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Key Minimum Standards Reference  

 

Teachers & Other Education Personnel Standard 1: Recruitment and Selection 

(Handbook page 66) 

 

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. 

 

Additional Minimum Standards linkages 

 

Teaching and Learning Standard 1: Curricula 

(Handbook page 56) 

Culturally, socially and linguistically relevant curricula are used to provide formal and 

nonformal education, appropriate to the particular emergency situation (especially see 

Guidance note 9, p 59 with reference to gender) 

 

Teaching and Learning Standard 2: Training 

(Handbook page 59) 

Teachers and other education personnel receive periodic, relevant and structured 

training according to need and circumstances. 

 

Teachers and Other Education Personnel Standard 2: Conditions of Work 

(Handbook page 67) 

Teachers and other education personnel have clearly defined conditions of work, follow 

a code of conduct and are appropriately compensated. 

 

Teachers & Other Education Personnel Standard 3: Support and Supervision 

(Handbook page 69) 

Supervision and support mechanisms are established for teachers and other education 

personnel, and are used on a regular basis. 

(especially see Key Indicator:  Appropriate and accessible psychosocial support and 

counselling are provided to teachers and other education personnel, as needed. 

                                                 
1 This Gender Strategy Sheet was developed specifically in response to the particular gender equality 
challenges discussed by members of the Philippines Education Cluster at the INEE/ Education Cluster 
training, ‘Addressing gender inequalities in and through education in emergencies, post-crisis and contexts 
of fragility', April 4, 2008, Manila, Philippines. 



 

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. The INEE Minimum Standards are particularly attentive to 

the frequent need to take proactive measures to increase the number of women in 

schools. However, in certain contexts, such as the Philippines, teachers are 

predominantly women and it is hard to ensure that there are male educators at the 

different levels of the system. A quality education system requires the full contributions 

of men and women and especially so in the challenging contexts of emergency, chronic 

crisis and early reconstruction.  

 

Men and women are needed in schools to, for example: 

- provide positive messages of the equal contributions to society of men and 

women in disaster risk reduction, response and reconstruction; 

- provide role models of positive, non-stereotyped masculinities and femininities 

for boys and girls; 

- to engage effectively with male and female parents and community members to 

encourage their active involvement in education; 

- to be available to provide gender-sensitive protection advice, guidance and 

provide the necessary social and emotional support to disaster-affected male and 

female youth; 

- to enable both men and women to benefit from the psychosocially supporting 

experience of teaching and contributing to one’s community  

 

The reasons for the lack of men in schools varies, but may be related to factors such as: 

more economically rewarding positions available elsewhere (especially in reconstruction 

contexts in construction and other infrastructure related fields); higher status positions 

in other fields; perceptions of education (especially primary education) as ‘women’s 

work’ and so not appropriate for or of no interest to men. Also significant is the ‘vicious 

circle’ that exists when boys drop out of school and so are not in the pool of potential 

teacher candidates. More in-depth, qualitative research and data is required to inform 

education policy or planning but it is also thought that when men who are affected by 

disasters do not have opportunities to ensure their own psychosocial well-being there is 

a tendency to disengage and not to become involved in social activities such as teaching 

and working with children.  

 

These issues require long term responses – and will not be solved in short term 

emergency programming. However, it is also understood that crisis situations can also 

create some opportunities for change – and especially related to gender. Crisis situations 

often create shifts in gender patterns and in the distribution of different roles and 

responsibilities- sometimes creating opportunities to initiate new patterns and new, 



more equitable structures and process, which can be integrated into longer term, 

institutionalized change. This is the case with gender equity in the teaching profession. 

 

Possible Approaches 

 

To date, there has been little attention to this challenging gender equality issue. Few 

examples of good or promising practice are available. However, drawing on work from 

other sectors and other contexts, the following suggestions are made: 

 

Recruitment  

• Recruit local men and older male youth to assist in recreational and other non-

formal education activities in Emergency Spaces for Children or emergency 

schools; 

• Recruit men as tutors or mentors to assist learners who are out of school with self 

learning modules (especially as this can be done in the evenings or weekends in 

addition to other work); 

• Recruit men and older youth as mentors/ ‘buddies’ for boys at risk (eg of 

recruitment into fighting forces);  

• Engage male community members and professions in timely lifeskills and other 

learning sessions focused on specific skills and information (eg water safety) 

• Engage male students in universities and colleges (especially those studying 

education) in different outreach programs in schools and learning spaces in 

emergency-affected areas  (which may also encourage male high school 

graduates to go into teaching) 

• Develop 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;  

• Work with secondary school boys to raise their interest in being teachers  -for 

example to link them with primary schools where they can volunteer and help 

the teachers (especially male teachers) with different activities;  

 

Retention and Professional Development  

• Try to ensure that there are at least 2 men teachers together in the same school; 

• Try to encourage men affected by disaster to network and share professional and 

personal challenges with colleagues;  

• Ensure that emergency teacher training, especially on psychosocial well-being, is 

attentive to men and women’s particular concerns and coping mechanisms, and 

engages both in consideration of how best to support boys and girls affected by 

disaster; 

• Especially in contexts of violence, predominantly aggressive masculinities and in 

the presence of militarized male role models for youth, develop strategies for 

male teachers and volunteers to counter these with alternative models for boys 

and young men 



• Ensure that there are pathways open for volunteers from an emergency response 

period to subsequently access formal training and enter the teaching profession 

(eg distance learning programs, modular programs over time, evening courses) 

 

Issues to Consider  

 

Working to increase the number of men involved in education should not compromise 

the safety and security of male of female students, nor create protection or harassment 

issues for female teachers. It is recognized that male teachers or learning facilitators may 

create protection risks, especially for girls, and especially if recruitment and deployment 

has been rapid and no codes of conduct and/or other professional guidance available. As 

highlighted in the INEE Minimum Standards (Standard 2, Teachers and other education 

personnel), recruitment of all volunteers and professions in education should be done 

with a clear job description and code of conduct; high expectations for professional 

conduct and accountability should not be compromised (see sample Teacher’s Code of 

Conduct in Handbook page 70). Processes and sanctions should be in place in the case of 

violation. 

 

Neither should attempts to engage men in emergency education programs negate or 

detract from any very positive traditions and patterns of women’s volunteerism and 

ability to manage family responsibilities, their own psychosocial well-being and to 

contribute to the community. Continuing to recognize the multiple gender challenges 

that women in education face is also important – for example with the provision of 

childcare, with the opportunities for sharing and networking with other women, 

recognition of competing priorities from family and work in the timing of training and 

professional development opportunities, support for career development to ensure 

equality at all levels of the system. 

 

It is important to acknowledge that it is not just increases in the numbers of men 

teachers which is going to improve gender equality in education. Strategies to recruit 

and retain men teachers have to be developed within holistic gender equality 

frameworks. This means that men and women teachers – and volunteers, assistants, 

para-teachers etc- need support to develop their understandings of gender equality and 

their skills in working to promote it. 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. 

 

Mini Case Studies   

 

Other Reference Documents  

 


