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Abstract
Selecting applicants into initial teacher education programs (ITEPs) in Oman focuses mainly on their academic achievement in school. Applicants’ non-cognitive attributes (NCAs), such as resilience and motivation, receive less attention in the acceptance decision. Situational Judgment tests (SJTs) are kind of simulation tests which have been used in the selection process of other professions with promising results. Here,  we aim to (a) develop an SJT for selecting applicants into ITEPs in Oman, (b) explore its’ initial properties in terms of reliability and validity, and (c) explore applicants’ reactions to the developed test. The research design consists of four phases. In Phase 1, we utilize a multi-step design to explore the target NCAs underlying teacher effectiveness in Oman. The non-cognitive attributes were used in Phase 2 to guide development of an SJT with groups of working teachers (N = 116). The developed SJT was initially piloted in Phase 3 with new entrants to an ITEP (N = 171) and then piloted with other criterion measures in Phase 4 (N = 142).  Results from Phase 4 reveal that the developed SJT has good internal consistency (α = .75). Scores on the SJT correlate significantly with scores on two facets of the Big-five personality measure (i.e. conscientiousness and agreeableness). In addition, the SJT has a medium positive significant correlation with the participants’ GPA, and a negative non-significant correlation with the interview scores. The participants’ responses to the SJT were positive. With further research, we recommended SJTs as promising measurement for selecting prospective teachers in Oman.
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Introduction
Admissions practices for initial teacher education programmes (ITEPs), including Oman, tend to focus on applicants’ cognitive characteristics, looking at performance on examinations or admissions tests that focus on subject knowledge or reasoning ability (Ingvarson et al., 2013; Casey & Childs, 2007). Applicants’ non-cognitive attributes (NCAs) - such as interpersonal skills, motivation, and resilience - receive less attention in the admission process. However, studies in ITEPs (e.g., Dolan, 2012; Fantilli & McDougall, 2009; Jacobowitz, 1994) point to the urgent need to evaluate applicants’ NCAs during the ITEP admission process in a way that is reliable, valid, fair, and efficient. In addition, the limitations of current selection measures (Author(s), 2017b) indicate that ITEPs need better selection measures to identify the best possible candidates. Research from other professional fields (e.g., medicine) point to the use of situational judgment tests (SJTs) to select applicants, with data suggesting that the tests have good levels of reliability, predictive validity, and incremental validity for testing non-cognitive attributes related to professional practice (Patterson et al., 2012a). An SJT is a simulation test where the applicant is presented with a variety of situations he would be likely to meet on the job and asked to identify the appropriate response(s) (Weekley & Ployhart, 2006; McDaniel & Nguyen, 2001). Fig. 1 presents an example of an item used in an SJT to that tests a teacher’s judgement in classroom interactions.  
Figure 1 about here
Some initial research on using SJTs for the selection of prospective teachers has been conducted (e.g., Author(s), 2014, 2017a), with promising results, encouraging further research in different contexts. The current study extends the initial work conducted in the UK and elsewhere to the context of Oman and aims to (a) develop an SJT  for selecting applicants to the ITEPs in Oman and (b) explore its reliability and validity and applicants’ reactions to the test. To our knowledge, this the first study for developing SJTs for selecting prospective teacher in Oman. The results are intended to enhance the selection practices and put the floor for further studies.
The Problem in Oman
[bookmark: _Hlk502657339]Education in Oman is growing rapidly. Starting with only three schools in 1970, the country has worked to expand its education to all. In 2015, the gross enrolment ratio (GER) was approximately 100% for students in grades 1-10 and 95% for grades 11 and 12. The mean class size was approximately 26 students per class and the student-teacher ratio was 9.5:1 (OEC, 2016).  Despite the increase in educational provision, the main challenge to the basic education system in Oman is low student achievement in comparison with the achievements of students internationally (Oman newspaper, 2014). One of the causes of this challenge is believed to be the relatively low quality of teachers in the country (OMoE, 2012). 
[bookmark: _Hlk502661029]Although there is no single definition of teacher effectiveness, studies show that NCAs such as interpersonal relationships and personality traits are important domains for teacher effectiveness in Oman (Al Barwani et al., 2012; Al-Ani et al., 2012). In addition, NCAs such as commitment, motivation, and attitudes towards teaching are believed to be a significant matter for teachers in Oman. Due to the importance of these relationships, researchers recommend modifying the selection criteria for trainee teachers to ensure a better selection of suitable candidates (Issan, 2011; Chapman et al., 2012; Al Barwani, 2002; Al Harthy et al., 2013). 
The policy of ITEPs in Oman has been developed to ensure a high quality of teacher preparation, but the selection process has remained unchanged, and is largely based on academic attributes with little concern for other applicant characteristics. Although the ITEP entrance requirements attract students with strong academic performance, a study investigating the career paths of ITEP graduates showed that half of the participants are only somewhat or not at all committed to teaching as a career at the time of graduation (Chapman et al., 2012). Surprisingly, research indicates a nonsignificant relation between secondary school certificate results and student teacher performance at the ITEP (Al Barwani, 2002). 
Non-cognitive Attributes for Selection into ITEP
Research on teachers’ NCAs identifies them as potential predictors of student achievement and teaching quality. Teachers’ enthusiasm, for example, positively predicts student interest (Keller et al., 2014) and has a positive effect on pupil motivation (Kunter et al., 2013a). Furthermore, teacher-student relations have a significant impact on teachers’ job satisfaction (OECD, 2014). However, research into NCAs reveals less consensus on their definition and identification. NCAs are referenced in the literature using different terminology, such as ‘soft skills’, ‘personality traits’, ‘non-academic abilities’, and ‘character’. Here, we use ‘NCAs’ to refer to within-person variables, which might include beliefs, motives, personality traits, and dispositions (Author(s), 2017a). 
The model developed by Kunter et al. (2013b) in Fig. 2 highlights the role of NCAs in the professional development of prospective teachers. In the model, the process of developing prospective teachers’ competence and behaviours through learning opportunities is influenced by two main factors: contextual aspects (education policy, characteristics of the ITEP, and so on), and personal characteristics (cognitive and non-cognitive attributes, and background factors). The model illustrates the importance of considering applicants’ personal characteristics at the selection process for an ITEP.
Figure 2 about here
Sautelle et al. (2015) identified six psychological constructs of effective teaching that can be assessed when selecting teachers for training programmes and which are likely to allow differentiation between candidates; namely, extraversion, agreeableness, conscientiousness, resilience, self- regulation, and cognitive ability. This work is partly based on the Big Five personality model (McCrae & Costa, 2004; Rammstedt & John, 2007), with research showing a relation between the Big Five dimensions and job performance (Rothmann & Coetzer; 2003; Barrick & Mount; 1991).
However, there is no single NCA that can be named the sole predictor of future success (McGeown et al., 2015). Hence, different attributes related to teacher effectiveness should be measured during the ITEP selection process. Casey and Childs (2007) state that it is important to distinguish between attributes that can and cannot be learned in a teacher education programme. They claim that, during the selection process, successful applicants will show elements of the necessary attributes that are not easily learned in the programme. 
Another challenge identified in the literature is finding the appropriate method of measurement for the targeted attribute(s). Wang and Fwu (2007) note that most ITEPs use more than one means of evaluating a single criterion. Despite the variety in selection measures, research on their influence on teacher effectiveness is scarce. In their meta-analysis, Authors(s) (2017b) found a small effect size for the selection methods for both cognitive and non-cognitive admission tests. In addition, Casey and Childs (2011) noted no significant relationship between two admission criteria and the readiness of teacher candidates in mathematics. Caskey et al. (2001) stated that the search for the most effective admission selection procedures should continue. 
Situational Judgment Tests (SJTs)
Unlike personality tests, SJTs are designed to evaluate individuals’ judgement in contextualised workplace settings (Ryan & Ployhart, 2014). The tests are currently used to screen applicants to medical school in the UK, Belgium, Canada, and Australia (Patterson et al., 2015). The development process for the SJT begins with the collection of critical incidents and response options, targeting a set of competencies and attributes from the job analysis. The answer key (the responses’ effectiveness) and the scoring method are then developed by a group of experts. Participants in the development process are mostly experienced professionals and/or subject matter experts (Weekley, Ployhart & Holtz, 2006). 
Although some studies claim that SJTs can measure individual or specific groups of constructs, SJTs are more effective as a measure of multiple constructs and hard to be isolated from general cognitive ability. Hence, the research indicates that it is better to view them as a method that can be designed to measure a variety of cognitive and non-cognitive constructs, rather than a single construct (Whetzel & McDaniel, 2009; Lievens, 2006).  
The work of Motowidlo and his colleagues (Motowidlo et al., 1990; Motowidlo et al., 2006) provides a better understanding of the theoretical basis of the SJTs. In explanation, the researchers offer the ‘implicit trait policy’ theory, which suggests differences between individuals in their implicit beliefs about the importance of personality traits for determining behavioural effectiveness. In other words, the effectiveness judgment for a situation can be related to the individual’s weight to the trait in that specific situation, which reflects fundamental socialization processes (parents, schooling, etc.) and personal dispositions (Lievens & Motowidlo, 2016; Whetzel & McDaniel, 2009). Therefore, understanding applicants’ implicit attributes can help to predict their future effectiveness.
The reliability of SJTs has been analysed in reviews and meta-analyses. One meta-analysis by McDaniel et al. (2001) found Cronbach’s alpha coefficients ranging from 0.43 to 0.94. Patterson et al. (2015) state that the internal consistency of the SJTs used in medical and dental contexts is approximately α = 0.7 or more. Generally, and regardless of which test is used, the research broadly indicates that SJTs have moderate to good levels of reliability (Patterson et al., 2015).
 	Looking at the construct validity of the tests, Christian et al. (2010) found that the mean validity of the studies on SJTs’ measurement of teamwork skills was .38, leadership skills was .28, interpersonal skills was .25, and conscientiousness was .24. In Patterson et al. (2016), the predictive validity of an SJT for entry into postgraduate general practice (GP) specialty training in Australia was found significantly predicted all three end-of-training assessments (r = .12 to .54). Furthermore, a systemic review for research in the selection for medical school, Patterson et al. (2012a) show that the SJTs are the best single predictor of performance, with an incremental predictive power over cognitively oriented tests. 
Finally, candidate reactions to the content and the use of SJTs in the admission process for medical schools are often found to be positive (Patterson et al., 2015). Similarly, Author (2014) found that SJTs were favoured by most of the applicants to initial teacher training programmes in the UK. The positive reactions to the selection measure could have significant consequences: increasing acceptance of the selection outputs and decreasing the possibility of claims (Weekley & Ployhart, 2006).
Aim and Research Questions
The current study starts by exploring the key NCAs required for effective teaching in Oman; aiming (a) to develop an SJT for measuring the NCAs of applicants to the ITEPs in Oman, (b) to explore the initial findings on the reliability and validity of the test; and (c) to note the applicants’ reactions to the SJT. 
The study aims to address the following research questions: 
1. What are the key NCAs considered necessary for prospective teachers in the government schools (grades 5-12) in Oman, as identified from official documents and from stakeholders’ perspectives? 
2. To what extent can the SJTs be used in the ITEP admission process in Oman to better understand the NCAs of the new undergraduate applicants? That is,
· What is the reliability (the internal consistency) of the developed SJTs in Oman?
· What is the criterion-related validity of the developed SJTs in Oman? That is, how do the SJT scores correlate with three criterion measures: the applicants’ scores in the admission interview, students’ academic performance (GPA), and the Big Five inventory (BFI)?
· What are the applicants’ reactions to the SJT’s content and use as a selection tool?
Method and Results
[bookmark: _GoBack]Following theoretical and practical approaches for developing SJT (Patterson et al., 2016; Weekley, Ployhart, & Holtz, 2006), and building on the initial work in the UK (Author(s), 2017a), the method in this study  includes eleven steps divided into four phases (see Fig. 3). Participants were stakeholders from the Ministry of Education (MoE) and ITEPs in Oman (college tutors, schools’ principals, supervisors, teachers in the government school (grades 5-12), and new students on the ITEP). We focused on school teachers (grades 5-12) because most ITEP graduates in Oman are recruited to teach these grades. Official permission was obtained from both the MoE and two ITEPs in Oman, allowing the first Author to collect data from the targeted samples.  At all phases, participants were asked to express their agreement to participate by reading and signing a detailed consent form.
Figure 3 about here
[bookmark: _Toc496276502][bookmark: _Toc505090602]Phase One (steps 1-4): Identifying the Target Attributes (SJTs’ specifications)
The goal in this phase was to identify the key attributes related to teacher effectiveness in Omani schools (grades 5-12), for which applicants to the ITEP should be screened. These attributes form the inputs for the development of the SJT items in Phase two. An explorative research approach was taken, comprising four steps as follow.
In step one, official documents from the MoE and an ITEP in Oman were reviewed. Then, in step two, an explorative semi-structured interview was conducted with key stakeholders (college tutors on an ITEP (n = 2), school principals (n = 3), and teachers’ supervisors (n = 3). The content analysis of the related official documents and the exploratory interviews produced a list of 56 attributes. Similar attributes were aggregated, which produced a second list of 43 attributes. . 
In step three, the 43 attributes were put into a matrix including the attributes of the three domains identified in the UK namely, ‘empathy and communication, organization and planning, and resilience and adaptability’. This led to the establishment of two new domains in the context of Oman: enthusiasm and motivation, and professional ethics. In addition, and due to the discussions with interviewees, the domain of ‘empathy and communication’ was changed to ‘communication skills’. 
In step four, the importance of the five domains was explored by using a self-constructed questionnaire with a 10-point scale (1 = not important, 10 = very important) and a sample of teachers, supervisors, and school principals from three educational governorates in Oman (N = 181). Of the respondents, 58% were female and the mean work experience duration was 16.4 years.  Data from the questionnaire showed that the five domains were considered to be important for teachers in Oman, with a mean ranging from 9.21 for ‘resilience and adaptability’ (SD = 1.60) to 9.53 for ‘professional ethics’ (SD = 1.54). The mean was also high for the importance of the domains to the ITEP applicants, ranging from 8.92 for ‘resilience and adaptability’ (SD = 1.71) to 9.24 for ‘enthusiasm and motivation’ (SD = 1.65). 
The completion of this Phase resulted in a framework, with five key non-cognitive domains and 29 attributes: ‘communication skills’ (seven attributes), organisation and planning’ (five attributes), ‘resilience and adaptability’ (six attributes), ‘enthusiasm and motivation’ (five attributes) and ‘professional ethics’ (six attributes).  The five non-cognitive domains and their definitions formed the basis for developing the SJTs for Oman, and presented in Figure 4. 
Figure 4 about here

[bookmark: _Toc496276507][bookmark: _Toc505090609]Phase Two (steps 5-9): Developing the SJT for Oman 
[bookmark: _Hlk503432520]The process of developing the SJT consisted of five steps (as shown in Fig. 3). The participants were working teachers from a number of government schools (grades 5-12) in an educational governorate in Oman. They were senior teachers or recommended by their school principals as good teachers.
In step five, the aim was to collect scenarios and responses (i.e. SJTs items) targeting the five domains found in Phase one. The SJT items were collected from two sources. Firstly,  the initial SJT built in the UK was translated from English into Arabic by a bilingual translator, producing 34 items. Then, a sample of working teachers in Oman were presented by examples of the translated items and asked to write new items. In this way, 88 items (i.e. scenarios and responses) were generated. The relation between the items and the targeted domains was investigated in step seven.
In step six, the88 items were revised by the first author and 12 were removed due to unclarity in the content or similarity with other item(s). Following the format used in the SJT developed in the UK, the remaining 67 items were written in two formats: ‘ranking’ and ‘select best three’. The ‘ranking’ format had 19 items with five responses for each. The test-taker was asked to read the scenario in each item and rank the responses from the most appropriate (ranked as 1) to the least appropriate (ranked as 5).While the ‘select best three’ format had  48 items with six option for each item and the test-taker was asked to select the most appropriate three options to the given scenario in each item. 
In step seven, the 67-item SJT was presented to a group of expert teachers (N = 8) from four different schools, each of whom had been recommended as a good teacher by the school principal. The teachers revised each item in terms of clarity and suitability for the Omani context and for new entrants into ITEPs. Data analysed qualitatively and  indicated a closed agreement between teachers in the suitability of 53 items. Thirteen items were removed due to the teachers’ feedback (i.e. not suitable for new entrants, not appropriate for the Omani context). Participants were also asked to identify which of the five domains can be measured by each of the 53 items. Teachers related 30 items to a specific one domain. They believed that 14 items represented ‘communication skills’, four items for ‘resilience and adaptability’, two items for ‘organisation and planning’, three items for ‘enthusiasm and motivation’, and seven items for ‘professional ethics’. For  the remaining 23 items, teachers assumed that each item could explain two or more domains (e.g. an item can explain both ‘communication skills’ and ‘professional ethics’, another item can be related to three domains together) Therefore, the SJTs items did not map clearly onto the five domains. This multidimensional nature of SJT (i.e. one item can target more than one domain) is not unique for this study but supported by similar findings in the literature (Kasten & Freund, 2015; Schmitt & Chan, 2006). 
 	As there is often no single correct answer with an SJT, the answer key refers to the best judgment of a situation from a set of given responses (i.e., what is the right answer most likely to be?). In step eight, we develop an answer key for the 53-item SJT by using the rational approach (i.e. consensus in answers) (Weekley et al., 2006). A group of teachers (N = 108) from ten schools, who had not participated in the previous steps, were asked to participate. Of these, 48.1% were female and the mean work experience duration was 12.9 years. Using the rational model of seeking consensus, teachers were asked the following: ‘Consider yourself as a novice teacher, what should you do in the following situations (rank/ select best three)’. Teachers’ answers in each item were aggregated and put into percentage for each option. Data indicated that there was strong consensus in the answers for 38 items (14 in ranking and 24 in select best three). However, the data for the remaining 15 items showed poor agreement. For instance, in some items there was a big difference in the selected options between male teachers and the females. Other items had also high missing data (left unanswered). Therefore, we decided to remove those 15 items and did not include them in the next phase. 
In step nine, we develop the scoring key used and implemented in selection for medical schools (Metcalfe & Dev, 2013) and in the work of Author(s) (2017a). For the ‘ranking’ items, the responses were scored according to their distance to the answer deemed correct, while in  the ‘select best three’ items,  participant was awarded four points for each correct option and zero points for selecting the wrong option – no negative marking was used.
[bookmark: _Toc496276514][bookmark: _Toc505090612]Phase Three (step 10): Piloting the SJT
Here, the 38-item SJT built in Phase two was piloted with its scoring key. The aim was to  explore the quality of the items before tested with other criterion measures in the next phase. 
Participants. The participants were a convenience sample of first-year students on an ITEP in Oman (N = 171; 53.4% female). The participants’ subjects were biology (33.3%), chemistry (22.2%), physics (19.4%), maths (23.6%) and English (0.7%).
Measure. The 38-item SJT developed in Phase two was used. There were 24 items in the ‘select best three’ format, with six options for each item, and 14 items in the ‘ranking’ format, with five options for each item. It was presented in Arabic and in a paper-based format. The test ended with an open-ended question (‘Please give your view on the test in terms of its suitability for future use in the admission procedure for the ITEP, given the need to ensure the selection of the best possible future teachers. Please also share any other comments you have on the test’). The total scores were 568 points for the 38 items. 
Procedure. The pilot was conducted during the induction week at the beginning of the academic year 2016/2017, in one ITEP in Oman. The participants were invited to take the test as a one group at a predetermined time. The participants were given an open-ended amount of time to finish the test, and most participants did so in approximately 40-50 minutes.
Participants’ answers to the SJT were scored and analysed by using SPSS 25. Descriptive statistics showed that data was close to normal distribution and females scored significantly better than males (t (112) = 7.65, p < .001). the SJT had a good internal consistency (α = .81 for the 38 items). 
The quality of the 38 items was investigated by using some statistical techniques used in similar studies (Klassen et al., 2017b; Patterson et al., 2015b). In each type of questions, we analysed each item by looking to the item difficulty, difference in item difficulty by gender, item-total correlation, and Cronbach’s alpha if the item is deleted. In addition to the inclusion of the statistical findings, the decision about including or excluding each item was also based on the content and domain the item purported to measure.. This process further reduced the number of items to 29.  Responses to the open-ended question include good feedback about the test and its suitability for use in the selection process. 
Phase Four (step 11): Testing the SJT (reliability, validity, and applicants’ reaction)
The aim of this phase was to explore the properties of the 29-item SJT found in Phase three by looking to the  reliability (internal consistency), validity (the correlation between the SJT scores and other criterion measures), and the applicants’ reactions to the content and suitability of the test. 
Participants. The participants were a convenience sample of students at an ITEP in Oman (N = 142, 74% female). The majority of the participants (87%) were in their first or second year. However, 18 participants were in their third, fourth, or fifth year. The data of those 18 students were excluded due to their involvement in teaching practices courses. Almost all the subjects were represented in the sample, with a majority studying English (33%).
Measures.  To explore the validity of the SJT, three criterion measures were used: personality (using the Big Five Inventory, BFI); cognitive abilities, using the students’ latest GPA; and participants’ performance in current selection measure, using the interview scores. Besides, a feedback form was used to evaluate the applicants’ reaction. All measures are described as follow:
SJT. The 29-item SJT developed in Phase three was used. It was presented in Arabic and in a pencil and paper format. The total score of the SJT was 460 points. 
Personality. To explore the construct validity of the SJT, participants were asked to complete an Arabic version of the 60-item BFI tested with a sample of graduated students in Oman by Kazem (2002), measuring: neuroticism, extroversion, openness, agreeableness, and conscientiousness. These five dimensions of personality share common attributes with the five domains shaped the developed SJTs in Oman. The BFI consists of 60 items: 12 items for each factor with some reverse items. Participants scored each item on a five-point scale as follows: (1) strongly disagree, (2) disagree, (3) neutral, (4) agree, and (5) strongly agree. The total possible score was 60 points for each factor..
Current admission tool. The interview scores for the participants at admission were obtained from the ITEP. in order to obtain the concurrent validity of the developed SJT (Patterson et al., 2012a).The interview in the ITEP admission process in Oman is conducted to evaluate the applicants on eight items: showing care for academic specialisation; interested in teaching all categories of students, including special education needs; demonstration of appreciation for Islamic and Omani values; showing care for scientific research; demonstrating problem-solving and decision-making skills; good knowledge of the role of technology in education; ability to communicate verbally in an effective manner; and possessing charisma and demonstrating a professional appearance. The maximum score for the interview was 24. 
Cognitive ability. Although the developed SJTs target non-cognitive attributes, related systemic review and meta-analysis studies found that SJTs overlap with cognitive abilities (Patterson et al., 2012a). Thus, the correlation between the SJT and student cognitive abilities in term of GPA was tested in this study.  GPA is a measure of students’ academic achievement in ITEPs in Oman and ranges between ‘0’ to ‘4’. It has been used in different studies in Oman to explore the influence of academic and non-academic factors on students’ achievement (Alkhausi et al., 2015
Applicants’ reaction. Applicant reactions were measured using an Arabic translation of the measure developed in the UK by Author(s) (2014b). It had seven items asking participants to rate the SJT in terms of relevance, difficulty, fairness, differentiation, and appropriateness on a 5-point scale (1 = strongly disagree, 5 = strongly agree). In addition, participants were given the opportunity to provide comments about the SJT in response to an open-ended question.
Procedure. Data collection took place at an ITEP in Oman (different from the one in Phase three). The maximum time allowed was one hour, but most students finished all of the measures within 40 minutes. The participants provided their university number for the three measures, to match their scores with their marks during the admission interview and their cumulative GPA. 
Descriptive statistics: An analysis of the data from Phase four (N = 124) shows that the total scores ranged from 250 to 404 (M = 360; SD = 26.6). The mean makes about 78% of the total possible scores (total possible scores were 460) which indicates the difficulty of the test. The difficulty of the ‘select best three’ items was approximately 77%, and 79% for the ‘ranking’. The scores were significantly higher for females than for males (female: M = 365, SD = 21.9; male: M = 339, SD = 32.9; t (30) = 3.77, p = .001). The data were slightly negatively skewed, indicating that most participants scored high in the test. 
Reliability: the reliability of the SJT was tested in terms of its internal consistency, using Cronbach’s coefficient alpha. The results show that the internal consistency of the SJT was α = .75 for the 29 items: .80 for the ‘select best three’ items and .55 for the ‘ranking’ items.
Validity: the correlation between the SJT and the other measures is shown in Table (1). Firstly, the data show that correlation was positively small and significant with conscientiousness (r = 0.29, p = .002, n = 111) and agreeableness (r = 0.19, p = .04, n = 109). It was also positive with extraversion (r = 0.11, p = .26, n = 109) and openness (r = 0.18, p = .06, n = 108), though not statistically significant. SJT had a negative non-significant correlation with neuroticism (r = -0.16, p = .10, n = 104). Secondly, there was a negative non-significant correlation between scores in the SJT and participants’ performance at interview (r = -0.17, p = .11, n = 89). Finally, a positive moderate and significant correlation was found between the SJT and participant GPA (r = .31, p = .001, n = 121). 
Table 1 about here
Applicants’ reaction: a total of 140 participants completed the applicant feedback measure, whilst 67 participants answered the open-ended question. First, the responses to the seven statements were analysed in terms of means and standard deviations, as shown in Table (2). The data indicate a strong agreement with all statements, the mean ranging from 3.82 to 4.50, in the scale of 1-5 options.
Table 2 about here
More than 91% of the participants agreed or strongly agreed that the content of the SJT was relevant to teaching. The percentage who ‘agreed’ or ‘strongly agreed’ that the contents were of the ‘appropriate level of difficulty’ was approximately 82%, and approximately 75% agreed that it was ‘fair’. In contrast, 77% and 68% agreed or strongly agreed, respectively, that the SJT was ‘able to differentiate between the candidates’ and ‘able to measure NCAs’, whilst approximately the same percentage (61%) agreed on the ‘fairness’ and ‘appropriateness’ of the SJT as a selection method. 
Finally, about 73% of the participants’ comments about the SJT in response to the open-ended question were positive. Some of the comments sate that SJT in general: ‘good test’, ‘excellent’, ‘very useful’, ‘clarifies the nature of teaching as a profession’, and ‘makes me more interested in teaching’.  Furthermore, some comments supported the appropriateness of the SJT for selecting candidates onto the ITEP: ‘must be implemented’, ‘better than the interview’, ‘better than just seeing results in secondary school’, and ‘could be included alongside the current tools’. However, few comments challenged the suitability of the SJT for use as a selection method, and the clarity of some of the items.
[bookmark: _Toc505090627]Discussion
Here, the findings are discussed and interpreted according to the aims of the study.
[bookmark: _Toc505090628]Key NCAs of Prospective Teachers in Oman 
We develop the SJT in Oman by firstly exploring the key NCAs that seen necessary for screening applicants into ITEPs. These attributes shaped the development of the SJTs items in Phase two. By involving key stakeholders (i.e. ITEPs’ tutors, school principals, supervisors, working teachers), results revealed a list of 29 attributes divided into five domains: ‘communication skills’ (seven attributes), organisation and planning’ (five attributes), ‘resilience and adaptability’ (six attributes), ‘enthusiasm and motivation’ (five attributes) and ‘professional ethics’ (six attributes). In a 10-point scale, participants rated highly the important to consider these domains in the selection process (8.92 ≤ M ≤ 9.24) to ensure the effectiveness of prospective teachers. 
The similarities and differences between the three domains found in the UK study and the five domains used in the current study offer a novel understanding of the influence of the national and cultural contexts on perceptions of the critical NCAs of effective teachers (Author(s), 2018). In addition, our findings align with the national educational policies and current practices in selecting and evaluating teachers in Oman. 
The first domain, ‘communication skills’, influences teacher and student outcomes (OECD, 2014). In Oman, the job description of a teacher clearly emphasises domain, and teachers are also annually evaluated on their relationships with the school, peers, pupils, and parents. The second domain, ‘resilience and adaptability’, has been shown to be related to teacher effectiveness (Gu and Day, 2007). The attributes related to this domain are clearly observed in the official documents relating to teaching in Oman. For example, teachers are required to accept advice and feedback and to show confidence. The third domain, ‘organisation and planning’ domain – is one of the important dimensions in the Pianta and Hamre CLASS framework (2009) of teacher effectiveness. The planning dimension is also required for teachers in Oman. Teachers are asked in their job description to prepare and present an annual timeline for their duties, and they are then evaluated according to their submitted plans. 
The fourth domain, ‘enthusiasm and motivation’ domain is strongly associated with teacher effectiveness in Oman. Several studies have shown that motivation is a significant matter for current working teachers and has a negative impact on students’ achievement in college (Al Harthy et al., 2013; Chapman et al., 2012). The emphasis of this domain in the Omani context reflects the need for enthusiastic and motivated teachers. Hobson et al. (2009) stated that a prior commitment to the profession is very important, and Keller et al. (2014) reveal that teacher enthusiasm positively predicts students’ interest. 
The fifth domain, ‘professional ethics’ has been used here as a translation of the Arabic ‘Akhlaqyaat Almihnah’, which is widely used in the education system in Oman. It appears in the first statement of the teacher job description. Campbell (2003) suggested that ethics lay at the heart of teacher professionalism, and Lumpkin (2008) stated that teachers must be viewed as morally sound role models for young people to follow, trustworthy, honest, and respectful. 
To conclude, the findings from a multi-step process in Phase one introduced a better understanding to the key attributes that related to teacher effectiveness in Oman and their important to be used in screening applicants into ITEPs. Although the current interview process used for admission ITEPs in Oman include questions about at least three of the five domains (enthusiasm and motivation, professional ethics, and communication skills), the outcomes of the interview process have little influence on the decision regarding acceptance onto the ITEP. This asserts the need to enhance the selection method to give the same attention to non-cognitive attributes as given to cognitive abilities. 
[bookmark: _Toc505090630]Exploring the Initial Properties of the Developed SJT
The study evaluated the initial proprieties of the test in terms of: (a) its reliability (internal consistency), (b) validity (correlation with the criterion measures), and (c) the applicants’ reactions to the content and the proposed use of the test as a selection measure. Our findings showed good reliability for the developed SJT, and some evidence of construct and concurrent validity was found. 
Correlation with the Big Five. Our results indicate a small correlation of between .1 and .3 for the participants' SJT scores and BFI scores. The significant correlation with conscientiousness and agreeableness might be explained by looking to their components and how they relate to the five domains shaping the SJTs. Conscientiousness, in the BFI, contains items related to self-control, active process of planning, organising, hardworking, responsibility, and the application of moral principles. Thus, it shares some of the attributes of at least three of the five domains: ‘enthusiasm and motivation’, ‘planning and organisation’, and ‘professional ethics’. Agreeableness, however, includes sympathy with others, eagerness to help, and unselfishness. Thus, it shares attributes with ‘communication skills’ and ‘professional ethics’. This assumption of the similarity between the attributes measured by the SJTs and the BFI factors needs further research. This result aligns with the findings of the meta-analysis by McDaniel et al. (2007) which found similar correlations for SJTs and Big Five traits. In Chan and Schmitt (2002), SJTs were also found to be significantly, albeit weakly, correlated with big five personality traits (r ranged from .19 to .29).  
Correlation with interview. Although the developed SJT and the interview both test the NCAs of the participants, the results illustrate a negative non-significant correlation between the scores (r = -0.17, p = .11). Our findings contradict those of Author(s) (2017a) in the UK which found a correlation of .29 with the overall interview score. A correlation of r = 0.52 was also found between applicant scores on the SJT and the multiple-mini interviews during the selection process in medical schools (Patterson et al., 2012a). The limitation in the current interview process might has an effect in the negative correlation with the SJT. Although the interview process for an ITEP in Oman targets the personality of the applicant, its validity has not – to our knowledge – previously been measured. We suggest that further research address this limitation and conduct the study during the admission process.
Correlation with GPA. The results show a medium positive significant correlation between the SJT and participant GPA (r = .31, p = .001). This aligns with previous studies on the relationship between NCAs, measured by the SJT, and students’ academic achievement, measured by GPA. In Lievens (2013), a video-based SJT measuring interpersonal behaviour had significant added value over cognitive tests for predicting interpersonal GPA and doctor performance. Furthermore, in some related systemic reviews and meta-analyses, the SJT has a correlation with cognitive abilities (Patterson et al., 2012a). This correlation was found to be 0.46 in the McDaniel et al. (2001) meta-analysis. However, working with a sample of employees, Chan and Schmitt (2002) found SJTs to be uncorrelated with cognitive ability (r = –.02). This variability in findings was examined by McDaniel et al. (2001), who found that SJTs based on job analyses and those with detailed questions were more highly correlated with cognitive ability.
Applicants' reactions. The content was declared relevant, of an appropriate difficulty, and fair most candidates. Specifically, the majority agreed or strongly agreed that the content of the SJT was relevant and fair for those applying for the ITEP and that the level of difficulty was appropriate. In the open-ended question, the majority of the comments were positive about the content of the SJTs. In general, the applicants’ reactions to the developed SJT – as content and as a selection tool – were positive. This positive reaction was also seen in the studies conducted in the UK (Author(s), 2014) and Australia (other & co-author, 2017). 
[bookmark: _Toc505090631]Limitations
Despite the promising findings, the study has limitations. The participants were a non-random sample of teachers, recruited from just one educational governorate. A further study should use a random sample from different regions and include other stakeholders to build the SJT. In addition, as it was not possible to conduct the pilot study at the selection stage, the participants in Phase four were not entirely fresh entrants. This overlap in participants may  had influenced  the correlation between the SJT and the other criterion measures (such as interview scores). In addition, the moderate and weak correlation suggest replicating the results with further studies with a bigger sample in a high-stake context. Finally, and to best predict the validity of the SJT, the current results should be correlated with measures related to teacher effectiveness. This was not possible in this study, but it is recommended for future research.
Conclusion
The findings from study contribute to an understanding of the educational context in Oman by showing how a new test of NCAs could enhance the current selection practices used for ITEP admissions. It reveals the importance of measuring the non-cognitive attributes of prospective teachers as early as possible; during the entrance to the ITEP. As a recommended solution, the SJT developed in this study could be considered an additional and promising selection measurement, benefiting from further studies and evaluation. 
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Figure 1. Example of an item used in SJTs (From Author(s), 2016)
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Figure 2. Model of the development of teacher effectiveness (in Author(s), 2017; adapted from Kunter et al., 2013).
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Figure 3. A summary of the four phases of the study
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Figure 4. Definitions of the five non-cognitive domains found in Oman
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Table 1

SJTs’ Correlation with the Other Measures
	
	Neuroticism
	Extraversion
	Openness
	Agreeableness
	Conscientiousness
	Interview scores
	GPA

	SJTs Total scores
	Pearson Correlation
	-.16
	.11
	.18
	.19*
	.29**
	-.17
	.31**

	
	Sig. (2-tailed)
	.10
	.26
	.06
	.04
	.002
	.11
	.001

	
	N
	104
	109
	108
	109
	111
	89
	121

	*. Correlation is significant at the 0.05 level (2-tailed).

	**. Correlation is significant at the 0.01 level (2-tailed).












Table 2 

Mean and standard deviation of Participants’ Feedback on the SJTs
	
	N
	Mean
	Std. Deviation

	1. Overall, the content of the SJT was clearly relevant to those applying for the ITEPs to be teachers in the future
	140
	4.50
	.835

	2.  Overall, the level of difficulty of the SJT was appropriate for those applying for the ITEPs to be teachers in the future
	140
	4.15
	.848

	3. Overall, the content of the SJT appeared to be fair for those applying for the ITEPs to be teachers in the future
	140
	4.00
	.890

	4. The SJT will help to differentiate between candidates applying for the ITEPs to be teachers in the future
	140
	3.99
	.944

	5. The SJT is a fair method that can be used as part of the selection process for candidates applying for the ITEPs to be teachers in the future
	140
	3.74
	1.01

	6. The SJT is an appropriate method that can be used as part of the selection process for candidates applying for the ITEPs to be teachers in the future
	139
	3.82
	.972

	7. The SJT is able to measure the NCAs that are necessary for teachers
	140
	3.86
	.918
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‘Communication skills — Candidate is humanistic in relation to others and demonstrates active listening. Candidate is

responsive to pupils’ needs and able to adapt the style of communication to suit recipients.

Organisation and planning — Candidate has the ability to manage competing priorities and display time management skills

effectively. Demonstrates good organisation and planning skills.

Resilience and adaptability — Candidate shows the ability to remain resilient under stress and challenges to own knowledge.

Demonstrates adaptability and the confidence to make decisions independently or seek help when necessary

Professional ethics — Candidate shows consideration for Islamic, Omani, and professional ethics. Demonstrates respect for

pupils and colleagues and treats others fairly. Accepts responsibility and is trustworthy.

Enthusiasm and motivation — Candidate is aware of national and job loyalty and shows strong and consistent desire to be a

teacher. Takes pleasure in teaching tasks and seeks professional development
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As students in your classroom begin a writing task, one of them, Kata, starts throwing paper around and
distracting the others. You know from previous incidents that Kata often becomes frustrated when she does
not understand how to complete activities; she often displays this by being disruptive.

Would you

+ Ask her to leave the class?

+ Show her how to get started on the task?

+ Encourage her by telling her that she is capable of completing the task?

+ Ask a passing teacher to talk to her?
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