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Some Historical Perspective

● Wise selection is the best means of improving the 
school system, and the greatest lack of economy 
exists wherever teachers have been poorly chosen.
– Frank Pierrepont Graves, NYS Commissioner, 1932

● This is, unfortunately, easier said than done
– Research goes back over 100 years:                            

J.L. Meriam “Normal School Education and Efficiency in 
Teaching,” Teachers College, 1906

● Progress is being driven by two factors
– Data, data, data, and more data
– Methods: research is becoming more strategic
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The Importance of the Pipeline

● First stage in building an effective teacher workforce
● However, it is really part of a continuous process

● Performing each stage 
well makes the next
stage easier!

Recruiting & Selection RetentionDevelopment, 
Assessment, Evaluation

Recruiting & Selection

Retention

Development
Assessment

Evaluation



Who Enters Teaching?

● Achievement of those entering the teaching 
profession has declined in many nations

● Potential explanations for this phenomenon:
– Greater labor market opportunities for women

• And, consequentially, spillovers onto men’s choices
– Decreases in the earnings in teaching relative 

to other occupations for college graduates
• Decline likely more severe for high achieving 

college graduates, given increased returns to skill
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Other Possible Culprit: Easy Grading

● Distribution of class grades by department
– Which academic department is the solid line?
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Source: Koedel (2011)



What Do Teachers Want?

● Research on the impact of salary/benefits 
on entry into teaching is quite mixed
– Difficult to find very clear (natural) experiments 

to disentangle salary from other factors
• Evidence from Massachusetts signing bonus 

program is somewhat discouraging

● Evidence is much clearer regarding the 
importance of geography and student 
characteristics to teachers in job search
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“The Draw of Home”



Teachers Care About Whom They Teach
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“Schools that experienced a repatriation of black [or poor, or low achieving] 
students experienced a decrease in various measures of teacher quality.”

“…experienced, high-scoring, and high-value-added teachers were 
relatively more likely to leave these schools.”

“…the first compelling evidence that the relationship between 
student demographics and teacher quality may be causal.”

“…decreases in the average quality of both black and white teachers”

“Researchers have found that high-
poverty schools tend to have teachers 

with lower qualifications than low-
poverty schools and that teachers tend 

to leave schools with low-achieving, 
poor, minority students, particularly 

when there are vacancies at schools 
with higher-achieving, affluent students.”

C. Kirabo Jackson. 2009. “Student Demographics, Teacher Sorting, and Teacher Quality: 
Evidence from the End of School Desegregation,” Journal of Labor Economics, 27(2): 213-256
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Opening New Doors to Applicants

● Alternative certification has played a major 
role in expanding entry to teaching in the U.S.

• Alternative routes still involve serious requirements for 
course taking during the first years of teaching

Source: Wyckoff et al. 2008



● Warm bodies are usually not the issue
– Roughly 60% with teaching degrees do not teach
– Median # applicants per vacancy in NYC > 25

• Caveat: variation across subject areas and schools

● Issues often are the quality of applicant pool 
and whether the best applicants get hired
– Evidence from LAUSD natural experiment
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Enough Applicants or Best Applicants?



What Do Schools Want?

● Research has focused on teacher supply
– Who enters the teaching profession and in 

which schools do they prefer to teach
● Demand may be as important as supply; 

which individuals do schools want to hire?
● Evidence suggests academic achievement 

is not valued greatly by schools in hiring
– Local ties seem more important

• New evidence from Hinrichs (2013) randomized 
teacher resume “audit” study is illuminating
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How Do Schools Make Hiring Decisions?

● Few systematic studies of how different 
school districts make hiring decisions
– Strauss (2000), Balter & Duncombe (2005), Liu 

& Kardos (2002), Liu & Moore-Johnson (2007)
● Personal interview is most common element

– >90% of teachers report being interviewed
– Multiple interviews often conducted

● Sample lessons are far less common
– Typically only 10-20% of teachers asked to 

teach a sample lesson as part of hiring process
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Who Should Schools Hire?

● There is no easy answer, no magic formula
to tell which individuals make great teachers
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● Type of certification, graduate education, 
exam scores, GPA, college selectivity, etc. 
are typically associated with (very) small, 
positive effects on student outcomes
– Caveat: most research has focused on elementary 

school students; evidence from NC that credentials 
and subject matter knowledge matter more in H.S.

● However, most many of these measures are 
correlated, and together they can be important
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Research on Traditional Credentials
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Non-traditional Predictors

● Typically available measures of “highly qualified” 
teachers do not predict teacher effectiveness well

● Recall the man who lost his keys in the dark and 
looks for them in the lamplight…

● Rockoff et al. (2008) – systematic look at non-
traditional predictors of teacher effectiveness
– Survey of new math teachers in NYC (G4-8)
– Result: no key single measure, but moderate power to 

distinguish teachers when pool measures into an index 



Rockoff et al. 2008: Survey Elements

● Academic Success and Cognitive Ability
– SAT/ACT scores, undergraduate institution and major, 

graduate education (if any), IQ
● Content Knowledge (Math)

– Test developed by Hill and Ball (2005)
● Personality (Big Five Inventory)

– Focus on conscientiousness and extraversion
● Self-efficacy (in teaching)

– Both general and personal beliefs
● Teacher Selection Instrument Score

– Haberman Star Teacher Evaluation PreScreener
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Rockoff et al. (2008): Main Results

Item 
Factor 1:

Cognitive Skills
Factor 2:

Non-Cognitive Skills
Passed LAST Certification Exam on 1st Attempt 0.2693 -0.0149
Barrons Rank of College (s.d.=1) 0.6043 -0.0845
Self-Reported SAT Math Score (s.d.=1) 0.6603 -0.15
Self-Reported SAT Verbal Score (s.d.=1) 0.6031 0.0182
Cognitive Ability (Percentile, s.d.=1) 0.5527 -0.0793
Math Knowledge for Teaching (s.d.=1) 0.6441 -0.0091
Teach for America 0.5732 0.2122
General Efficacy (s.d.=1) 0.4752 0.367
Haberman Total Score (s.d.=1) 0.3029 0.3574
Education Major -0.3422 0.234
Math or Science Major 0.0413 -0.2703
Teaching Fellow 0.12 -0.4366
Has a Graduate Degree -0.183 0.1301
Extraversion (s.d.=1) 0.0595 0.3655
Conscientiousness (s.d.=1) -0.1289 0.4398
Personal Efficacy (s.d.=1) -0.1154 0.518

Factor 1: Cognitive Skills (s.d.=1) 0.024 0.021
(0.010)** (0.055)

Factor 2: Non-Cognitive Skills (s.d.=1) 0.025 0.220
(0.010)** (0.052)**

Observations 82,977 1,117

Math
Achievement

Subjective
Evaluation
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New Evidence on Screening for Hires

● Spokane public schools recruitment pipeline 
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Source: Goldhaber et al. 2014



● Applications submitted online, including two 
essays, recommendation letters, and CV
– Submit multiple applications for different jobs

● First scored by central HR staff on a 21 point 
scale that is not job-specific
– Experience (6 points), skills (6 points), and 

recommendations (9 points)
● Schools request applications scoring above a 

cutoff level (e.g. 18 points), then screen 
applicants again using a 60 point rubric
– 10 categories, 6 points each
– Highest scoring applicants are then interviewed

Two Screens, One Cutoff
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Top Recruits Outlast, Outperform

20

Source: Goldhaber et al. 2014



Summing Up

● It is unlikely that any silver bullet exists for 
predicting teacher quality at the hiring stage

● Best approach: gather detailed data and 
regularly re-evaluate how to weigh different 
factors based on predictive performance

● There is still a lot we do not know!
– What does it take to shift the applicant pool?
– What would it take to get the best candidates 

into the schools that need them the most?
– How much would this all cost? 
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Thank You!



Raven’s Progressive Matrices



Math Content Knowledge Test


