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This study conducts various economic approaches implemented worldwide to augment teachers’ recruitment and retention. It commences by situating the criticality of teacher recruitment and retention within the broader ambit of educational expansion and reform worldwide. Each nation prioritizes recruiting and retaining high-caliber educators, acknowledging the critical role that remuneration and additional professional opportunities play in attracting and sustaining individuals within the teaching profession. This systematic literature review analyzes the Economic approaches to teacher recruitment and retention. Using the PRISMA (Preferred Reporting Items for Systematic Review and Meta-analysis Protocols Statement), this literature review is those articles successfully published between 2017 and 2023. The study uses two well-known internet sources: Web of Science and Scopus. There are 215 publications, including 15 papers with the most citations for this thorough literature study. This study emphasizes the importance of economic incentives, such as salary and professional development opportunities, in attracting and retaining skilled teachers in educational institutions. This study finds that policymakers and educational administrators worldwide have pertinent insights and data poised to aid in formulating more efficacious economic strategies for recruiting and retaining teachers. The recommendations are based on a nuanced understanding of the interplay between financial factors and educational efficacy, seeking to inform future policy directions and academic discourse in this field.
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1 Introduction

Teaching effectiveness in a school depends on several variables, including appropriate resources, instruction, and instructional leadership, but is often guided by people who work in the classroom. Staffing teachers in classrooms, in effect, is a result of both recruiting and retention activities. The rationale for this inquiry stems from the fundamental importance of education to the worldwide economy and society. According to Oyshi et al. (2021), the quality of education significantly impacts a nation’s economic growth rate. The crux lies in recruiting and retaining teachers, which is increasingly receiving attention in educational research. Shiddike (2020) noted that the education system worldwide has specific challenges in maintaining a competent and proficient teaching workforce.

These issues are exacerbated by policy and economic constraints. This study examines the dynamic relationship between economic theory and educational practice in this context, explicitly emphasizing worldwide. Manundu (2023) has identified cash incentives, career advancement opportunities, and improved working conditions as effective strategies for retaining teachers in their positions. The objective is to provide policymakers, teachers, and researchers with ideas grounded on rigorous research and applicable in practical settings (Islam and Chowdhury, 2021). However, it would assist them in formulating effective strategies for enhancing education worldwide. The supply and demand model is essential for attracting and maintaining employees. Worldwide, the pool of prospective teachers is determined by monetary compensation and non-monetary employment characteristics (World Health Organization, 2010).

Extensive studies indicate that future and present teachers respond to salary increases (Murnane et al., 1989; Borman and Dowling, 2008; Rothstein, 2015). However, the magnitude of this impact remains uncertain due to little investigation. Non-monetary variables that impact the supply of teachers include their school location, proximity to their school, and the accessibility of the teaching profession (Lentini et al., 2023). The emotional satisfaction experienced by teachers in the classroom plays a significant role in their job retention. The need for teachers and the structural limits through which such demands are articulated often impact the teacher population (Lyons and Zhang, 2023).

The number and characteristics of teachers demanded depend on many variables, including student school enrollment, teacher attrition, and the capacity and desire to compensate for teaching (Rothstein, 2015). Recruiting and retaining teachers is crucial when discussing the quality and fairness of education. Teachers are essential to educational systems since they have a central role in influencing student outcomes and determining the quality of education (Darling-Hammond et al., 2017).

Nevertheless, (García and Weiss, 2019a,b) noted that hiring and keeping skilled educators presents considerable obstacles worsened by insufficient pay, elevated work pressure, and insufficient chances for professional growth. These issues not only undermine the stability of the teaching personnel but also hinder the attainment of educational objectives. These techniques are based on the assumption that economic variables considerably impact teachers’ career choices and retention rates (Podolsky et al., 2019a,b). Hence, it is crucial to evaluate the efficacy of these measures to formulate policies that might improve the rates of teacher recruitment and retention.

This study aims to thoroughly gather, combine, and evaluate the current research on economic strategies for recruiting and retaining teachers. The goal is to identify gaps in the existing research, provide valuable insights into the effectiveness of various monetary policies, and offer recommendations for policymakers, educational leaders, and stakeholders. Factors such as institutional restrictions, the expertise, and efficiency of recruiting officials, available information on training individual teachers, budgeting for expenditures, qualification and licensing policies, tenure policies, and teacher contract requirements can all influence the global ability to recruit and retain teachers summarizing the main questions, which are:


RQ1: What are the impacts of economic strategies on teacher recruitment and retention globally, and how effective are they in addressing challenges across different contexts?
 



2 Literature review


2.1 Defining teacher recruitment and retention

Teacher recruitment is the systematic procedure of enticing and choosing competent persons to occupy teaching posts in schools or educational organizations (Ingersoll, 2020). However, See et al. (2020) noted that this process involves diverse tasks, such as promoting job openings, reaching out to possible applicants, evaluating applications, conducting interviews, and eventually choosing people for employment. The efficacy of teacher recruitment endeavors hinges on the educational systems’ capacity to attract a substantial pool of candidates and discern and employ individuals with the requisite qualifications, skills, and dispositions to positively impact student learning and the institution’s educational objectives (Washington-Lawson, 2021).

Teacher retention refers to the strategies and practices employed by educational institutions to encourage teachers to remain in their positions for an extended period (Reitman and Karge, 2019). According to Sawaneh and Kamara (2019), retention strategies focus on creating a supportive and fulfilling work environment that addresses teachers’ professional, financial, and personal needs. These strategies include competitive salary packages, opportunities for career advancement, effective management, a positive school atmosphere, and initiatives that promote a healthy work-life balance. Furthermore, maintaining a stable and skilled teaching staff is essential for improving student performance and ensuring consistency in educational programs (Sadler, 2017). Both teacher recruitment and retention are influenced by various factors, including the supply and demand of teachers. Effective recruitment and retention methods are vital for addressing teacher shortages, enhancing the quality of education, and ensuring equitable educational opportunities for all students.



2.2 The supply of teachers

The supply of teachers refers to the availability of qualified individuals willing and able to offer educational services at various levels of the educational system (García and Weiss, 2019a,b). This concept encompasses the current pool of teachers within a given school area or educational sector and the potential inflow of new teachers through education and training programs. However, Loeb and Myung (2020) find that the supply of teachers is influenced by many factors, such as wages, working conditions, psychological benefits and costs, school location, and barriers to entry, which can adequate for maintaining educational quality, meeting student learning needs, and achieving educational equity.

Teacher supply and demand dynamics are complex and multifaceted, requiring careful monitoring and strategic planning by educational authorities and policymakers (George and Wooden, 2023). However, the efforts to enhance the supply of teachers should include initiatives to improve teacher training and professional development, increase salaries and benefits to make the profession more attractive and implement targeted recruitment strategies.


2.2.1 Wages

Wages are the monetary compensation employers pay employees in exchange for their labor (Lazear, 2018). Extensive study indicates that individuals are more likely to choose a teaching career when teachers’ starting income is comparatively high compared to other occupations (Han et al., 2018; Chiong et al., 2017; Ingersol et al., 2018). Drawing on several data points, García and Weiss (2019a, 2019b) noticed that highly trained teachers are especially vulnerable to shifts in comparable pay. Over time, higher levels of teacher remuneration have been linked to shifts in teacher productivity (Feng and Sass, 2017). Wages can also affect retention, which is strongly related to the choice to keep teachers (Podolsky et al., 2019a,b). While a teacher responds to wages, a significant part of the variance in teacher compensation occurs within districts representing variations in alternative pay, not within labor markets.



2.2.2 Working conditions

Working conditions significantly impact the complexities of the labor market for teachers. While salaries can help compensate for challenging working conditions, implementing a consistent compensation scheme comparable to that of other countries at the national level could enhance the attractiveness of the teaching profession (Stromquist, 2018). Teachers’ working conditions encompass various factors that influence their job performance, including the physical environment, classroom size, availability of resources and technology, level of administrative support, student-to-teacher ratios, and safety measures (Loeb and Myung, 2020). These elements are crucial in teachers’ ability to provide high-quality education, job satisfaction, and overall well-being. According to De Jong et al. (2017), approximately 37% of teachers in the USA leave their positions due to frustration with their administrators.

Furthermore, Averill and Major (2020) found that the perception of school leadership is closely linked to first-year teachers’ belief in the importance of maximizing their efforts, their commitment to their career choices, and their motivation to continue teaching. Effective administrators can create a positive work environment, as poor school conditions often contribute to high employee turnover (Bayer, 2017). The assessment systematically evaluates the factors that influence teacher retention and satisfaction, focusing on leadership support, resource availability, professional development, and facilities. Typically distributed online, this assessment ensures anonymity and voluntary participation, encouraging honest responses. The results can help districts identify areas for improvement, such as enhancing instructional support or optimizing workloads (Averill and Major, 2020). The insights gained can ultimately inform policies to create a supportive work environment that enhances teacher commitment and retention. Additionally, factors such as physical infrastructure, the availability of textbooks and equipment, opportunities for career development, parental involvement, and the consistency and adequacy of teacher training can influence student attrition and shape teachers’ perceptions of classroom environments.



2.2.3 Organizational support

Tangible aspects of the workplace play a role in attracting teachers, but many educators are influenced by less tangible factors related to their roles. Rumschlag (2017) found that novice teachers who feel a lack of accomplishment in their interactions with students are less likely to view teaching as a fulfilling profession and are more inclined to leave the classroom. Teachers who see themselves as effective with their students and who work in schools that provide support such as teaching resources, professional development opportunities, adequate facilities, and comprehensive frameworks for student learning are less likely to leave their schools compared to those who do not receive such organizational support. Similarly, Palmer (2017) observed that new teachers who decided to continue in their roles found their primary source of happiness in believing they were positively impacting their students’ lives. When deciding to stay, resign, or transfer to another school after their first year, teachers prioritize their sense of potential success with their students (Henry and Redding, 2020).



2.2.4 School location

The school location significantly influences teacher retention for many crucial reasons. The school’s location greatly influences teachers’ daily commute, affecting their work-life balance and job satisfaction; furthermore, the socioeconomic attributes of the region might impact the extent of community backing and resources accessible to educators, thus influencing their professional growth and inclination to remain (Rahman, 2019). Moreover, the safety and general ambiance of the place might affect a teacher’s feeling of contentment and dedication to their profession. However, Chatrakul Na Ayudhya et al. (2019) noted that the expenses associated with living in the surrounding area might affect a teacher’s economic security, affecting their choice to either stay in their current role or pursue work elsewhere. Ultimately, a school placement of a school is a complex element that significantly impacts teachers’ ability to remain in their positions by influencing several parts of their personal and professional circumstances.



2.2.5 Barriers to entry

Historically, the standard requirement for teaching in public schools worldwide has been a minimum of a bachelor’s degree, followed by obtaining a government teaching certificate (Nasser, 2017). This qualification often involves completing coursework that includes student teaching experience and successfully passing a standardized assessment test. The implementation of lower admission requirements, along with a substantial commitment to qualifications, has greatly augmented the number of persons engaged in the role of teachers who also have a better academic history than teachers who are joining more conventional routes (Jackson and Meek, 2021).




2.3 The demand for teachers

A particular educational system’s demand for teachers represents the demand for teachers within the framework of that system (Caena and Redecker, 2019). The supply of teachers determines the number of individuals willing to enter the profession and teach in a given school. Still, the number of teachers hired, and the characteristics of those teachers also depend on the demand. Among demand factors are student enrolments, teacher retirement rates, class sizes, district hiring practices, and institutional constraints described below.


2.3.1 Student enrolment and teacher retirement

Student enrolment trends and teacher retirement rates are critical factors affecting the educational sector, each influencing the capacity of schools to deliver quality education effectively (Podolsky et al., 2019a,b). As student enrolment increases, the demand for qualified teachers escalates, necessitating adequate staffing to preserve optimal student-to-teacher ratios. However, this requirement is challenged by the rising trend of teacher retirements, particularly as a significant proportion of the teaching workforce reaches retirement age. The retirement of experienced teachers not only diminishes the pool of educators but also results in the loss of valuable pedagogical expertise and mentorship for newer teachers (Paula and Grīnfelde, 2018). However, The interrelation between student enrolment and teacher retirement presents a significant challenge to the sustainability of educational quality; increasing student numbers demand a corresponding increase in teaching staff, yet this need is undermined by a concurrent rise in teacher retirements, particularly among an aging workforce (Podolsky et al., 2019a,b).



2.3.2 Institutional constraints

Structural pressures beyond the direct reach of schools and the district human resources department often inform the problem of sub-optimal employment. The analysis of recruitment techniques revealed district-level initiatives about irregularities that result in suboptimal staffing trends, leniency requirements for vacancy notification, and circumstances for teaching union changeover to delayed spending plans (Ouziel, 2020).

Teachers who have resigned or retired must inform their employer during the latter part of the summer before the next academic year following the flexible employment notification requirements (Markowski et al., 2020). Under union agreements, experienced teachers can pursue last-minute promotions over their less skilled counterparts (Henry and Redding, 2020). The reluctance to employ a transfer teacher whom they have a negative opinion of or the presence of ambiguity might potentially cause a delay in the announcement of job openings (Sutcher et al., 2019). According to Jackson and Meek (2021), they found no compelling proof that the laws of seniority privilege correlated with union contracts individually influence the allocation of teachers around the school or worsen the adverse association between higher minority schools and non-credited and low-level teachers.



2.3.3 Monetary incentives

In recent years, policymakers have experimented with various ways to offer higher compensation to prospective teachers to aid recruitment and retention. Signing bonuses or crediting teachers for years of experience teaching in other districts are examples of monetary incentive bonuses for recruitment (Feng and Sass, 2018). Some bonuses are paid in increments over time to promote retention. Monetary incentives are used to recruit, retain, and inspire teachers, especially in regions with severe shortages or topics with high demand.

These incentives may manifest in several ways, such as offering signing bonuses to newly hired teachers, providing performance-based awards for attaining specific educational goals, and granting extra remuneration for teaching in schools or disciplines that are difficult to staff (Podolsky et al., 2019a,b). Through financial incentives, educational institutions strive to acknowledge the worth and significance of teachers’ labor, fostering increased dedication and contentment in their profession. Studies demonstrate that while financial incentives may successfully enhance teacher recruitment and retention, their influence on teacher performance and student achievement is more complex, indicating the need for a holistic approach to teacher support and development (Podolsky et al., 2019a,b).



2.3.4 Teacher induction and mentoring

The practice of employing novice teachers in recruiting and mentoring roles to promote the integration of new teachers into the profession and enhance staff involvement has become widespread in school systems (Loeb and Myung, 2020). Induction services often include seminars, initial training for inexperienced instructors, and establishing pre-existing peer support networks for teachers (Podolsky et al., 2019a,b). The duration, intricacy, and quality of the mentoring experiences will vary considerably among programs. However, mentoring programs often pair inexperienced and experienced teachers (Rahman, 2019). According to Ronfeldt and McQueen (2017), studies indicate that current mentorship programs can potentially enhance novice instructors’ performance effectively. Reviewing 10 empirical research studies, Loeb and Myung (2020) found empirical evidence for the argument that mentoring services significantly affect and retain teachers. Rumschlag (2017) found that the attrition rates of new teachers decreased as the number of induction components increased, including mentoring, preparation time with colleagues in the same subject, regular collaboration with other teachers, and integration into an established network of educators. In addition, schools that provide teachers with more autonomy and administrative support had lower teacher attrition and migrations.



2.3.5 Performance-based pay

Several policymakers contend that the traditional method of compensating teachers based on their years of training and the number of university units does not allow teachers to enhance students’ academic achievement (Podolsky et al., 2019a,b). Consequently, this system dissuades highly effective teachers from entering the classroom. Performance-related pay is a variable compensation where a percentage of instructors’ pay is contingent upon evaluating their effectiveness in improving student academic performance (Loeb and Myung, 2020). However, the appraisal unit might consist of absolute students, student groups, or educational institutions, and the prize may be contingent upon student evaluation outcomes, criteria, or peer assessment (Lentini et al., 2023).

Advocates of performance-based pay systems argue that compensating instructors according to a predetermined set of objectives would enhance their motivation and aid in attracting and retaining top-notch personnel (Podolsky et al., 2019a,b). Detractors of performance-based remuneration systems contend that evaluating the output of teachers is too diverse and arduous. Furthermore, Loeb and Myung's (2020) studies showed there is concern that implementing performance-based compensation may lead to manipulating incentives, perhaps promoting less effective methods of long-term learning, such as focusing only on test preparation.

Moreover, merit-based prizes may lead to rivalry among faculty members within the same institution, thereby diminishing the teaching profession’s attractiveness, especially for risk-averse ones (Podolsky et al., 2019a,b). Kelley (1999) analyzed how school-based achievement award systems inspired teachers to change or enhance teaching methods in Kentucky, North Carolina, Colorado, and Maryland and found that these systems encouraged teachers to a large degree by establishing environments that improved intrinsic incentives and concentrated teacher efforts. Ballou and Podgursky (1993) observed that teachers in schools utilizing compensation dependent on results did not feel demoralized by the program or hostile toward it, and those teachers of disadvantaged and low-achieving students were generally supportive of the system.




2.4 Improving hiring practices

Improving hiring practices for school teachers is crucial for ensuring educational institutions attract and retain high-quality teachers, directly impacting student learning outcomes (Badrul et al., 2018). A comprehensive approach involves streamlining the recruitment process to make it more efficient and less biased. It includes using standardized evaluation criteria and diverse hiring panels to assess candidates’ competencies and fit for the school culture (Borman and Dowling, 2008). However, investing in robust professional development and mentorship programs from the outset can also enhance teacher retention by providing clear pathways for career progression and job satisfaction (Loeb and Myung, 2020). Moreover, adopting flexible hiring strategies that recognize non-traditional qualifications and experiences can broaden the pool of potential candidates, particularly in subject areas experiencing teacher shortages (Podolsky et al., 2019a,b).

Regarding the contractual restrictions imposed on the principals during the recruitment process, it is sometimes necessary for the principals to hire instructors at a later stage. More competent instructors may have already assumed positions (Castro, 2022). Consequently, there is a higher rate of late recruitment of teachers. Removing institutional constraints on administrators and district staff might enhance the efficiency of the recruitment process. Jackson and Meek (2021) suggest that urban districts simplify the hiring process to expedite employment opportunities and to improve their capacity to discern competent instructors from the applicant pool. The objective of the due process reform for school teachers is to provide an equitable and open system for handling disciplinary and performance-related matters while striking a balance between holding teachers accountable and safeguarding their rights (Darling-Hammond et al., 2017). Dos Santos (2019) noted that the changes usually simplify the processes for controlling complaints and enforcing corrective measures, promoting a fairer and more effective resolution process in educational institutions. Teacher retention laws were first implemented to protect teachers who have completed their probationary period from being dismissed prematurely (Podolsky et al., 2019a,b). Opportunities for job security may attract potential teachers to the teaching profession and retain instructors in the classroom. Although little research has been conducted on the influence of teaching tenure on the recruitment and retention of educators, a study by Loeb and Myung (2020) examined variations in probationary periods by suggesting the implementation of increased pay.

Salaries for novice and experienced educators are generally higher in school districts located in states with more extended probationary periods (Feng and Sass, 2018). Additionally, Feng and Sass (2018) found that receiving tenure can be a significant factor in attracting new teachers, as many consider the possibility of early tenure when choosing where to work. A teacher’s lack of knowledge about tenure and its benefits can influence their decision to remain in the profession. Once the probationary period is over, tenure provides considerable career security and stability in the teaching field. However, it also complicates terminating underperforming teachers (Podolsky et al., 2019a,b). This serves as a warning that not all instances of teacher turnover will lead to positive outcomes.




3 Methodology

This study was conducted through a systematic literature review using the Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) criteria. A systematic literature review is “the analysis of analysis” (Glass, 1976). A thorough study could help put together several studies with straightforward research questions. The systematic literature review constantly evolves and includes several analyses (Zamore et al., 2018). The systematic literature review is a rapidly increasing approach that provides for various investigations (Zamore et al., 2018). These guidelines are intended to inform review authors on what data must be provided to assess the review’s quality appropriately.

This systematic literature review analyzes the economic approaches to teacher recruitment and retention. Using the PRISMA (Preferred Reporting Items for Systematic Review and Meta-analysis Protocols Statement), this literature review is those articles successfully published between 2017 and 2023. Three well-known internet sources are used in the study: Web of Science, Scopus, and ProQuest. There are 215 publications, including 15 papers with the most citations for this thorough literature study. Three primary stages comprise a systematic search strategy.


3.1 Identification

A subset of publications pertinent to the current study was chosen as a representative sample. The selection procedure consists of three steps. The first step was identifying the term and formulating a search phrase for the widely used Web of Science and Scopus database. Its multidisciplinary approach and quality-control technique make it suitable for performing systematic literature reviews. A papers database was created using the Web of Science and Scopus search string, focusing on the most relevant phrase. The details may be seen in Table 1. The first phase of the systematic literature review (SLR) process entails. In the first stage of the systematic literature review (SLR) technique, the authors obtained 215 articles from the Web of Science database.



TABLE 1 The search sitting.
[image: Table1]



3.2 Screening

The primary objective of the preliminary screening step was to eliminate redundant data. The first screening criteria pertained to the nature of the investigation. The writers focused on scholarly articles that included empirical research, including both primary and secondary data. Therefore, the analysis did not have documents such as conference papers, book chapters, reviews, comments, editorials, retraction notices, erratum letters, data articles, and books. In addition, only papers produced in the English language were assessed for this investigation. The current investigation also concentrated on 6 years to get relevant information from the Web of Science and Scopus databases (2017–2023). Based on these criteria (Table 2), 115 articles were deemed inappropriate for inclusion.



TABLE 2 The screening sitting.
[image: Table2]



3.3 Eligibility

In the third stage of the selection process, the remaining 100 studies underwent additional refinement. The titles, abstracts, and content were examined to verify their compliance with the research criteria and alignment with the study’s objective. One hundred publications were excluded, resulting in a selection of just the 15 most cited articles for the qualitative assessment. The screening method was concluded by analyzing those 100 publications. After conducting the first eligibility screening, we selected 15 papers that had received many citations (Table 3). These articles were then subjected to additional evaluation (see Figure 1).



TABLE 3 Significant publications and citations in economic aspects of teacher recruitment and retention.
[image: Table3]
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FIGURE 1
 PRISMA systematic search strategies.





4 Results and finding

A comprehensive search was conducted on the Web of Science and Scopus databases to research the relevant literature. “Economic Approaches to Teacher Recruitment and Retention” was used as a keyword in the search for suitable material. Only English-language articles were assessed for this search, explicitly focusing on articles as a document type. This literature review covers publications published from 2017 to 2023. After doing the first search, a total of 215 articles were found. After eliminating 100 papers that were outdated and irrelevant to the study’s aims, this literature review’s final extent and comprehensiveness were determined to be 100 articles. In conclusion, this systematic review selected 15 highly cited papers from the U.K., the USA, Fiji, and Pakistan. Table 4 presents a concise overview of the main characteristics common throughout the 15 studies analyzed in this literature assessment.



TABLE 4 Reviewing of highly cited articles on economic aspects of teacher recruitment and retention.
[image: Table4]

Table 4 offers a clear summary of the critical characteristics of the published articles. These articles evaluate the economic factors related to teacher recruitment and retention. This systematic review explores several aspects, including the supply and demand for teachers, the hiring process, working conditions, psychological benefits and costs, school location, barriers to entry, monetary incentives, mentoring, and performance-based pay. Each article emphasizes the economic dimensions of teacher recruitment and retention (Figure 2).

[image: Figure 2]

FIGURE 2
 The primary research topic is visual repenting most used keyword.




5 Discussion

Studies conducted across various articles in the USA indicate that a crucial factor significantly impacts teacher recruitment and retention, particularly in today’s economic landscape. Providing financial awards, although it is not always working to improve teacher recruitment and retention, could be a good concept, especially for lower-income countries (Shifter et al., 2017), but (Feng and Sass, 2018) found that the impact of loan forgiveness varied with the generosity of payments; when fully funded, the program reduced attrition of unique. However, Ronfeldt and McQueen (2017) observed that various forms of induction assistance indicate teacher turnover rates among a sample of first-year instructors representing the whole country. If new teachers get induction help in their first year, it will likely result in lower teacher migration and attrition rates. It also suggests that employing induction programs to decrease turnover among new teachers is a desirable policy approach worldwide. In their study, Feng and Sass (2018) examined the impact of a statewide program to address teacher shortages in certain “hard-to-staff” regions around the globe.

On the other hand, several variables influence the departure of teachers from their jobs, particularly the working circumstances at schools. These conditions are closely linked to teachers’ opinions of their work environment and may impact attrition rates and school characteristics. Our analysis defines attrition as the combined group of instructors who left their employment willingly and those whose contracts were not extended (Geiger and Pivovarova, 2018). Additionally, it has been shown that schools with a higher proportion of low-income and minority children, where teachers viewed their working circumstances as more favorable, saw lower turnover rates. Jacob et al. (2018) discussed the importance of decision-makers, such as school principals, using quick predictors to inform hiring decisions. School principals should be an essential part of the hiring process because they have firsthand knowledge of the actual situation in their schools. School principals can efficiently assess background characteristics, such as undergraduate GPA, and screening measures, such as applicant interview scores, which can strongly predict teacher effectiveness. Alternatively, suppose a high-quality teacher cannot be found. In that case, Ingersoll et al. (2017) suggest recruiting more minority instructors and placing them in underprivileged schools, which might be a viable solution.

Nevertheless, these efforts have been compromised due to the much greater attrition rate among minority teachers compared to their White counterparts. This phenomenon is closely associated with unfavorable working conditions inside their schools, hindering their ability to meet the need for instructors. Another potential solution to address the worldwide lack of teachers might be considered. Podolsky et al. (2019a,b) and Sutcher et al. (2019) discovered that their work increased compensation and improved preparation, professional support, and working conditions. They also found that district and school management practices, which often hinder recruitment and retention, were enhanced. It is recommended that policymakers in each country implement policies that focus on two main areas: enhancing the supply of qualified teachers in high-need fields and locations through training subsidies and high-retention pathways and improving teacher retention, particularly in schools that are difficult to staff, through more effective mentoring, induction, working conditions, and career development. Bruhn et al. (2022) state that educators with significant fixed expenses use charter schools to test out teaching professions before acquiring the necessary licenses for more lucrative roles in the public sector. Principals at these schools provide long-term work opportunities to student teachers.

Additionally, the administration of a middle school covered a teacher’s certification expenses separately. Although this was an isolated incident, it highlighted how changes in labor market conditions influenced the size and composition of the teaching pool, resulting in different recruiting and hiring practices (Castro, 2022). This research also relies on a limited sample of principals from four districts in a single state. The stories provided by principals on the teacher selection process highlight distinct experiences that may not necessarily represent the whole district’s human resource policies or practices. This study examines the impact of labor market circumstances on school leaders’ recruiting and hiring practices, focusing on educational leadership and teacher labor market research. In conclusion, the facts presented in the USA studies highlight the importance of investing in teacher recruitment and retention worldwide.

In the context of Fiji (Dos Santos, 2019), the article has received 39 citations. From a society’s position for cross-cultural training, this research study contributes to our comprehension of the career decisions and professional development of educators working in foreign schools in Fiji. Teachers, school administrators, and other educators at foreign schools may use the data from Dos Santos’s (2019) research to establish a beneficial framework worldwide. Attendees discussed prominent issues, potential results, leadership ideologies, and reasons for staying or leaving educational institutions in Fiji and abroad. This study is among the first to examine international school teachers’ career choices and professional growth in distant areas such as the Pacific. Hence, the results will guide those seeking to improve and enrich their educational working environment to retain teachers by fulfilling the supply and demand strategy for teachers.

On the other hand, in lower-income countries like Pakistan, newly hired teachers who receive temporary lower wages have similar distributions of Teacher Value-Added (TVA) as the permanent teaching workforce. In this situation, achieving cost savings rather than quality improvements is more straightforward, negatively impacting teacher retention. A study conducted by Bau and Das (2020) revealed that wages for public sector teachers in Pakistan do not correlate with TVA, although they do in the private sector. High quality is crucial in low-income nations. Like the United States, most teacher traits that may be seen, other than from experience, do not accurately predict quality.

Research in the U.K. suggests that the motivation to retain individuals might be included as an additional part of economic approaches. In their 2020 study, Perryman and Calvert found that teacher retention is influenced by motivation and respect, particularly during the departure stage. These factors contribute to a positive notion of teacher retention. Nevertheless, the discussion surrounding disappointment in teaching reveals that the experience is more damaging than anticipated. The nature of the workload, rather than its quantity, is particularly significant concerning performance and responsibility. This issue is crucial in the discourse on teacher retention. In this scenario, the school leadership must establish support systems that motivate and encourage staff members. While policy-making can offer specific incentives, the primary source of motivation is often derived from the psychological benefits.

Glover and Stewart (2023) provide a flexible option for those motivated to train as teachers, which may be beneficial in addressing the lack of instructors capable of teaching mathematics and science. Recruiting Welsh-medium teachers and instructors from minority ethnic origins and filling openings in remote schools pose additional challenges. Additionally, it demonstrated that the program’s adaptability appealed to those transitioning careers who had crucial transferable abilities to use in their teaching methods. Hence, the results will guide those seeking to improve and enrich their educational and economic aspects to help retain teachers globally.



6 Conclusion

The economic aspects of teacher recruitment and retention have revealed several crucial conclusions. The research emphasizes that teacher recruitment and retention are affected by a multifaceted interaction of financial variables, such as compensation levels, benefit packages, and incentives for professional growth (Podolsky et al., 2019a,b). The following studies showed that offering competitive salaries and benefits is essential for recruiting and keeping highly skilled teachers, especially in regions and disciplines with the most severe shortages. Furthermore, the study highlights the significance of non-monetary factors, such as job satisfaction, working conditions, and support within the school environment (Castro, 2022). The following variables impact teacher recruitment and retention in conjunction with economic incentives. Bruhn et al. (2022) research indicates that while competitive pay is vital, it may not be enough to guarantee long-term retention without considering the broader professional context. After analyzing those articles, we can get some suggestions that teacher recruitment and retention interventions should take a comprehensive approach, including all relevant factors and aspects. This strategy should address explicit economic incentives and consider structural improvements to enhance the appeal of the teaching profession. Possible changes may include avenues for upward mobility, enhancement of professional growth, and enhancements in school working conditions. This study also highlights notable deficiencies in the existing research, such as the need for further longitudinal studies to comprehend the enduring consequences of economic incentives on teacher retention and the distinct effects of these incentives in different settings and among varied teacher demographics.

Furthermore, there is a need for more thorough assessments of policy initiatives to determine their efficacy and cost-effectiveness. Future studies should thoroughly explore how economic and non-economic variables combine to impact teacher career choices. The objective of such a study should be to provide empirical information that may assist policymakers in formulating successful ways to recruit and retain teachers of exceptional caliber, eventually enhancing educational results.
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US. Department
of Education
under Title IT of
the Higher
Education Act
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Six international

school teachers

Five hundred
seventy-four
public schools
(1,533 teachers)
and 345 private
schools (975
teachers) in 112
villages.

IO Initial
Teacher
Education (ITE)
alum database
UK, around
3,500 teachers

Two schools

Massachusetts
Department of
Elementary and

Secondary

Education
(DESE) census

Oklahoma State
Department of
Education, 2018

census

48 student
teachers who
responded to the
survey, 34 were

u

ing to teach
in the primary
sector and 14 in
the secondary

sector

Objective

“This study aims to provide financial award
receipts that may or may not influence teachers’
behaviors regarding teacher retention and

student achievement in an urban disadvantaged

school.

“This study investigates whether different kinds
of induction support predict teacher turnover
among nationally representative first-year

teachers.

“This study aims to investigate the effects of a
statewide program designed to increase the
supply of teachers in designated *hard-to-staff”
areas, such as special education, math, and

science.

“The study aims to explore one of the factors
affecting teacher attrition in school working
conditions and relate teachers’ perceptions of
their working conditions to attition rates and
school characteristics. In our study, we refer to
attition as all those teachers who left their jobs
voluntarily and those whose contracts were not

renewed.

‘The study objectives are to obtain uncommonly
detailed data on teacher job applications,
employment, and performance in the
Washington, DC Public Schools (hereafter
DCPS) to gain insights into how various
‘measures might improve teacher selection at the

hiring stage.

‘The study aims to examine and compare the
recruitment, employment, and retention of
‘minority and nonminority school teachers over
the quarter century from the late 1980s to 2013,
Also, try to find empirically ground the ongoing
debate regarding minority teacher shortages and

changes in the minority teaching force

“The objective of this paper is to analyze the 2012
and 2013 census data from the US. Department
of Education National Center for Education

Statistics and summarize research regarding

factors that influence teachers’ decisions to enter

and exit the workforce and policies that have
been found effective in recruiting and retaining
teachers, especially in the highest-need schools
“This article examines current trends in teacher
supply and demand and indicators of teacher
shortages. It analyzes the severity and
persistence of the lsbor market imbalance,
discusses its impact on students and schools,
and investigates what likely drives teacher
shortages. It evaluates vital policy levers that
research suggests could help create a sustainable
supply of well-prepared teachers in the subjects

and states where they are needed.

“This study explores three rescarch questions: (1)
why do international school teachers decide to
teach in remote archipelagic states in Melanesia
in the South Pacific Ocean, Fiji? (2) why do

international school teachers leave Fiji after

their teaching service? Morcover, (3) Why do
international school teachers decide to stay in

Fij for their long-term teaching career after

they share their lfe experiences and lived

stories?
“This study examines the extent to which TVA-
effective teachers increase student learning and
the correlation between teacher effectiveness
and teacher characteristics

“This study explores what originally motivated
them to teach and why they have left or may
consider leaving in the future. As most rescarch
in teacher retention occurs at the exit stage, the
utilty and originality of the approach lic in
considering why respondents initially became
teachers and asking people who have remained
in teaching what may eventually cause them to
leave. The strength of this project and this paper
lies not only in the broader sample of those who
had stayed in teaching and left but also in the
analysis that can be done on peoples’
‘motivations to become teachers and their pre-
course thoughts about the perceived challenges
ahead

‘This article aims to examine teacher recruitment
strategies in England and propose models to

understand better and improve these strategies.

“This study aims to find the personnel flexibility
in charter schools by exploring how teacher
retention varies with teacher and school quality
in Massachusetts. Charters are more likely to
Tose their highest and lowest value-added
teachers. Low performers tend to exit public
education, while high performers tend to switch
to traditional public schools.

“This study investigates how principals make

sense of recruitment and his

ng in Oklahoma,a
TLM with severe shortages, and tries to
understand the approaches principals use when
negotiating applicant characteristics and making

hiring decisions in a teacher-shortage context

“This paper examines how a new flexible two-
year postgraduate teaching qualification
addresses teacher recruitment challenges in
Wales, UK.

Mei

dology

Quantitative

Quantitative

Quantitative

Mixed methods

Quantitative

Quantitative

Mixed methods

Quantitative

Qualitative

Quantitative

Mixed methods

Quall

Quantitative

Qualitative

Qualitative

Finding

‘The study found that the students, teachers, and
schools in a large urban minority-majority school
district showed that receipt of a financial award did not
consistently relate to higher mean student test score

gains or teachers likelihood of retention.

‘The study found that receiving induction support in
the first year predicts less teacher migration and
attrition, suggesting that using induction to reduce
new teacher turnover is a promising policy trend. Also,
we find that levels of induction support are relatively
constant for different kinds of teachers and teachers in

various types of schools.

“The study found that the loan forgiveness component

of the program was pra

1, reducing mean att

rates for middle and high school math and science
teachers by 10.4%t and 8.9, respectively. This study also
found that the impact of loan forgiveness varied with
the generosity of payments; when fully funded, the
program reduced attrition of special education
teachers by 12.3% but did not have a staistically
significant impact when funding was substantially
reduced.

“The study found that schools where teachers rated
their working conditions as more satisfactory had
lower attrition rates and were schools with higher rates

of low-income and minority students.

‘The study found that several background
characteristics (¢.g. undergraduate GPA) and
screening measures (e.g., applicant interview scores)

strongly predict teacher effectiveness.

“This study suggests widespread efforts over the past
several decades to recruit more minority teachers and
employ them in disadvantaged schools, which have
been very successful. However, these efforts have also
been undermined because minority teachers have
significantly higher turnover than White teachers, and
thisisstrongly tied to poor working conditions in their
schools.

“This study found that increasing their compensation
and improving their preparation, professional support,
and working conditions, as well as improving district
and school management practices that otherwise create

obstacles to recruitment and retention.

“The analysis found that, as known from other rescarch
on teacher recruitment and retention, productive
policies could focus on enhancing the supply of
qualified teachers targeted to high-need fields and
locations through training subsidies and high-
retention pathways and improving teacher retention,
especially in hard-to-staff schools, through more
effective mentoring, induction, working conditions,

and career development

“This study indicated that the most significant
challenges were managerial styles, negative leadership,
and limited social networking. In contrast,

respectfulness and a simple living style were the most

important advantages of their Fijan teaching

experience.

“This study found that Wages for public sector teachers
do not correlate with TVA, although they do in the
private sector. Quality is essential in low-income
countries. As in the United States, besides experience,
most observable teacher characteristcs do not predict
quality.

“This study discovered that despite claiming to be aware
of the challenges of workload before entering teaching,
workload was the most frequently cited reason for
having lef or for going in the future. The data spoke to
adiscourse of disappointment, the reality of teaching is
worse than expected, and the workload's nature (rather
than quantity), linked to notions of performativity and
accountabiliy, being a crucial factor. This paper draws
on a substantial new source of data. It explores reasons
for leaving in the context of the reported initial
motivation of individuals who have left teaching, those
who are planning to go, and those who are planning to
stay in teaching. This rescarch willbe significant to
academics in informing the discourse around teacher
retention, to leadership teams in schools responsible
for stting up support mechanisms to retain staff, and

1o policymakers in this crucial area.

“The findings highlight that DIE and Teach First
recruitment strategy documents emphasize

admi

rative/system changes and personal utlity

messages. In contrast, public-facing advertisements

focus on private utilty,social utilty, and, to  lesser
extent, the unique attributes deemed necessary for

teaching.

“This study found a model in which educators with high
fixed costs use charter schools to explore teaching
careers before obtaining licenses required for higher-

paying public sector jobs.

“This study found that it occurred when principals
offered long-term positions to student teachers. Still,
‘one middle school principal paid a teacher's
certification fees in another instance. Although this
was a single occurrence, it demonstrated how labor
market conditions impacting the teacher pool’ size
and composition activated different recruitment and
hiring behaviors. This study also draws on a small
sample of principals within four districts in one state;
principals’ accounts of the teacher selection process
reveal unique experiences and may not reflect district-

wide human resource policies or practices.

“This study found a shortage of teachers who can teach
mathematics and science. Itis also challenging to
recruit Welsh-medium teachers and teachers from

ethnic backgrounds and to fill vacancies in

rural schools. The study also showed that the programs

flexibility has attracted career changers who bring

essential transferable skills to their teaching practice.

Further suggesti

‘The further suggestions contribute to the
literature by focusing on the effects of award

receipt rather than award eligibilty,

ifferentiating by award amount, and using
data from a large district serving
predominantly disadvantaged students.

‘The further suggestion is that the exceptions
are that teachers who are Black and work in
schools with more students who speak
English as a second language report higher

induction support.

‘The further suggestion of a trple-difference
estimate indicates that a one-time bonus
program also had significant effects,
reducing the likelihood of teachers’exit by
as much as 32%in the short run. A back-of-
the-envelope cost-benefit analysis suggests
that the loan forgiveness and the bonus

program would be cost-effective.

“The further suggestions improved by
creating favorable working conditions and
teacher involvement and providing teachers
with opportunities for professional

development.

‘The further suggestions of this study are
beneficial information to decision-makers,
such as school principals, may assessments
weak predictors of hiring decisions suggest
that the schools we study do not fully
capture the potential gains from teacher
selection. Providing valuable information to
decision-makers, such as school principals,
may be an essential part of the hiring, and
we plan to study the impact of such

information in future work.

‘The further suggestions force the existing
arrangement to work better; ths alternative
perspective suggests the importance of
viewing the roots of shortages as an
organizational and occupational design
issue, implying the need for a different
arrangement, better built for those who do

the work of teaching.

A comprehensive set of policies is needed to
address America emerging teacher
shortage and ensure that every child is
taught by a competent, committed teacher.

‘The further suggestions currently rising to
the attention of policymakers could provide
an opportunity for the United States to take
along-term approach to establishing a
comprehensive and systematic set of
strategies to build a more vital, more stable

profession.

Further suggestions regarding issues for
rural, emote, and archipelagic countries
result from this study, which serves as one
of the first blueprints for organizational
leaders in those regions to improve their
‘management styles and recruit and retain

skilled professionals.

Further suggestions are that teachers newly
entering on temporary lower wages have

similar TVA distributions to the permanent

teaching workforce; cost savings are easier

than quality improvements, which hurts

teacher retention.

Further studies suggest that there is a
problem with understanding what is meant
bya high workload. Is this work that cannot
be completed in the alotted time, or s it
work that s seen as rrelevant and reduces
the time available for important tasks?

We hope further research will rsolve these

issues.

Further study suggests that teacher
recruitment strategies are well-meaning and
very likely to play a role in attracting new
teachers. However, lttle is known about
their effectiveness, and only modest
attention has been paid to essential theories.
and research from sources outside of
education. Without theory-informed
experimental and longitudinal fild-tested
research on teacher recruitment, we have
litle idea about how current and
prospective interventions work and how

we might construct more effective
recruitment strategics.

We look forward to seeing educational
researchers working to develop and test new
teacher recruitment strategies and working
with key education organizations to build a

sustainable, high-quality teacher workforce.

A further suggestion is that charter schools
create positive externalites for traditional
public schools by increasing the average
quality of available teachers by hiring and

retaining them.

Future rescarch could also explore the
quality of incoming teachers in shortage
contexts and teachers on-the-job
productivity. Also, essential contributions to
the fild of educational leadership and
teacher labor market studies by illustrating
the effect of lsbor market conditions on
school leaders’recruitment and hiring

practices

“The future suggestion is to offer a more
flexible opportunity to those wishing to
train to teach, which benefits individuals,

schools, and the broader education system.
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