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Grounded in research. Connected to practice

The goal of the Teacher 
Selection Project is to 
transform how teachers are 
selected, with the long-term 
goal of improving teacher 
effectiveness and student 
outcomes.

Our work:
• UK (England, Scotland, Northern Ireland)
• Australia (NSW DoE, UNSW, UoW)
• Canada (University of Alberta)
• Lithuania (Ministry of Education)
• Bulgaria (Teach for Bulgaria)
• Oman (SQU)
• Malawi (Ministry of Education; GIZ)
• Morocco (Ministry of Education; World Bank)
• Peru (Ministry of Education) 



Ways to improve the quality of the 
teacher workforce

Recruitment (and 
retention) Selection Teacher 

Education
Professional 

Development
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Responding to teacher 
shortages
Addressing recruitment 
policies
Reducing attrition rates
e.g., See & Gorard, 2019

Identifying key attributes
Predicting effectiveness
Improving selection 
methods
e.g., Klassen & Kim, 2019; 
Bardach & Klassen, 2019

Examining relationship 
between PD and 
teaching/learning 
outcomes
Exploring changes in 
effectiveness over time

Transforming teacher 
education
Research on effective 
ITE programmes
Attrition rates



Getting teacher selection right is important
• Countries will need to select almost 70 million teachers by 

2030 (UNESCO, 2016)

• Some teacher attributes develop with training and 
professional experience (e.g., self-efficacy)

• BUT some attributes (personality, commitment, 
motivation) are more resistant to change

• Selecting a single teacher represents a $2 million decision!



Teacher selection involves ‘cognitive’ and ’non-cognitive’ attributes

Cognitive attributes

‘Academic skills’ such as 
subject knowledge, 
intelligence, literacy and 
numeracy skills
(Relatively) easy to measure

Non-cognitive 
attributes

‘Soft skills’ such as 
motivation, commitment, 
personality, interactions 
with students
(Relatively) difficult to 
measure

Effective teachers



Three key non-cognitive attributes: UK
• Active listening, open dialogue, 

building relationships, 
demonstrates empathyEmpathy & 

Communication

• Manages competing priorities, 
displays time management, 
takes short- and long-term 
view

Organisation & 
Planning

•Resilient under pressure, ability to 
manage uncertainty, demonstrates 
judgment under pressure, can 
change lessons when required, 
confidence to make independent 
decisions

Resilience & 
Adaptability



Non-cognitive attributes for teachers: Malawi

Ideal 
teacher

Empathy & 
Communication

Organisation & 
Planning

Resilience & 
Adaptability

Integrity & 
Community 

Relationships
Motivation & 
Commitment

Reflection & 
Creativity

Autonomy



Research-based selection methods help promote…

• Better candidates (better suited to the classroom)
• Fairness (less unconscious bias in selection)
• Lower attrition in programmes and in professional practice
• Cost efficiencies in recruitment
• Professionalism in selection (candidates rate the experience 

highly) 
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Our research on teacher selection is of international interest! 



Review of methods for selection into professional training
Selection Methods Implications of the evidence

Academic records Predictive validity is high for success in training programme

Personal 
statements

Susceptibility to coaching and faking is high

Reference letters Little evidence of validity or reliability

Situational 
judgment tests

Provide incremental validity over other measures; cost-
effective for high-volume selection

Cognitive tests Small relation with teaching outcomes (Bardach & Klassen, 
2020)

Traditional 
interviews

Poor predictive validity; prone to bias

Multiple mini 
interviews and 
Assessment 
Centres

With trained interviewers, independent stations, and 
standardised questions, can be reliable and valid



Question: What is the validity of existing teacher selection 
methods?

(Answer: Quite poor!)



Best practice: Using situational judgment tests 
(SJTs)

• SJTs are a measurement method designed to assess judgment in 
work-relevant situations:

– Developed to help select medical students

– Present challenging classroom situations 

– Candidates make judgments about possible responses 

– Scored against a pre-determined key
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Text SJTs (paper-and-pencil or computer) 



Mobile-phone administered SJT

• SJTs can be tailored to a particular 
cultural context 

• An SJT typically takes about 30 
minutes for candidates

• Candidates reactions are positive



Scenario: You are teaching a Standard 3 English class. Your class has 90 learners; however,
you have only 3 English learner books to use in a reading lesson. You want to make sure
that all learners have a chance to read.What should you do?

A. Give the three books to three of your best learners 

B. Write the reading passage on a chart so that all learners can read

C. etc.

Context matters: Example SJT (from Malawi)



Hot-off-the-press research on SJTs! (published 2020)

Can we improve how we screen applicants for initial teacher
education?

Robert M. Klassen*, Lisa E. Kim, Jade V. Rushby, Lisa Bardach
University of York, UK

h i g h l i g h t s

! A test for screening applicants to teacher education was developed.
! Internal consistency of the test was acceptable.
! The test was significantly correlated with interview performance.
! The test was more predictive of interview performance than current screening methods.
! High scorers on the test performed better at interview than low scorers.
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a b s t r a c t

Identifying the best possible candidates for initial teacher education (ITE) programs is one of the first
steps in building a strong teacher workforce. We report three phases of development and testing of a
contextualized teaching-focused situational judgment test (SJT) designed to screen applicants at a large
and competitive ITE program in the U.K. Results showed that the SJT was a reliable and predictive tool
that enhanced existing screening methods. We suggest that using state-of-the art methods to help make
admissions decisions could improve the reliability, validity, and fairness of selection into ITE.
© 2019 The Authors. Published by Elsevier Ltd. This is an open access article under the CC BY-NC-ND

license (http://creativecommons.org/licenses/by-nc-nd/4.0/).

1. Introduction

One of the first steps in the development of an effective teacher
workforce is to identify applicants who first, are likely to succeed in
an initial teacher education (ITE) program, and second, are likely to
experience success as practicing teachers. Evidence for individual
differences in the developmental trajectory of teachers is persua-
sive (Atteberry, Loeb,&Wyckoff, 2015; Chetty, Friedman,& Rockoff,
2014; Hanushek & Rivkin, 2012; Xu, €Ozek, & Hansen, 2015), with
both cognitive attributes (e.g., academic ability, subject knowledge,
pedagogical knowledge) and non-cognitive attributes (e.g., inter-
personal skills, personality, and motivation) hypothesized to
contribute to these differences (Klassen & Tze, 2014; Rockoff, Jacob,
Kane, & Staiger, 2011). Collecting robust data on applicants’ cogni-
tive attributes at the point of selection into ITE is comparatively
straightforward, with academic records from university and

secondary school widely available to selectors, and tests of aca-
demic ability and subject knowledge available from awide range of
sources (e.g., ETS Praxis, n.d.).

Assessing applicants’ non-cognitive attributes in a way that is
reliable, predictive, fair (more objective and less prone to inter-
viewer bias) and efficient (in terms of time and cost) is more
difficult. The importance of teachers’ non-cognitive attributes can
be traced to the very beginning stages of training and professional
practice (Bastian, McCord, Marks, & Carpenter, 2017; Watt,
Richardson, & Wilkins, 2014), but identifying and assessing these
attributes at the point of selection has proven to be methodologi-
cally challenging and time-consuming, with weak relations be-
tween selection methods and subsequent teacher effectiveness
(Klassen & Kim, 2019; Bieri & Schuler, 2011; Rimm-Kaufman &
Hamre, 2010). The assessment of non-cognitive attributes for se-
lection into ITE is not often critically examined, but when it is, re-
sults show low predictive validity (e.g., Casey & Childs, 2011;
Klassen & Kim, 2019). The novel contribution of this article is that
we describe (to our knowledge, for the first time) how a method-
ology used to assess non-cognitive attributes for selection in other
professional fields (e.g., in business or medical education) can be
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Multiple mini-interviews (MMIs)

– Three key features: MMIs consist of multiple brief, independent
interviews scored systematically

– Target specific attributes (e.g., integrity, professionalism, 
commitment to the profession)

– Strong evidence base
– Used internationally to improve interviewing



Multiple mini-interviews (MMIs)
– Robust track record in other fields (e.g., selection into medical 

school, nursing, midwifery, pharmacy) 
– Strong evidence base: high reliability and predictive validity (e.g., 

Eva et al., 2009)
– Applicants rate MMIs highly – applicants can ‘recover’ from a 

bad station

In education, MMIs have hardly been tested and implemented; they 
are a leading-edge selection method with a good research base

***Our research (2019-2020) with over 1000 applicants shows 
that MMIs are reliable, are rated favourably by applicants, and can 
be delivered at scale



Top tips for teacher selection

1. Spend time on identifying key attributes that you want to 

measure during selection

2. Collect ongoing data on selection methods – base your 

methods on the best possible evidence 

3. Do not rely on cognitive measures only – non-cognitive 

attributes are at least as important!

4. Use evidence-based selection methods 





Interested in finding out more?

• Using SJTs for teacher selection
• Using MMIs for teacher selection
• Scenario-based learning tools

Our website: https://www.teacherselect.org/

Email: robert.klassen@york.ac.uk

https://www.teacherselect.org/

