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Minimum Standards Reference (Handbook page 66) 

 
Category: Teachers and Other Education Personnel 
Standard 1: Recruitment and selection 

 
A sufficient number of appropriately qualified teachers and other education 

personnel is recruited through a participatory and transparent process based 
on selection criteria that reflect diversity and equity. 
 

Key indicators  
, Clear and appropriate job descriptions are developed prior to the 

recruitment process (see guidance note 1). 
, Clear guidelines exist for the recruitment process. 
, A selection committee, including community representatives, selects 

teachers based on a transparent assessment of candidates’ competencies 

and considerations of gender, diversity and acceptance by the community 

(see guidance notes 2-5). 
, The number of teachers recruited and deployed is sufficient to prevent 
over-sized classes (see guidance note 6). 

 
Guidance note 2.  

Experience and qualifications: in an emergency, the aim should be to recruit 
qualified teachers with recognised qualifications but, in some situations, 
those with little or no experience will need to be considered. Training will 

therefore be required in these cases. If qualified teachers no longer have 
certificates or other documents, it is important to provide alternative means 

of verification, such as testing of applicants. While the minimum age for 
teachers should be 18, it may be necessary to appoint younger 
teachers. In some situations, it is necessary to proactively recruit 

female teachers and to adjust the recruitment criteria or process to 
promote gender parity, where possible and appropriate. 

 
Background/ Rationale:  
 

In many emergency situations, it is easier to recruit male teachers than 
women, and unless specific measures are taken, this can mean that schools 

are dominated by male teachers and administrators. Although male teachers 
may be very supportive of girls’ education, and may pose no specific barrier 

to girls’ enrollment in some contexts, in others, the dominance of male 
teachers can create learning environments which meet the learning, social 



and emotional needs of boys, but are not very supportive for girls. In some 
communities, especially conservative ones, if there are no female teachers at 

all, parents are unlikely to send their daughters to school. Male teachers may 
create protection risks for girls, especially if there are no codes of conduct 

and/or other professional guidance available. Furthermore, where there are 
no female role models, supportive figures or advocates for them in school, 
girls may be de-motivated and inclined to drop out of school.  

 
Reasons for the dearth of female teachers vary from place to place, but often 

include a lack of sufficiently qualified or educated women in the location and 
few women able to work in the language of instruction. If becoming a teacher 
depends on residential training programs far from home, this is also a barrier 

for many women. Where there are suitably qualified candidates, women may 
not be attracted into the teaching profession because more lucrative earning 

opportunities exist elsewhere and/ or because of other commitments and 
pressures, especially family and household chores and the perceived heavy 
workload for teachers. 

 
Promising Approaches 

 
Some ways of addressing these issues that have been tried – or at least 

discussed in different contexts include: 
 
Recruitment  

• Recruiting local women and providing training in the local area so 
teachers can attend on a daily basis 

• Engaging with the husbands and families of potential women teacher 
candidates to ensure they understand the importance of the role 

• Developing media campaigns which focus on the importance of 

teachers in communities and societies and emphasize the importance 
of the involvement of both men and women in education  

• Working with secondary school girls to raise their interest in being 

teachers  -for example to link them with primary schools where they 
can volunteer and help the teachers with different activities 

• Providing bursaries and other incentives to women to attend pre-
service training  

• Working with local women’s groups to help in the identification of 
potential women teachers, and in providing support to her and her 
family to enable them to become teachers, for example by sharing out 

women’s farming, wood collection etc responsibilities 
• Recruit women ‘classroom assistants’ or teaching assistants with lower 

levels of education, and provide ongoing training, opportunities to 
complete their own education whilst they are working, and then 
support their transition into a full teaching role. 

• Explore possibilities for the provision of quality childcare for women 
teachers in a space near to the school– for example, through the 

support of a local women’s organization, the PTA etc 
 



Retention and Professional Development  
• Try to ensure that there are at least 2 women teachers together in the 

same school and encourage them to work together and support each 
other professionally 

• Create networks of women teachers in other nearby communities 
• Ensure that professional development opportunities are accessible for 

women  

• If necessary, provide additional professional development 
opportunities for women teachers to focus on particular issues of 

priority to them 
• Try to ensure that there are women teacher supervisors who can offer 

support and be role models to women teachers 

• Ensure that male teachers and administrators are sensitive to women’s 
experiences, are respectful and supportive of them in school  

• Provide additional encouragement and if necessary training and 
mentoring for women teachers to advance in the profession and, for 
example, to become head-teachers. For example, mentors (with 

experience in teaching/ education field) can be attached to female 
teachers, to “assist them grow in the profession by continuously 

mentoring them1.   
• Provide life skills training to women focusing more on self awareness, 

self esteem, confidence building and leadership. 
 

 

Issues to Consider  
 

It is important to acknowledge that it is not just increases in the numbers of 
women teachers which is going to improve gender equality in education. 
Strategies to recruit and retain women teachers have to be developed within 

holistic gender equality frameworks which also have a focus on the 
empowerment of women and girls. This means that the women teachers – or 

classroom assistants need support to develop their understandings of gender 

equality and their skills in working to promote it. Male teachers and 
administrators also need to have similarly well-developed understandings of 

gender equality and be committed to working towards it in their schools. 
Creating gender policies in schools – which cover a number of gender related 

issues, including sexual harassment by students and teachers - is one way of 
doing this. Comprehensive institutional gender assessments can assist to 
assist schools to assess their gender responsiveness and then to make plans 

to make improvements accordingly. 
 

Training and professional development for male and female teachers should 
also be as responsive as possible to their different experiences and gender 
needs. This may mean including some new topics into the curriculum in 

addition to basic gender theory and practice, such as reproductive health, 

                                                 
1 In Somalia, for example, mentors are under the MOEs or NGOs and they continuously offer in-service 
training/mentoring to untrained teachers 



gender-based violence, child protection. It is important not to give the 
impression that gender is always ‘women’s problem’ and so also to discuss 

men’s gender roles and relationships, and the opportunities and challenges 
these create for teachers. Using female trainers may encourage and inspire 

women teachers and help them to imagine a long term career in teaching for 
themselves. 
 

At the same time as working to ensure that women teachers are fully part of 
the school community and fully involved in the decision-making processes, it 

may also be important – especially if there are very few, isolated women 
teachers - to ensure there are complaint/ referral channels or mechanisms 
set up to ensure that if needed, women teachers have an accessible place/ 

person in whom to raise points of concern, and maybe entrust information 
about malpractice, favoritism, even sexual exploitation and abuse. The exact 

structure/ process for that will depend on the context – whether for example 
it is a government or NGO-supported school, whether the parents’ committee 
(PTA or such-like) is a legitimate and potentially-supportive structure etc.   



Mini Case Studies   

Recruiting and training Classroom Assistants 
in Guinea and Sierra Leone 

 
The Classroom Assistant program was initiated by the International Rescue 

Committee (IRC) in Guinea in 2002, and soon afterwards, adopted by IRC 
Sierra Leone in their education programs for Liberian refugees. Although 

there was no documentation of actual abuse and exploitation within the 
IRC programs, a UNHCR/Save the Children UK report (2002) drew 
attention to the widespread manipulation of girls into sexual relationships 

with teachers in exchange for good grades or other in-school privileges. It 
was therefore critical to address the male domination of the schools in 

order to create more protective conducive learning environments for girls. 
Although a long term gender equality intervention is to recruit more 
women teachers to the schools, this was impossible in the short term 

because of the few refugee or local women with the level of schooling and 
the time, family support and resources required to become a teacher. Well 

educated women are usually recruited for more lucrative positions in the 
UN, NGOs, or other agencies in the camps. Others are unable to leave 
family duties or other better paying income generating activities. This is 

especially true for the many refugee women who are single mothers, or 
who have lost their husbands to the conflict in Liberia. 

 
There are flexible entry requirements (Grade 9 education) to become a 
Classroom Assistant and so the position is open to a larger number of 

refugee women. Women who are selected participate in a short 2 – 5 day 
training workshop, which includes lesson planning, team teaching, tracking 

girls’ grades and attendance and report writing, in addition to prevention 
of sexual abuse and exploitation, child rights and child protection topics. 
Communication and counseling skills are also included in the training. The 

assistants are then deployed to Grade 3-6 classes and expected to be in 
class with the students all day, every day. They are visited on a regular 

basis by IRC supervisors, to whom they submit monthly reports detailing 
girls’ attendance, activities and home visits. 
 

The Classroom Assistants have an explicit mandate to mitigate abuse and 
exploitation of students, but more broadly the program was also designed 

to create more conducive, girl-friendly learning environments and support 

quality learning for all students. One critical task the assistants perform is 
the collection and safe-keeping of the class grades from the teacher. This 

means that the students do not deal directly with the teacher about their 
grades and therefore helps to avoid situations in which teachers can 

manipulate and exploit girls for sex in exchange for altering their grades. 
Additionally, assistants monitor attendance and follow up on absences with 

home visits. They also help the girls with their studies in addition to 
supporting health education activities, and some social club activities such 
as needlework, games and sports.  

 
For many of the Classroom Assistants, the job means an opportunity for 

them to continue their own education; they are also encouraged to attend 
evening classes to complete their secondary school studies, to participate 
in different teacher trainings and eventually become teachers themselves. 



 
 

The Gender Equity Support Project of the  
Sudan Basic Education Program 

 

In South Sudan it is estimated that only about 6% of teachers are women, 
and about 1% of head-teachers. This means that the education provision 

is heavily oriented towards the experiences and needs of boys, and that 
there are few role models and women to promote more girl-friendly school 
environments and to encourage girls to continue their studies. The Gender 

Equity Support Project of the Sudan Basic Education Program provided 
assistance for girls in secondary schools and for women in teacher 

education programs in order to increase the number of women teachers. 
The program provided a school fee subsidy for girls, provided money for a 
school-based committee including girls, teachers and parents to purchase 

items to meet the particular needs of the girls and women (for example, 
soap, basins, schoolbooks, torches). A third of the money was then 

allocated to purchase items or make improvements in the learning 
environment which would be of benefit to all students, such as the 
purchase of library books, stools etc. In order to qualify for the money, the 

institution had to prepare an institutional gender assessment, and go 
through a process of participatory action planning in order to ensure that 

the decisions made about how to spend the money did reflect the views of 
the girls and women and targeted priority needs. All girls and women were 

also provided with a ‘comfort kit’ comprising reusable sanitary pads, 
underwear, soap and later a booklet on menstruation and reproductive 
health was also added. Schools with no female teachers were also 

encouraged to identify a mentor for the girls – a local woman who could 
come to the school on a regular basis and be there for them to share any 

questions, concerns, ideas etc. Communication materials with positive 

messages about women teachers and their roles in the New Sudan were 
also developed, targeted at young women. 

 
In the life of the program, significant results were achieved, including 

increased enrollment and retention of girls in participating institutions, 
increased awareness of teachers and school personnel of the needs of 
girls. It is hoped that the girls who have been encouraged to stay in school 

and complete their studies will be encouraged to become teachers 
themselves. A follow up of the project should focus on the linkages 

between the girls completing secondary school and the teacher training 
programs as well as on encouraging secondary school girls to team up 
with any local women primary school teachers to assist them in the 
classroom and – it is hoped -  to be encouraged to also become a teacher.  
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