 

is just equal. However, a significant relationship exists 

between the rankings of the respondents’ perceptions. The 

computer Spearman Rank Correlation value is .93 which is 

highly significantly different for zero. This r value 

indicates that as the ranking of the perceptions of the 

faculty respondents increase the rankings of the 

perceptions of the school administrators also increase. 

Such as remarkable to note that though there exist no 

significant differences in the extent of perceptions of 

faculty and school administrators a significant 

relationship still exist as the rankings of their 

perception. 
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TABLE 8 

 

Test of Difference on the School Administrators’ and Faculty 

Members’ Perception on the Extent of Influence 

 of the “Must” Factors to the Recruitment 

and Selection Teachers 

 
RESPONDENTS WEIGHTED 

MEAN 

STANDARD 

DEVIATION 

COMPUTED 

t 

TABULATED 

t 

DECISION 

 

Faculty 

Members 

 

School 

Administrators 

 

 

3.40 

 

 

3.48 

 

.74 

 

 

.91 

 

 

NS 

-.18 

 

 

1.782 

 

 

Accept 

Ho 

 
 

Spearman Correlation  r   =                    .93 

 

Significance of r   

 

** 

5.657 

 

 

3.365 

 

 

Reject 

Ho 

 

  

LEGEND: NS – Not Significant 

  ** - Highly Significant 
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TABLE 8 

 

Test of Difference on the School Administrators’ and Faculty 

Members’ Perception on the Extent of Influence 

 of the “Relevant” Factors to the Recruitment 

and Selection Teachers 

 
RESPONDENTS WEIGHTED 

MEAN 

STANDARD 

DEVIATION 

COMPUTED 

t 

TABULATED 

t 

DECISION 

 

Faculty 

Members 

 

School 

Administrators 

 

 

3.11 

 

 

3.01 

 

.62 

 

 

1.09 

 

 

NS 

-.21 

 

 

 

1.782 

 

 

 

Accept 

Ho 

 
 

Spearman Correlation  r   =                    .79 

 

Significance of r   

 

* 

3.16 

 

 

2.015 

 

 

Reject 

Ho 

 

  

LEGEND: NS – Not Significant 

  ** - Highly Significant 

 

extent of perceptions of faculty and school administrators 

a significant relationship still exist as the rankings of 

their perception. 

 With respect to the different “relevant factors, the t 

computer as shown in Table 9 (detailed presentation of mean 

computation is also presented in Appendix S), registered to 

be insignificant. Such result reveals that as to the 

perceptions on the different “relevant” factors influencing 

the recruitment of teaches no significant difference exist 

between the perceptions of the faculty and school 

administrator respondents. It can be observed from Table 

4.2B that the overall weighted mean for the different 

relevant factors influencing the recruitment of teacher 

registered to “moderate extent” level. Although there exist 
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no significant difference on the extent perception, 

however, the Spearman Rank Correlation registered to be 

significant with a computed r or .79. this value of r which 

significant at .05 level of significance, indicates that a 

positive relationship exist between the ranking of the 

different perceptions regarding the different “relevant” 

factors influencing the recruitment of teachers. This 

result further implies that as the ranking of the 

perceptions of the faculty respondents went higher the 

rankings of the perceptions among school administrators 

also went higher. 

 In Table 10 the “must” and “relevant” factors were 

presented altogether without reference made to their 

categories. Such was done in order to establish the actual 

frequency distribution of the factors involved in the study 

in as much in the study undertaken was not oly the 

determination or the extent of influence or certain factors 

in the hiring of teachers but also the identification of 

which factors influence the hiring of teachers in their 

respective schools. 

 Presented in Table 10 is the frequency distribution of 

faculty and school administrator respondents on ctain 

factors influencing the recruitment and selection of 

teachers. The data revels that for the faculty members the 

factor most favored is educational qualification; 157 

(92.35), followed by special talents and potential of 

teachers, 155 (91.18), scholastic records, 152 (89.41); 

academic experience and length of service, 151 (88.82); 

relevant training/seminars attended and undertaken, 148 

(87.06), personnel needs and vacancies, 145 (85.29); 

results of demonstration-teaching and results of written 
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TABLE 10 

 

Frequency Distribution of the Factors (“Must” and “Relevant”) 

Influencing the Recruitment and Selection of Teachers 

 

“R E L E V A N T   F A C T O R S” 

(Factors Influencing the Hiring Process) 

EXTENT OF IMPLEMENTATION 

 

As Perceived by the 

School Administrators 

As Perceived by the 

Faculty Members 

 WM DA Rank WM DM Rank 

1. Educational Qualifications 12 100 4 157 92.35 1 

2. Scholastic Records 12 100 4 152 59.41 3 

3. Results of Demonstration – Teaching 12 100 4 142 83.53 7.5 

4. Results of Written Examination 12 100 4 142 83.53 7.5 

5. Police Clearance 8 66.67 10.5 127 74.70 12 

6. Medical Clearance 10 83.33 9 125 73.53 14 

7. Personnel Needs and Vacancies 12 100 4 145 85.29 6 

8. Academic Experience and Length of Service 12 100 4 151 88.82 4 

9. Relevant training/seminars attended and 

undertaken 
12 100 4 148 87.06 5 

10. Special Talents and potentials of the teacher 12 100 4 155 91.18 2 

11. Government examinations passed 8 66.67 10.5 131 77.06 11 

12. Recommendation from politicians 6 50.00 12.5 126 74.12 13 

13. Recommendation from education officials 5 41.67 14 132 77.65 10 

14. Personal characteristics such as sex, 

appearance, civil status, and religion 
6 50.00 12.5 137 80.59 9 

 

 
LEGEND: FRQ - Frequency 

  PRC - Percent 
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examinations, both with 142 (83.53); personal 

characteristics 137 (80.59); recommendations from education 

officials, 132 (77.65); government examinations passed, 131 

(77.06); police clearance, 127 (74.70); recommendations 

from politicians, 126 (74.12); and medical clearance, the 

least favored, 125 (73.53). 

 Among the school administrators the following are most 

favored: factor nos. 1,2,3,4,7,8,9 and 10, all with a 100 

percent frequency. The least favored factor that influences 

the hiring process is factor no. 13. 

 To verify the differences in their rankings, the 

Spearman Rank Correlation, as shown in Table 11 was 

performed (detailed computation is presented in Appendix 

T). 

 

Table 11 

 

Summary Result of Spearman Rank 

Correlation of Table 10 

 

 

Spearman Rank Correlation r 

 

Significance of r 

 

 

.78 

 

Computed t 

 

 

4.32 

 

Tabulated t                 .05 (12) 

 

                                         .01 (12) 

 

1.782 

 

2.681 
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 Presented in Table 11 is the summary result of 

Spearman Rank Correlation for data of Table 10. The 

positive r of .78 is highly significant at .01 level of 

significance. This value implies that a positive 

relationship exist between the ranking of the faculty 

members and the school administrators on the different 

factors influencing the recruitment and selection of 

teachers. This result further signify that as the 

percentage o faculty respondent who favor the influencing 

factors increases, the percentage of school administrator 

respondents who also favors the particular influencing 

factors also increases. 

 

V. Suggestions that may be Considered 

 to Further Improve the Recruitment 

 and Selection Process 

 

 The technical schools in Bulacan which served as 

respondents to this study existing policies and guidelines 

relative to the recruitment and selection of faculty 

members. Although there appeared so much to be in the 

implementation and that some of the policies in some 

schools are not well-defined, majority, still, of the 

hiring policies and procedures were based on accepted 

standards and norms in the recruitment and selection of 

teachers and on the provisions of education-related laws. 

 When scrutinized closer, it is not only in the 

implementation aspect of the hiring policies and procedures 

that need improvement, the policies and procedures 

themselves should be improved. 

 This part of the study deals with the suggestions that 

may be considered for the further improvement of the 
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guidelines used by the technical schools in the hiring of 

teachers. These suggestions are as follows: 

1. Exclusion of the time frame beginning of a semester 

or school year as an option when choosing the time to begin 

recruitment for a teaching position. 

Considering the time frame “beginning of a semester or 

a school year” to start recruitment for a teaching position 

is tantamount to “cramming.” Normally, teaching posts 

should have already been filled by the time a semester or a 

school year begins purposely to give the teachers ample 

time to prepare for their subjects and to acclimatize with 

he school organization. A teacher will encounter difficulty 

to cope should be deprived of a longer period of 

preparation and acclimation. 

2. Inclusion of a provision for a “substitute 

teacher.” 

Surprisingly, none of the respondent schools 

specifically addressed “substitute teaching “ in their 

policies and guidelines. The closest thing to the 

aforementioned, perhaps, is a provision that tells that the 

schools do their recruitment and selection “whenever the 

need arises.” But as it appeared in the study, the 

situation “whenever the need arises” creates not to 

“temporary vacancies” in the teaching posts. 

This provision for a “substitute teacher” is actually 

a “provision for exigencies.” Such exigencies may be any of 

the following:  a female faculty member may go on a 

maternal leave (even married male teachers may inexplicably 

go into an “extended absence without leave;” and a regular 

faculty member may avail of a “vacation lave” or “study 

leave”. Add to these details, sickness and accidents. 
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Any of the foregoing taking place is not remote to a 

possibility. An educational institution should therefore be 

prepared for these exigencies. Good thing if there are 

other faculty members available and capable to fill voids. 

3. Before made to undergo a series of interviews and 

examinations, the teacher-applicant should be required to 

pass a “demonstration teaching.” 

The first thing a school must determine after a 

teacher-applicant submitted the necessary credentials and 

requirements is whether the applicant is, indeed, capable 

of managing and controlling an actual class discussion. 

If it would turn out that the prospector will not pass 

the standards set-forth by the school for “actual teaching” 

the teacher-applicant should at least be spared of the 

rigors of interviews and examinations. 

4. Include TESDA’s certificate for a Trade Testing 

Officer Certificate Course (TTOC) among the requirements 

that teacher-applicants must submit on a compulsory basis. 

TESDA’s TTOCC could guarantee that a teacher-applicant 

possesses the required skills in a particular trade where 

he proposes to teach. 
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CHAPTER V 

 

SUMMARY, CONCLUSIONS AND 

RECOMMENDATIONS 

 

 Presented in this chapter are the summary, findings, 

conclusions and recommendations. 

 

Summary 

 The technical institutions play a vital role in the 

nation’s industrialization thrusts and reams of development 

for they need to bring forth the kind of graduate capable 

of matching the quality manpower required by the 

industries. It is therefore imperative that the technical 

schools work harder to improve their services and deliver 

nothing but the best performance. 

 A vital component in the technical institutions’’ 

delivery of quality education is the acknowledged heart and 

soul of the education system – the teacher. It is a 

generally accepted notion that no school system or 

education program, is better than the quality of the 

teaching personnel who compose it. 

 To ensure that only the best and most qualified 

teachers become faculty members, the technical schools must 

develop carefully crafter recruitment ands selection 

program compose of policies and guidelines that are not 

only properly implemented by in concurrence as well to the 

established norms of recruitment and selection of teachers 

and in consonance to the provisions of “education-related” 

laws. 

 This study was aimed at determining the extent of 

implementation of the policies and guidelines in the 

recruitment and selection of teachers in selected private 
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technical schools in Bulacan a well as the extent of 

influence of various factors in the hiring process: 

 Specifically, the study sought answers to the 

following questions: 

1. What are the policies relative to the recruitment and 

selection of teachers as established by the private 

technical schools in Bulacan and as mandated by 

“education-related” laws? 

2. To what extent are the policies relative to 

recruitment and selection of teachers implemented as 

perceived by the school administrators and as 

perceived by the teachers? 

3. To what extent do the private technical schools follow 

recruitment and selection procedures as mandated by 

“education-related laws?” 

4. Is there significant difference between the extent of 

policy implementation, as perceived by school 

officials and administrators on one hand and the 

teachers on the other? 

5. To what extent do the following factors influence the 

hiring of teachers as perceived by school officials 

and administrators on one hand and the teachers on the 

other: 

5.1. “must” factors 

 5.1.1. educational qualifications 

 5.1.2. scholastic records 

 5.1.3. demonstration teaching result 

 5.1.4. aptitude/personality tests 

5.1.5. clearances coming from health officials ( 

 (medical/dental), police authorities, 

  5.1.6. personnel needs and vacancies 
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5.2. “relevant factors” 

5.2.1. academic experience and length of service 

5.2.2. relevant training/seminars attended and 

undertaken 

5.2.3. special talents 

5.2.4. government examinations passed 

5.2.5. recommendations coming from DECS / CHED / 

TESDA officials, community/civil leaders, 

and politicians 

5.2.6. personal characteristic such as sex, age, 

appearance, civil status and religion 

6. What suggestions may be forwarded to improve the 

teacher recruitment and selection procedures? 

 

In this study, using the null form, the research 

hypothesized that: 

1. There is no significant difference between the extent 

of implementation of policies/procedures in the hiring 

of teachers as perceived by the school administrators 

and by the faculty members. 

2. That there is no significant difference between the 

extent of the influence of certain actors on the 

hiring of teachers as perceived by the school 

administrators and by the faculty members. 

 

It was on the theory that “human resources are the 

lifeblood of an institution” that this research was 

anchored. This theory suggests that the success of any 

institution – military, religious, business, or academic – 

hinged on the quality of its workforce. This workforce (or 

human resources), in the educational realm, consists mainly 

of the faculty members. Only when an educational 
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institution is staffed with “quality teachers” that it can 

hope to deliver “quality education.” 

 Described in the conceptual paradigm are policies and 

guidelines followed in the recruitment and selection of 

teachers as established by the technical schools themselves 

and as mandat4ed by various “education-related” laws and 

the various factors influencing the recruitment and 

selection of teachers. The factors were categorized into 

“must” (educational qualifications, scholastic records, 

results of demonstration-teaching, results of written 

examination, police clearance, medical clearance, and 

personnel needs and vacancies) and “relevant” (academic 

experience, and length of service, relevant 

training/seminars attended and undertaken, special talents 

and potentials of the teacher, government examinations 

passed, recommendation from politicians recommendation from 

education officials, and personal characteristics such as 

sex, appearance, civil status and religion). 

 Analyzed was the extent of implementation of these 

policies and guidelines as perceived by the faculty members 

and school administrators in selected private technical 

schools in Bulacan and the extent of influence of the 

factors previously mentioned ion the hiring process. 

 The study was considered significant because the 

results will be used as bases for enhancing further the 

quality of technical education in Bulacan and other parts 

of the country by ensuring that only the most qualified and 

experienced become faculty members. 

 The study will also provide the administrators, 

supervisors and policy makers of private technical 

institutions a comprehensive view of the status of the 

recruitment and selection practices which they may utilize 
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in the creation of guidelines and policies in controlling 

and regulating the entry of teachers into the service. 

 Finally, if not none at all, few studies relative to 

policies and procedure on the recruitment and selection of 

acutely members in the private technical schools in Bulacan 

have so far been made. Hence, this will serve as basis for 

other related studies in the future. 

 The scope and delimitation of the research are defined 

in the following: The study covered the policies and 

procedures in the recruitment and selection of teachers as 

utilized by the private technical institutions in Bulacan. 

The schools covered are twelve (12) selected technical 

schools in Bulacan, namely: AMA Computer Learning Center 

(Malolos) STI College (Baliuag); TRACE Computer College 

(Marilao); Philippine College of Arts and Technology 

(Bocaue); Asian College of Science and technology 

(Baliuag); PHILCOMSCI (Baliuag); OAA Development Foundation 

(Malolos); Datacase Computer Center (Malolos); Annie’s 

Fashion and Technical School (Malolos); and Balagtas 

Technical Institute (Balagtas). 

 The recruitment and selection policies and guidelines 

considered in this study were the actual policies and 

guidelines being implemented in the respondent schools 

which we deduced through documentary analysis and 

interview. The policies and guidelines as mandated by 

certain “education-related” laws were collated from 

“education-related” laws in the forms of Republic Act and 

Executive Orders. 

 In determining what factors exert influence in the 

hiring of teachers, findings and recommendations of 

previous researchers in the same area were considered along 

with the results of documentary analysis and interview. 
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 The subjects of this study are limited to the school 

administrators and faculty members employed in the 

respondent schools during the school year 1998-99. 170 

faculty members and 12 school administrators comprised the 

respondents to this study. 

 The variables – policies and guidelines in the 

recruitment and selection of teaches and the factors 

influence the recruitment and selection process –- were 

dissected in the following vantage points: extent of 

implementation and extent of influence, respectively. 

 Through the related literature and studies reviewed, 

the researcher gained deeper insights about the recruitment 

and selection of teachers, recruitment and selection 

policies and guidelines about the same, and the factors 

influencing the hiring process. 

 For easier understanding and interpretation of the 

results of this study, terms were defined using definitions 

on recruitment ands selection of teachers from recognized 

authorities. Additionally, some of the terms were defined 

within the context of the study. 

 Only a few studies about the status of recruitment and 

selection of teachers in Bulacan were completed. 

Unfortunately, these studies focused only on the hiring of 

teachers in the public elementary and secondary schools. 

Prior to this research, no studies catering to the 

recruitment and selection of faculty members in private 

elementary and secondary and in private and government 

colleges and universities, even in technical institutions 

were completed. For the foregoing, obviously, there is an 

existing void in this research area. And this the writer 

intends to fill. 
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 In this study, the writer utilized the descriptive 

method of research. Used also was the documentary analysis. 

The study aimed at establishing the recruitment and 

selection policies and guidelines as established by the 

institutions themselves and as mandated by certain 

“education-related” laws and at determining the factors 

that influence the hiring process. It also attempted to 

analyze the extent of implementation of the recruitment 

policies and guidelines as perceived by the faculty members 

and the school administrators. 

 To serve as main data-gathering instrument, just a 

single set of questionnaire-checklist was prepared by the 

researcher in this study. The instrument was designed to 

determine the extent of implementation of the recruitment 

and selection policies and guidelines. 

 A dry-run for the research instrument (administered to 

determine the reliability and validity of the instruments) 

took place at the Philippine College of Arts and 

Technology. The participants in the said endeavor were 

excused in the final data gathering. 

 The statistical tools used included percentage, mean, 

weighted mean, t-test, Spearman Rank Correlation. 

 Decision on the null hypothesis was based on the 0.5 

significance. 
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Findings 

 This part presents the summary of the major findings 

arranged according to the answers sought to the problems of 

this investigation. 

1.  Policies and Guidelines Relative to the 

Recruitment  and Selection of Teachers 

as Established by Technical Institution 

 

 Teaching vacancies  in the respondent schools are 

determined at the beginning or end of a school year or a 

semester. There are times when vacancies for a teaching 

position are established only when the need arises. 

Advertisement, solicited or unsolicited application 

letters, and through “walk-in” applicants are some of the 

methods utilized in filling the vacancies. 

 Preferences are accorded in the selection of teachers. 

Most-preferred are applicants with the highest educational 

qualification and with the most number of years of teaching 

experience. In considering educational qualifications most 

preferred are graduates of education and duration-related 

courses. 

 In the recruitment and selection process, applicants 

are made to undergo the following: submit needed 

credentials and requirements; pass interviews credentials; 

take examinations; and sign a contract when hired. 

 Applicants are required to submit certain 

requirements/credentials like application letter, 

application form, transcript of records, and certificate of 

graduation, police clearance and medical clearance. The 

tests the teacher-applicants are required to take are the 

following examinations: intelligence test, aptitude test, 

and personality test. 
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 The process of the recruitment and selection of 

teachers are undertaken by a committee. The same committee 

takes care of the interviews. 

 Appraised during the interviews are personal 

characteristic like personal appearance, attitude toward 

work, interest in people and students, ability to 

communicate, ability to in he subject matter the applicant 

proposes to teacher, emotional stability, and the ability 

to establish rapport. 

 

2. Policies and Guidelines Relative to the 

 Recruitment and Selection of Teachers 

 As Mandated by Certain “Education-Related” Laws 

 

 An applicant proposing to teach a “skill-oriented” 

subject must be a beholder of a Trade-Testing Certificate 

which the TESDA issues. 

 A teacher-applicant must possess the minimum 

qualification. Accordingly, teaching personnel are 

classified as professor, associate professor, and 

instructor depending on the previously set-forth criteria. 

A newly-hired faculty member begins at the lowest level of 

teacher classification and subsequently promoted by virtue 

of training and scholarly maturity he may be classified 

higher. 

 Appointments to teaching positions are made using as 

bases results of competitive examinations and appropriate 

evaluation based on experience, education, aptitude, 

capacity, skills, knowledge, character, physical fitness, 

and potentials of the applicants properly screened by a 

designated committee with applicants properly screened by a 

designated committee with unquestionable competence. 
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 The following are “labor law” related provisions of 

the recruitment and selection policies and guidelines: 

probation period for teacher is 3 years or 6 semester; 

salaries of teachers must be within the prescriptions of 

existing wage laws; schools must employ full-time teachers; 

and teachers must have employment contract. 

 

3. Extent of Implementation of the Policies and 

 Guidelines Relative to the Recruitment and 

 Selection of Teachers as Established by the 

  Private Technical Schools of Bulacan 

 

 3.1 Extent of Implementation as Perceived by the 

School Administrators and Faculty Members. 

 In general, the school administrators and the faculty 

members identically perceived that the policies and 

guidelines on the hiring of teachers were implemented to a 

“great extent” with overall weighted means of 3.61 and 

3.62, respectively. 

 As perceived by the school administrators, Policy No. 

9 (refer to Table 2 on page 68 for the description.) Five 

(5) of the policies were observed to have been executed to 

a “great extent” namely Policy Nos. 2,4,6,8 and 11. The 

Policy Nos. 1,3,5,7 and 10 were executed only to a moderate 

extent. Conversely, the faculty members observed Policy 

Nos. 5,6,8,9 and 11 to have been implemented to a “great 

extent” while Policy Nos. 1,2,3,4,7 and 10 were executed to 

a “moderate extent.” 

3.2 Test of Difference between the Respndents’ 

Perception 

The null hypotheses was accepted. The t-test value of 

-.34 reveals that there exist no significant difference 

between the perceptions of the faculty member and the 
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school administrators. There existed therefore no 

significant difference in the respondents’ perception. 

3.3 Perceived Problems in the Policy Implementation 

The following were the inconsistencies, problems, (and 

unfavorable provisions) noted in the implementation of the 

hiring policies as perceived by the faculty members and the 

school administrators. 

3.3.1. Inconsistencies 

- Not all teacher-applicants were made to undergo 

written examinations. 

- Some teacher-applicants were hired after 

undergoing only an interview. 

- Some teacher-applicants were hired after 

undergoing only a demonstration-teaching. 

 3.3.2. Problems 

  - Dearth of qualified applicants 

  - Low salaries turned qualified applicants away 

  - Existence of Unfavorable Provisions 

 3.3.3 Unfavorable Provisions 

- Preferences accorded to the teacher-applicants 

with the highest educational qualifications and 

with teaching experience. 

- Submission of a “graduation certificate” aside 

from “transcript of records.” 

 

4. Extent of Implementation of the Policies and 

 Guidelines Relative to the Recruitment and 

 Selection of Teachers as Mandated by 

 “Education-Related” Laws 
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 4.1 Extent of Implementation Perceived by the School 

Administrators and Faculty Members 

 In general, the extent of implementation of the hiring 

policies as mandated by “education-related” laws were 

perceived by the school administration to have been 

implemented to a “great extent” (3.56) and only to a 

“moderate extent” as perceived by the faculty members 

(3.41). 

 The faculty members considered Policy Nos. 4,5,6,7,8 

and 9 to have been implemented to a “great extent” (Refer 

to Table 5 on page 90 for the description.) Policy Nos. 

1,2,3,10,11,12 and 13 were viewed to be implemented only to 

a “moderate extent.” On the other hand, the school 

administrators perceived Policy No. 11 as having been 

implemented to a “very great extent,” Policy Nos. 

3,6,7,9,10,12 and 13 to a “great extent,” and Policy Nos. 

1,2,4,5 and 8 to a “moderate extent.” 

 

 4.2 Test of Difference between the Respondents’ 

Perception 

 The null hypotheses was accepted. The t-test value of 

-.72 reveals that there exist no significant difference 

between the perceptions of the faculty member and the 

school administrators. 

- Non-extension of teachers’ employment contract 

after 2 school years (4 semester) 

notwithstanding superb performance as a 

teacher. 

- Insufficiency of salaries when ranged against 

the prevailing daily cost-of-living. 

- Absence of an employment contract. 



122 

 

5. Influence of Certain Factors in the Process of 

Recruitment and Selection of Teachers 

 

5.1 Extent of Influence of Certain Factors in the 

Hiring of Process as Perceived by the School 

Administrators and by the Faculty Members 

 

5.1.1 “Must” Factors 

 Of the “must” factors, the school administrators 

perceived that Factor No. 1 (Refer to Table 6 on page 93 

for the description.) influenced the recruitment and 

selection process to a “very great extent,” and Factor Nos. 

2,3 & 7 “great extent,” 4 & 6 “moderate extent,” and Factor 

No. 5 at least extent. Conversely, the faculty members 

observed Factors 1,2,3,& 7 to have influenced the hiring 

process to a “great extent,” Factor Nos. 4 & 6 to a 

“moderate extent,” and Factor No. 5 to “least extent.” 

 In general the “must factors” exerted influences in 

the recruitment and selection to a “moderate extent” as 

perceived by both school administrator and faculty members 

with weighted means of 3.48 and 3.40, respectively. 

 

 5.1.2 “Relevant” Factors 

 As perceived by the faculty members, Factors Nos. 1 & 

2 (among the relevant factors) influence the hiring process 

to “great extent,” Factor Nos. 3 & 4 to a “moderate 

extent,” Factors 2, 5 and 6 to a “least extent.” On the 

other hand, the school administrators perceived Factor Nos. 

1, 2 and 3 as having influenced the hiring process to a 

“great extent,” Factor Nos. 4 and 7 moderate extent, “least 

extent,” Factor No. 6 “not at all.” 

 In general, both the school administrators and faculty 

members observed the extent of influence of the “relevant” 
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factors in the hiring process to be “moderate extent” only 

with weighted means of 3.01 & 3.11, respectively. 

5.2 Test of Difference Between the Respondents’ 

Perception on the Extent of Influence of Certain Factors in 

the Hiring Process 

 5.2.1 Test of Difference on the “Must” Factors 

Null hypotheses accepted. The t-test value of -.18 

reveals that there exist no significant difference between 

the perceptions of the faculty member and the school 

administrators. 

 The computed Spearman Rank Correlation value was .93 

which is highly significantly different from 0 indicating 

that as the ranking of the perception of the faculty 

members increased the ranking of the perception of the 

school administrators also increased. 

 5.2.2 Test of Difference on the “Relevant” Factors 

 Null hypotheses accepted. The t-test value of -.21 

reveals that there exist no significant difference between 

the perceptions of the faculty member and school 

administrators. 

 The computer Spearman Rank Correlation value was .79 

which is significant at .05 level of significance 

indicating that as the ranking of the perception of the 

faculty members increased the ranking of the perception of 

the school administrators also increased. 

 5.2.3 Frequency Distribution of the Factors 

 Given shared ranks of 1-8 with 100 percent frequency 

by the school administrator respondents were “educational 

qualifications,” “scholastic records,” “results of 

demonstration teaching,” “results of written examination,” 

“personnel needs and vacancies,” “academic experience and 

length of service,” “relevant training/seminars attended 
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and undertaken,” and “special talents and potentials of the 

teacher” which were ranked No. 1 (95.35); No. 3 (89.41); 

Nos. 7-8 (83.53); No. 6 (85.29); No. 4 (88.82); No. 5 

(87.06); and no. 2 (91.8), respectively, by the faculty 

members. Sharing ranks 10-11 among the school 

administrators with 66.67 percent frequency were “police 

clearance” and “government examination passed,” ranked No. 

12 (74.70) and No. 11 (77.02) by the faculty members, 

respectively. 2 other factors, “recommendation from 

politicians” and “personal character” were ranked 

identically at 12-13 by the school administrator with 50 

percent frequency. The faculty members ranked these factors 

No. 13 (74.70) and No. 9 (80.59). “Medical Clearance” 

(88.33 percent frequency) was ranked 9th by the school 

administrators and 14th (73.53 percent frequency) by the 

faculty members.  

 5.2.4 Relationship between the School Administrators’ 

and the Faculty Members’ Ranking of the Factors Influencing 

the Hiring Process 

 The positive r or .78 is significant at .01 level of 

significance. This implies that a positive relationship 

exist between the respondent’s ranking. 

 

6. Suggestions that may be Considered 

to Further Improve the Recruitment 

and Selection Process 

 

- Exclusion of the time factor “beginning of a 

semester of school year” as an option when 

choosing the time to begin recruitment for a 

teaching position. 

- Inclusion of a provision for “substitute 

teacher” 
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- Before being made to undergo a series of 

interviews and examinations a t4eacher-

applicant should be required first to pass a 

“demonstration teaching.” 

- Include TESDA’s certificate for a Trade Testing 

Officer Certificate Course among the 

requirements that teacher-applicants must 

submit on a compulsory basis. 

 

Conclusions 

 From the findings just presented, the following  

conclusions were deduced: 

1. The respondent schools have existing policies and 

guidelines (relative to the recruitment and selection 

of teachers) which were both established upon the 

opening of the technical institutions and evolved 

through the years of their operation. 

2. Notwithstanding the flashes in implementation, the 

hiring policies and procedures established by the 

respondent schools were based on the accepted 

standards and norms in the recruitment and selection 

of teachers and on the provisions of “education-

related” laws. 

3. Certain factors were perceived to have influenced the 

process of teacher recruitment and selection in the 

respondent schools. 

4. In general, the policies and guidelines relative to 

recruitment and selection of teachers as established 

by the technical institutions in Bulacan were 

implemented to a “great extent” as observed by both 

the school administrator and faculty member 

respondents. There was no significant difference on 
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their perceptions on the extent of implementation of 

these policies. 

5. The policies and guidelines relative to recruitment 

and selection of teachers as mandated by “education-

related” laws in Bulacan were implemented, in 

general, to a “great extent” as observed by the 

school administrators. The faculty members perceived 

the extent of implementation only as “moderate 

extent.” There was no significant difference though 

on their perceptions on the extent of implementation 

of these policies. 

6. There was no significant difference between the 

school administrators’ and faculty members’ 

perception on the extent of influence of the factors 

identified to have exerted influence on the hiring 

process. 

7. A significant relationship in the respondents’ 

ranking for the “must” factor, “relevant” factor, and 

for all these factors pooled together existed. As the 

school administrators’’ ranking favoring particular 

factors increases, that of the faculty members 

increases as well. 

8. Among the identified factors influencing the 

recruitment and selection of teachers, the following 

were considered to have the strongest influence: 

educational qualification, special talents and 

potentials of the teachers, scholastic records, 

academic experience and length of service, and 

relevant training/seminars attended and undertaken. 

9. Police and medical clearances, although identified as 

among the requirements a teacher-applicant must 

submit, if not completely disregarded, were given the 
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least priority. Teacher-applicants got hired even 

without submitting the aforementioned. 

10. In the recruitment and selection process, greatest 

preference was accorded to teacher-applicant with the 

highest educational qualifications and with teaching 

experience. New graduates were rarely considered. 

11. Inconsistencies existed in the implementation of the 

recruitment and selection policies and guidelines 

specifically in the area “actions teacher-applicant 

are required to undertake.” Some aspiring teachers 

were taken in without completely undertaking all the 

actions. 

12. Problems such a “dearth of qualified applicants,” 

“qualified applicants getting turned off by low 

salaries,” “existence of unfavorable provisions in 

the schools’ recruitment program,” and the “existence 

of disagreements between the schools’ recruitment 

program and the provisions in “education-related” 

laws on security and tenure, compensation, and 

employment contracts” were encountered in the hiring 

process. 

 

Recommendation 

 On the bases of the significant findings and 

conclusions drawn, the following recommendations are hereby 

presented. 

1. It is recommended that the institutions with 

existing policies and guidelines must ensure that such 

policies be implemented in the highest degree of 

consistency. For the schools who leave their hiring to 

chance, schools who don’t have a guide book of sort upon 

which decision making in the recruitment and selection of 
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teachers are made, a formulation of such hiring policies 

should be in order. 

2. School officials and policy makers need to either 

ensure the strict implementation of existing policies or 

scrutinize and re-structure accordingly existing hiring 

practices in order to make them attuned to the provisions 

of “education-related” laws. 

3. Only the following significantly essential factors 

should be considered in the recruitment and selection of 

teachers: educational qualifications, academic experience 

and length of service, special talents and potentials of 

the teacher, scholastic record, and results of 

demonstration-teaching, results of written examinations, 

and police and medical clearances. 

4. It is recommended that “police and medical 

clearances” be made compulsory for teacher-applicants. This 

way, health and safety of the members of the academe will 

not be undermined. 

5. The probationary period of 3 school year or 6 

semesters is considerably long and unfavorable for the 

teachers. It is recommended that the probationary period be 

shortened to 1 year or 2 semesters, enough duration to 

determine whether or not the teacher deserves to be in the 

service. 

6. The provision in the Manual of Regulation for 

Private Schools citing the minimum qualifications for the 

teachers in the different levels should be subjected to a 

review exploring the possibility of allowing graduates of 

2-year technical courses with exemplary academic 

performance in both the theoretical and practical (or 

applied) aspects of their respective courses to teacher in 

their fields of specialization. 
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7. The TESDA, as a government agency supervising the 

operation of technical/vocations schools must either 

establish norms and standards upon which the private 

technical schools may base their hiring policies and 

procedure or formulate policies and guidelines that will 

directly govern the same. 

8. Studies that will investigate the recruitment and 

selection practices of colleges and universities in Bulacan 

are recommended.  

 


