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Abstract
The former National Council for Accreditation of Teacher 

Education, now the Council for the Accreditation of Educator 
Preparation, has placed considerable emphasis on the importance of 
teacher candidate dispositions. Many physical education teacher edu-
cation programs continue to struggle with the resultant challenge of 
positively influencing professional dispositions in the area of teacher 
education. Given this emphasis on dispositions as a program accredita-
tion requirement and the apparent difficulties associated with facilitat-
ing positive change, the teacher candidate admissions process merits 
increased attention as a critical program component. The purpose of 
this paper is to provide recommendations regarding the use of dispo-
sitions during the teacher candidate admissions process. This paper 
includes (a) an overview of current practices in teacher candidate ad-
missions in PETE, (b) identification of desirable dispositions in teacher 
education, and (c) related recommendations for improving teacher 
candidate selection.
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In the teacher education literature, dispositions have long been 
recognized as an important consideration in the preparation of 
preservice teachers because of the related influence on the trends 
of a teacher’s actions or behaviors across similar instructional con-
texts (Katz & Raths, 1986). In 2007, the National Council for the 
Accreditation of Teacher Education (NCATE) clarified its defini-
tion of dispositions as “the professional attitudes, values, and beliefs 
demonstrated through both verbal and non-verbal behaviors as edu-
cators interact with students, families, colleagues, and communities” 
(para. 12). Other definitions exist, but the notion that dispositions 
are guided by beliefs and attitudes that are shown through observable 
behaviors is common to all. If the premise that dispositions underlie 
teacher decision making and behavior is accepted, the indirect influ-
ence of these dispositions on student behavior and learning becomes 
even more apparent. Accordingly, the Council for the Accreditation 
of Educator Preparation (CAEP), which has succeeded NCATE, 
has placed an even greater emphasis on the importance of teacher 
candidate dispositions in relation to professional preparation. From 
an accreditation standpoint, teacher education faculty are required 
to evaluate teacher candidates’ professional dispositions on a regu-
lar basis with the resultant expectation that program graduates will 
teach in a manner that is conducive to student learning. 

In this paper, the term teacher candidate reflects CAEP’s defini-
tion, which refers to individuals preparing for professional teach-
ing positions (CAEP, 2015). CAEP’s first standard, Content and 
Pedagogical Knowledge, focuses on the importance of all candi-
dates possessing a strong pedagogical foundation and content back-
ground. Based on this standard, providing institutions must ensure 
all candidates have the necessary knowledge, skills, and professional 
dispositions to be effective to enhance the learning of all students 
(CAEP, 2015). 

Despite their obvious importance, many physical education 
teacher education (PETE) programs continue to struggle with the 
challenge of assessing dispositions and using those data to facili-
tate continued professional development (Lund, Wayda, Woodard, 
& Buck, 2007). The related literature also demonstrates that certain 
teacher candidate dispositions may be somewhat resistant to change 
within the context of undergraduate PETE programs (e.g., Doolittle, 
Dodds, & Placek, 1993; Keating, Silverman, & Kulinna, 2002; 
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Matanin & Collier, 2003; Tjeerdsma, Metzler, Walker, & Mozen, 
2000). Curtner-Smith (2009) argued that PETE programs need to 
engage teacher candidates in a more rigorous program admissions 
process that accounts for preexisting attitudes, beliefs, and assump-
tions about teaching. 

The primary purpose of engaging teacher candidates in a more 
rigorous admissions process is to weed out, rather than change, stu-
dents who demonstrate undesirable dispositions and unproductive 
behaviors: ball rollers, paper readers, free play monitors, and game 
players (Curtner-Smith, 2009). Unfortunately, few definitive stan-
dards are available to inform college and university teacher education 
faculty seeking to increase the rigor of teacher candidate screening 
and selection in a fair and unbiased manner (American Federation 
of Teachers, 2000). In the absence of well-defined standards for pro-
gram admissions and limited access to resources, teacher education 
faculty are left to their own devices and often rely on measures of 
convenience, such as standardized test scores, which offer limited 
insight into a teacher candidate’s dispositional orientation and/or 
professional potential (Wakefield, 2006). 

Given the increased emphasis on dispositions as a program ac-
creditation requirement, the apparent difficulties associated with the 
facilitation of positive dispositional change, and the lack of accept-
ed guidelines for teacher candidate selection, the program admis-
sions process merits renewed attention as a critical administrative 
function. The purpose of this paper is to provide recommendations 
regarding the use of dispositions during the teacher candidate ad-
missions process. This paper includes (a) an overview of current 
practices in teacher candidate admissions in PETE, (b) identification 
of desirable dispositions in teacher education, and (c) related recom-
mendations for improving teacher candidate selection.

Current Practices in PETE Program Admissions
According to Doolittle et al. (1993), preservice teacher beliefs act 

as filters as teachers internalize new experiences within the PETE 
program. Prior experiences in physical education influence these 
initial beliefs about teaching, and teacher candidates tend to pick 
and choose the aspects of the curriculum to which they adhere. 
Accordingly, PETE programs need to pay extra attention to who they 
admit because that person’s dispositions will dictate how much of an 
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effect the program has on his or her teaching behavior. If a teacher 
candidate was admitted who had views on physical education that 
differed markedly from those of the program, that recruit would be 
less likely to adhere to the effective teaching practices he or she was 
introduced to across the plan of study. 

Assuming that teacher candidates’ dispositions in some key ar-
eas cannot be changed or positively influenced, the role of the PETE 
faculty in teacher candidate recruitment, screening, and selection 
becomes more important. Curtner-Smith (2009) concluded that if 
the quality of school-based physical education is to be improved, 
PETE programs must (a) recruit capable students with innovative 
teaching orientations, (b) improve teacher candidate screening at 
the start of the program, and (c) demonstrate the willingness to re-
ject program applicants who exhibit problematic dispositional ori-
entations (e.g., custodial coaching orientation). Given the intense 
competition among academic programs for the brightest students 
on college campuses and the growing pressure to generate student 
credit hours, PETE faculty may experience difficulty implementing 
these rather straightforward recommendations.

In many PETE programs, faculty members commit a limited 
amount of discretionary resources toward the teacher candidate ad-
missions process (see Table 1). Academic performance, as measured 
by college GPA and/or standardized test score, is employed as the 
key program admissions criteria in many programs. This primary fo-
cus on academic criteria is likely to persist given the rigorous nature 
of CAEP (2015) Standard 3.2, which requires each cohort admitted 
to have a minimum 3.0 GPA. Standard 3.2 also requires the cohort 
average performance on achievement assessments (i.e., ACT, SAT, 
or GRE) to be in the top 50% from 2016–2017, with this percent-
age increasing to 40% of distribution from 2018–2019, and top 33% 
of the distribution by 2020. In addition, institutions are encouraged 
to use professional dispositions in the admissions process that are 
psychometrically valid and reliable measures of an effective teacher. 
The use of “additional selectivity factors” for candidate admissions 
places greater responsibility on teacher preparation programs to re-
cruit and retain quality candidates. There is a growing awareness by 
CAEP that when a program admissions process is focused solely on 
the academic achievements of prospective candidates, there is an 
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ease of administration and a certain measure of objectivity; how-
ever, several ethical (and potentially legal) concerns exist. First, the 
academic measures do not assess the dispositions of fairness and the 
belief that all students can learn. Second, the strict reliance on aca-
demic requirements for program admissions appears to be problem-
atic given the disadvantages afforded minority test-takers and stu-
dents with learning disabilities (Allen, 2003; CAEP, 2015; Stevens, 
2001; Wakefield, 2006; Wilson & Floden, 2003). 

Table 1
Prevalence of Assessment Strategy Use in PETE Program 
Admissions

Category Sample assessment Frequency %
Standardized test PPST

PLT
ACT
C-BASE
Individual state test

65 56

Academic 
performance

GPA
Writing proficiency
Teaching portfolio
Pre-program work
Computer competency
Academic skills test
Not removed from another teacher 

education program
Junior standing

90 78

Fitness & skill Fitness test
Motor skills
Swimming test
Wellness/fitness plan

13 11

Field training Volunteer work
Observation hours
Preteaching
Experience in a multicultural setting
Experiences with children in an 

educational setting

13 11
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Table 1 (cont.)

Category Sample assessment Frequency %
Attitudinal & 

professional 
information

Member of a professional organization
Statement of good moral character
Liability insurance
Letter of commitment to the profession
Criminal background check
Strong’s Interest Inventory
Dispositional information
Letters of recommendation
Interview
Professional skills survey

43 37

Other Speech screening
Negative TB test
CPR/First Aid certification

14 12

No requirements School reported no requirements 12 10

Note. Table based on a descriptive analysis of PETE program admissions require-
ments described in Directory of Programs in Physical Education Teacher Education, 
by S. F. Ayres, L. D. Housner, and H. Y. Kim, 2004, Morgantown: Fitness Informa-
tion Technology, West Virginia University.

Third and perhaps more problematic than the other two issues 
is that standardized tests measuring academic ability are not always 
strong predictors of preservice teachers’ eventual performance in 
the classroom (Salzman, 1991). A teacher candidate might per-
form marginally on academic tests for a number of reasons, but he 
or she could still develop the dispositions, content knowledge, and 
pedagogical skills required for a successful teaching career (Stevens, 
2001). Conversely, a teacher candidate with a high college GPA or 
standardized test scores might demonstrate a range of inappropriate 
attitudes or behaviors, yet still gain admission into the program. 

Identification of Desirable Dispositions
Despite the limitations associated with current practice in teach-

er candidate program admissions, the associated literature provides 
few conclusive guidelines or recommendations for conducting 
screening of teacher candidates that is more selective (Allen, 2003; 
Wilson & Floden, 2003). Given the lack of research in this important 
area, there is a clear need for additional studies related to screening 



DiGiacinto, Bulger, Wayda          69

and selecting preservice teachers. More precisely, researchers need 
to identify the prerequisite dispositions considered to be critical 
for admission into a PETE program and successful employment in 
preK–12 physical education settings (Lund et al., 2007). 

Desirable Dispositions Determined by PETE Research

Most PETE programs weight test scores the heaviest during ad-
missions decision making. Many educators understand that high 
test scores are most useful for predicting future test scores rather 
than actual teaching performance (Fallon & Ackley, 2003). Goodlad 
(2002) stated that high test scores do not tell an admissions com-
mittee if a teacher candidate possesses problem-solving skills, good 
work habits, honesty, dependability, loyalty, or virtues. These types 
of dispositions are valuable to producing effective physical educators 
and need to be taught, nurtured, and assessed across the plan of study 
to communicate their importance to the teacher candidate (Lund et 
al., 2007). Unfortunately, Lund et al. (2007) found that PETE pro-
grams only hold students accountable for a few dispositions such 
as being prepared for class, following oral and written instructions/
directions, regular attendance, participation in professional organi-
zations/associations, and active engagement during class. In the same 
study, the dispositions of dependability, acceptance of constructive 
criticism, support for school policies, attitudes toward work, and 
enthusiasm toward teaching were noted as being important but not 
taught by most PETE programs. Perhaps one reason for this finding 
is that these dispositions are more difficult to define and/or observe.

Numerous key professional dispositions are often neglected 
within PETE programs because they are not formally identified by 
program organizers as important (Lund et al., 2007). Determining 
which dispositions PETE faculty deem important for preservice 
physical education teachers to possess is no easy task. Dispositions 
found to be essential for preservice teachers by Lund et al. (2007) 
included preparedness for class, dependability, ability to cooperate 
with others, ability to communicate with others, seeks solutions to 
problems, sensitivity to individuals with differences, enthusiasm, 
ability to work without supervision, taking initiative, and trustwor-
thiness. These dispositions were not always assessed by the programs 
that cited their importance, but they were nevertheless judged to be 
important. This illustrates a possible disconnect between what a pro-
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gram identifies as important and what it teaches, promotes, and mea-
sures. This is problematic because student dispositions serve as a fil-
ter for internalizing new experiences within the PETE program, and 
certain dispositions may be resistant to change (Doolittle et al., 1993; 
Matanin & Collier, 2003). The results of the Lund et al. study high-
light how essential it is for a PETE program to identify dispositions 
it deems desirable, to create measures for assessing the dispositions, 
and then to monitor and reinforce those dispositions throughout 
the program. Thinking a disposition is important is different from 
teaching that a disposition is important and holding teacher candi-
dates accountable for behaving accordingly. But programs must also 
make sure the dispositions they identify, reinforce, and assess are the 
dispositions deemed important in the workforce.

Desirable Dispositions Determined by Employers

Desirable dispositions for employment have been determined by 
Poole and Zahn (1993) to be applicable to students entering college 
and students entering the workforce; “success in learning basic skills 
is often directly related to personal characteristics such as employ-
ability skills, a good work ethic, dependability, a positive attitude, 
and determination” (Why Should Employability Skills Be Taught? 
section, para. 5). Employers not only look for employees to be intel-
ligent enough to do the job, but they also look for dedication, appli-
cants who have lives outside the job, applicants who can stand alone, 
applicants who can assimilate into the work environment appropri-
ately, leadership, enthusiasm, problem solving, stress management, 
professional characteristics, communication skills, human relation 
principles, professional discretion, and professional appearance. 

The Parker Project in Wisconsin pooled business representatives 
and identified important employability skills needed for entry-level 
employees: understanding how to apply and interview for a job, 
presenting a neat appearance, understanding career ladders and ad-
vancement, possessing good work habits and attitudes, getting along 
with others/human relations, adapting to change; learning new 
skills, solving problems; and developing thinking skills (Oinonen, 
1985). When employers look to hire a candidate, they look at the 
individual’s total being that includes mental competence and per-
sonality. These employability skills represent the summation of what 
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an individual should be able to do and how he or she should be able 
to act once deciding to apply for employment.

More specifically, Mason and Schroeder (2010) reviewed the 
related literature and surveyed a sample of 60 principals to deter-
mine the professional and personal attributes looked for during 
the employment process within the schools. The majority of prin-
cipals indicated that the most sought after positive attributes were 
of a personal nature including excitement, appearance, confidence, 
love of children, willingness to learn, and cooperative attitude. The 
professional attributes most frequently mentioned included content/
pedagogical knowledge and professionalism. The negative charac-
teristics reported were deficits of the previously mentioned positive 
attributes such as poor appearance, inadequate preparation, ineffec-
tive communication, arrogance, tardiness, and lack of confidence. 
These findings are consistent with previous studies and 

support the idea that professional attributes [as determined 
by college transcripts, references, experience] seem to 
weigh heavily in the first level of the hiring process when 
the candidate pool is being reduced, but at the second 
level, personal attributes [including positive or negative 
dispositions] are weighed more heavily. (Mason & Schroeder, 
2010, p. 190)

Improving Teacher Candidate Selection in PETE
Once faculty identify these preferred dispositions, it is essential 

that PETE programs communicate them during the teacher can-
didate recruitment process and again later during program admis-
sions decision making (Bulger, Jones, Taliaferro, & Wayda, 2014). 
Concerns regarding PETE program enrollment persist at many 
colleges/universities, but that administrative issue cannot take pre-
cedence over the obligation to recruit, retain, and graduate high 
quality candidates capable of developing the professional knowledge, 
skills, and dispositions needed to teach effectively in school-based 
settings. Another concept from the previously described employ-
ment literature deals with the hiring principal in the schools must 
“devise some method of ‘reducing uncertainty’ and whittling down 
the large number of candidates to a workable number” (Mason & 
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Schroeder, 2010, p. 191). Mason and Schroeder (2010) maintain that 
the entire employment process can be conceptualized as a risk man-
agement strategy during which the principal uses an assortment of 
hiring practices to decrease the possibility of a poor hiring decision 
and avoid the resultant damaging effect on school culture. To ac-
complish this difficult task, principals in the schools make use of a 
wide assortment of low-cost (e.g., transcripts, résumés, application 
forms), medium-cost (e.g., reference reviews, telephone contacts, 
formal interviews, teacher tests), and high-cost (e.g., teacher obser-
vations) data collection methods at various points of the employ-
ment process to determine which candidates best match the desired 
teacher characteristic profile (Mason & Schroeder, 2010). 

This section includes a summary of the potential uses of these 
low-, medium-, and high-cost data collection approaches, along 
with suggestions regarding their application to strengthen the PETE 
program admissions process. Rather than focusing exclusively on 
academic performance, the revised admissions process should ac-
count for a broader range of variables related to the fundamental 
dispositions, content knowledge, and basic teaching skills required 
for success within the involved PETE program. 

Low-Cost Methods

Low-cost methods of reviewing PETE applicants include written 
résumé, cover letter, dispositions rubrics, written teaching philoso-
phy, and attitudinal questionnaires. See Table 2 for an analysis of the 
pros and cons of each of the low-cost assessment methods, along 
with suggestions for implementation. Teaching philosophies, cover 
letters, and résumés are artifacts required for most job applications, 
so early preparation of teacher candidates to develop these items and 
the resultant evaluation processes simulates real-world application. 
If these types of materials are used during the program admissions 
process, faculty must provide applicants with clear guidelines re-
garding preparation and the preferred qualifications for a successful 
teacher candidate in advance. 
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Low-Cost Methods for Use in the Teacher Candidate Admissions Process
Method Advantages Disadvantages Recommendations for use
Cover letter and 
résumé

Highlights the applicant’s key 
qualifications and experiences in 
two concise documents.

Represents forward-looking 
approach for screening.

Provides important insight to 
applicant’s attention to detail.

Reliance of applicants on résumé 
templates might make it hard to 
differentiate.

Systematic screening procedures 
need to be established for screen-
ing cover letters and résumés.

Do not use in isolation—employ in combination 
with additional screening methods.

Applicants need to be provided with clear guidelines 
regarding preparation and preferred qualifications.

Career service personnel can be involved to help ap-
plicants learn how to develop their materials. 

Dispositions 
rubric

Identifies if an applicant possesses 
beliefs and values that align with 
those of the program.

Related items may not totally cap-
ture all of the applicant’s beliefs 
and values.

Rubrics can be embedded in probationary courses 
within a major so that data are collected on a 
continual basis and feedback is provided.

Teaching 
philosophy 
statement

Offers insight into an applicant’s 
assumptions about teaching.

Allows for the expression of beliefs 
on a variety of basic concerns: 
goals of physical education and 
the role of the physical education 
teacher.

Nature of the probationary course-
work could influence applicant 
readiness to respond.

Provision of socially desirable 
responses by applicants as an act 
of studentship.

Protocol for screening philosophies that includes 
written documentation of evaluation.

Consider use of short answer questions about 
teaching philosophy because this may represent 
a more appropriate alternative format early in the 
program of study.

Attitudinal 
questionnaire

Offers ease of administration and 
management of data when em-
ployed with large groups.

Lends itself to quantitative data 
management and analysis, which 
is more time efficient.

Affords faculty the opportunity to 
select from a variety of preexist-
ing instruments.

Standardized approaches provide 
a limited representation of the 
applicant’s “total being.”

Depending on the complexity of 
the questionnaire, it might be 
necessary to consult with the 
appropriate experts in statistical 
analysis.

Decide on a tool that will best measure the disposi-
tions the program wants to examine.

Adherence to the specific protocol for the question-
naire administration and data analysis is neces-
sary.
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Colleges and universities have also created or adopted various 
dispositional rubrics and attitudinal questionnaires used to quan-
tify teacher candidate attitudes and related behaviors. For example, 
Wayda and Lund (2005) developed a dispositions rubric to be used 
with teacher candidates in PETE. This rubric could also be repur-
posed to assess applicants for program admission. Performance is 
rated on the rubric according to four indicators: unsatisfactory, ba-
sic, proficient, distinguished, and a not applicable option, in case a 
faculty member has not observed a behavior category exhibited by 
a teacher candidate. This rating system is used along with five be-
havior categories and subcategories: values learning and knowledge 
(attendance, in-class performance, class preparation); values diver-
sity (relationships with others); values collaboration (group work); 
values professionalism (professional development and involvement; 
respect for school rules, policies, and norms; and communication); 
and values personal integrity (emotional control/responsibility 
and ethical behavior and role model). This rubric was based on the 
premise that these “skills are representative of a pre-service teacher’s 
attitude and commitment toward the teaching profession” (Wayda & 
Lund, 2005, p. 38). By identifying teacher candidates with problem 
dispositions prior to program admission through the systematic use 
of rubrics or questionnaires, PETE faculty can better address indi-
vidual student needs during the application process and following 
program admission. 
Medium-Cost Methods

The medium-cost methods are more time and resource inten-
sive. See Table 3 for an analysis of the various medium-cost methods 
including teaching portfolio or work samples, Internet search en-
gines, individual interviews, and small group interviews. Having the 
admissions committee examine a teaching portfolio (or work sam-
ple), which highlights selected teaching competencies by providing 
an organized collection of the program applicant’s most exemplary 
artifacts, allows for the critical examination of a teacher candidate’s 
level of preparedness for more intensive coursework in the field. One 
significant benefit of including a teaching portfolio relates to the as-
sessment of teacher candidate performance in a formative manner 
and in a summative manner. Toward that end, teaching portfolios 
can be embedded as an assignment in various probationary courses 
for better facilitation of uniform preparation and compliance. 
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Medium-Cost Methods for Use in the Teacher Candidate Admissions Process
Methods Advantages Disadvantages Recommendations for use
Teaching 
portfolio or 
work samples

Provides opportunity for formative 
and summative evaluation.

Includes a variety of supporting 
artifacts such as résumé, teaching 
philosophy, sample unit and lesson 
plans, student learning data, and so 
forth.

Development of a teaching portfolio is 
labor intensive.

Assessment can also prove labor 
intensive and time consuming.

Use of electronic portfolio system may 
result in additional subscription 
costs for the teacher candidate.

Embed portfolio as a series of assignments during 
probationary coursework.

Need to provide clear guidelines to applicants 
regarding preparation of the teaching portfolio.

Establish a protocol for screening portfolios that 
includes written documentation of results.

Internet 
search 
engines

Used by employers in different fields 
including education.

Increases applicant awareness of his or 
her actions and consequences.

Cost-effective approach to learning 
more about applicants.

Wide range of social networks and 
search engines available to gather 
information.

Information obtained may not always 
be accurate.

Information may be posted without 
an applicant’s prior knowledge.

Employers may learn things with little 
bearing on teaching qualification 
(e.g., sexual orientation, political 
affiliation). 

Consistent search procedures need to be followed 
for each applicant.

Procedures for handling individuals with unac-
ceptable content need to be clarified before 
searches are conducted.

Generally not advised given the lack of control 
that the applicant has over the information and 
the inability to judge the obtained information 
fairly.

Individual 
interviews

Demonstrates applicant’s verbal and 
nonverbal interaction in a profes-
sional setting.

Assesses communication skills and 
readiness to assimilate.

Preparation and administration can 
be time consuming.

Criteria for “fit” within the organiza-
tion need to be predetermined. 

Interview protocol and written script needs to be 
prepared and piloted in advance.

Consistent application of the interview protocol 
across applicants is critical.

Assessment criteria need to be established.
Small group 
interviews

Measures communication skills, cog-
nitive reasoning, problem solving, 
work ethic, and cooperation.

Group interview protocols often 
require video analysis, which is time 
and labor intensive.

Guidelines for scenarios and rating procedures 
need to be outlined ahead of time. 

Incorporate the group interview as an assignment 
during probationary coursework.
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Even though the admissions process sometimes becomes time 
consuming, teacher candidate interviews should be considered, to 
provide program faculty with a more complete understanding of the 
manner in which teacher candidates will act and present themselves 
in a professional setting. Individual interviews provide an opportu-
nity for structured interactions that demonstrate interpersonal com-
munication skills and readiness to assimilate into the program. Use 
of individual interviews and teaching portfolios in tandem provides 
faculty with information pertinent to the caliber of work a teacher 
candidate can produce, plus allows teacher candidates to explain and 
justify their evidences so faculty gain insight into why they included 
the selected artifacts. Alternatively, small group interviews may be 
incorporated that include problem-solving requirements so faculty 
can directly observe teacher candidate behaviors in a work-like set-
ting: communication skills, cognitive reasoning skills, work ethic, 
and cooperation. Working in the small group context, it becomes 
more difficult for a teacher candidate to hide undesirable disposi-
tions and behaviors. Development of the protocol and specific prob-
lem or scenario is often challenging, however, and it is suggested 
that the group interview be embedded as an assignment in a pro-
bationary course with use of digital video to record the small group 
interaction.

Internet searches represent a more recent trend used to examine 
applicants during the program admissions process. These search-
es can help to identify Internet content that could adversely affect 
a program applicant’s employability as a teacher. Internet searches 
are used by employers, colleges and universities, and academic pro-
grams. Internet searches can turn up interesting information about 
teacher candidates that is relevant to program admissions decision 
making. Internet searches using social media sites such as Facebook, 
Instagram, Twitter, and Pinterest enable faculty to examine how 
teacher candidates conduct themselves on a daily basis. A major lim-
itation of Internet searches relates to the possibility that false infor-
mation can be uploaded about a person and/or information can be 
posted without their awareness. In some circumstances, the teacher 
candidates may have limited control over posted information, and 
program decision makers may learn information about an applicant 
that has no bearing on their qualifications to teach (e.g., sexual ori-
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entation, political affiliation, religious beliefs). As of right now, it is 
advisable not to use the Internet because of the lack of control the 
teacher candidate has over the information and the inability of fac-
ulty to judge the information fairly.

High-Cost Methods

High-cost methods include criminal background disclosures, 
pre–physical activity screenings and fitness testing, and teaching ex-
periences (see Table 4). Criminal background checks are required 
to earn a teaching license in most states and are used to document 
past legal issues that could disqualify a teacher candidate from later 
obtaining a teaching license or certification. Although the monetary 
cost is typically incurred by the teacher candidate, teacher education 
programs adopting this screening strategy must take special pre-
cautions given the private and sensitive nature of the data collected. 
Suggestions for implementation include regular consultation with 
university lawyers and the establishment of a protocol for dealing 
with problem background checks in advance. A key contact person 
or review board is also needed, along with a classification system for 
criminal offenses and a mechanism for counseling applicants with 
problematic background checks. The cost–benefit of this approach 
to screening requires careful consideration prior to application.

Pre-activity screening for health and physical fitness provides a 
baseline measure regarding the applicant’s health, physical activity, 
and health-related fitness. This is an advantage when it comes to pro-
viding an initial level of pre-activity screening prior to participation 
in activity classes that require moderate to vigorous physical activity. 
Screenings also highlight the need for prospective physical educa-
tors to serve as role models with healthy physically active lifestyles. 
On the other hand, the appropriateness of high-stakes fitness testing 
is questionable in PETE and may result in the reinforcement of many 
of the negative fitness testing practices observed in preK–12 settings. 
Suggestions for implementation include use of pre-activity screening 
and health-related fitness testing not for the purpose of excluding 
program applicants, but as a basis for physician’s referral if indicated 
(e.g., PAR-Q) and/or personalized physical activity program design. 
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Table 4
High-Cost Methods for Use in the Teacher Candidate Admissions Process

Methods Advantages Disadvantages Recommendations for use
Criminal 
background 
disclosures

Provides pertinent information 
relevant to applicant’s eligibility to 
procure a teaching license. 

Indicates existing patterns of problem 
behavior.

Potential applicants must spend 
money to have the background 
check completed.

Programs must add safeguards to 
maintain confidentiality.

Background checks exclude infrac-
tions committed as minor.

Classification system for criminal offenses must be 
constructed and legal advisors consulted.

A contact person or review board must be desig-
nated and a mechanism for counseling appli-
cants with problem background checks must be 
created.

Pre–physical 
activity 
screening

Establishes a baseline measure 
regarding the applicant’s health, 
physical activity, and health-related 
fitness.

Highlights the need for prospective 
physical educators to serve as role 
models with healthy physically 
active lifestyles.

Identifies the need for physician’s 
referral if indicated and/or basis 
for personalized physical activity 
program design.

High-stakes fitness testing is ques-
tionable in any educational context.

Possible reinforcement of many 
negative fitness testing practices in 
K–12 schools.

Testing in large numbers of appli-
cants is time consuming and labor 
intensive.

An established testing procedure must be selected 
and demonstrated in advance.

Teacher candidates afforded time to practice and 
engage in preconditioning for fitness testing.

Testing protocols must be adhered to and standard 
criteria used for interpreting scores.

Mechanism needed for remediation of low test 
scores including consultation, goal setting, access 
to programming, and social support.

Teaching 
experiences

Provides access to early field experi-
ence in community, corporate, 
clinical, and/or commercial set-
tings.

Affords teacher candidates the oppor-
tunity to test-drive their selected 
profession.

Gaining access to early quality field 
placements can present a challenge.

Monitoring quality can prove difficult 
and requires some supervisory 
training of field placement 
personnel.

Clear guidelines need to be provided for everyone 
involved with the field placement.

Embedding field experience requirements in pro-
bationary courses provides a greater measure of 
quality control.

Protocol for documenting performance could in-
clude professionalism scoring rubrics, supervisor 
observations, and/or letters of recommendation.
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Providing evidence of successful teaching experience is an im-
portant part of the teacher development process. Requiring program 
applicants to provide proof of successful interaction with children 
and adolescents in early teaching experiences related to health, phys-
ical activity, and/or youth sport allows applicants the opportunity 
to test-drive a career in teaching. It also provides a valuable teach-
ing experience that they can call upon later in the teacher educa-
tion curriculum. Various community, corporate, clinical, and com-
mercial settings could be used to provide teaching opportunities. 
Monitoring the quality of these early teaching experiences in certain 
contexts could prove difficult, allowing for inappropriate beliefs and 
assumptions about teaching to be reinforced. When implement-
ing such teaching experiences, the program needs to provide clear 
guidelines to the applicants regarding completion of the teaching ex-
periences and to establish a list of approved field placement sites to 
ensure applicants do not end up in a placement that is not conducive 
to effective teaching. These early teaching experiences could be em-
bedded in various probationary courses, which would make them 
more manageable than if applicants had to find their own placements 
and extra time to complete the experience. A protocol for screening 
teaching experiences that includes written documentation such as 
letters of recommendation and scoring rubrics regarding profession-
alism completed by site supervisors would aid decision making dur-
ing the admissions process. 

Sample Admissions Processes

It has been argued that PETE programs must “strive to recruit 
bright students with innovative teaching orientations, improve 
screening at the beginning of our programs, and reject applicants 
with hard core custodial coaching orientations” (Curtner-Smith, 
2009, p. 222). With regard to the PETE screening process, the field as 
a whole needs to take a long, hard look at what dispositions we want 
to represent us. Once those dispositions are defined, students who 
do not display those dispositions need to be screened out. Locke 
(2003) is convinced that teacher candidates who demonstrate be-
haviors contrary to those defined by the profession and its programs 
should be eliminated. This would be an aggressive attempt to train 
teacher candidates to hold and demonstrate desirable professional 
ideals and values. Ideally, the teacher candidate admissions process 
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would involve multiple levels and methods used to generate a more 
complete picture of each applicant to assist faculty in finding the best 
qualified applicants for their PETE program. It is helpful for pro-
grams to consider each level of their admissions process as getting 
slightly more in depth than the previous level as the potential pool 
narrows with each successive round of screening. An example of a 
three-level model for program admission is provided to demonstrate 
how methods can be combined to generate a process that creates a 
detailed composite of each candidate. 

At the initial level of screening, academic performance (e.g., 
GPA, standardized test scores) could be used in combination with 
a cover letter, professional résumé, and teaching philosophy to nar-
row a larger pool of applicants to a more workable quantity in a 
time-efficient manner. In some instances, states, universities, and/
or programs may have minimal requirements already established 
for various academic measures. In other cases, faculty will have to 
make an educated determination about an appropriate admissions 
standard that will depend in part on the size of the applicant pool. 
These academic performance standards provide evidence of teacher 
candidate preparedness to complete the associated coursework, the 
cover letter, résumé, and teaching philosophy successfully and en-
ables them to highlight their best qualifications and teaching-related 
experiences. 

During the second level of screening, faculty could critically ex-
amine key work samples collected during probationary coursework 
(e.g., teaching portfolios, dispositions rubrics, attitudinal question-
naires). As described earlier, a small group interview format would 
work well at this stage of the admissions process in that the faculty 
can screen larger numbers of applicants efficiently while determining 
whether the participants have sufficiently developed the communi-
cation, cognitive reasoning, problem-solving, and cooperation skills 
and work ethic needed to function effectively in the school environ-
ment. Alternatively, program faculty could complete dispositional 
rubrics in probationary courses to provide information about the 
professionalism of a teacher candidate. In some situations, these as-
sessments could reflect how teacher candidates perform during very 
early field placements in schools. Preferably, all data collection (and 
preliminary analyses) associated with this level of screening could be 
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embedded across probationary coursework and later used to inform 
admissions decision making.

The third and final level of screening in this example could incor-
porate an individual interview with the remaining teacher candidates, 
during which they provide descriptions of volunteer experiences, in-
structional materials created independently, unique or special skills, 
and service-related activities, all of which could support their qualifi-
cations. Various interview formats could be employed depending on 
the types of information being sought and desired interactions (e.g., 
one-on-one interview, panel interview, behavioral-based interview, 
speed interview). In accordance with college or university policy, a 
criminal background check could be required and used to identify 
major problems or issues that would disqualify a teacher candidate 
from obtaining a teaching license or certification. It is advisable to 
complete these types of checks (if permitted by the institution) at the 
end of the admissions process to reduce the administrative burden 
and associated costs for teacher candidates who were previously ex-
cluded for other reasons (e.g., inadequate GPA or test scores, poor 
performance during group or individual interview).

 Conclusion
If PETE programs experience difficulty changing teacher can-

didate beliefs about teaching physical education, then they need to 
consider dispositions more seriously during the program admissions 
process. Before the admissions process is to be changed, however, 
PETE professionals need to determine what characteristics, beliefs, 
and values physical education teachers should possess to be effec-
tive and excel professionally. Once desirable characteristics, beliefs, 
and values are defined, the profession needs to decide how it wants 
to identify/measure those qualities using psychometrically sound 
measures. PETE programs must then actively recruit candidates 
who are a good fit for the program. PETE programs need to prepare 
applicants for the admissions process and clarify the expectations. 
Alternative ways to examine dispositions during the admissions 
process include examining the cover letter and résumé, requiring a 
written teaching philosophy, requiring a teaching portfolio, review-
ing results of teaching experiences, holding interviews, conducting 
a group problems analysis interview, using standardized attitudinal 
questionnaires, running criminal background checks, exploring 
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Internet searches, and conducting pre-activity screening. It is sug-
gested the PETE programs use a variety of these approaches to get a 
better picture of each candidate. The most important thing to keep 
in mind when conducting the admissions process is to make sure 
that every step is executed consistently. Creating a mechanism for 
advising students who are accepted and those who are not accepted 
would lead to developing higher quality candidates. The suggested 
strategies for refining teacher candidate screening and selection were 
adopted from a variety of fields including teacher education, PETE, 
business administration, and human resources. 
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