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_ Abstract
The study entitled ‘Priorities in the Recruitment of French Immersion Teachers in British -

Columbia’ compared the priorities of French immersion par.ents and school district Directors of
Human Resources on issues surrounding French immersion teacher recruitment. A survey was
sent to 44 Directors of Human Resources, representing all school dlstricts with French immersion
programs in the province, with a response rate of 64 percent. One hundred surveyé were sent to
Frenclh immersion parents in the province with a response rate of 48 percent. Seven follow-up

interviews were conducted.

The results of the survey revealed a consensus amongst parents, Directors of Human Resources
and university French immersion pre-service teacher education programs in British Columbia on
the minimum expected level o_f French proficiency for a French immersion teacher. Parehts and .
Directors of Human Resources rated IanglJage skills as a top priority followed by teaching skills,
personal qualities and knowledge of Flench culture. Nonetheless, respondents from bolh groups
qualified their rankings by saying that it would be undesirable to possess one set of(
characteristics at the expense of another. Parents expressed a preference for_ francophoné
French immersion teachers, particularly from Quebec, and may therefore be surprised by the high’
“number of anglobhones teaching in the program. Directors of Human Resources expreésed a
preference for hiring graduates from the French immersion stream of pre-service teacher
education programs followed by bilingual anglophones. They suggested that anglopvhones
tended to be local teachers who,'due to their familiarity with school culture\, would be easier to

retain than teachers from elsewhere.

Using a teacher shortage spectrum formulated for this study, Directbrs of Human Resoul'ces

- provided the average number of job applicants for a typical job opening in the French immersion
and English streams in the 2001 — 2002 school-year in their school district. A shortage of French
immersion teachers was found to exist in British Columbia. The shortage is worse in rural school
districts than in urban school districts. No shortage‘lof teachers was reported in lhe English

stream. Encouragingly, all school districts reported that they verify the level of French proficiency



iii

of French immersion teacher candidates although the tools used to do so vary significantly frbm
district to diétrict, from checking coursé work creder)tials only to. having prospective immersion
teachers complete oral and written tests. Par.ents and Directors of Human Resour‘ces expressed
opposition to lowering hiring standards in order to address and shortage of French‘immersion

teachers.
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Chapter 1: Introduction

In an elerﬁentary school in British Columbia, a parent recenﬂy complained that hér.
seventh grade daughter had not had a single native Freﬁch speaker as a teacher in her eight
years in French immersion at that particular school. The principal responded that there were
many different qualities that an administrator looked for in a French immersion teacher and that
the best person for the job was not necessarily a francophone. Ih the parent’s estimation,
francophone teachers were clearly the preferred candidates for French immersion. The principal
'emphasized other priorities chh as classroom management skills and personality. The
conflicting expectations and priorities in this anecdote raise several issues: Do parents and
administrators sharé the same priorities with respect to the recruitrﬁent of French immersioh
teacﬁers? What qualities and skills ére of greatest importance when hiring French immersion
teachers? Would most French immersion parents prefer to see only francophone teachers or are
bilingual anglophones also desirable French immersion teachers?

The first widely publicized French immersion program started in Saint-Lambert, Québec,
in 1963 (Rebuffot, 1993). Parents were unhappy with the level of French language instruction in
their schools and wanted their childrén to participate in a program where they might achieve a
much higher level of French language competence. Since then, the French immersion program
has gained momentum in Canada and curréntly, there are approximately 32,000 students
enrolled in Frénch immersion in British Columbia alone (Canadian Parents for French, 2003). In
French immersion, children generally receive 100% of their instruction in French from
Kindergarten to G'r‘ade three or four, after which they receive betweén 50 - 80% of their instruction
in French. In high school, French immersion students continue to take content-area courées in
French, but thé instruction'al' time in French is graddally reduced. In Core French, students do not
receive content-area instruction in French, but in Grades five through seven, they study French

80 minutes per week. High' school French is also offered as a subject, but is not integrated with

content-areas as it is in French immersion.




1.1 Concerns over the French language proficiency of French immersion teachers

" The level of French proficiency of the French immersion teacher is extremely important.
The teacher is virtually the sole model of the French language for most anglophode students who
also gain limited exposure to the language from authentic materials such as books, videos,
computer programs and web-sites. If the teacher’s French is laden‘with errors, there is little hope
that he or she will be a good model for the stud_en_ts. Furthermore, serious deficiencies in French
language skilts impair the teac‘ﬁer's ability to provide corrective feedback, and to plan and teach
language lessons and content-area lessons in French. When teach‘ing content-area subjects, a
small vocabulary, poor discourse skills and low oral fluency can limit the range of ideas the
teacher is able to express and reduces his or her confidence to express those ideas.

To date, however, thefe is no consensus at the provincial, university or district Ieve‘ls as
to the minimum acceptable Iével of French language proficiency required to teach in French
immersion, nor is there agreement on whether that level should be established, or how the level
would be dete(mined. Teachers who meet provincial téaching standards in British Columbia, but
have failed the universities’ pre-service edusatiqn French language competency test, are

: rdutinely assigned to French immersion positions by school districts. This inconsistency suggests
that either the university’s standards are unrealistically‘ high or, the school districts’ standards too
low. Calls for national benchmarks of_ French Iangualge competency for French immersion

| teachers in the literature tell us that mahy academics are already soh'cerned about the level of
French language competency of some French immersion teachers (Day & Shapson, 1996;

Flewelling, 1995, Frisson-Rickson & Rebuffot, 1986; Moeller, 1988; Obadia & Martin, 1995).

12 . The Teacher shortage: sufficient reason to lower hiring standards?

It seems problematic that at a time when many school districts are reporting shorfages of
French immersion teachers, enrolment in French immersion in British Columbia is rising and the

federal government has officially announced a goal of "doubling within ten years the number of

high school graduates with a working knowledge of both English and French" (Government of




Canada, 2002). In order to achieye this goal, one hundred and thirfy seven million dollars of
federal funds have been earmarked for second language instruction under the Action Plan for
Official Languages (Dion, 2003).

When British Columbia school districts do not have enough fully qualified Frénch
immersion teaching applicants to fill French immersion classrooms,whét is the reéult? Hiring
authorities may be tempted to lower standards to fill vacancies that arise sm.;ddeniy, particularly if
their pqol of applicants is limited. When teachers are needed at the last minute, the recruitment
process may be accelerated with less rigorous checking of French language competence or by
~ omitting fhis step altogether. When French immersion teaching applicants know that they will
more easily obtain employment in the French immersion stream than in the English st'ream, might
they overstate théir level of French language competence? Would such exaggerations go'

_ unnoticed or is there a process in place to check language skills objectively?

A French immersion'teacﬁer shortage has been reported (Macfarlane & Hart, 2002).
However, the extent of the shortage in British Columbia is unclear. Because the existence 6f a
teacher shortage has been the justificatioh for aécelerating the teacher certification process in

some juris‘dictions (Pipho, 1998), it is important to plearl&/ define a shortage of teachers. To
some, a teacher shortage means an absence of applicants, while to others, it may mean an
increasing level of difficulty in recruiting those appﬁcants‘who fully meet the qualifications for
French immersion teaching. Given that important policy decisions can be made based on the
assertion that a shortage of teachers exists, a careful definition of thé term would be prudentto
erase any possible confusion. |

A general teacher shortage has been declared to exist in many countries including the
United States, Australia and erat Britain. Hiring bonuses and other incentives have been
offered to Math and Science specialists. In the United States, a controversial certification prbcess ’
called “alternative certification” has been implemented t‘o give teaghing certificates to university
graduates who have little or no teacher education background. British Columbia public school

teachers must hold teaching certificates from accredited teacher education programs, but do



French immersion teachers have any requisite background knowledge for specialization in

French immersion such as second language methodology?

1.3 Purpose

The focus of this study is two-fold. First, this study examinés current priorities and
préctices to select French immérsion teachers in British Columbia school districts. Since
acceptance to the teacher-on-call list seems to be the recognized route to permanent classroom
placement in many school districts in British Columbia (Grimmett & Eéhols, 2001), this stﬁdy will
focus on selection practices at the district level, the gateway to teaching French immersion in
public schools. While this investigation operates within the confext of the British Cqurﬁbia
College of Teachers and univérsity-level policies and practices, it seeké to provide a snapshot of
French immersion teacher selection bractices and prioritiés at the district level in British
Columbia. |

Second, the briorities of French immersion parents and school district hiring authorities
will be compared in order to see if these two groups of stakeholderé share the same priorities and
vision for French immersidn or whether they have clashing expectatidns. Parents want the best
' forltheir,chil.dren and without their continued enthusiasm for the program, French immersion _

' enrolment would decline. Hiring authorities, at the same time, have the morai obligation to
provide the highest quality program possible. Are parental expectations being met? Are hiring

authorities fulfilling their moral obligations?

1.3 Research questions

1a. What are the most sought-after characteristics.for a French immersion teacher according
to Directors of Human Resources in British Columbia?

1b. What are the most sought-after characteristics for a French immersion teacher according
to parents in British Columbia?

2a. Which is of greatér importéncé to Directors of Human Resources in British Columbia: a

French immersion teacher’s language skills or general teaching skills?



2b. Which ié of greater importancé to parents.in British Columbia: a French immersion
teacher's language skills or general teaching skills? |

3. How severe is the British Columbia teacher shortage in Freﬁch immersion according to
Directors of Human Resources?

4a. | In what ways, if any, would Directors of Human Resources in British Columbia be willing
to modify their expectations of French immersion program recruitment practicés dufing a shortage
of French immersion teachers?

4b. ©  In what ways, if any, would parents in British Columbia be willing to modify their
expectations of F.rench immersion program recruitment practices during a shortage of French
immersion teachers?

5. What means do Directors of Hﬁman Resources employ to screen the French language
skills of prospective French immérsion teachers in British Columbia?

. 6. _‘ Is there a match or a mismatch between parental views and the views of British Columbia’
school district Directors of Human Resources on priorities in the recruitment of French immersion

teachers?

1.4 Overview of the study

In Chabter One, | have shown how the present system of verifying the French proficiency
of immersion tea'chers during their teacher educétion, certification and recruitment appears to rely
on the final judgment of séhool district hiring authorities. In Chapter Two, | will present an
overview of the relevant literature and of where key questions pertaining to French immersion
teacher recruitment remain unanswered. | will then present the case for investigating the tools
used to verify Frénch proficiency at the school district level, my definition of a fully qualified
- French immersion teacher, and offer a rationale for finding out what are the highest priorities to
parents and hiring authorities in the recruitment of French immersion teachers. | will also
"~ consider the question of teacher supply as it pertains to teacher qualifications and ‘ponder the

acceptability of compromise in the case of a teacher shortage. In Chapter Th_ree, | will describe

the survey and interviews which | conducted to answer the research questions. | will also




describe the response rates and’analysis method. In Chapter Four, | will share and discuss the
findings of the study by answering each of the research questions in order. In Chapter Five, | will
outline the implications of this study which are relevant to French immersion parents, policy-

makers, hiring authorities and all those interested in French immersion. Finally, | will suggest

areas for further research based on the findings of this study.




Chapter 2: Literature Review

The purpose of chapter two is to summarize the formal qualifications of a French

, >immers'ion1 teacher as defined by the British .Columbia College of Teachers and other relevant
literature, to indicate how these qualifications are obtained through university teacher education
programs and British Columbia College of Teachers, to situaté the issue of French immersion
teacher qualifications in the context of the oft cited teacher shortage, and to provide an overview
of the academic discussion on standards of French language proficiency for French immersion
teachers. In conclusion, | will show how the research questions spring naturally from the gaps in
the relevant literature. | | |

2.1 French language proficiency requirements at British Columbia pre-service teacher
education programs :

Academicé have long expressed concerns over the level of French language
proficiency of French immersion teachers and the lack of a minirﬁum standard of French
Ianguége competence, (Day & Shapson, 1996; Flewelling, 1995; Frisson-Rickson & Rebuffot,
1986; Moeller, 1988; Obadia & Martin, 1995). In 1995, Obadia and Martin wrote, “Members of
the education community now appear to be more concerned abdqt the quality of [French

immersion] teachers than about the quantity” (p. 94).

In 1988, Moeller underscored the need for a test of French language competence test
for pre-service teachers, “[NJumerous students who grad‘uate from an FSL teacher education
program ... may have completed the programs but are by no means proficient in the
language” (p. 8). In the realm of pre-service teacher education, informal surveys of pre-
service French-as_—a-second-Ianguage teachers at the University of Windsor, Faculty of
Educatidn found that 'three quarters of the respondents were not confident that their French

skills were sufficient for teaching in the classroom (Flewelling, 1995). Pre-service French

"In the French immersion program, several, and sometimes all, content-area subjects are taught in
.French in addition to the teaching of French language. In the French Core program, French is taught
80 minutes per week while other content-area subjects are taught in English. ’
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immersion teachers at the Universify of Western Ontario were also unsure that their French
language proficiency level was adequate for teaching in French immersion (Majhanovich &
Gray, 1992). Similarly, pre-sérvice teachers in Ontario reported that they Iag:ked confidence in
the adequacy of their level of Frlench proficiency for teaching in French irﬁmersion although
they were enrolled in a French immersion pre-service teacher education program (Flewelling,

1995).

In order to address these concervns, m'any universities écross Cahada have Aeveioped
their own French language competence tests for-pfe-service French immersion teachers. The
two British Columbia universities, the University of British Columbia (U.B.C.) and Simdn
Fraser UniVérsify (S.F:U.), which have specialized French immersion streams in their pre-
service teacher education programs, limit enrolment in the French immersion stream to'peOpIe
who. have met all general program pre-requisites and who have also passed a ,French
language competence'tesg. Thesé universities administer a written and oral pre-admission

) - }

French competency test, entitled the Test de Compétence Communicative de SFU et de UBC

(Bournot-Tritesl, Obadia, Roy, Desquins, & Safty, 1989).

At U.B.C. and S.F.U., the pass levels on the Test de Compétence Communicative de
SFU et de UBC for the elementary and secondary levels were set by the authors of the test. This
was do‘ne by observing the minimum level required in French immersion classrooms and adjusted
based on the level required to successfully complete a pra'cticum in a French immersion
classroom. Test administrators state they have received phone calls from school districts
pressufing them to Iowér the pass levels in order to-admit as many candidates as possible to the
French immersion streams so that there would be a greater number of fully qﬁalified French
immersion teachers graduating from the universities. In 2001-2002 academic year, U.B.C. and
S.F.U. produced a total of nineteen teachers specializing in French immersion, and thirty one in
2002-2003. Simon Fraser University's enrolmeht in the French immersion stream was.capped in
2001 — 2002 but is not currently capped (Personal Communication, November 19, 2002, M.

(Bournot-Trites, 2002). According to Macfarlane and Hart'(2002), universities cite low interest and

a lack of applicants with adequate language skills as the reasons for the low number of graduates .




from the French immersion stream of teacher education programs. ‘As Table 1 corresponds to
the pass levels of the tést, it would be a useful tool in engaging parents and school district
personnel in a conversation on the expected level of French competence for French immersion
teachers.

Itis rﬁy assertion that there is no literature which describes whether school districts in
British Columbia and parents are in agreement with the minimum levels of French language
competence outlined in Table 1, and therefore whether or not parents and school districts are in

agreement with the universities’ French proficiency requirements.



Table 1

Five Levels of French Competence

10

Failure

Level 1 Speech is halting. Vocabulary is basic, repetitive and error-laden.
Makes many grammatical errors although some simple sentences are
correct. Accent, pronunciation and intonation are poor.

Level 2 Speech is generally hesitant. Able to get message across with Admission to French
repetition and rephrasing. Grammar is generally correct but makes . Core elementary only-
some errors. |s able to hold basic conversations but cannot discuss '
topics requiring specialized vocabulary. Errors in pronunciation and
accent do not interfere with comprehension. -

Level 3  Able to discuss some topics fluently but is often left searching for Admission-to French

: words. Cannot use complex sentence constructions and level of Core Secondary or
vocabulary limits the amount of precise information conveyed. lower
Pronunciation is clear though not native-like. While many topics can
be discussed, the level of language is not always appropriate to the
audience or situation.

Level4  Speech is generally fluent with occasional hesitations. Makes few Admission to French
written and spoken errors. Makes few pronunciation errors. Immersion '
Vocabulary is sufficient to discuss most topics. The level of language Elementary or lower
is usually appropriate to the audience. '

Level 5  Speech and writing are fluent, free of grammatical errors and Admission to any -
equivalent to that of a native speaker. Vocabulary is broad and level  stream including

~ of language is always appropriate to the audience. French immersion
. : Secondary
22

A Pan-Canadian perspective on French language proficiency and the French immersion
teacher ‘

‘How useful is the Test de Compétehce Communicative de SFU et de UBC compared to

similar tests across Canada? Universities across Canada have developed their own pre- and

post-admission French language competency tests for French immersion and French core

teacher education programs. In an unpublished study which | conducted prior to this one, |
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| gathered information regérding the pre-admission FrencH proficiency te‘sts of five Canadian
French immersion teacher pre-service programs {see Appendix E). -| obtained information '
through university websites, published articles and t_elephone conversations.

Bayliss and Vighola (Bayliss & Vignola, 2600), who note that little hés been published
regarding pre-admission French proficiency tests for teacher education programs, wrote an article
describing the University of Ottawa's Second Language Institute's French prdficiency test. One

~ aspect of this test that differs from the Test de Compétence Comrﬁdnicétive de SFU etde UBC is
that there is only one pass level: |

| Some candidates who failed the test expressed the opinion that they only wanted to‘
teach Core French and felt that standards were too high ... The University of Ottawa’s
stand on this issue is that a certificate'cannot specify a particular FSL context (ex. Core

French), therefore this is not a distinction which holds Qp in Apractice whe-re both Core

French teachers and French immersion teachers merely represent two sub-groups of a

' Iérger groups labeled FSL te‘achers. It is also likely that Core French presents a mode of
entry for new teachers who, once having gained ad‘mitta.nce, can direct themselves
towards a position in Frénch immersion (Bay‘liss & Vignola, 2000, p. 238v).

'Bayliss and Vignola have called for the publication of more literature with re‘gard to French
proficiency tests currently in use at universities across Canada in order to facilitate an informed
discussion on this iésue.

The.University of McGill alsé has only one pass level. According to a McGill test
administrator there is little need tq educate French Core teachers in Quebec, (Personal
communication, L. Savoie, March 24, 2003). Students entering the McGill French as a Second
Languégé stream are preparing to téach French immersion, French as a first language or
enriched French.

| At another Canadian university in Ontario, Frehch immersion bre-service teacher
candidates identify themselves as having a sufficient level of French to teach in French

immersion. On the basis of this self-identification, candidates are admitted to the program.

Those who are clearly unable to cope with the level of French required are then redirected into
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the English stream of the program. This is the least rigorous screening procedure of the
universities that were contacted. I-

Compared to the‘ sample of tésts administered at other Canadian universities, the Test de
Compétence Comfnuhicative de SFU et de UBC appearé to be an objective and useful test.
Even within this small survey of Canadian universities, it is clear that a wide range of standards
exﬂists from candidate self—identification to rigorous tests of -oral and written competence (see

Appendix E).

.23 Teacher certification in British Columbia

Once they have completed their teacher education program, prospective French
immersion teachers must obtain a teaching certificate through the British Columbia College of
Teachers. The British Columbia College of Teachers (B. C. C. T.), the body which issues
British Columbia teachir{g certificates, hés the opportunity to impose requirements with
respect to the level of French language proficiency of French immersion teachers, but does
not do so. This is the only level at wﬁich French immersion teachers could consistently be
screened throughout the province since teachers are educated at different universities and will
be hiréd by different districts, but must all have a B. C. C. T. teaching certificate or a letter of
perm'ission to teach. However, British Columbia teaching certificates do not bind teachers to
or prevent them from teaching a particular pr‘égrarﬁ such as French imnﬁeréion. And although
the importance of an acceptable level of French competence is highlighted in policy
documents, the absence of a test of French cofnpetence suggests that perﬁaps French
language skills are less irﬁpbrtant than general teacher qualificafions, orthatthe B.C.C. T.
does not consider testing the level of French competence as part of its mandate even though
it ddes require a tesf of English language proficiency for those who did not complete their

post-secondary studies in English.

The by-laws of the B. C. C. T. explicitly define which qualifications are required to become

a teacher in British Columbia. These by-laws listing requirementé for both the generalist and
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some specialists state that all teachers must have a set of general teaching skills and

knowledge that include:

some general educatioﬁ ... a knowledge of learners ... some foundational understanding
of how schools and education relate to the rest-of society ... a pedagogical foundation
which reflects a balance betWeen teaching and learning as intellectual processes and
teaching as skilled practice ... pedagogical knowledge and skills including the nature and
organization of curriculumt, c_ommunication skills, information processing skills,
teaching/léarning methodologies,‘and student assessment and evaluation strategies ...
[and] the knowledge and skills for work'ing with students, parents and other colleagues
(British Columbia College of Teachers, 1995).
»The above knowledge and set of skills are the basis for accredited teacher education
programs in British Columbia. It is assumed that by completing such a program, a prospective

teacher gains this knowledge and set of skills.

According to the B.C.C.T. by-law 2.A.01.1, the language proficiency requirements for a
French immersion specialist are as follows:

(b) a person who teaches in French immersion,

(il  must provide evidence of an acceptable score on both the Test of English as a
Foreign Language (TOEF L)\ and the Test of Spoken English kProfessionalj (TSE-P), or
provide evidence of an aéceptable score on the English Language Assessm.ent Test
(ELAT)

)] - if the applicant completed her or his post-secondary education in countries other
than Canada; the United States, New Zealand, AUstraIia, Ireland or the United Kin.gdom

~ (effective January 1, 1995); or
(2) if the College has reason to believe the applicant is not proficient ih the English |

language, and
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must provide evidence acceptable to the College that her or his command of written and
spoken French is satisfactory for the purposes of effectively carrying out the teaching

function in British Columbia (British Columbia College of Teachers, 1995).

When c.ompari‘ng English and French language requirements for English stream and
French stream teachers, it is useful to remember that English stream teachers teach up to 100%
of the day in English and that French stream teachers teach up to 100% of the day in French.
‘The B.C.C.T. specifies the English Ianguége proficiency tests both groups of teachers must pass.
French immersion teachers do not need to pass a French language proficiency test tb satisfy
B.C.C.T. language requirements. No French competency test is named in the B.C.C.T. by-laws
nor is one administered by this body. The B.C.C.T. leaves the responsibility of collecting
evidence of a satisfactory command of written and spoken French mentionéd in by-law 2._A.01.1
to the degree-granting institutions as a part of their professional autonomy. However, as
demonstrated in Section 2.2, it was noted that French tests administered by pre-service teacher
education programs in Canada vary significantly in rigoﬁr and length. Therefore, entrusting
degree-granting institutions with the responsibility of verifying French proficiency does not
-guarantee that a universal minimuh standard of French competence is béing met. While the
B.C.C.T. policy is a good one, the lack of enforcement in verifying French language skills seems
| problematic.

- B.CCT. practices suggest that of these three qualifications, second language instructidn
education and the level of French language competence are the least important. General |
teaching skills and knowledge are tested at the university level through coursework and practica.
However, the B.C.C.T. does not check whether French immersion teachers have second -
language instrucﬁon education or an acceptable Ievel of French language competence before

issuing teaching certificates.
2.4 The Fully qualified French immersion teacher

French immersion teacher education programs have increased in number and often

include a course in French immersion methodology. In order to implement certain methodological
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-approaches discussed in the literature (Flewelling, 1995; Swain, 1996), teachers need a minimum
level of French competenc':e. For example, teachers must be aware of grarhmatical rules in order
to brovide corrective feedback.

Methodology courses, in turn, may familiarize teachefs with effective and ineffective ways
of providing corrective feedback. Thus a certain level of French proficiency and familiarity with
French immersion methodology complement each other and are likely to lead to a high quality of
French language i_nsfruction in the immersion classroom. |

For the purpose of my study, | have defined a fully quélified French immersion teacher as
one who is able to demonstrate:

o full, generél teachef qualifications; |
| * second language instruction ed.ucation; -and,
e an accebtable level of .French language competence.

This definition is echoed in the literature (Day & Shapson, 1993; Macfarlane & Hart,
2002). Beyond formal qualifications, some personlal »qualities such as enthusiasm and a caring

attitude are desirable as well.

2.5 Firstlanguage status

Sbme studies have collected demographic information on the first language status of |
French immersion teachers. These studies corroborate the anecdotal evidence which suggests
that there is a reversing trend in the number of francophones2 and anélophones teaching in
French immersion (see Table 2). The Obadia study sampled approximately 400 Canadian
French immersion teachers (1984). Obadia noted that British Columbia had the highest

percentage of anglophone French immersion teachers of all provinces: forty percent (40%). The

2 For the purpose of this discussion, francophones are defined as persons who have learned French

as their first language and have completed their formal education and have socialized predominantly -
in French. Anglophones are defined as persons who have learned English as their first language and
have completed their formal education and have socialized predominantly in English. Heritage
language learners are defined as those persons who have learned French at home as their first
language but have completed their formal education and have socialized predominantly in English, or
vice versa.
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Day and Shapson study sampled approximately 2000 Canadian French immersion teachers

(1996).

Table 2 : _ : c

First Language Status of Canadian French Immersion Teachers

Francophone Anglophone Allophone Bilingual
1984 C 73% 20% 5% | 2% -
1996 | 58% ’ 34% 6% 3%

These two studies aﬁd anecdotal evidence from a pre-service teacher training program
suggést that the number of anglophone French immersion teachers is rising, “We have seen the
trend reverse in the number of francophbnes and anglophohes enrolled in the French immersion
teacher pré-service program at U.B.C. In 1984, the first year of French immersion program, there
were only three anglophonés and approximately twenty foiur francophor_les. Today, the situation
is reversed. In 2002 - 2003, there are two francophones and twenty anglophones enrolled”
(Personal Communicat‘ion, M. Bournot-Trites, November 19, 2003)

_ While\knowing the first language status of French immersion teachers is interesting,
neither study explained why they collected this information. Some people may interpret first
language status as an indicator of a teachers’ level of Frénch proficiency. They may assume that
mpét anglophone teachers do not have the level of French competence needed, or conversely,
that all respondents identifying themselves as francophones may have the level of French

competence required. According to Dr. Monique Bournot-Trites, who oversees the adrhinjstration
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of the Test de Compéteqce Communicative de SFU et de UBC at U.B.C., some candidates who
call themselves francophones do'ﬁot pass the test at the French immersion Ievél. Typically,
these persons are heritage language learners who have grown Qp ina francophoné family but
have attended school and socialized predorhinantly in English (Personal Communication, M. |
Bournot-Trites, Novembér 19, 2003). This suggests. that a candidate’s self-identification as a
francophone may lead to wrong assumptions about that person’s level of French language
competence. Conversely, some anglophones may attain a near native level of French
proficiency.

The discussion of the first Iahguage status of French immersion teachérs and a weighiﬁg
of the assumptions that may be associated with this information underscore the need to have an
objective measure of French Ianguage competence in order to maintain acceptable standards of
French Iang.uage proficiency. This discussion also raises questions.as to bther advantages and
disadvantages of first language status not associated with the level of French proficiency.
Francophones might be better equipped to introduce French immersion students to francophone
culture than anglophones. Do parents and hiring authorities consider the knowledge of French

culture to be as important as French proficiency?

2.6 Teacher supply and demand

The existence of a teacher shortage has been used as an excuse to lower standards of
teacher quali‘fi“catior.ms in the United States. General teacher shortages are currently reported in
the United States, (Pipho, 1998), Australia (Canadian Teachers' Federation, 2001), New Zealand
and the United Kingdom (Teachers in demand, 1998). |

In the United States, 29,000 people are teachiné with an undergraduate degree but
without hav_ing undergone a university teacher education program; they hold what are known as
emergency teaching credentials. Alternative certification, the pfocess of giving those without full
teacher qualifications permission to teach, is widespread in the United States (Canadian

Teachers' Federation, 2001). A shortage of teachers is most often cited as the rationale for

alternative certification. In Kentucky, some substitute teachers hold only a high school diploma
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(Pipho, 1998). Programs such as Troops to Teachers (Department of Defense, 2001) and Teach

for America (Teach for America, 2002) promote the alternative certification route. In spite of

' glowing endorsemehts from the programs' promoters (Hutéhinson, 2001), many academics

condemn alternative certification as misguided and harmful to children (Darling-Hammond, 1994;
Lewis, 1998; Webb & Norton, 1999).

-A recent study matched one hundred an‘d nine pairs of certified and undercertified
teachers in grades three through eight. The researchers cofnpared the test scores in reéding,
mathematics and language of students placed with these two groups of teachers. They
conéiuded, |

that the advantage 6f having a certified teacher is worth about two months on a grade
equivalent scale. The schdol ye.ar is 10 months long, so the loss from having an

undercertified teacher is 20 percent of an academic year. In other words, students pay a

20 percent pehalty in academic growth for each year of placement with undercertified
teachers ... The hiring of Underc_:ertified teachers results in the hiring of unqdalified
teachers (Laczko-Kerr & Berliner, 2003).

Letters of permission from the B.C.C.T. may be considered a form of alternative
certification in British Columbia. In the 2002 —~ 2003 school year, seventy two (72) teachers we;'e
teaching on letters of perrhission in British Columbia, two'(2) of whom were teaching in French
immersion, according to the Registrar of the B.C.C.T. (Personal communication, D. Smart, March
19, 2003}. These small numbers suggest that British Columbia is not pursuing the path of
alternative certification to any significant degree. For now, standards for general teacher
qualifications remain uniform in the province and incl~ude course work andipractica through an
accredited teacher education program. However, we cannot predict what future political winds
may blow our way and whether our standards for teacher certification will remain consistent.

Through recent Iegislaﬁve changes to the British Columbia College of Teachers, the government

has removed teachers' rights to govern themselves and has re-distributed this power by including

non-teachers as the majority members on the governing board of the College (British Columbia

Ministry of Education,'2003).' - This suggests that the government intends to make changes in the
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certification process although it is unclear how these changes will be manifested. Two salient

features of the new legislation which may lead us toward alternative certification include;

 Changling] representation on governing Council of the College of Teachers to 8 elected
. members and 12 appointed members. (Section 5 of the Tééching Profession Act).
(Note: an interim board of 20 persons is to be appointed by the Minister).
o Remov[ing the] ability of the College to apbrove teacher education programs. College
to only set standards for teacher certification. (Section 21 (i) of the Téaching Profession
Aét) (British Columbia Ministry of Education, 2003).
If British Coiumbia embarks upon a path of alternative certification, as have our American
' counterparts, it seems unlikely that a return to uniform standards would occuf.
The general demand for teachers in Canada is expected to increase significantly in the
coming years, (Grimmett & Echols, 2000; Macfarléne & Hart, 2002; Parke-r & Byfield, 2001;
Shafer & Byfield, 2001). A general teacher shortage is predicted based on “[m]ore teachers
. reachiné retirement age ... more studeﬁts with special needs ... fewer graduates from teacher
education ... lack of interest in teaching as a career ... high turnover of beginning téacheré
high turnover of experienced teachers who are leaving the profeSsion but not retiring ... increased
student enroiment” (Canadian Teachers' Federation, 2000).
Across Canada, French immersion teacher shortagés have been said to exist for many
years (Macfarlane & Hart, 2002), (Day & Shapson, 1993; Grimmett & Echols, 2000; Hood, 1990;
Macfarlane & Hart, 2002; Majhanovich, 1990; Obadia, 1989; Obadia & Martin, 1995; Uliman &
Hainsworth, 1991);
in 1‘989, Obadia declared that a crisis in the French immersion teacher shortage had
" arrived in an article entitled, “La crise est arrivée; la croissance des 'programm'es de frangais
langue éeconde et ses répercussions sur la qualité et le nombre des enseignants.” Bésed on real
and estimated numbers provided by provincial Mihisters of Education and university Faculties of
Education, he projected that 1,000,000 students would be enrolled in French immersion by 1999

in Canada, with a need for approximately 39,370 French immersion teachers. However, in 1999 -
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2000, there were only 318, 244 students enrolled in French immersion in Canada (Canadian
Parents for French, 2001), p. 40), less than a third of the projecte;d number of enrolling students.

In light of projected numbers that, in hindsight, were inflated, and the ambiguity in the use
of the term ‘teacher shortage’ (is it an absence of 'teach’ers, merely a smaller than desired pool of
teachers, or the hiring of partially qualified teachers?), it is not surprising that some'are skeptical
of the discussion of teacher shortages and wonder if hidden motivatioﬁs underlie these dire
predictions. A provocative article published |n the New Ydrk Times criticized the manner in which
projectioné of teacher demand are calculated and argued that the pool of new t_eachers is greater
than generally believed. Feistritzer concludes, “[T]o 6Iaim that there is a teacher shortage is
simply wrong — there isn’t one, and there won’t be anytime soon. One has to wonder about the
agenda of someone who's willing to claim otherwise” (Feistritzer, 1998). These criticisms of the
discu;sion of a teacher shortage highl_ight a valid need to define what a teacher shortage is, to be
wary of how projected shortages are calculated and to determine whether a teacher shortage -
exists currently, before entering the realm of future projections.

For the purpose of this study, a teaéher shortage has been defined in terms of averages
and illustrated bn a scale to show degrees of severity. An average number of applicants per
typicél French immersion job opening in a given school district, in a given year is considered, in
our case, the 2001-2002 academic year. | have défined a teacher shortage as a situation where
there are one or fewer fully qualified applicants per job posting on average, as this suggests a
barely sufficient supply of teachers and a lack of choice in épplicanfs. Further, if a district has an
~average of only one fully qualified applicant per position, other positions may have had only
partially qualified applicants or'no applicants. Rather than viewing a teacher shortage as simply
extant or non-extant, a épectrum describing degrees of shortage would be a useful tool in eliciting
information from Directors of Human Resources to describe the current supply of French
immersion téachers in British Columbia (see Table 3). The teacher shortage scale is based on.

the definition of a fully qualified French immersion teacher® as defined in Section 2.4.

’A fully qualified French immersion teacher is able to demonstrate:
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Table 3

Teacher Supply Scale

No shortage 6+ fully qualified applicants
4 - 5 fully qualified applicants

2 - 3 fully qualified applicants

Shortage 1 fully qualified applicant
Applicants who satisfy two of three qﬁalifications criteria
Applicants who satisfy one of three qualifications criteria

No applicants

Note. Based on the estimated average number of applicants per typical job posting in a given

year.

Links between French immersion teacher shortages and the lowering of standards have.
been made in two studies by G.rimmett and Echols (Grimmett & Echolé, 2000) and Macfarlane
and Hart (Macfarlane & Hart, 2002). In a qualitative study of twelve school districts conducted by |
Grimmett and Echols, school district officials, local union bresidents,_ teachers and administrators
were interviewed on questions of teacher supply and demand and related concerns. The study .
found that there were shortages of specialists in a variety of subject areas inclluding French, and
that districts had had to “relax [hiring] ériteria for specialty posit_ions because they could not get
enough people with the requisite academic qualifications and additional preparation (p. 334).”

This study did not survey all school districts in British Columbia but a representative sample

o full, general teacher qualifications;
e second language instruction education; and,

e An acceptable level of French language competence.
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based on district size and location. If would be useful to survey a larger sample of districts in
ordér to ascertain whether or not the results would be the same.

According to Macfarlane and Hart (2002), sixty seven percént (67%) of British Columbia
school districts had “many fewer than needed” French immersion substitute teachers which
constituted the province's greatest area of éhortage in French immersion. Only one of nine
school districts reported havi’ng “about the right number” of French immersion substitute teachers.

One third (33%) of school districts cited a fair level of difficulty in recruiting French
immersion teachers with adequate language skiI.Is. Sixty seven percent (67 %) of school districts
reported having compromised “a little” on the minimum expected level of French Ian.guage skills
for French immersion teachers. What fémains unknown, however, is what the original minimum
standard of French competence school districts held before they compromised “a little.” [f the
standards were very high, this‘comp‘romise might not be serious. If-the standards were already
low, this compromise might be very serious. In a worst case scenario, in a school district where
French competence may not be checked at all, it is conceivable thatl the degree of compromise is
unacbeptably high. '

A recent article in the National Post (Brean, 2002) cited déclining bilingualism amrong
English-speaking teenagers according to newly released census figures. The article cited a
Statécan analyst as saying, “Because young people in English-language provinces generally
learn their French at school, their waning bilingualism might be due to a declining interest in
French immersion programs at schools, or to the lack of qualified teachers these programs
currently face.” Enrolment in French immersion programs is, in fact, rising in British Columbia in
spite of declining numbers in thé overall ;tudent population (Canadién Parents for French, 2001).
The second point, however, is ah interesting statement. To what degree are qualified teachers
.Iacking? And what is the impact of the shortage of qualified teachers in immersion?

With the Macfarlane and Hart study showing that school. districts have already
compromised “a little” and the national media citing these statistics, the French immersion
scenario would benefit from a more accurate picture of what the actual standards of French

competence are, how these standards are checked, what French immersion parents expect of
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the program, whether parental expéctations matéh the priorities of hiring authorities, whether
parents find some compromise acceptable, and the e)ktent_,of the French immersion teacher
shortage.‘ Furthermore, with evidence of a teacher shortage iﬁ French immersion already at
hand, and the likelihood of a general teacher shortage in the future, it is probable that the French
immersion teacher shortage will worsen.

Is the existence of a teaéher shortage an acceptable reason to IoWer expected
qualifications for French immersion teachers? If the French immersion teacher shortage
worsens, will not the temptation to hire unqualified teachers inérease? If an unqualified teacher is
hired as a short-term solution to an urgent problem, his or her lack 6f qualifications may become

a long-term problem if the school district is obligated to offer the teacher a long-term contract.

2.7 Entry versus cohtinuing standards

In a national research study conducted for Canadian Parents for French, Macfarlane and

~ Hart (2002) surveyed a sample of school districts in each province and territory. In British

Columbia, ten school districts with French immersion programs were surv.eyed. According to
their study, eighty-‘six percent (86%) of British Columbia school districts reported “new hires” as
their primary source of French immersion teachers. At this point of entry, teacher selection
decisions are generally made by the Director of Human Resources and, in larger districts, the
human _resourceé team. Alfhough particular job ti\tles may vary, | will henceforth refer to the
person performing these duties as the Director of Human Resources. Once an applicant has
géined access to the teacher-on-call list, the teacher is very likely to obtain permanentA
employment in the district (Grimmett & Echols, 2000). In other words, long-term recruitment
decisions are often made when ‘teachers are hired as teachers-on-céll, and it is therefore at this
point of entry where judgmepts on teacher qualifications must be made.

According to Macfarlane and Hart (2002), some degree of compromise has already

occurred in the recruitment of French immersion teachers. An explanation for this may be that

school district hiring authorities may make a distinction between entry standards and continuing

standards. In other words, hiring authorities may have a lower set of standards for teachers at

1
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the pbint of recruitment and expect that through in-service, they would improve their skills, and
thus that continuing standards would be higher than entry standards. |

There is no consensus on whether the level of French proficiency of immersion teachers
improves or deteriorates while teaching. One might assume that a French immersion teacher
could improve his or her French proficiency while teaching French since he or she is using
French on a daily basis. Some academics argue the oppgsite, however, suggesting that teachihg
Freﬁch may actually have a negative impact on the teacher’s level of French, “Although one
might think that by teaching French all day, teachers are able to maintain their skills, unfortunately
this is usually not the case ... [T]hey are constantly exposed to mistakes made by students which
can, in time, have a negative effect on the teachers' own skills” (Flewelling, 1995, p. 26). This
un¢erscores the need to verify a prospective French immersion teacher’s level of French at the
typical point of eﬁtry, being hired as a new teacher to the teacher-on-call list at the schoo! district
level. An invéstigation of the hiring process and of the responsibilities of the Director of Human
- Resources may shed light on how the testing of French proficiency fits into the overall recruitment

process.

2.8 Responsibilities of the Director of Human Resources

“The‘ selection process represents one of the quickest ways to initiate change and

" improvement in the services of a school organization. Every \}acancy offers an opportuhity to
improve the quality and effectiveness of the organization's services.” (Wébb & Norton, 1999). If
this statement is true, is its opposite also true? Is a poor selection the quicl;est way to diminish
the qua‘lity of a school’s services or program?

Publi;: school districts in British Columbia must hire teachers with British Columbia
teaching certificates or letters of permission. However, scHooI districts have the professilbnal
autonomy to decide whether or not particula‘r applicants are qualified for specific teaching
assignments, including assignments in French immersion. Directors of Human Resources can

accept or reject the universitiés’ standards of French competence as measured by Test de

Compétence Communicative de SFU et de UBC. After the universities and the B.C.C.T., the
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_ schooi districts represent the last of three levels at which the French competence of French |
immersion teacher candidates can be checked before being hired to teach in a French immersion
classroom. The permanence of recruitment decisions underscores their critical nature.

The complex process of selecting and hiring teachers is generally conducted by a
Director of Human Resources and staff in larger districts; or by the Superintendent of Scho_ols him
or herself in the smaller school districts of British Columbia. According to Webb and Nenon
(1999), Human Resources Officers generally perform the fotlowing duties prior to hiring teachers:

o verify certification;

o verify qualifications;

. .read officiai university transcripts;

e call references;

o perform backgrotmd checks; and

e conduct pre-employment interviews.

Directors of Human Resources may look to course work as -an indicator of French
proficiency. However, course work alone may be a poor indicator of French language proficiency.
According to one study, students having compieted similar degrees in French had significantly
different outcomes on a test of French proficiency (Bayliss & Vignola, 2000).

If Directors of Human Resources rely on test results cited in job applications, they would |
need to be familiar with the particulariti'es of each test and its corresponding pass leve! in order to
correctly interpret the results. With French immersion teacher candidates being hired from other
provinces and‘ countries, it is unlikely that any one Director of Human Resources could be familiar
- with French tests administered in all of these jurisdictions.

Although it would not be realistic to expect that Directors of Human Resources be familiar
with all French competence tests for French immersion teachers adniinistered'across Canada,
some Directors of Human Resources may be familier with the pre-admission test administered‘by
British Columbia French immersion teacher education programs, the Test de Compétence
Cemmunicative de SFU et de UBC. The rubric in Table 1 would be a useful tool in determining

whether or not Directors of Human Resources are in agreement with the pass levels set by the
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universities. If they are not in agreement, it would be interesting to know whether school district
standards are higher or Iowef than those set by the universities. '

School districts might ‘administer their own oral and written tests of FrencH competence.

- A recent job posting for a French immersion teaching position rétrieved on-line included tﬁe
following, “The candidate must be completely fluent in French (written and oral): A written and
~oral test will be conducted to détermine proficiency in French” (School District No. 60, 2003).
Apart from anecdotal evidénce such as the above job posting, to my knowledge, there is no
literature documenting what measurement tools are used by British Columbia school districts to
verify- French language skills of French immersion teachers, and Whether or not these tools, if |
extant, are reliable, valid and used consistently.
According to an article in HR Focus as cited in Webb and Norton (1999), an astonishing
50% of job applicants may have lied on their resumé or job application at one time or another. In
light of such estimates, school districts would be irresponsible to rely on a candidate’s self-report
as. an indicator of an accebtable level of French language proficiency. With the carrot of a
permanent classroom placeﬁwent dangling in front of the prospective French immersion teacher,
~one can easily imagine that a candidate would exaggerate or misrepresent her or his language -
abilities in order to secure a job. |
| Grimmett and Echols (Grimmett & Echols, 2000) cite several reasons why teachers may
be teacﬁing subjects they are not fully qualified to teach, “[rlespondents suggested that out-of-
field teaching occurs because of legislated changes and curriculum.compression, and sometimes
because teachers presume they can teach subjects for which they are academically unqualified”
(p. 334).

Fifteen years ago,‘MoeIIer predicted that the level of French proficiency would be defined
more clearly over time. “It is highly predictable that as the gap closes between supply and
demand of FSL teachers or as boards of education implement more stringent selection criteria,
there will be a more clearly def_ihed criterion of proficiency associated with various FSL teaching

positions” (Moeller, 1988, p. 9). Yet, although some universities have established minimum
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levels, there appears to be no uniform standard or.practice amongst universities or amongst
school districts. - : |

Two recent studies (Grimmett & Echols, 2000; Macfarlane & Hart_, 2002) have confirmed
that éome degree of French immersion teacher shortage exisfs and that a degree of compromise
.has occurred in some school districts. Is a time of shortage an appropriate time to discuss’
keeping standards high? Is this rather a time when boards would be more inclined to lower
standards and compromise given the current French immersion teacher shortages? “It must be
acknowledged from an administrative point of view, that setting a minimum standard [of French
proficiency] could be a problem in éréas of Canada that still have a paucity of adequately trained-
French teachers_” (Moeller, 1988, p. 9)..

Although recent studies have showh that some degree of compromise'has ailready taken
place in the recruitment of French immersion teachers, to my knowlédge, the original expected
level of French proficiency and the tools used by school districts to verify this level have not been
documented. French immersion parenté, who are primarily anglophones, may not have a level of
Frénch that allows them to make their own informed determinations on the level of French of their
children’ teachers, Inadequate Frevnch language sk.ills of immersion teachers may therefore go
unreported and unnoticed. Parents trust schobl districts to make appropfiate decisions on French
language proficiency. It would be interesting to know whether parents and school districts are in
ag-reement on the minimum exbécted level of Frénch proficiency for the immersion teacher.
Furthermore, it would be interesting to know whether s;:hool districts use rel.iable and valid tools

- to verify French'_ proficiency.

2.9 Parental expectations

Key players in the French immersion program are parents, without whose enthusiasm,
enrolment figures would dwindle and the program would not continue to exist. The establishment
of French immersion hgs not erased the debate over the quality of French-as-a-éecond-language'

instruction. In 1963, French immersion programs started in response to parental dissatisfaction

with the level of French as a second language instruction in Quebec. Parents were instrumental
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in the inception of French immersion (Rebuffot,‘ 1993}, and they continue to keep the program
alive. Yet are parental expectations being met? In what order of importance do parents of
French immérsion studenta rank the French language skills of their child's teacher compared to
general teaching skills and personal characte_ristics? As far as we know, no Iiteratuie exists
regarding the level of French language competence parents expect of French immersion
teachers. |

A Vector Poll surveyed 917 Canadian adults by telephone (Canadian Teachers'
Federation,. 1999). The poll found that 80% of Canadians were opposed to lowering standards of
teacher qualifications or of universiiy admissions to teacher education programs even to address
: a.future shortage of teachers. Does this survey reflect the views of Fiench immersion parents as

well?

2.10 Summarj/ and conclusion ' - | Y

There are three Ievéls at which a British Columbia French immersion teacher's level of
French proficiency could potentially be evaluated prior to obtaining employment: first, at the
university level where a coinprehensive test is in place to screen pre-service teachers entering
the French immersion stream; second, at the B.C.C.T. level where ‘prodf of French plroficiency
may or may not be required prior to obtaining a teaching certificate; and third, at the school
district level where the tools used to verify applicants’ French proficiency may or may not be
documented. As outlined in Section 2.1, the low numbers of,‘graduates from the French
immersion stream of British Columbia pre-service teacher education programs cannot fill ali_af the
new French immersion openings that arise each year due to factors. such as retirements, leaves

' an.d career changas. Therefore, school districts must' either hire educatign graduates trained in
British Columbia but without French immersion specialization, or they must hire teachers from-
elsewhere to teach in French immersion. [f th_e teachers have been trained in British Columbia
but have not specialized in French immersion, they may or may not have the same level of
French as is required by the French immersion pre-service education programs. If school -

districts hire teachers.from other provinces or countries, the level of French is also unknown.
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Thus, if al! job applicants have not péssed the Test de Compétence Communicative de UBC et
de'SFU, the tobl used by British Columbié French immersion teacher pre-service education
programs, then the school districts must use other means to verify the applicants’ level of French.
To my knowledge, the tools used by school districts in British Columbia to verify thevFrench
proficiency of immersion teachers have not been documented in the‘ literature.

Academics have long éxbressed concern about the French immersion teaéhers' level of
French, and some have cailed for the establishment of a natiohal FrencH test to set a universal
minimum standard of French competence. What remains unclear is whether or not they are
justified in their concern. Does the system of teacher education, certification and recruitment
have gaps and inconsistencies in its policies and practice of verifyin§ French compefence, oris
the French compétence of immersion teachers checked in a reliable and objective manner prior
to recruitment? |

The B.C.C.T. poIié:y of verifying English language skills and strong teaching skills (as
documented through the passing of university courses and practica} but the absence of
verification of French language skills suggests that French language skills may. be less important
than general teaching skills in the eyes of this institution. What is the relative im‘portance of
French Iangﬁage skills compared to the other skills and attributes of 'a French immérsion teacher?
Are teaching skills more important fhan French language skills as suggested by B.C.C.T. policy?
Is it adceptable to hire someone who is proficient in French but with less than satisfactory
teaching skills or vice versa? |

A teacher shortage in French immersion has been documented by recent studies.
However, in this chapter, | have re-defined a teacher shortage based on numerical averages.

_ This definition would be useful in gathering precise information on What proportion of British
Columbia school! districts are fécing a shortage of French immersion teachers. The same study
which documented a French immersion teacher shortage also found that school districts are
accepting sonﬁ,e degree of compromise when hiring French immérsion teachers. Does the

existence of a teacher shortage in a particular school district increase their willingness to lower
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standards of French competence or to hire teachers without an educational background in
second I»anguage methodology?

/ Key stékeholders in the French immersion program are parents, who keep the program
alive by enrolling their children, and Directors of Human Resources,( who recruit French
immersion teachers. Do they share the same priorities in the‘vrecruitment of French immersion
teachers? Does one group have unr:ealistically high expectations of the level of French
proficiency of French immersion teachers? ‘Is either group willing to lower standards in the face |
of a teacher shortage? Although there are many other stakeholders and decision-makers in
French immersion including students, the government and the British Columbia College of
‘feachers, this study will focqs on comparing the priorities of two stakeholder groups, parents and

Directors of Human Resources, to see if these priorities match. These issues have led to the

following research questions.

1a. What are the most sought-after characteristics for a French'immersion teacher according
to Directors of Human Resources in British CoI.umbia?

1b. What are the most sought-after characteristics for a French immersion teacher according
to parents in British Columbia?_

2a: Which isvof greater importance to Directors of Human Resources in British Columbia: a
French immersion teacher's language skil.ls or general teaching skills?

2b. Which is of greater importance to parents in British Columbia: a French immersion
teacher’s language skills or general teaching skiIIs’?

3. - How severeis the Britich Columbié teacher shortage in French immersion accofding to
Directors of Human Resources?

4a. In what ways, if any, would Directors of Human Resources in British Columbia be willing

to modify their expectations of French immersion program recruitment practices during a

shortage of French immersion teachers?
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4b. In what ways, if any, would parent'_s in British Columbia be willing to modify their
expectations of French immersion program recruitment practices during a shortage of
French immersion teachers?

5. What means do Directors of Human Resources employ to screen the French language
skills of prospective French immersion teéchers in British_Cqumbia?i

6. ‘Is there a match or a misrhétch between parental views and the views of British Columbia
school district Directoré of Human Resources on priorities in the recruitment of French

immersion teachers?
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Chapter 3: Research Method
31  Participants
3.1.1 Geographical areas

| mailed surveys to every British Columbia school district which had a French immersion
program. On the survey, participants were asked to indicate whether their district was 'metro,’
'urt;an‘ or 'rural.’ However, given that these terms Were not defined .numerically or in a glossary,
and considering the possibility that the distinction between 'metro’ and 'urban’ may have therefore
been ambiguous to sbme participants, 'metro' and 'urban’ districts were grouped under the

heading of 'urban' in the results.

3.1.2 Directors of Human Resources

Two groups of participants were selected for the present study. The first group of
participants are persons in charge of hiring teaqhers, includingl French immersion teachers, at the
sghool district level. In small school districts, it is sometimes the Superintendent of Schopls who
hires teachers to the district. Other titles for peréons carrying out this résponsibility include
Human Resources Officer or Director of Human Resources. A person performing the job of hiring
or.of overseeing the hiring of French immersion teachers at the district level will be henceforth
referred to as a Director of Human Resources.

In order to obtain the names, titles and addresses of Directors of Human Resources, ana
to find out whether or not each district had a French immersion program, | telephoned each
school board office in British Columbia. The Directors of Human Resources in school districts
offering French immersibn programs each became 'prospective participants in our study and. were

each mailed a questionnaire, a letter of explanation, a letter of consent, and a sélf—addressed,

stamped envelope.
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- 3.1.3 Parents

The second group of participants in this study were parents.of French immersion
students in British Columbia. In order to protect.the anonymity of participants and to get a broad
' geographical representation, the surveys were sent out by Cenadian Parents for French. The
particjpanté’ affiliation with Canadian Parents for French may mean thet these parents are among
the strongest and most vocal supporters of French irnmersion. One might therefore question
whether or not it was appropriete to survey this group of parents as their support of the program
may be stronger than that of other French immersion parents. HoWever, the present study did
. not ask the participants to rate the quality of the program or to-state their level of satisfaction with
the program. Instead, participants were asked to ra'nk priorities and ‘in'dicate t.heir expectations »
with regard to hiring ‘p_ractices for this program. Therefore, although this group may not be
representative of other French immersion parents in every way because they are particularly
vocal in their support of the program, | do not believe their responses and priorities as pertaining
to the questions posed in this study would differ from those of other French immersion parents.
Logistically, it would have been extremely difficult, if not impossible, to obtain the names and
addresses of French immersion parents from across the province from individeal school districts
| or another source.
Forty six (46) surveys Were sent to Canadian Parents for French Chapter

Representatives, forty four (44) were sent to delegates at the recent Canadian Parents for French
. convention, and ten (10) were sent randomly to other members of Canadian Parents for French
to ensure regional balance. A total of 100 surveys were sent to Frertch immersion parents in
British Columbia. Each parent was mailed a questionnaire, a letter of explanation, a letter of

consent, and a self-addressed stamped envelope.
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32 Procedures

3.21 Questionnaire

birectors of Human Resources and French immersion pérents wefe .mailed an envelope
con_taining an explanation of the sfudy (Appendix A), a file copy of the letter of consent (Appendix
VB), a'coby of the letter of consent to be returned, the survey (see Appendices C and D) and a
self-addressed, stamped envelope.

Qn September 20™ 2002, the survey was mailed out to each Director of Human
Resources in a French immersion school district for the first time. On January 2, 2003, a second
survey was sent t.obeach Director of Human Resources. The parent surveys were‘mailed outon

December 19"‘, 2002 by the Canadian Parents for French.

3.2.2 Response rates

In total, 28 out of 44 surveys that were mailed out to British 'Columbia school district
Directors of Human-Resources were returned, for a res‘ponse rate of sixty-four percent (64%). Of

the 100 surveys that were mailed to parents, 48 were returned (48%).

3.2.3 - Semi-structured interviews -

Among the Directors of Human Resources who respbnded to the questionnaire, thirteen
(13) respondents indicated that they would be willing to participate in a further 10 — 15 minute
interview. Four (4) Directors of Human Resources were interviewed by telephone or in person. |
attempted to contact all thirteen respondents who indicated that they were willing to be
interviewed. | was able to contact only four of these respondents |

Among the parents who resppnded to the questionnaire, seventeen (17) respondents
indicated that they would be willing to pérticipate in a further 10 — 15 minute interview. However, |
was able to obtain interviews with only three (3) of fhem were interviewed by telephone. Due to
constraints of time and money, | was limited to calling respondents during Spring Break which

may explain the low response rate for the interviews.

N



35

The inte‘rview questions were entirely based on responses to the questionnairé. Further
clarificatioh and explanations of the survey responses were sought during the intérviews. No new
topics were broached during the inte&iews. However, féspondents sometimes offered comments
beyond what was elicited.
| All respondents who indicated on the survey that they would be willing to be contacted for

an interview were called in March, 2003.

3.3 Measures

3.3.1 Description of questions

In the survey sent out to Directors of Human Reéources, we used three (3) yes or no
questions, five (5) multiple choice questions, nin;a (9) seven-point scale questions, one (1) ranking
question, and two (2) open-ended questions. The full questionnaire may be found in Appendix C.

The same questionnaire was sent to French immersion parents except for the omission
of Section E which could only be answered by directors of human resources. In the survey sent
out to parents, we used one (1) yes or no question, three (3) multiple choice quesﬁohs, nine (9)

' seven-péint Likert scale questions, one (1) ranking question, énd one (1) open-ended question
(See Appendix D).

Section A élicited demographic information from the resporidents. Section B asked
respbndents to réte the desirability of prospective French immersion teacher candidates
according to their first language status, training, énd, for francophones, place of origin.
'Respondents were also asked whether or not it was acceptable to lower standards in the event of -
a teacher shortage. Section C asked respondents to rank nine skills and attributes in order of
importance for prospective French immersion~ teacher candidates. The skills and attributes
include language skills, teaching skills, personal qualiti‘es and knowtedge of francophone culture.
Section D asked respondents to identify the minimum level of French language competence they

expect for French immersion teachers by choosing one of five descriptors. Section E, included in

the Directors of Human Resources survey only, elicited information on the supply of French.

stream and English stream teachers in the school district. This section also asked respondents to .
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describe how French language competence is measured in the school district. Section F,
includéd in both parents' and Directors of Human Resources' surveys, aliowed respondents to
write an'y further comments regarding priorities in the recruitment of French immersion teachers in

British Columbia.

- 3.3.2 Research questions and the questionnaire

Table 4 shows how each of the questions on the questionnaire relates to the research

questions.




Table 4

Correspondence of Research Questions to Questionnaire

Research Questions

Corresponding Survey Questions

37

1. What are the most sought-after qualities for a
French immersion teacher according to Directors of
Human Resources and parents in British Columbia?

Section B, questions 1 -6
SectionC .
Section D

2. Which is of greater importance to Directors. of
Human Resources and parents in British Columbia:
_a French immersion teacher’s language skills or
general teaching skills?

Section C

3. In what ways, if any, are Directors of Human
Resources and parents in British Columbia willing to
modify their expectations of the French immersion -
program recruitment practices given the current
shortage of French immersion teachers?

Section B, questions 7 - 9

4, What means to Directors of Human Resources
employ to screen the French language skills of
prospective French immersion teachers in British
Columbia? ‘ '

Section E, questions 3 -4

5. What means to Directors of Human Resources
employ to screen the French language skills of
prospective French immersion teachers in British
Columbia? , :

Section E, questions 1 -2

~ 6. Is there a match or a mismatch between parental
views and the views of British Columbia school
district Directors of Human Resources on priorities
in the recruitment of French immersion teachers?

Section B; Section C; Section D
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Interview questions and the questionnaire

Candidates willing to be interviewed were asked some or all of the following questions

which were based on trends in the data. If their answers matched the trend in the data, the

following questions were asked. Occasionally, if their response was opposite to the trend in the

data, further information was also elicited. All of the interview questions were based on table 5.

However, respondents sometimes offered further comments beyond what was'elicitedi

Table 5

Semi-structured Interview Questions

Trend in data

Clarifying question

Parental preference for bilingual francophones
over bilingual anglophones as French
immersion teachers . :

Could you offer insights as to why bilingual
francophones would be preferred as French
immersion teachers?

Preference for French immersion teacher
candidates from Quebec over ones from
France

Could you offer insights as to why teacher
candidates from Quebec would be preferred
over ones from France? '

Mixed response in desirability of hiring
graduates of French Core stream. of university
pre-service programs

Are you familiar with the French proficiency test
administered by British Columbia teacher
training programs? If yes, do you think the
pass levels are too high?

Favourable response toward requiring French
immersion teachers to complete extra course
work if standards are lowered

What kind of courses should they be required
to take? How do you see this being
implemented?

Supply of French immersion teachers

Do you consider your school district to be
experiencing a French immersion teacher
shortage? (to see if their judgment
corresponded to the definition presented in
chapter two) '
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3.4 Coding

3.41 Questionnaire

Numerical values were assigned to most questions. For yes or no questions, ‘yes’
responses were assigned a value of one (1), and ‘no’ responses were assigned a value of zero
(0).

Multiple choice questions were coded according to the number of p.ossible responses.
Question A3 had three possible responses. The responses were aSsigned a value of one (1), two
(2) or three (3). For the two questions A2 and D, which had five possible responses, a value of |
one (1) to five (5) wasvassigned. Responses to questions with seven possible responses were
assigned values from 'strongly disagree,' one (1) to 'strongly agree,' seven (7). All seve‘n-point
scale questibns', except E1 and E2,\héd a neutral mid-point with a value of four (4). In questions
B1-B6 and B9, a 'response of ‘strongly agree’ was assigned a vaIQe of seven (7) and a
response of ‘strongly disagree"was assigned a value of one (1). The numerical assignments for
B7 and B8 were inverted with ‘strongly agree’ having an assigned value of one (1), and ‘strongly
dis.agree' having an assigned value of seven (7) because the questions were negatively worded.
In E1 and E2, specific des‘criptors were included on the scale to describe teacher supply. The
greatest supply was assigned a value of seven (f), and the greétest shortage was assigned a
value of one (1). |

In the rankiﬁg question, C, respondents were asked to rank skills and qualities in order of
importance with one (1) being the most important and nine (9) being the least important. For the
ranking question, the assigned values were the reverse'of fhe rankings so that the most‘important
attribute became (9) and the least important, one (1), in order to increase élarity in discussing
these numbers. |

In the open-ended question E3, an exhaustive bank was made of all reported methods

used to check the levél of French competence of French immersion teacher candidates described

by the respondents. For each method, a one (1) was assigned if the method was used in that
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school district and a zero (0) was assigned if the method was not listed. The anecdotal fesponses
to opgn-ended question F were typed out in full.

| The coding of the parent questionnaire was identical to the coding of the Director of
Human Resources survey because the questionnaires themselves were identical except for the
omission of questions E1, E2, E3 and E4 from the parent questionnaire as these questions were
épplicable only to Directors of Human Resources. Questions E1, E2, E3 and E4 elicited school
district statistics on the supply of téachers and a description of the methods used to screen

language competence.

3.4.2 Interviews

When contacted by telephone for the interview, respondents were asked if they would be ’
willing to be tape recorded to facilitate note-taking. In face-to-face interviews, notes were hand-
~written without recording. |
Because questions were entirély based on trends found in the data, ’responses were
categorized according to their relevance to each research question. Questions> sought to elicit

further clarification of responses to survey questions.

3.5  Analysis

All coc;ed' data w‘ere entered into an Excel file and transferred to SPSS for analysis. First,
descriptive stétistics for responses to all questions (except for open-ended questions) from all
respondenté were calculated incIuding: the mean, standard deviation, the range and the
percentage of respondents selecting each response.

Means were compared across groups using paired t-tests.

Quotations from open-ended comments on the survey and interviews were organized by
their relevance to each research question. Quotations could sometimes be further categorized by
sub-topic within the question. For example, quotations addressing the question of French

immersion teacher supply were grouped into two preliminary categories: quotations from



41

respondents in districts citing a French immersion teacher shortage, and quotations from

respondents in districts citing an adequate supply of French immersion teachers.
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Chapter 4. Results and Discussion

The purpose of Chapter Four is to present demographic information about the
respondents, and then summarize and discuss the respohses from the questionnaires and the

interviews in the order of the research questions.

4.1 Respondent Demographics

In this section, | will present and discuss the response rates, the degree of French
language proficiency of respondents,~the urban or rural distribution of respondents and the
percentage of respondents having currently or formérly enrolled their children in French

immersion.

411 Response rates .

Twenty eight of forty four school districts returned the surveys for a response rate of sixty
four percent (64%). Forty eight of one hundred parents returned the surveys fora response rate

of forty eight percent (48%).

Most respondents in both groups described their level of French as beginner or semi-

fluent. On a five-point scale, Directors of Human Resources indicated a slightly higher level of

French competence (M = 2.08, SD = .452) than did parents (M = 1.63, SD = .951). (See Figure

1).




43

100
Directors of Human Resources
90
0] Parents
80+
704,

Percentage
6,
o)
1

40+
30+
201 R

Beginner
Semi-fluent
Fluent

Equivalent to
francophone
Francophone

Figure 1. Parents' and Directors of Human Resources' level of French competence based on a

five point scale

As discussed in Section 3.1 1., urban and Ametro school districts were grouped together
as ‘urban.’ Sixty four percent (64%) of Directors of Humén_ Resources surveys and.sixty nine
percent“(69%) of‘ parent surveys were returned by urban districts. Thirty six percent (36%) of
Directors of Human Resources survéys and thirty one percent (31%) of parent surveys were
returned by rural districts. |

TWenty seven percent (27%)‘of Directors of Human Resources had currently or formerly.

enrolled their children in French immersion.

4.1.2 Discussion

One explanation for the lower response rate from the parent group may be that they were
mailed the survey only once, and the survey was mailed at Christmas which may have been a

particularly busy time. Two mail-outs were done for the Director of Human Resources group.
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Surveys were received from all geographical areas of the province (the North, Vancouver Island,
the Lower Mainland, the Interior, etc.) showing a broad geographical representatioh of the

province.

4.2 Research question 1

What are the most sought-after characteristics for a French immersion teacher according
to Directors of Human Resources in British Columbia?
What are the most sought-after characteristics for a French immersion teacher according

to parents in British Columbia?

In thié section, | will discuss the desirability of hiring French imnﬁersion teacher
candidates according to their first Iénguage status, formal qualifications and level of French
proficiency, and for francophones, place of origin. ! will then compare the'prefe;ences and
priorities of parents and Directors of Human Resources. For each characteristic, | will first
summarize the results and then discuss the findings. |

In this section and in sectrion 4.5, responses were given on a sevén point scale, and have
been calculated in fhree ways. Ih the first method, the mean scores and standard deviation were
calculated. In the second method, the percentage of respondents who selected each of the
seven points is given. In the third method, a method which | invented and have called the '
Collapsing Method, | have collapsed the upper end of thé spectrum (strongly agree, agree,
somewhat égree) to calculate the percentage of respondents expressing a degree of agreement
with the statement, and have called this Upper End Collapsing. | have also collapsed the lower -
end of the spectrum (strongly disagree, disagree, somewhat disagree) to calculate the
percentage of respondents expressing a degree of disagreement with the statemént, and have
called this Lower End Collapsing. Neutral responses have always been ;:alculated separately

-

even when Upper End Collapsing and Lower End Collapsing percenfages have been calculated

(see Table 6).
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Table 6

The Collapsing Method

7 6 5 4 3 2 1
Strongly Agree Agree Neutral ' Disagree Disagree Strongly
agree ~ somewhat somewhat disagrée

Upper End Collapsing Percentage Lower End Collapsing Percentage

421 First language status

" The two demographic snapshots of French immersion teachers and anecdotal evidence
cited in chapter two, suggest a reversing trend in the first language status of French immersion
teachers since the program was first established. Whereas the number of francophone teachers
uséd to be greater, the number of anglophone French immersion teachers appears to be
‘increasing. Respondents were asked whether or not they agreed with the assertion that bilingual
francophones were more desirable French imfnersioﬁ teacher candidates tha‘n bilingual
anglophones. |

4.2.1.1 Results of survey

When asked if bilingual francobhones were more desiirable 'French immersion teacher -
céndidates than bilingual anglophones, a majority of respondents in both groups agréed with this
statement. On a seven point scale, parents tended be moré in agreement with this statemént (M
=4.93, SD = 1.51) than were Director§ of Human Resources (M = 4.41, SD = 1.42) although the
groups were not homogeneous in their responses. Using the Col'lapsing Method, seventy four
percent (74%) of parents and fifty nine percent (69%) of Directors of Human Resources agreed
that bilingual francophones were more desirable than biiingual anglophones. Six percent (6%) of

parents and nineteen percent (19%) of Directors of Human Resources were neutral. Twenty-

percent (20%) of parents and twenty two percent (22%) of Directors of Human Resources

expressed a degree of disagreement with this assertion (see Figure 2).
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Figure 2. Parents' and Directors of Human Resources' degrees of agreement on a seven point
scale with the assertion that bilingual francophones are more desirable French immersion teacher

candidates than bilingual anglophones.

4.2.1.2 Results of interviews and anecdotal comments

In the semi-structufed interviews, respondents who indicated on the survey. that they
preférred francophone teachers had difficulty articulating why they thought bilingual francophones
were better French immersion teacher candidates than bilingual anglophoneé.

However, Parent 1 was able to articulate a concrete example, "Pronunciaﬁon. People
~ are always complimenting my son on his impeccable pronunciation. That gives mé great pride as
a parent and makes him feel very confident ... | think it was the francophone teachers who were
able to pick up on [correcting pronunciation]. | really have no problems with bilingualr

anglophones as well."

1
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All of the survey questions alluded to bilingual anglophones and bilingual francophones.v
In order to limit the scope of the discussion, the issue of whether it was prefefable to have
unilingual or bilingual French irhmersion teachers was not broached. Although this issus was not
raised, some parents questioned the necessity of having bilingual teachers (as bsth
francophones and anglophqnes in the questionnaire were specified ss being bilingual).

‘I don't believe English is necessary after Grade 1. We can use a translator for parent-
teacher conferenées if necessary,” wrote Parent 6.

;‘A French immersion teacher doesn't have to be bilingual as long as he or she is
francophone; it could be difficult in the beginﬁing, but the students would adest quickly. This way
cohmunicating in French is not an option anymore, it is a must,” wrote Parent 36. -

'And again, although the issue was not raised by the interviéwer in the telephone
interview, a parent offered this comment on the need for English Iangsage proficiency, “Some of
the teachers need to have a certain level of proficiency in English. If you’ve got a teacher who
speaks great French but can'’t clarify for yoUnger students or late immersion students clearly in )

English then it creates a conflict,” said Parent 25.

4.2.2 Bilingual francophones by place of origin and bilingual anglophones

The results of the survey pertaining to ratings of bilingual francophones by place of o'rigin,i
bilingual anglophones and teachers with varying educational backgrounds as French immersion

teacher candidates are summarized in Figures 3 and 4, and Tables 7 and 8: These Figures and

Tables will be followed by an elaboration and discussion of these findings.
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Figure 3. Desirabi_lity of hiring graduates from the French Core stream of a British Columbia

teacher pre-service program on a seven point scale.
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Figure 4. Desirability of hiring graduates from the French Core stream of a British

Columbia teacher pre-service program using the Collapsing Method.

48



Table 7

49

Mean Ratings of French Immersion Teacher Candidates by First Language Status,

Formal Education and for Bilingual Francophones, Place of Origin

Parents

Mean Directors of Human Resources Mean
rating rating
Francophones from Quebec 6.24 . Graduates from univeréity pre- 6.19
service French immersion
program
Graduates from pre-service 5.87 Bilingual anglophones 6.11
university French immersion :
program
Bilingual anglophones 5.72 Francophones from Quebec 5.7
Francophones from France 5.37 Francophones from France 4.'89‘
Graduates from pre-service 417 Graduates from university pre- 4

university French Core program

service French Core program
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Table 8
Ratings of French Immersion Teacher Candidates by First Language Status, Formal Education

and for Fra.ncophones, Place of Origin, Using the Collapsing Method

‘ Upper End Collapsing Neutral Percentage Lower End Collapsing

Percentage " Percentage

Dir. of H.R.  Parents Dir. of H.R. | Dir. of H.R.  Parents

... from Québec 85% 91% 1% ) 9% ‘ 4% 0%

... from France 56% A% 22% m 22% | 13%

Biiingual anglophone 96% 87% 4% m 0% v 2%

French immersion 96% 89% 4% 9% 0% 2%
stream graduate - ‘

French Core stréam 41%  48% 15% 20% 44% - 32%

graduate

4.2.2.1 Results of survey

Réspondénts were asked in separate questidns to rate the desirability of bilingual
frahCophones from Quebec, bilingua| francophones from France and bilingual anglophones as
French immersion teacher_candidates. Respondents could have rated all candidates as equally
desirable or undesirable on the seven point scale provided for thesé qtj‘estions. When comparing
the responses to these .qu'estions, both groups rated bilingual francobhénes from Quebec as
more desirable than bilingual francophones from France. On a seven point scale, pérents rated
bilingual francophones from Quebéc (M=6.24, 8D = .94) mofe highly than did Directors of
Human Resources (M = 5.7, SD = 1.20). Using the Collapsing Method, ninety one percent (91%)

of parents and eighty five percent (85%) of Directors of Human Resources agreed that teachers
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from Quebec were desirable teacher céndidates.‘/ Eleven bercent (11%) of Directors of Human

Resources and nine percént (9%) of parents were neutral. Four percent (4%) of Directors of

" Human Resources felt that francophones from Quebec were undesirable French immersion
teacher candidates and none of the parents shared this'.view.

A majority of respondents in both groups felt that bilingual francpphonejé from France
were desirable French immersion teacher candidates. Ona séven point scale, parents ratea
bilingual francophones from France (M = 5.37, SD = 1.49) more highly than did Directors of

_ Human Resources (M = 4.89, SD = 1.76). Using the Collapsing Method, fifty six percent (56%) of
Directors of Human Resources and seventy four percent (74%) of parents agreed that bilingual
francophones fro‘m France were desirable French immersion teacher candidates. One fifth of
Directors of Human Resources (22%) and thirteen percent (13%) of parents were neutral.
Anocther one fifth (22%) of Directors of Human Resources felt that bilingual francophoneé from
France were undesirable French immérsion teacher candidates and thirteen percent (13%) of
parents shared this view.

Directors of Human Resources rated bilingual anglophones more highly (M = 6.11, SD =
.75) and homogeneously than did the parent group (M = 5.72, SD = 1.06) on a seven point scale.
However, both groups were overwhelmingly in agreement that bilingual anglophones were
desirable French immersion teacher candidates. Using the Collapsing Method, ninety six percent
(96%) of Directors of Human Resources and eighty seven percent of parents (87%) statea that
bilingual anglophones were desirable French immersion teacher candidates. Four percent (4%)
of Directors of Human Resources and eleven percent of parents (11%) were neutral. None of the
Directors of Human Resources and only two percent (2%) of parents felt that bilingual

anglophones were undesirable teacher candidates.
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4.2.2.2 Results of intervieWs and anecdotal comments

Because of thé tendency to prefer French immersion candidates from Quebec over ones
from France, a sample of respondents from both groups who expressed this preference were
asked why they thought teacher candidates from Quebec-were more desirable.

"My pri.or'ity is to hire local from Canada. If thereis a shortage, | have no pfoblems hiring
from overseas. Teachers from Canada know our curriculum. They know our culture,f‘ said
Paren't 25. | |

"There is a differencé between the French spoken in France and French Canadian. That
difference is confusing for students especially when many of the teachers they have are from
Quebec or have learned the French Canadian. It's a dialect thing | suppose. When é student’s
trying to achieve, it's confusing if it doesn't sound right or look right,"” said Parent 40.

"Culturally; it's the same country so it's a bit easier. Also, retention. Sometimes, it's
easier to retain teachers from Quebec. ... Their methods of teaching and strategies would be
closer if they're from the same country. They don't have to be from Quebec. | would prefer to
hire a teacher from Canada — anywhere in Canada where there are pock.ets of French: Alberta, '
New Brunswick — over a teacher from Europe. They are more likely to stay. Ideally, it is best to
get' teachers from B.C. They will stay,"lsaid Director of Human Resources 7.

"The disadvantage 01: hiring anyone from out of province, not just francophones, is the
acculturation procesé. Labour relations and the teaching environment here are différent - not
better or worse, just different. Parents are more involved," said Director df Human Resources 30.

When questioned on why they rated French immersion teacher candidates from Quebec
more highly than ones from Frahce,_ Directors of Human Resources cited cultural reasons and
teaching methods. First, teacher candidates from Quebec were said to be more familiar with
British Columbia's culture thus perhaps increasing their level of comfort and reducing the number
of misunderstandings. Some Directors of Human Resources specified that the familiarity with the

culture would apply to any Canadian teacher candidate over one from Europe. Second,

familiarity with teaching methods implies that what is taught in local teacher training programs
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N

may befter reflect what is considered in British Columbia schools tcyaibe 'best'practice' over

methods thét may be taug‘ht elsewhere. . |
Overall, parenté ten‘ded to rate bilingual francophone French immersi‘o'vn teache‘r |

candidates more highly than did Directors of Human Resources. Bilingual francophones from -

Quebec were ranked most highly using the Upward Collapsing Method and when com_paring‘

. mean ratings. In foliow-up interviews, the reasons given,for‘this pareﬁtal preference included:
francbphone teachers' perceived ability to correct('pronunc‘:iétion, francophone teachérs'
knowledge of French culture and superior’linguistic abilities. | |

The hiring authorities who were interviewed said that teachers from British Columbia
were easier to retain than teachers from other provinces. Direcfors of Human Resources
highl'ighted the advantages of local teachers' familiarity witH the British Columbia school system |
and culture.. One respondent mentioned that French immersion parents in British Columbia may

"be more i‘n\}olved than parents from bther provinces énd programs, and that this could be a
source of stress for teachers.. V |

Parents preferred bilingual francophones as French immersion teacher candidates over

bilingual anglophones, although they were wiIﬁng to accept bilingual anglophone teachers as well.

. 4.2.3 Formal qualiﬂcations
4.2.3.1 Results of survey

Both gfoups were generally in agreemént that a graduate from the French ihmeréion
stream of a university pre-service teabher education. program was a desirable French immersion
candidate. Using the Collapsing Method, ninety six bercent (96%) of Directors of Human
Resources and eighty nine percent (89%) of parents agréed wifh this étatement. Four percent
(4%) of Directors of Human Resources and nine peré:ent (9%) of parents were neutral. None of ,
the Directors of Human Resources and only two percent (2%) of parents thoﬁg_ht graduétes from
the French immersion stream were undesirable French immersion teacher candidates. On a

seven point scale, the Director of Human Resources group rated the desirability cfihiring

graduates from the French immersion stream of teacher pre-service education programs more
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highly and responded more homogeneously (M = 6.19, SD = .83) than did the parent group (M =
5.87, SD = 1.02).

THere wés no consensus within either grdup on the des‘irability of hiring a graduate from
the French Core stream of a university pre-service teacher edﬁcation program. Qn a séven point
scale, Directors of Human Resources rated French Core stream graduates as slightly less
desirable (M = 4.0, SD = 1.59) than did parents (M = 4.17, SD = 1.51), (see Figure 3). Uéing the
Collapsing Method, forty one percent (41%) of Directors bf Human Resources and forty eight
percent (48%) of parents felt that French Core strea.mvgraduatés were desirable French
imrhersion teacher candidates. Fifteen percent (15%) of Directors of Human Resources and
twenty percent (20%) of parents were neutral. Forty four percent (44%) of Directors of Human
Resources and thirty three percent (33%) of parents felt that French Core stream graduates.were
undesirable French irﬁmersion teacher candidates (see Figure 4). Both groups preferred
graduates from the French. immersion stream of the pre-service teacher education programs over

graduates from the French Core stream.

4.2.3.2 Results of interviews and anecdptal comments

| The sample of respondents who were interviewed said they were not faﬁiliar with the

U.B.C. and S.F.U's test of French proficiency. However, the respondents' degree of familiérity
with the test was not asked in tﬁe survey and the sample of respondents interviewed on this
‘question was too small to represent the ent/ire respondent group.

Other issues around formal qualifications were raised by pa'rents and Directors of Human
Resources. |

‘At my son’s school there is a teacher from Quebec who found it very challenging to meet
all the B.C. requirements, although she is fully qualified in Quebec,™ wrote Pa»rent 37.

“Standardized teaching requirements across Canada would allow teachers to move freely -
between provinces,” wrote Parent 32.

“We must be careful not to lower our standards too much in regards to quality teachers,

simply in order to get a body in that classroom to teach the students. Yet, I'm sure there are
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some requirements we could loosen up on to attract more out of province or out of country
francophone teachers,” wrote Parent 1.
“Let's have the College of Teachers be a bit more flexible in their requirements for full

certification,” wrote Director of Human Resources 2.

4.2.4 Level of French proficiency

Respondents were asked to indicate the minimum level of French language competence
that they expect of a French immersion teacher on a five point scale whi;:h corresponds to pass
and failure levels of the Test de Compétence Communicative de SFU et' de UBC as described in
Chapter Two (see Table 1). | |

4.2.4.1 Results of survey

When provided a rubric of levels of French language competence, both groups were’in
agreement that French immersion teachers should have a high level of French.competence.
Most respondents chose level four or five as the minimum acceptable level of French .
competence. Responses from both groups were similér and homogeneous. On this five point
scale, the parent group had a slightly higher mean score (M = 4.43, SD = .54) than did the
'Directors of Human Resources group (M = 4.33, SD = .55). Thirty seven percent (‘37%) of
Directors of Human Resources and forty six percent (46%) of parentsv expect a minimum of a
level 5 of French proficiency. Fifty nine percent (59%}) of Directors of Human Resources and fifty
two percent (52%) of parents expect a minimum of a level 4. Four percent (4%) of Directors of
Human Resources and two percent (2%) of parents expect a minimum of a level 3; None of the

respondents chose levels 1 or 2 as acceptable minimum levels of French proficiency (see Figure

' 5).
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Figure 5. Minimum level of French competence of a French immersion teacher expected by
parents and Directors of Human Resources based on afive point rubric.

4.2.4.2 Results of interviews and anecdotal comments

“IM]y French came from anglophones (barely competent) whose pronunciation was poor.
It's important that teachers be fluent. Otherwise it's frustrating for students,” wrote Parent 16.
“The fact of excellent competency in English and French is a 'given,” wrote Director of

Human Resources 1.

Director of Human Resources '7 suggested that there sh.ould be no screening process for
- those who wish to teach French Core because it is a required part of the curriculum, thus all
elementary teachers Shouldbbe prepared for it, "All elementary pre-service teachers should have
to take courses on how to teach‘ French as a Second Language because they all have to teach it.

- | phone them, 'Could you teach FSL?' 'No.™

4.2.,5 Summary of results for research question 1

Respondents were not asked to rank the desirability of hiring different French immersion
teacher candidates, but rather to rate each candidate in separate questions. Respondents could
therefore have given all candidates equal ratings on the seven-point scales provided. When

comparing the mean ratings of French immersion teacher candidates by parents, they rated
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francophones from Quebec most highly French immersion teacher candidates, followed by pre-
service French imﬁersion stream graduates, bilingual anglophones, francophones from France,
and finally, pre-service French Core stream graduates. Diréctors of Human Resources rated pre-
service French immersion stream graduates most highly, followed by bilingual anglophones,
francophones from Quebec, francophones from France and finally, pre-service Frehch Core
stream graduates (see Tables 7 and 8). ) |
Table 8 and Figure 6 both compare the responsés of parents and Directors of Human

Resources on the desirability of hiring various French immersion teacher candidates. In Table 8,
mean ratings are given. In Figure 6, the Upward Coliapsing Method was used to calculate
degrees of agreement with the desirability of hiring various French immersion teacher candidates.
In this instance, the advantage of the Collapsing Method may be that it is very quick to interpret at
“a glance without requiring the reader té) become as familiar with the seven-point scale used for
the question. The Collapsing Method also gives us a generél idea of the range of responses,

although simplified into a three-point scale. The mean score and standard deviation are more

specific than the Collapsing Method percentages, but require greater familiarity with the question '

and the scale used.
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Figure 6. Using the Upward Collapsing Method, a comparison of the percentages of parents and
Directors of Human Resources in agreement with the desirability of hiring French immersion
teacher candidates by first language status, formal education and for francophones, place of

origin.

Not surprisingly, Directors of Human Resources rated French immersion teacher
candidates with full, formal qualifications most highly, namely university pre-service French
immersion graduates. These graduates are anglophones or francobhones with a level 4 or higher
of French language proficiency and with an educational background in second language

instruction methodology. Parents rated bilingual francophones from Quebec as most desirable
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French immersion teacher candidates which reaffirms their overall tendency to prefer bilingual

francophones over bilingual anglophones.

42,6 Discussion of research question 1

In the intrc;ductory anecdote of Chapter One, a parent complained to the sphool
administrator that her child had not had a single francophone teacher in elerr;entary school.
Although this was only an isolated event, it is worth considering why her expectations did not
match the services rendered by the échool. There seems to be a reversing trend in the number
of francophones and anglophones teaching in French immersion as outlinejd in Section 2.5 and
Table 2. In particular, this parent seemed unhappy with the recruitment of anglophone teachers
to teach in French immersion. The present study found that pa.rents rate bilingual anglophone
teachers as highly desirable French immersion teachers, but nonetheleés prefer bilingual
francophone teachers, particularly from Quebec.

Upon first glance of the survey results, Directors of Human Resourc;es seem to prefer
bilingual francophone French immersion teacher candidates over bilingual anglophones. When
. asked whether bilingual francophones were more desirable Frénch immersion teacher candidates
thah bilingual anglophones, fifty-nine percent (59%) of Directors of Human Resources Iexpressed
. some degree of agreement with this statement, using 'the Upward Collapsing Method. However,
when comparing mean ratings of different French immersion teacher proﬁles, Directors of Human
Resources rated bilingual francophone teachers highly, but gave bilingual anglophones a slightly
higher rating overall.

When asked why biIinguéI anglophones might be preferable French immersion teacher
candidétes, issues of teacher retention, place of origin and familiarity with the local school system
were emphasized. In follow-up interviews, Directors of Human Resources seemed to attribute
little importance to the first language status 6f applicants and suggésted that neither Quebec nor

France was necessarily a preferred place of origin, emphasizing the advantage of hiring local

teachers due to a higher rate of retention. ‘
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Given their preference for francophone French immersion teacher candidates, parents
may be surprised by the high percentage of bilingual anglophone French immersion teachers
currently teaching in French immersion, a growing trend described in Section 2.5.

Directors of Human Resources tend'ed to préfer bilingual anglophone French immersion
teacher candidates, not as much‘due to their first language status, but possibly due to their
familiarity with local school culture and realistic expecfationé of parent invdlvement if local
teachers. Parents may be unaware of the advantages of hiring local, bilingual anglophones for
reasons of program stability, retention, familiarity with school culture, and, potentially, a greater
readiness to deal with high levels of parental involvement.

There was no consensus on the desirability of hiring graduates of the pre-service French
Coré teacher education program. Interviewees lacked familiarity with the French competence
test administered by U.B.C. and S.F.U. and thg associated streaming process into French
immersion and French Core teacher education programs. In fact, when asked about the
desirability of hiring pre-service French immersion program graduates versus French Core stream
graduates, some interviewees referred to K - 12 French imme.rsion and K - i2 French Core
program attendance rather than university level streaming, and seemed to attach little
significance to the streaming process at the university teacher education program level.

The range of responses underscores the inconsistency of school district étandards for
evaluating the formal qualifications of French immersion teachers acros§ British Columbia. While
some Directors of Human Resources consider French Core stream ‘grad.uates to be desirable
French immersion téacher candidates, ofhers are adamant that they are not.

The high degree of consensus on the expected level of French proficiency, and the lack
of consensus on the desirability of French Core stream graduates sUggests that respondents may
not connect the pre-service teacher education streaming process with the levels of French
competence measured by the pre-admission French proficiency test. \

The parents' ahd Directors of.Human Resources' responses lead me to conclude that

both groups as well as the pre-service teacher education programs are in agreement on the

minimum expected levels of French proficiency for a French immersion teacher. However, this
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overwhelming agreement does not explain why graduates from the French Core stream are
routinely hired into French immersion classrooms or why many respondents rated them as
desirable French immersion teacher candidates given that they may not have this minimum level
of Frenbh proficiency. A lack of familiarity with the test or disagreerrient on the pass level of the
test may be two reasons why French Core teachers are hired into French immersion classroomsi

A single pass level for the French proficiency test may be deéirable to give teachers more
flexibility in their assignments (qualifying them to teach either in French immeréion or French
Core), to assuré that French immersion teachers have the minimum required level of French
préficiency (if potential confusion about pass levels is erased), and to give a common language to
those taking and interpreting the test on the meaning of a 'pass.' However, setting a single pass
level would raise a number of issues. Would the current French immersion pass level be lowered
or would the French Core pass level be raised, or both? Furthermore, do French Core teachers
need the same level of proficiency in French as French immersion teachers given the differences
in their teaching assignments? Would the already-insufficient numbers.of graduates from these
streams diminish? Would the student teachers complete their practica in French immersion or
French Core classrooms? Clearly, they would not be able to complete practica in all four
settings: elementary and high school F're'nch Core and elementary and secondary French
immersion classes. And finally, which methodology courses (French Cére, French immersion or
both?) would they be required to complete?

Parents arid Directors of Human Resources bverwheimingiy agreed that graduates of the
French immersion stream of university teacher pre-service programs were highly desirable
French immersion teacher candidates. The graduates of this §tream fulfill the three criteria for a
fully qualified French immersion teacher as outlined in Section 2.4: the teacher has ‘very good
teaching. skills, a high level of French competence and has received instruction in second
language methodolog_y. The nineteen graduates from the French immersii:n stream of U.B.C.
and S.F.U. pre-service teacher education programs in the 2001 - 2002 school year were therefore
considered desirable French immersion teacher candidates. Then small numbers of graduates

from this stream, however, do not meet the demand for French immersion teachers in the entire
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province. School districts must therefore recruit teachers with varying backgrounds and make
their own assessment of each teacher's suitability for teaching in French immersion.

Directors of Human Resources' preference for bilingual anglophones over bilingual .
francophones may be attributable to issues of teacher retention. In ‘follow-up interviews, bilingual
anglophones were generally aVSSUmed to be local teachers whereas francophénes‘Were assumed
to come from elsewhere. Local teachers were perceived to be less likely to leave mid-way
~ through the school year. Teacher retention issues are particularly problematic if the teacher-on-
call.pootl is insufficient. In .such a case, there would be no teacher aVaiIabIe to replace a teacﬁer
who may leave mid-year. This scenario is not new to French immersion. In a 1988 newspaper
article entitled "Kids wasting year without Fren'ch, parents charge”, (Moloney, 1988) barents were
upset when a school district was unable to find a replacement for a teacher who went on
maternity leave mid-year. Director of Human Resources 13 cited a similar scenario which he was
facing at the time of the intervi'ew, ‘| just got a letter from a French>immers,ion teacher who said
she would be leaving her full time position at. the end of April. ‘Sorry — | got a-better offer.’ It is
very difficult to find aﬁyone mid-year. Do | have anyone to réblace hef? No.” According to thi_s‘
anecdote, the same problem exists fifteen years later. |

Directors of Human Resources preference for bilingual anglophones may also be
attributed to factors such as local teachers being familiar with local school culture and therefore
facilitating communication with parents, local teachers possibly being easier to retain, the ability
of bilingual anglophones to communicate easily with parents and administrators, and flexibility in
being able to teach in the English and French streams. |

There was the least consensus on the desirability of hiring teachers from the French Core
stream to teach in French immersion. Ohe éxplanation for this may' be that French Core teachers
from universities which use the fest de Compétence Communicative de SFU et de UBC have a
minimum of a level 2 of French proficiency in the elementary stream and level 3 in the secondary
stream. Some candidates may‘ have narrowly missed the level 4 cut-off for admission into the

French immersion stream although they have a high level of French proficiency. At U.B.C., after

they have taken the test, all pre-service teachers spend the full year taking methodology courses
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in French which may improve their level of French proficiency. On the other hand, others may
begin the year having barely attained a level 2 score 6n the test. French Core teachers trained in
other provinces, such as Quebec, may have extremely high levels of French proficie>ncy.
Therefore, many hiring authorities and parents may justifiably feel that some French Core
graduates are desirable teacher candidates for French immersion. .

One further explanation for the lack of consensus on the desirability of hiring French Core
teachers to teach in French immersion is that some parents and hiring Aauthorities may not be
familiar withithe streaming process that takes place at the university level, and are therefore
 unable to interpret the meaning of different designations. If this latter explanation is the reason
for the lack of consensus, it would suppvort the decision of test admihistrétors at the University of
Ottawa to offer only one level of FSL certification and only one pass level c;n their French
'proficienéy test for both French Core and French immérsion teachers, given that many French

Core teachers will find themselves teaching in French immersion classrooms.

4.3 Research question 2

* Which is of greater importance to Directors of Human Resources in British Columbia: a
French immersion teacher’s language skills or general teaching skills?
Which is of greater importance to parents in British Columbia: a French immersion

teacher’s language skills or general teaching skills?

In this section, respondents were forced to make choices amongst the following nine
skills and qualities of French immersion teachers: fluency in French, pronunciation, spoken and
written accuracy, enthusiasm, a caring attitude, repertoire of téaching skills, classroom
méhage_ment skills, education in second language methodology, aﬁd‘ knowledge of francophone
culture. Respondents were asked té rank tﬁgse skills and unalities, and equivalences weré not
allowed. |

- Some respondents struggled with this forced choice as reflected in the following

~ comments. Parent 9 wrote, "Although in Part C | ranked training in second language
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methodology #6, | believe this is extremély important for an F.|. teacher. All of the items in Part C
~ are important so it was difficult to rank them." Other parehts echoed these sentiments, "All
attributes listed aré extremely important!” wrote Parent 34. Parent 41 wrote, "This was a tough
survey to complete. | looked at it and set it aside several times. It is extremely hard to say
whether a gifted teacher of lesser Ian’guage skills is better or not than a teacher of .impeccable
language skills that turns students off because of poor teaching skills." These nine skills and
qualities were grouped into four categories: language skills, teaching skills, personal qualities

and knowledge of French culture.

4.31 Results of survey

Mean rankings for each skill and quality were calculated first. Each skill or quality was

ranked from nine (most important) to one (least important.)

Amongst the lahguage skills, on a nine point scale, fluency was ranked as most important .
by both groups, followed by spoken-and written accuracy and then pronunciation. Parents (M =
7.97, SD = 1.57) ranked fluency slightly more highly than did Directérs of Human Resources M=
7.77, SD = 2.08). Directors of Human Resources (M =6.61, SD = 2.09) ranked sboken and
written accuracy slightly more highly than did parents (M = 6.17, SD = 2.18). Parents (M = 5.17,

- 8D =2.02) ran‘ked pronunciétion slightly more highly than did Directors’ of_ Human Resources (M

= 5.07, SD = 2.20).

Amongst the teaching skills, Directors of Human Resources ranked the repertoire of

* teaching strategies as most important (M = 6.40, SD = 2.13), followed by classroom management
skills (M = 5.62, SD = 2.25) and second»lvanguage methodology (M = 5.37, SD = 2.63). Amongst .
the feaching skills, parents ranked classroom management skills as most important (M = 5.50,

SD = 2‘.44), followed by second language methodology (M = 5.24, SD = 2.48) and repertoire of

teaching strategies (M = 4.82, SD = 2.57).

In the personal qualities category, parents ranked énthusiasm,(M =5.26,SD =2.02) as

slightly more important than a céring attitude (M = 4.84, SD = 2.61). Directors of Human
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Resources ranked a caring attitude (M = 5.30', SD = 2.72) more highly than enthusiasm (M=5.0,

SD = 2.60).

On a nine point scale, knowledge of French culture was given the lowest ranking by both

Directors of Human Resources (M = 2.73, SD = 2.08) and parents (M = 2.16, SD = 1.89).

. Mean rankings were then calculated for each category.

- Table 9

Comparison of Mean Rankings of Four Sets 'of Skills and Attributes of the French Immersion

Teacher by Parents and Directors of. Human Resources on a Nine Point Scale

Directors of Human Resources

Mean ranking Standard Mean ranking Standard

deviation deviation
Language skills 6.44 1.45 6.47 1.76
Teaching skills 518 1.72 5.80 ' 1.53
Pe'rsonal qualities 5.06 2.01 A 5.15 2.52
Knowledge of 2.16 . 1.8§ 273 2.08

French culture

Because there was no significant difference between the two groups in their ranking of

any of the categories, the responses of parents and Directors of Human Resources were grouped

together (see Tables 9 and 10).
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Table 10

Combined Mean Rankings of Four Séts of Skills and Attributes of the French Immersion Teacher /

on a Nine Point Scale

Mean ranking Standard deviation

Language skills 6.45 1.56
Teaching skills 541 ' 1.67
Personal qualities 5.09 2.19

Knowledge of French culture 2.37 1.97

Paired t-tests were conducted to compare the four categories (language skills, teaching
skills, personal qualities and knowledge of French culture) with the results of the two groups of
respoﬁdents (parents and'Directors of Human Resources) pooled. Results of the t-test; showed
that language skills were ranked significantly higher than teaching skills (1(69) = 3.74, p. = .000,
two-tailed), personal qualities (t(69) = 3.78, p. = .000, two-tailed) and knowledge of French culture

(t(69) = 17.57, p. = .000, two-tailed).

4.3.2 Results of interviews and anecdotal comments

As stated earlier, respondents struggled with having to make forced choices and several
stated that all listed skills and qualities were important. Most anecdotal éomments relating to this

question emphasized the importance of balance. In other words, to possess one of the sets of

skills or qualities listed, but to lack the others, would be totally undesirable.
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“[W]e have noticed fluenéy in French does not necessarily guarantee a successful -
imfnersion teacher. Methodology is at least aé important as, if not m_oré important than fluency.
We have had francophohe teachers from. Quebec who had a tenuous grasp of French grammar
and anglophones with excellent methodology but some difficulties with fluency. Those with
second language methodology and reasonable fluency were most successful,” wrote Director of
Human Resources 28.

“Each teacher is an individual and | may be, mdre lenient in hiring someone with less than
perfect French if they were keen and enthusiastic and éaring and willing to keep learning. Also at
different levels of edqcation, I might expect different qualifications from the feacher in question.
Lastly, eQen if a teacher had wonderful French, but had zero personality, that teach.er would score

low... my personal opinion,” wrote Parent 31.

Bbth parents and Directors of Human Resources agreed that the French Ianguage skills
of a French immersion teacher are extremely important. When givén a forced choice to rank nine
skills and attributes, there was no significant difference between the responses of parents and
Directors of Human Resources. All responses were therefore grduped together, and language
skills (fluency, pronunciation, ahd spoken and written accuracy) were ranked significantly higher

than teaching skills, personal qualities and knowledge of French culture.

4.3.3 Discussion

Aéademics have expressed concerns about the level of Frénch of French immersion
teachers in the literature (Day & Shapson, 1996; Flewelling, 1995; Frisson-Rickson & Rebuffot,
1986 Moeller, 1988, Obadia & Martin, 1995). Some studies have shown that student teachers
themselves question their readiness to teach in French immersion (Flewelling, 1995; Majhanovich
& Gray, 1992). Parents and Directors of Huhan ﬁesources consider the level of Frénch of

immersidn teachers to be a top priority, even more important than teaching skills and personal

qualities. The first place ranking of French language skills among many skills and attributes

suggests that the question of minimum standards of French proficiency and ho‘w French language

skills are tested are issues of high importance and interest to the stakeholders in French
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immersion. Any broblems in this area will- surely inflame debate if only at a school level.
Satisfaéfion with thé level o'f French of French immersion teachers is sure to contribute to overall
satisfaction with the program. |

The present study found that a high level of French language competence in the French
imme‘rsion teacher is a top priority for parents. Did the anglophone feachers in the elementary
school of the opening anecdote of chapter- one not have a level of French competence' that met
the expectations of this parent? Did this parent expect more instruction of French culture? Was
she expecting more ‘cultural immérsion in addition to linguistic immersion? While the instruction
of French culture ié a component of the British Columbia French immeréion IangUaée arts
curriculum, it is nonetheless a small component.. While most parents do not regard the teaching
of French culture as a top priority, this attribute is more important to some parents than éthers.
Because parents overwhelmi.ngly ranked language skills as more important than cultural
knowledge, it.is more likely that the parent was unhappy with the level of language skills qf the
anglophone teachers than with a possible lack of cultural knowledge and instruction.

While it was hypothesized in chapter two that language skills might be considered less
important than general teaching skills, this has been shown not to be the case. The high degree
of importance attached to teaching skills ghows that parents and Directors of Human Resources
are presumably in agreemént with the rigorous checking pf teaching skills by universities prior to
certification by the B.C.C.T. as discussed in the Iiterature- review. Teaching skills (classroom
management, repertoire of teaching strategies and second language methodology training) were
ranked second overall. Personal qualities (enthusiasm and a caring attitude) were ranked third.

Knowledge of francophone culture was ranked last amongst the four categories which
invites us to put the earlier discussion on the importance of first language status into perspective.
Parents may prefer francophone French immersion teacher cahdidétes because they assume
their linguistic abilities to be superior, which would4corroborate the first place ranking of French
language skills compared to other skills. Parents may in fact prefer any teacher with ‘a high level

of French competence and first language status -may be a secondary consideration, although

given a choice, French as a first language status is preferred.
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While language skills were ranked as a top priority, most anecdotal comments‘rel_ating to
this question emph'aéized thé importance of balance: to possess one set of qualities and skills at
thé éxpense of another would be undesirable. In oth_er words, none of the réspondents saw any |
benefit in having a teacher with excellent language skills but utterly lacking in teaching skills. |
Both parents and Directors of Human Resources may expect all qualified teachers to have a
satisfactory level of classroom practice, but in the case of French immersion, they may expect a

high level of French competence coupled with satisfactory teaching skills.

4.4 Research question 3

How severe is the teacher shortage in French immersion according to Directors of Human

Resources?

Given that a teacher shortage has been used as a justification for lowering teacher
qualifications |n some jurisdictions, a well informed discussion of teacher supply numbers is very

important.

For the purpose of comparison with the general supply of teachérs, Directors of Human

Resources were asked to estimate the average supply of English stream teachers for the same

school year based on the teacher supply scale in Table 3.
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Table3

Teacher Supply Scale

No shortage 6+ fully qualified applicanfs
4 - 5 fully qualified applicants

2 - 3 fully qualified applicants

Shortage 1 fully qualified applicant
- Applicants who satisfy two of three qualif_icatibns criteria
Applicants who satisfy one of three qualifications criteria

No applicants .

Note. Based on the estimated avérage number of applicants per typical'job posting in a given

year.

441 Results of survey

Fifty six percent (66%) of school districts reported having an overall shortage of French
immersion teachers in the 2000 — 2001 school year. Forty four percent (44%) of school districts
reported having an adequate supply of fully qualified French immersion teachers, on average, per

typical French immersion position.

A French immersion teacher shortage was found to exist in over half of French immersion
school districts British Columbia. On average, school districts in British Columbia had one fully
qualified applicant per typical French immersion job opening in the 2001 - 2002 school year (M =
4.08, SD = 1.47), in sharp contrast to the English stream which typically héd 4 - 5 fully qualified
applicants per position (M = 6.37, SD = .89). Consequently, regardiess of preference for
francophones or anglophones, Directors of Human Resources genefally do not have the luxury of

much choice when hiring French immersion teachers. The average ratio of one applicant per
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position suggests that most fully qualified French immersion applicants will easily obtain .
employment. In the English stream, no districts reported having a shortage of fully qualified
teachers, on average, for a typical English stream position. All schdol districts reported having 2

- -3 fully qualified applicants or more per English stream position, on average (see Figure 7).

100+
90 ' '~ M French immersion stream '
804 0 English stream

Percentage

No Applicants Applicants 1 fully 2-3 fuIIy‘ 4-5fully 6+ fully:
partially who meet who meet qualified qualified qualified qualified
qualified 10f3 2 of 3 applicant applicants applicants applicants -

applicants criteria criteria

Figure 7. Average number of a:pplicants per typical French immersion and English stream job

opening in the 2001 - 2002 schoo! year in British Columbia on a seven point scale.

On the seven point scale describing teacher supply, the supply of English stream
teachers (M = 6.37, SD = .89) for most positions was therefore greater than the supply of French
immersion teachers (M = 4.08, SD = 1.47) for most positions. A paired t-test between the French

immef’sion and English streams comparing the difference in the sup'ply of fully qualifiéd teachers

was significant, {(15) = -6.325, p = .000.
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A break down of school districts according to fheir urban or rural situation showed that
fully qualified French immersion teachers are more read.ily available in urban areas (M = 4.71, SD
=.99) than in rural areas (M = 2.75, SD = 1.49). A one way ANOVA of the supply of French
immersion teachers yielded a significant difference between urban and rural districts, F(1,23) =
15.42, p. = .001. |

In the English stream, a one way ANOVA test showed that the difference in the supply of
teachers in urban (M = 6f58, SD =.793) and.rura!l (M = 5.75, SD = .96) districts was not

statistically significant, E(1,14) = 3.02, p. = .10.

4.4.2 Results of interviews and anecdotal comments

In the semi-structured interviews, Directors of Human Resources were asked if they
considered their school district to be experiencing a shortage of French irﬁmersion teachers.
Their responses corroborated our original definition of a teacher shortage.v

For example, in a school district where the average supply of French immersion teachers
in 2001 - 2002 was described as having only partially qualified applicants fulfilling two of three
criteria, Director of Human Resources 30 stated, -

It would be great to have a surplus of French immersion teachers like in the regular track.

Now we have to take a chance on candidates. We do not have the choice and quality [of

the regular track] ... When teachers from out of province come hére and apply for jobs,

they apply to many districts in the area. If it is apparent that they are good teachers with
experience, we start hiring on speculation. We don't know what position we will slot them
into but we give them a contract knowing positions will open up. We find that we are
generally phoning only ten mirjutes ahead or behind other districts ... There is a tendency
of French immersion teachers to drift out of French immersion into the English stream.

One frequently sees teachers move from French immersion to the English stream, but

never frdm the English stream to'the French immersion stream.

In a school district where the average supply of French immersion‘ teachers in 2001 -

2002 was described in the survey as one applicant per typical job opening, | asked Director of
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Human Resources 13 in the interview whether the school district was experiencing a French

immersion teacher shértage. This was the response, -
Yes. Or rather, we are experiencing a ‘choice shortage.” We get an applicant, but we
might not get the right épplicant. Where we're really strufggling is to get teachers on call.
‘Is that another contracted position?’ That discussion has g‘one on in school districts. In
other words, teachers-on-call that would get paid a regular salary. We need a pool of
contracted teachers on call. We need to recruit a pool of people. We need to have them
in contracted positions, fully trained and available ... If | were able to, on a separate
contract, with money coming in:  ‘Your district is receiving funds for one hundred
teachers in French immersion. But this fund is going to add ten more to your T.0.C. pool
over your aIIocatlon " would work them everyday but they would be district on call
teachers, fully trained and available. The moment | have an opening, there they go.
Then I'm never caught in a bind of recruitment. All districts struggle the same way.
The following anecdotal comments came from Directors of Human Resources who cited

an overall shortage of French immersion teachers in their district.
“We need more trained teachers!!” Director of Human Resources 19

“Secondary Mathematics and Science French immersion teachers are impossible to

recruit.” Director of Human Resources 26

“At this time we are unable to attract candidates from British Columbia. Our recruiting
. now relies on “word of mouth” recommendations and searches across the country."\ Director of

Human Resources 4

The French immersion teacher supply numbers reveal that it is far less difficult to obtain
employmént in French immersion than in the English stream. This éituation may have negative
consequences as related by Parent 37, "l found it very disappointing last year when my sonhad a
poor French immersion teacher. She stated her reason for teaching in French immersion as

“That’s where the jobs are!”  Not very encouraging to a parent who thought long and hard about

choosing French immersion!”
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And finally, in a school district where the average supply 6f French immersion teachers in
2001 - 2002 was described as 2 - 3 fully qualified applicants per typical job opening,Direétor of B
Human Resources 18 was asked if the district were cufrently experiencing a teaéher shortage,
Not currently. A number of years ago we were. There tends to be a fair number of
teachers applying for French immersion positions. Governrhent cutbacks have caused
reductions in the teaching force. Now, that can all cﬁange with the flip of a coin based on
if the Federal government increases funding to French immeréion and we would be
increasing our French immersion numbers along with every other district in the province.
| am guardedly optimistic thaf we are in good shape. Extra ‘funding is good news but it's
also worrying around issues of supply and demand. We do not have a teacher on call
shortage this year. | get teacher on call appliéations that | can’t consider. We still have
French teachers-on-call at this point in the year who havé not moved into permanent
positions. It’s‘an indication of the times.
The following anecdotal comments came from Directors of Human Resources who cited

an adequate supply of French immersion teachers in their district.

“So far we have been able to recruit some quality candidates - I'm worried this will not

last.” Respondent 14, Director of Human Resources group

“Selection of senior secondary French immersion teachers that also have a specialty
teaching area (math, computers, science, etc.) is the most difficult.” Director of Human

Resources 3

“We often have part time positions and it may be difficult to find qualified people

available.” Director of Human Resources 6

These comments show that even districts which do not cite an overall shortage may not
be able to find teachers who have double specialties (eg. French immersion'mathematics) or for

paﬁ time positions.
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One Director of Human Resources pointed out geographical location as a factor that
exacerbates the shdrtage of French immersion teachers. “[The recruitment of French immersion

teachers is] getting particularly difficult in the North!” Director of Human Resources_ 9.

4.4.3 Discussion

;I'he present study corroborates the findings of two earlier studies (Grimmett & Echols,
2000; Macfarlane & Hart, 200.2) which found that a shortage of French immersion teachers exists
in British Columbia. Using a numerical scale (see Table 3), the present study.found that a French '
immersion teacher shortage existed in over half of school districts in the 2001 - 2002 school year.
The question of whether or not a teacher shortage exists is an important oneasa teacher
sh‘ortage has been used as an excuse to lower professional standafds and issue emergency
credentials in the United States. Tens of thousands of peoble in the United States currently hold
emergency credentials and are allowed to teach because they have a Bachelor's degree but
without teacher training (Canadian Teachers' Federation, 2001; Department of Defense, 2001;
Pipho, 1998; Teach for America, 2002).'.

Anecdotal comments from the follow-up interviews corroborated the operational definition
of a teacher shortage aé defined in Table 3. Districts with one or fewer fully qualified applicants,
on average, per French immersion job opening considered themselves to be experiencing a
shortage of French immersion teachers. Districts with two to three fully qualified applicants per
position, on average, did not consider themselves to be experiencing a French ifnmersion teacher
shortage.

The career pathway for a French immersion teacher often begins with an assignment as
a teachér-on-call (Grimmett & Echols, 2000). One Director of H'ur‘nan Resourcés in the present
study noted the tendency of teachers to initially seek employment in Frenqh immersion, but then
to drift into the English stream later iﬁ their careers. When compafing French immersion teacher
supply numbers (o‘ne applicant per job opening on average, in éll districts) to English stream
supply numbers (five to six applicants per job opening on avérage, in all districts), one can

conclude that it is far easier to obtain employment in French immersion than in the English ,
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stream. It is therefore not surprising that a percentage of teachers begin their careers in French
immersion before moving to their preferred assignrﬁent in the English stream.

One parent complained of a teacher accepting to teach in French immersion simply to
obtain employment. This anecdote, whiie unfortunate, cannot be said to characterize the French
immersion program. In any field, people will seek employment for a variety of reasons and
perform their jobs with varying degrees of enthusiasm. This anecdote is interesting in that it
highlights the possible negative consequénces of a low s:upply of French immersion teachers.
Ano‘th’er consequence of the shortage is that school districts must sometimes combete against
each other to hire French immersion teachers rather than having a wide selectiqn of candidates
from which to choose. The lack of choice may diminish the quality 6f the pool of teachers hired to
teach in French immersio‘n. With a greater supply of teachers, districts would be able to perform
background checks in a more leisurely manner and have a greater assurance of hiring high
quality teacher candidates. However, increasing enrolment numbers for French immersion in

British Columbia suggest that the program is nonetheless perceived in a positive light.

4.5 Research question 4

In what ways, if any, would Directors of Human Resources in British Columbia be willing
to modify their expectations of French immersion program recruitment practices during a shortage
of ﬁrench immersion teacheré?. | B

‘ In what ways, if any, would parents in British Columbfa be willing to modify their
expectations of French immersion program recruitment practices during a shortage.of French

immersion teachers?

‘451 Results of suNey

Directors of Human Resources and parents generally agreed that it was unacceptable to
lower the expected level of French language competence in the event of a teacher shortaQe. On
a seven point scale, parents disagreed slightly more (M = 5.37, @ = 1.51) with lowering the

expected level of French Ianguagve competence than did Directors of Human Resources (M =
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5.00, SD = 1.81), however, this difference is not significant: $(71) = -0.935, p = 0.35 (see Figures
~ 8and9). Furthermore, there was no significant difference in the willingness to lower standards of
French competence between urban and rural Directors of Human Resources, t(1,25) = 0.046, p =

0.831.
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- Figure 8. Comparison of parenfal and Directors of Human Resources' views on the acceptability

of lowering standards of French language competence in the event of a teacher shortage on a

seven point scale.
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Figure 9. Comparison of parental and Directors of Human Resources' views on the aéceptability
of lowering standards of French Ianguage competence in the event of a teacher shortage using
the Collapsing Method.

On a seven point scale, Directors of Human Resources (M = 4.67, ._S_Q =1.61) were
significantly more in agreement than Were parents (M = 5.44, SD = 1.42) that it was acceptable to

hire French immersion teachers without second language methodology education in the event of

a teacher shortage, t(70) = -2.133, p = 0.036 (see Figures 10 and 11).
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Figure 10. Comparison of parental and Directors of Human Resources' views on the acceptability
of hiring French immersion teachers without an educational background in second language
methodology on a seven point scale.
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Figure 11. Comparison of parental and Directors of Human Resources' views on the acceptability
- of hiring French immersion teachers without an educational background in second language
methodology using the Collapsing Method.
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Both parents and Directors of Human Resources ovtheIhingly agreed that if standards
of French language competence were lowered, French imrhersion teachers should be required to
complete a/dditional course work. On a seven point soale, parents were slightly more in
agreement (M = 6.35, SD = .87) than were Directors of Human Resources (M = 5.77, SD =.1.53)

with the requirement of additional course work. However, the difference is not significant, {(34) =

-1.770, p = 0.086.

4.5.2 Results of interviews and anecdotal comments

“Fluency in French must remain high to maintain strong programs,” said Director of
Human Resources 17. | |

Parent 1 voiced her objection to Iowefing standards during the recruitment process
writing, “We must be careful not to lower our standards too much in regards to quality teachero,
simply in order to get a body in fhat olassroom to teach the students.” However, the same oarent
expressed strong disagreement with requiring teachers to complete extra course work after being |
hired and said, " For me it io a worry that ‘You have to do this." That bothers me because if a
teacher has gone through the teaching program, they have some skills that make them a strong
enough teacher to be there ... Teachers can recognize it themselves if they have an area where

they can upgrade themselves."

Director of Human Resources 30 stated, "Most of our French immersion teacher
applicants do not have training in second language methodology. Francophone teachers, for
example, may have training in teaching French as a first language. | don't think this tréining
makes a difference in the first year when teachers are in 'survival mode.' But later in théir_
careers, this training io helpful for the reflective teacher. Principal,é have not raised the lack of
. training in second ianguage methodology as an issue ... [Extra course work requirements] would
be almost impossible to enforce. It would involve changing the collective agreement. Teachers-
on-call would not take the French immersion jobs if they were required to take extra courses.”

The high degreé of importance attached to language skills was corroborated by the

consensus of both groups on the minimum level of French competence expected of a French
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immersioh teacher, and both groups' unwillingness to lower the expected level of French

cohpetence in the event of a teacher shortage. In fact, in all survey questions regarding French

language skills, parents and Directors of Human Resources were generally in agreement on the

relative importance of French language skills compared to other skills and attributes', had equally

high expectations for French Ianguage proficiency, and found it equally unacceptable to lower
~standards of French Iahguage competence even in the event of a teaeher shortage.

Directors of Human Resources found it slightly more acceptable than parents to hire
teachers lacking an educational background in French immersion Fnethodology. This
corroborates our finding that language skills were ranked slightly more highly than teaching skills

- although both were important. The second place ranking of teaching skills relative to language
skills may suggest that if forced to compromise in one area or the other, that it may be preferable
to accept candidates without an educational baekground in second ianguage methodology than
candidates with insufficieht French language proficiency. “Second language methodology may be
seen es more easily learned than the éceuisition of Iénguage skills, and thus, a less serious
deficiency when lacking.

Further corroborating the importance of French language skills, wheniasked if French
immersion teachers should be required to‘ improve their language skills if standards were lowered
due to a shortage of teachers, both groups were.strongly in agreement. How.ever, when
interviewees were asked what this course work would look like and how it might be implemented,
all suggested optional courses and incentives to improve language skills rather than requiring
course work. Some respondents suggested that the coursework should be run by universities asb

a 30 credit program which would aIso'aIIow teachers to move up the salary scale.

4.5.3 Discussion

The positive response to the question of whether or not French immersion teachers
should be required to complete extra course work if entry standards are lowered confirms the
respondents' unwillingness to lower standards. The logistical problems and consequences that

might be associated with implementing extra course work requirements include: changing
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collective agreements, designing courses, the avéilability of courses in all areas of the province,
and the likely negative effect such a requirement would have on the already scarce supply of
French immersion teachers. The need for extra course work would be erased if all French
immersion teachers had the requisite level of French and education in second language
methpdolog'y prior to being hifed. Teachevr supply numbers from the present study reveél that
many partially qualified teachers are currently being hired into French immersion in some school
districts, a situation which school districts should address through in-service incl.uding
opportunities to improve both Frenéh Ibanguage skills and education in second language
methodology.

Contrary to my hypothesis as outlined in Section 2.10, that school districts’experiencing a
French immersidn teacher shortage would be more likely to lower standards than districts with an
adequate supply, this does not appear to be the case. When | compared school districts'
willingness to lower standards between school districts experienciné a shprtage of French
immersion teachers and those who were not, 6r_ between urban and rural school districts, there

was no significanf difference in the willingness to lower standards. While there was some

~ variation in the willingness to lower standards from district to district, this willingness does not

appear to bé a function of a school district's supply of teachers or urban or rural status.

Parents and Director_s of Human Resources in British Columbia are opposed to lowering
standards even in the event of a teacher shortage which has been found fo exist in French
immersion in over half of school districts. If school districts are forced to lower standards due to
an insufficient number of applicants, as some appear forced to do, language competence, which
was ranked a top priority, may be the last area in Which they are willing to compromise. Directors
of Human Resources expressed slightly more willingness than did parents to hire teachers
without an educational background in second language methodology than teachers with lower
French language skills in the event of a teacher shortage. A reason for this may be that Directors
of Human Resources recognize that they have to set priorities in a situation if their pool of French

immersion teacher épplicants is limited. They may also view second language methodology as

more easily le\arned on the job than French language skills.
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In the 2002 - 2003 school year, the British Columbia Collegé of Teachers had lonly two
French immersion teachers teaching on letters of permission. This figure suggests that
coursework requirements and teaching skills of French immersion teachers have met minimum
standards set ou‘t by the B.C.C.T. Because French language proficiency is not tested by the
B.C.C.T. or universally in s'ome other way, school districts must exercise discretion and use their
own tools to test language skills to determine whether minimum levels of French proficiendy have
been met. |
| | At the present time, the findings of the present study bode well for the future of French
. immersion. The B.C.C.T. has maintained high standards of general teaching skil'ls ihrough
collaboration with uhiversities. Furthermore, major stakeholders, both parents and Directors of
Human Resources, are generally opposed to lowering standards even dqring a teacher shortage.
Although school districts may be forced to compromise at times, the general opposition to
lowering standards suggests that the issues of qualifications and high standards are impAdrtant to
hiring authorities and that they are unlikely to have a laissez-faire aftitude toward the recruitment
of Frengh immersion teachers. Major recent changes by t.he government to the B.C.C.T. (British
Columbia Ministry of Education, 2003), including its governance by many non-teachers and the
right to disregard any by-laws are of serious concern that the political agenda will override the
educative agenda and allow fo;' sudden and major éhénges in standards as per the wishes of the
new governing‘ structure. The impact of these chénges and the intentioﬁs of the government in
rﬁaking these qhanges will become evident with time and may include issuing teaching
certificates to non-teachers or creating crash courses in teécher tra.ining, similar to current
practices in the United States which are séid to alleviate thel teacher shortage. According to the
present study, parents and Directors of 'Human Resources would‘ be opposed to lowering

- standards and, by extension, pursuing the American model of alternative certification.

4.6 Research question 5 .

What means do Directors of Human Resources employ to screen the French language

skills of prospective French immersion teachers in British Columbia?
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Directors of Human Resources were selected as participants in this study because they

determine admission to teacher-on-call lists which is a main route to permanent employment in

- British Columbia as discussed in Chapt_er Two. After a teacher has been hired on a permanent

cohtract, seniority and other factors beyond the control of individual hiring autho}ities frequently
dictates who will be hired into specific positions: "This [description of the hiring process] must be
qualified by saying that it depended on [the applicant's] seniority in the district if an internal
posting, [and the] level of posting," wrote Director of Human Resoﬁrces 1. When a teacher has
once been deemed qualified to teach in French immersion, they cannot generally bé deemed -
unqualified to teach in French immersion. Thus, the initial stamp-of approval is extremely
important. .

Each school district was asked if they checked the level of French competence of French
immersion teacher candidates, and if So, to describe how this was done. The latter part of this

question was open-ended and responses are summarized and discussed below.

4.6.1 Results of survey

All districts reported that they do check the level of French competence of French
ihmersion teacher candidates. Each district mentioned using one or more of the following tools
for this purpose: an oral assessment, a written assessmént, or réliénce on external bodies or
persons for their report of a candidate’s level of French. These assessment methods are not
mutually exclusive. Seventy-eight percent (78%) rely on external bodies or persons for their
as_sessment of a‘ candidate’s French competence. Forty-eight percent (48%) of respondents
mentioned the need to have a designated person (or persons) responsible for checking thve level
of French competence of prospective French immersion candidates in their comments. Some
stated this person was a member of the human resources team, a principal in the district ora
French consultant.

Ninety-three percént (93%) of school districts assess oral language skills.l Anecdotal

comments suggest varyihg degrees of formality of this assessment ranging from an oral test, a
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pre-employment interview condUcted in French, or a conversation. For example, Director of
Human Resources 27 summarized the procedure for assessing French.language skills in the
following manner: “Check paper credentials. Phone candidate en frangais. Phone referenée re:

frangais. Part of interview en frangais. It is a check not a thorough evaluation.”

Direcfor of Human Resources 7 described how applicahts can higﬁlight fheir French skills
to obtain employment in Freﬁch immersion, "Some applicants have started French immersion in
Grade six. But the big challenge for them is that they haven’t spoken French since Grade twelve.
The‘n they realize, '‘Oops, there are no jobs out there. Let me see if | can improve my French to
see if that will get me a job. Even in a forty-five minute interview, | can see these students who

went through the French immersién program becoming more confident in their French. It comes
back to them. They realize they said ‘le’ instead of ‘la’. They should be encouraged to teach in
French immersion."
_ Fifty-nine percent (59%) of schoo! districts assess writing skills. Some called this a
written test while others said they asked fo'r a written sample, again sugg\esting varying degrees

-of formality.

Letters of referehce, phone references, practicum reports and transcripts are relied upon
for their indication of a candidate's level of French language proficiency and may be used in
addition to oral or written ass_essments. Fifty-nine pe}cent (59%) of school districts rely on letters
of refefence', forty-eight percent (48%) rely on reference checks by phone, forty-eight percent
(48%) rely on prac'ticum reports, and twenty two percent (22%) use transcripts as indicators of a

ca'ndidafe’s level of French language competence.

Respondents were asked if they use the same procedure with every French immersion
‘teacher candidate to ensure uniformity. Ninety-two percent (92%) of school districts stated that
they use the same procedure for évery applicant. However, Director of Human Resources 2 who

responded that the same procedure is used for every applicant added the following comment,

"Written test [in addition to oral test] if we are in doubt.”
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One district stated that applicants who had traveled to or studied in francophone places in
addition to their studies were considered better French immersion teacher candidates than those

having taken French courses only.

4.6.2 Discussion

While all respond_ents were generally in agreement on the rﬁinimum level of French
competence expected of a French immersion teacher, and considered strong French language
skills to be a top priority in relation to other skills and attributes, the tools used to screen the level
of French proficiency'of French immersions seem inconsistent at best, and unreliable and
possibly invalid at worst. At the university level in British Columbia, ‘pre-service French immersion
teachers must pass a rigorous test of French proficiency (Bournot-Trites et al., 1989). Across
Canada,_ the standards for the testing of French Ianguage skills of French immersion teachers
vary widely (see Appendix E). Some Canadian universities rely on candidates' self-identification
as qualified to teach in French immersion while others have rigorous French language proficiency
tests similar in style and rigour to the one administered by British Columbia universities. At the
provincial level, the Brifish Columbia College of Teachers does not test the French proficiency of
French immersion teache_rs but leaves testing to the discretion of individual school districts and
universities. The present study found that testing practices vary dramatically at the school district
level. The problems.with the testing methods used at the school district level include the absence
of a universal measur-ing stick which would énsure that a single minimum standard would exist for
" all French immersion teachers throughout the province. As the situation stands, tests range in
their degree of formality and rigour and may assure high staridards in some districts but not in
others. A further problem of current practices is that some toolé used by school districts seem
unreliable and may not be valid. For example, some hiring authorities reported that they will call
a reference listed on a resume to inquire about a candidate's level 6f French. T.he refe‘rence may
have very low or very high standards of what is an acceptable minimum level of Frénch, or may

have little knowledge of the candidate's level of French but give an opinion nonetheless. It is

encouraging that all districts report that they do test the French proficiency of prospective French
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immersion teachers, but while some districts seem to have reliable tools in place, other districts
seem to employ unreliable and possibly invalid tools. As a consequence, the level of French
proficiency of French immersion teachers may vary widely within a single district and across the
province. e
Many school districts reported that they look at past course .work in French as an
indicator of French proficiency. One study (Bayliss & Vignola, 2000) concluded that pre-service
teachers holding French degrees may paés,or ‘fail »pre-admission French proficiency tests of some
universities regardless of similar previous course work in French amongst candidates. According
to that study, a better predictor of success on the test was having lived in a francophone
- community for over a month. °
One concerning anecdote was the Director of Human Resources who described a typical .
interview scenario where she noted the improvement in an applicanf‘s level of French during the
. course of a forty minute interview. She stated that this typical applicant probably would not have
studied or spoken French since graduating from a high school French immersion program. Such
a person, without any university level French courses or long-term experience living in a
francophone community, was nonetheless described as a désirable} French immersion teacher
candidate who should be encouraged to pursue a career in French immersion. If hired, teaching .
in French immersion may have a clietrimental impact on this teacher's level of French as he or she
hears mistakes repeated over and over again (Flewelling, 1995). Thus, not only is such a teacher
candidate's French rusty from lack of practice, the level of French may never have been high and
may deteriorate with repeated exposure to errors. |
Another potentially problemaﬁc scenario is the districts who do not assess oral and
written skills themselves but rely on iettefs of reference and transcripts as indicators of a-
candidate's level of French proficiency. Most new French immersion teachers do not have
uniform background credentials given the small number of graduates from British Columbia
French immersion pre-sérvice teacher training programs. Varying program requirements, French
proficiency tests and course work backgrounds of teachers who have completed their teacher

'training in other provinces may contribute to difficulties in accurately and reliably assessing a
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candidate's level of French if it not checked by the district itself. Apart from checking transcripts,
phoning a reference was another example of an extremely unreliable means of checking a
candidate's level of French cited by somé Directors of Human Resources. Every individual
reference would have his or her own measuring stick for judging French competence which one
could hardly consider objective or reliable.

What is contradictory is that while all respondents were in agreement on the level of
French required to teach in French immersion, there is no consensus or consistency at the school
disfrict level on how this level is verified. The various means used to screen the French language
competence of French immersion teachers in school districts throughout British Columbia
confirms that the gaps and inconsistencies in this-system and do not provide assurance that a
uniform minimum level of French competence exists for all French immersion teachers in British
Columbia. | |

The opportunify to screen a candidate's level of French before hiring is critical because
once hired, the candidate is generally en route to permanent employment (Grimrhett & Echols, ’
2000), and the potential damage of hiring teachers with inadequate French cannot be dndone.
Poor choices in recruitment may have very long ferm’ consequences. The results of this survey
suggest that while some districts may verify the level of French proficiency in an objective,
reliable manner, others appear to have inconsistent standards and Lj‘se unreliable and possibly

invalid tools.

4.7 Research question 6

Is there a match or a mismatch between parental views and the views of British Columbia '
school district Directors of Human Resources on priorities in the recruitment of French immersion

teachers?
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Matching priorities between parents and Directors of Human Resources may predict high
levels of parental satisfactibn with the recruitment of French immersion teachers. On the other

hand, conflicts may arise in areas where parental expectations are not met.

s

4.7.1 Results

Tables 11, 12, 13 and 14 summarize the areas of agreement and disagreement bétWéen
parents and Directors of Human Resources where they were compared in this study. Areas of
disagreement between groups were given only if the difference was statistically significaht. Areas
of disag‘reement within groups indicate a lack of consehsus within the parent group or wjthin the

Director of Human Resources group.

Table 11. -

Comparison of Parents' and Directors of Human Resources' Priorities on the Expected Level of

French Language Competence of a French immersion Teacher

Areas of agreement - . Areas of
' disagreement

Parents and Directors  Parents and Directors Both groups rated None
of Human Resources  of Human Resources  French language skills
had a high degree of - found it equally most highly when
consensus within and unacceptableto - forced to choose
_between groups on compromise on amongst language

the. minimum French language skills  skills, teaching skills,

expected level of in the event of a personal qualities and -

French competence teacher shortage. "knowledge of

foraFrench francophone culture.
immersion teacher. ’ : S
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Comparison of Parents' and Directors of Human Resources' Priorities on the Formal -

Qualifications of a French immersion Teacher

Areas of agreement

Areas of disagreement

Both groups were agreed that
graduates from the French
immersion stream of university
pre-service programs were
desirable French immersion
teacher candidates.

Parents found it less
acceptable than Directors of
Human Resources to hire
teachers without an
educational background in
second language
methodology.

Although the mean scores for
the two groups were similar,
there was no consensus within
the groups on the desirability
of hiring graduates from the
French Core stream of
university pre-service
~ programs to teach in French

immersion.
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Parents' and Directors of Human Resources' Rankings of Four' Sets of Skills and Attributes of

the French immersion Teacher

Areas of agreement

Areas of disagreement

v

According to anecdotal
comments, both groups felt
that balance was important.

To possess one set of skills at
the expense of another was
not desirable.

Both groups ranked language
skills as most important
overall. '

Both groups ranked teaching
skills as second most
important.

"Personal qualities were ranked

in third place.

Knowledge of French culture
was ranked as least important
amongst these skills and
attributes.

None




Table 14,
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Comparison of Parents' and Directors of Hu’man Resources' Priorities on First Language Status

and Bilingual Francophone Place of Origin

Areas of agreement

Areas of disagreement

Parents and Directors
of Human Resources
rated French
immersion teacher
candidates from
Quebec more highly
than ones from
France.

Parents and Directors
of Human Resources
rated the following as
desirable French
immersion teacher
candidates: bilingual
francophones from
Quebec; bilingual
anglophones; and
graduates from the
French immersion
stream of university
pre-service programs.

Parents rated bilingual
francophones most
highly overall.

Directors of Human
Resources rated
graduates from
French immersion
teacher education
programs most highly
overall, followed by
bilingual anglophones.

Parents rated bilingual
francophone French
immersion teacher
candidates from
France more highly
than did Directors of
Human Resources.

This study also found that a French immersion teacher shortage exists in over half of

school districts surveyed. None of the school districts were found to have a shortage of English

stream teachers.

‘

Willingness to lower hiring standards was not found to be a function of teacher supply as

hypothesized in chapter two. Varying standards exist, but presumably, for other reasons.

School districts were found to use a wide variety of tools to evaluate the level of French

competence of prospective French immersion teachers. These tools were found to vary in rigour

and type. They included relying on external persons and bodies for their assessment of French

language competence (practicum reports, transcripts and references). Some districts assessed

oral French language skills and some districts assessed written French language skills. Many

districts used a combination of assessment techniques.
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4.7.2 Discussion

Both perents and Directors of Human Resources were in agreement on the importance of
strong French language skills for French immersion teachers. Whee given a forced choice
amongst four sets of skills and attributes both groups ranked language skills as most important,
foIIow_ed by teaching skills, personal qualities and knowledge of French culfure. Yet all anecdotal
comments pertaining to this question emphasized that balance was important and that one set of
skills was not desirable if it were possessed without the others. Both groups agreed on the
minimum level of French competence expected of a> French immersion teacher. In spite of this
agreement in principle, there ie no consistency in the practices used to measure French
proficiency in different districts across the province.

The level of French proficiency of a French immersion teacher is extremely important as
the teacher is the main model of French apart from exposure to authentic documents incIuding
books, eongs, videos and computer programs. Children will imitate the teacher's pronunciation,
be 'ex'posed to a broader or more limited vocabulary according to the teacher's use end
instruction of vocabulary, and hear correct or incorrect sentence structures and idioms. While
instructional style and teaching methods undoubtedly have a significant impact on students, the
imporfance of high quality iinguistic input cannot be disregarded.

The knowledge of French culture was ranked as least important, which leads us to two |
possible conclusions reg'arding the parents' stated preference for francophone French i'mmersion
teachefs. First, if the preference for francophones is baeed on assumed superior language skills,
then this reasoning corroborates our finding that a high level of French language competehce is
highly valued by parents. Second, if the preference for francophones is based on assumed
superior knowledge of French culture, theh the issue of ‘first language status is probably a less

important issue than the discussion of other attributes of a French immersion teacher.
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Chapter 5: Implications and Areas for Further Study
51 The Testing of French proficiency at the.séhool district level

‘The present study presents a snapshot of practices currently in use to screen the level of
prospective French immersion teachers. Encouragingly, all districts do screen the Ie\‘/el of French
proficiency of prospective immersion teachers. Means used to do so, however, \/ary dramatically
from district to district, and from un'iversity to university across Canada as discussed in Section
2.2 and Appendix E. In individual districts, it is not clear that the méans used to test French
proficiency are always reliable and valid. For example,- in some school distripts the pre-
employment interview is conducted in French. However, the language used in a pre-employment
interview is different than the vocabulary required in the classroom to deliver instructions and
discuss various content areas. Furthermore, the duration of a pre-employment interview may be
short aﬁd may not provide a sufficiently broad sample of a candidate's ability to converse on
different topics. Asking a reference to comment on the French proficiency of an applicant, as is
the practice in some school districts, is also problematic since each person may have a different
standard of what is an acceptable level of French proficiency for an immersion teacher. At times,
candidates may express themselves well orally but may have difficulties writing with a high level
of grammatical accuracy. [f only their oral skills are testéd, problems with written accuracy may
go undetected.

The difficulties and potential pitfalls of the methods currently used to test the Iével of.
French proficiency at the school district level highlight the ﬁéed to have a uniVersaI test that could
be easily administered by all school districts: This test would need to be adminisiered ata Ion
-cost, be easily administered by external persons in cases where school district.personnel were
unable or unavailable to do so, and have a high degree of reliability-and validity. Anothef
possible solution is that the provincial or federal governments, or both, would fund the
developmenf‘of a Frénch proficiency test that could be administered by all Canadian universities

that train French immersion teachers, or conversely, by all school districts that hire them. The



95

unive}sal application of a cost-effective‘, reliable and valid test would be the best assurance
possible that high standards are being consistently applied in the hiring of French immersion
teachers. Such a tést would allay concerns expressed by académics over the years and assure
French immersion parents that their top priority, a High level of proficiency in French, is not being
compromised in spite of a shortage of French immersion teachers. i |

School districts currently use a wide variety of testing practices which have varying
degrees of reliability and validity. Due to constraints of time and cost, however, the tests and
methods used by districts to screén the French proficiency of Ffench immersion teachers were
not studied in depth. The findings of the present exploratory study suggest that there afe deeper
issues at play that could pe further investigated. For example, a sample of school districts of
varying size and in various geographic locations during the hi.‘ring process could be further
investigated. Such a study might have ethnographic elements where the Director of Human
Resources would be accompanied and interviewed over a long period of time to see what
press‘ures and influen;:es affeét recruitment decisions and to see whether or not hiring practices
are consistent within a district and across districts. The handful of interviews coﬁducted'in this
exploratory study already provided rich insights into current practices and trénds that would merit

further studyb.

52 The Teacher shortage and entry standards at the school district level

A shortage of French immersion teachers exists in over half of school districts in British
Columbia. As found by Macfarlané and Hart (2002) and Grimmett and Echols (2000), some
degree of compromise exists already. Overall, however, Directors of Human Resources and
parents expressed opposition to lowering standards even in times of a téacher shortage, both
with regard to French language proficiency as well as in requiring an educational background in
second language methodology. In Qrder to address the problem of being forced to hire partially .

qualified French immersion teachers, two types of in-service should be provided: first, the

government and school districts should provide opportunities for teachers to improve their French
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/

language skills through travel, workshops and social opportunities dn a local level as well as other
types of cultural exchanges. A second area in which French immersion teachers need
professional development is in second tanguage methodology. One Director of Human
Resources stated that most teachers hired in that district do not have E:ourse work in second
language methodology because they rely heavily on hifing francophones who have been
educated to teach French asa first language. Additional courses in second language
methodology would be useful for these teachers. Both parents and Directors of Human
R.esources‘were in favour of requiring extra coursework for French immersion teachers after they -
are hired if hiring standards are lowered. Practically, it would be difficult to implement extra
coursework requirements for French immersion teéchers. Itis already difficult to recruit French
immersion teachers and some would surely be put off by additional coursework requirements
therefore worsening the shortagé of French immersion teaéhers._ However, voluntary
opportunities and incentives may be an effective means of helping teachers improve their skills
after being hired. Teachers generally value professional development opportunities and these
opportunities should peKrhaps be focused more specifically at addressing the needs of Ffench :
immersion teachekrs. | |

In describing the hiring process, one Director of Human Resources said that because
districts com»pete against each other to hire French immersion teacher candidates, time |
constraints do not permit them to be as thorough in their background checks as they would like to
be and thaf they someﬁmes take risks. One Director of Human Reéources said that twelve of the
fodrteen new French immersion teachers that were hired in the 2001 - ‘2002 school year turned
out to be excellent French immersion teachers. What about the two others? What is the impact
of hiring two teachers who have some serious shortcomings? Clearly, if this situation repeats
itself year after year throughout the province_, the impact over time would be highly detrimental to
students and to the entire program. The pfevalence of such a scenario, however, is unknown .
and would be difficult to calculate. Again, a universal test of French proficiency would eliminate

the risk of hiring teachers without sufficient language skills. Other skills and attributes must

nonetheless be judged using other means.
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It was noted in the follow-up interviews that many teachers move out of Fréhch

immersion into the English stream after being hired but that the reverse did not occur. This

“ career pathway may exist because it is easier to obtain employment in French immeréion, thus,
when teachers have their foot in the door and have enough seniority, they can move on to other
assignments. For some teachers, it may be easier to teach .in thg English stream if they are not
confident in their French skills. Some teachers may also find the high level of parent involvement
in French immersion to be a source of stress and therefore wish to cr;angé streams. Given the
shortage of French immersion teachers and the anecdotal suggestions that teacher retention is a
problem in the French immérs_ion program, it would be useful to.-document the experiences,
stressors and motivating factors of French immérsion teachers as they relate to job satisfaction
and retention in French immersion. This could be done by tracking a group of newly hired French
immersion teachers and documenting their experiences, possibly through focus groups or
surveys, over several years.

The nature of the teacher shortage in French immersion is perhaps not one that captures
the media's attention as there are no widespread reports of classrooms without teachers.
Howeverl, some school districts do report (Grimmett & Echols, 2000; Macfarlane & Hart, 2002)
that they are forcéd to hire partially qualified teachers to teach in French immersion as confirmed
by the present study. Such a story may not grab headlines in the same way that a classroom
without a téacher might, but is the sifuation less noteworthy? The nature of the compromise in
districts experiencing éteacher shortage include being forced to hire teachers without training in
second language methodology, or with a Iowef Ieyel of French Iangﬁage skills or with less than
desirable teaching skills. In other school districts, the core group of teachers who are hired may

“be fully qualified but if they take leaves or are sick, may be replaced by non-specialists due to an
insufficient number of French immersion teachers-on-call. A shqrtage of teachers-on-call is
significant as it can seriously disrupt the continuity of the échool year for children. A qualified and
skilful teacher on call can assure a smooth transition and create a positive experience when the
regular teacheir must be absent. Given the recent Laczko-Kerr and Berliner study (2003) vyhich

demonstrated the detrimental impact of undercertified and underqualified teachers on student
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learning, it is reasonable to épeculate that the absencé of an educaitional background in second
language methodology may also have a detrime‘ntallimpact on student learning in French
imrﬁersion. By pairing fully qualified andAparfiaIIy qualified Frenéh immersjon teachers (see
definition in section 2.4) wiih similar levels of French proficiency, and measuring student |
achieverﬁent in language over time, the bénefits of an educational background in French
immersioﬁ methodology may be démonstrated. Given that approkimately one third of Directors of
Human Resources stated that it was acceptable to hiré teachers witvhout an educational |
background in French immersion methodology in the case of a teacher shortage, it would be

important to determrine whether or not these courses bring about measurable benefits for

children.

53 Teacher.certification

The current provincial government has enacted legislation (British Columbia Ministry of
Education, 2003) that fundamentally alters thé structure and role of the British Columbia College
of Teachers. One key issue is that all by-laws o% the College can be over-ruled or disregarded by
the new body. Further, teachers will not be regulating their own profession. The intentions of the
government with these changes are unclear. Is this a first step in moving toward alternative
. certification as practised in the United States? The preseht study has Clearly found that parents
~ and Directors of Human Resources oppose a lowering of standards even in times of teacher
shortage. This conclusibn echoes the findings of a Véctor Poll (Canadian Teachers' Federation,
1999) among the general population of Canadian who weré also stronély opposed to lowering
standards of teacher qualifications. If radical changes in recruitment and certification practices
are imminent due to the changes to the structuré and regulati_o'ns of the B.C.C.T., it Would be
- important to survey a broader group of stakeholders including parents, teachers and
administrators on the issue of whether or not certifying non-teacheré is acceptable., in addition to

the questions posed in this survey on whether or not sténdards of language competence or

coursework requirements should be lowered in some circumstances. As noted in Section 2.6, the
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pfactice of giving emergency credentials to non-teachers is becoming more widespread in the
United States and has been found to have serious negative consequences for student Iearning
(Laczko-Kerr & Berliner, 2003). A teacher shortage, the rationale for giving emergency
credentials in the United States, does not currently exist in the English stream in British Columbia,
but does exist in French immersion ahd other specialty areas. Does the government intend to

' certify-non-teachers to fill these specialty positions? Such a move wbuld most likely engender

strong opposition frorh parents who generally oppose the lowering of hiring standards.

5.4 The French language skills of the French immersion teacher

Thé results of this study suggest that although parents prefer francophone French
immersion teachers, French language skills may be hore important than first language s'tatus.
French immersion parents indicated an overall preference for francophone teachers, p‘articbularly
from Quebec, while Directors of Human Resources expressed a preference for hiring Fren_ch |
immersion pre-service program graduates, foliowed by anglophones. Both groups were in
agreement, howevér, that French language competence is a top priority (see Section 4:3.1, Table
9) and were in agreement on the minimum levél of French competencg that should be expected
of French immersion teachers (see Figure 5}. Because parents ranked French language
competence asva top priority and knowledge of French culture a relatively low priority, parents
may associate francophone status with superior French language éki!ls. The assumption that all
francophones havé supérior language skills is an erroneous one as noted in Section 2.5. In fact,
test administrators at U.B.C. have found that some who call themselves francophones do not
meet thé minimum languagerequirements for teaching in'imrﬁersioh. These méy be heritage
language learners who have grown up in a francophone family but have completed their
schooling and socialized predominantly in English. The presence of heritage language learners
who call the’mselve-_s francophones underscores the need for a reliable and obje'ctive test to
reliably determine the level of French competence of French immersion teacher candidates, and

the dangers of relying on candidate self-identification.
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Beéadse they are enrolling their cﬁildren in French immersion, the parent group selected
for this study may place more emphasis on the importance of language skills than would the
parents of children in the English stream. One should therefore not generali\ie the findings of this
study to English stream parents because the views of parents enrolling thejr children in French
immersion' may differ from other parents in th‘at they may place more emphasis on the importance
of Ianguagé skills. Because the parents who participated in this study are members of Canadiah‘

~Parents for French, they may be more vocal in their support of French immersion thén other
French immersion parents. Thus their views cannot be generalizéd to the entire population of
French immersion parents.

Another area that would merit further study would be to track the improVement or
deterioration of Frenchvlanguage skills of Ffénch immersion teachers"With varied levels of Ffench
proficiency over several years. One academic (Flewelling, 1995j has sUggested that a French
immersion teacher's French is likely to deteriorate over time due to repeéted exposure to
students' errors. However, perhaps the opportunity to use French on a daily Basis and personal
study and use of French may improve French immersion teachers' French over time. Another
important factor may be the degree to which colleagues communicate amongst each other in
French in a school and the acceptability of using' French amongét teachers (which may be
considered rude in a dual track school where some teachers do not speak F_-rench). The impact
of the French immefsion élassroom environment on the Iével of the-teacher's French may also _be
dependent on their initial level of French. If they were out'ovf pracfice, pefhaps the daily use

would improve their French. Without further study, it is difficult to speculate whether improvement

or deterioration over time is more likely.

5.5 Summary

The results of the present study have serious policy implications. In spite of a consensus
' amongst British Columbia university French immersion pre-service programs, bérents and

Directors of Human Resources on the minimum expected level of French competence for the
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imr_nersioh,teacher, the current tools used to verify French competence do not guarantee that
minimum standards are being maintained in the process of teacher educatiqh, certification and
recruitment. This finding suggests that a universal, valid and reliable tool for measurihg Frer;ch
-competence to be used by school districts would need to be‘ developed. Given the consensus
amongst stakeholders on the expected Iével of French competencelfor.immérsion teachers,
policies and pfactices that would guarantee consistent standards may be favoburably viewed by
parents and hiringvauthorities. | | |

Parents may be surprised by the high number of anglobhones curfently teaching in
immersion given their preference for francophone French immersion teachers. However, the
hiring preferences expressed by parents and school district hiring authorities may not have much

influence over hiring decisions given the current shortage of French immersion teachers in the

province. ‘On average, school districts have one fully qualified applicant per French immersion

Il

job opening which suggests that most districts have little choice in the selection of French -
immersion teachers. French immersion programs may also represent an easy point of entry to
the job market for new teachers. Regardless of teacher supply, parénts expect Frenbh immersion
teachers to have a high level of French proficiency, an educational background in second
language methodology and good teaching skills. [n order to redress situations where school
districts havé been forced to compromise due to a shortage of French immersion teachers, it
would be irﬁportant to provide in-service to French immersion teachers in the areas of French

language proficiency and second language methddo|ogy in order to maintain high quality French

immersion programs in the future.
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Appendix C: Questlonnalre for Directors of Human Resources
Please clrcle one response for each of the following quest/ons

Are you the\perent of a.child currently or formerly enrolled in French Immersion?
Yes No
Please circle the descriptor that best describes your level of French.

Beginner = Semi- Fluent Equivalentto . Francophone
fluent francophone

. Please circle the descriptor that best describes your school district.
Metro Urban Rural
Please indicate the degree fo which you agree or disagree with the following statements by

circling the appropriate déscriptor.

A bilingual francophone from France is a desirable French Immersion teacher

candidate. i

Strongly Agree Agree Neutral Disagree  Disagree Strongly
agree somewhet somewhat disagree

A bilingual francophone from Quebec is a desirable French Immersion teacher candidate.

Strongly Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat " somewhat disagree

A bilingual anglophone is a desirable French Immersion teacher

candidate.-
Strongly Agree Agree Neutral Disagree  Disagree - Strongly
agree somewhat somewhat disagree

. Abilingual francophone is a more desirable French Immersion teacher candidate than a

‘bilingual

anglophone. ,

Strongly Agree Agree Neutral Disagree  Disagree  Strongly
agree _ somewhat somewhat ' disagree

A graduate from the French Immersion stream of a university teacher pre-service education
program is a desirable French Immersion teaching candidate for the French Immersion
program. .

Strongly Agree Agree Neutral  Disagree Disagree Strongly
agree - somewhat . somewhat disagree
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- A graduate from the French Core stream of the university teacher pre—servicé education
program
is a desirable French Immersion teaching candidate for the French Immersion
program. _
Strongly Agree Agree Neutral Dlsagree Disagree Strongly
agree somewhat somewhat disagree

In the event of a teacher shortage, it is acceptable that a school district lower the expected
leve! of _
language competence required of French Immersion teacher§.
Strongly Agree Agree Neutral Disagree  Disagree Strongly
agree ; somewhat somewhat disagree

It is acceptable to hire someone without tralnmg in second language methodology to teach
in French Immersion. :

Strongly Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat somewhat disagree

If hiring standards are lowered, the French Immersion teacher should be required to imbrove
his or her language skills by completing additional coursework or other activities after being
hired.

Strongly Agree Agree _Neutrél Disagree  Disagree Strongly
agree somewhat " somewhat disagree

Please rank the following list of skills and attributes of prospective French Immersion
teachers in order of importance. 1= most important 9= least important

fluency in French ' spoken and written accuracy
knowledge about francophone culture enthusiasm
training in second language methodology pronunciation

classroom management skills
" repertoire of teaching strategies

caring attitude

Please indicare the minimum level French competence you expect of a French Immersion
teacher by checking one of the following boxes.

Level 1 - Speech is halting. Vocabulary is basic, repetitive and error-laden. Makes many

grammatical errors although some simple sentences are correct.
Accent, pronunciation and intonation are poor.

Level 2 - Speech is generally hesitant. Able to get message across with repetrtlon and

rephrasing.

Grammar is generally correct but makes some errors Is able to hold basic conversations
but cannot discuss topics requiring specialized vocabulary,

Errors in pronunciation and accent do not interfere with comprehension.
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Level 3 - Able to discuss some topics fluently but is often left searching for words.

Cannot use complex sentence constructions and level of vocabulary Ilmlts the amount of
precise information conveyed.
Pronunciation is clear though not native-like. While many topics can be

discussed, the level of language is not always appropriate to the audience or situation

Level 4 - Speech is generally fluent with occasional hesitations. Makes few written and

spoken errors. Makes few pronunciation errors. Vocabulary is sufficient to
discuss most topics. The level of language is usually appropriate to the audience

Level 5 - Speech and writing are fluent, free of grammatical errors and equivalent to that of a

native speaker. Vocabulary is broad and level of Ianguage is always appropriate to
the audience. :

For the purpose questlon E 1, a fully qualified candldate is defined as one
“who -
(1) has a very good command of French,

(2) has very good teaching skills, and
(3) has training in second language methodology.

On average in the 2001 - 2002 school year, we had the following type and number of
applicants for each French Immersion teaching vacancy...

6+ fully 4-5fully = 2-3fully one (1) applicants  applicants no qualified
qualified qualified qualified fully who satisfy who satisfy applicants
applicants applicants applicants qualified twoofthe one of the
' applicant three above three above
‘ criteria criteria

For the purpose question E2, a fully qualified candidate is defined as one
who '

(1) has a very good command of

English,

(2) has very good teaching skllls and

(3) has training appropriate to his or her classroom assignment. -

On average in the 2001 - 2002 school year, we had the following type and number of
applicants for each English stream teaching vacancy...

[

6+ fully 4-5 fully 2-3 fully one (1) applicants applicants no qualified

qualified qualified qualified fully who satisfy who satisfy applicants
applicants  applicants  applicants  qualified two of the one of the
applicant three three above
above criteria

criteria
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3 . Does your district check the level of French competence of French Immersion

teacher candidates?

Yes No

If yes, please describe how this is done (letter of reference, practicum report, written test,

etc.)
4 . Do you use the same procedure or criteria for each applicant?
F Do you have further comments you wish to add regarding priorities in the

recruitment of French Immersion teachers in British Columbia?
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Appendix D : Questionnaire for parents

Please circle one response for each of the following questions.

Are you the parent of a child currently or formerly enrolled in French Immersion?
Yes No
Please circle the descriptor that best describes your level of French.

Beginner-  Semi- Fluent Equivalent to Francophone
fluent francophone

Please circle the descriptor that best describes your school district.
Metro Urban Rural

Please indicate the degree to which you agree or d/sagree with the following statements by
circling the appropr/ate descriptor.

A bilingual francophone from France is a desirable French Immersion teacher candidate.
Strongly Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat somewhat disagree

A bilingual francophone from Quebec is a desirable French Immersion teacher candidate.

Strongly  Agree Agree ~ Neutral Disagree  Disagree Strongly
agree - somewhat somewhat disagree

A bilingual anglophone is a desirable French Immersion teacher candidate.

Strongly _ Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat somewhat , disagree

- A bilingual francophone is a more desirable French Immersion teacher candidate than a
bilingual anglophone. '

Strongly  Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat somewhat disagree

A graduate from the French Immersion stream of a university teacher pre-service education
program is a desirable French Immersion teaching candidate for the French Immersion
program )
Strongly  Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat somewhat disagree

A graduate from the French Core stream of the university teacher pre-service education
program is a desirable French Immersion teaching candidate for the French Immersion
program.
Strongly  Agree Agree " Neutral Disagree  Disagree Strongly
agree . somewhat somewhat disagree
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In the event of a teacher shortage, it is acceptable that a school district Iower the expected
level of language competence required of French Immersion teachers.
Strongly ~ Agree Agree . Neutral Disagree  Disagree Strongly
agree " somewhat somewhat disagree

It is acceptable to hire someone without training in second language methodology to teach

in French Immersion.

Strongly  Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat somewhat disagree

If hiring standards are lowered, the French Immersion teacher should be required to imprdve
his or her language skills by completing additional coursework or other activities after being
hired. .
Strongly ~ Agree Agree Neutral Disagree  Disagree Strongly
agree somewhat somewhat _ disagree

Please rank the following list of skills and attributes of prospective French Immersion teachers
in order of importance. 1= most important 9= least important

fluency in French ’ ' : spoken and written accuracy
knowledge about francophone culture . enthusiasm
training in second language methodology pronunciation

classroom management skills
repertoire of teaching strategies

caring attitude

‘Please indicate the minimum level French competence you expect of a French lmmersron
teacher by checking one of the following boxes. :

Level 1 - Speech is halting. Vocabulary is basic, repetitive and error-laden. Makes many
grammatical errors although some simple sentences are correct. Accent, pronunciation and
intonation are poor.

Level 2 - Speech is generally hesitant. Able to get message across with repetition and
rephrasing. Grammar is generally correct but makes some errors. Is able to hold basic
conversations but cannot discuss topics requiring specialized vocabulary. Errors in

pronunciation and accent do not interfere with comprehension.

Level 3 - Able to discuss some topics fluently but is often left searching for words. Cannot
use complex sentence constructions and level of vocabulary limits the amount of precise
information conveyed. Pronunciation is clear though not native-like. While many topics can
be discussed, the level of language is not always appropriate to the audience or situation.

Level 4 - Speech is generally fluent with occasional hesitations. Makes few written and
spoken errors. Makes few pronunciation errors. Vocabulary is sufficient to discuss most
topics. The level of language is usually appropriate to the audience.

Level & - Speech and writing are fluent, free of grammatical errors and equivalent to that of a

native speaker. Vocabulary is broad and level of language is always appropriate to the
audience. ’
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Do you have further comments you wish to add regarding prioritieé in the recruitment of
French Immersion teachers in British Columbia?
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Appendix E: Unpublished pilot study of pre-service French immersion French proflclency
tests at Canadian universities -

University Oral Written

University 1 Segmented dictation Oral interview - three tasks including
Reading comprehension - multiple the summary of a non-technical text
choice . and expression of reaction to the text
Cloze test S

Editing task
Composition - one and a half pages
in length

The following is a description of level B (the pass score for the oral
component

"Presents information and expresses ideas and opinions in a coherent
fashion, however not always with sophistication. Communicates with ease,
however, may need some prodding to elicit an adequate speech sample.
Explains arguments and defends point of view, however with limited success
in performing some functions such as persuading and convincing. May
demonstrate an inability to shift register or to perceive a need to shift
register. May use some casual speech mannerisms. Comprehension is
clearly demonstrated. Pronunciation is clear and accurate. Speed of speech
is appropriate to the context. Native-speaker-like errors. No errors impede
communication; however they may limit effectiveness of communication” (p.
244),

Correction Method:
Correction method for oral component: uses evaluation grid developed by
Gervais, Laurier, and Paret [Gervais, 1994 #76].

"Candidates within 10 points of the pass score (of who failed the
composition) are still offered admission but must follow a 39-hour remedial
course (known as a cours d'appoint) which focuses on French grammar and
writing skills” (Bayliss & Vignola, 2000, p. 221).

University 2 Cloze test — prepositions 15 minute oral interview
Cloze test - subject-verb agreement
Cloze test - general comprehension
Error correction
300 word composition -

Correction Method: ' :
Correction method for oral component: Proctors listen to tape-recording of -
15 minute interview and assign ratings of 1 (unsatisfactory) to 5 (very good)
for a series of criteria including: phonology, speed, pronunciation,
vocabulary, syntax, and grammar. The total of all ratings on this sliding scale
from 1 to 5 for each criterion are added for a maximum of 60 marks for this
component. .
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University Oral ) Written

Universities 3,4 Dictation ‘ , Short role plays

and 5 Cloze test Long role play
Short answer :
Composition

Universities 3, 4
and 5
(continued)

Correction method:

An exhaustive correction grid has been developed over the years by
correctors which details which expressions and words are acceptable. New
acceptable entries must be found in one of many dictionaries including
dictionaries of Quebecois expressions. Because this test is communicative,
the range of responses varies widely. Errors are classified according to the
competence. The relative importance of each competence is indicated as a
percentage of total marks.

University 6

Written items Respond to presentation on cassette
Read and report on an article.

Write a.letter of application

Listen and respond to a presentation

on cassette

Correction method: '

Scoring rubric categorizes errors. Corrections inserted into recorded
responses. Test-takers can listen to their responses and hear mserted
corrections

University 7

80 question multiple-choice test none '
dictation

University 8

none none

Correction method:

None

This university has French coursework pre-requisites and also relies on the
candidates’ self-identification as having the requisite level of French to teach
in French immersion. Candidates who clearly are not able to cope with the
linguistic demands of completing a practicum in a French immersion are re-
directed to the English stream.




