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Abstract

Research in sociology demonstrates the way social connections shape access to information
about job opportunities. In education, we understand less about how social networks impact the
job process for marginalized teachers and teachers in nontraditional labor markets. This study
examines how teachers in New Orleans and Detroit, cities with high concentrations of charter
schools, use their networks to search for jobs, and how their experiences vary by race and gender.
We find that in choice-rich environments, there was an extensive reliance on social networks in the
hiring process, and teachers had different access to key social networks that can help to land jobs.
Hiring decisions and unequal access to job opportunities among teacher candidates, in part due
to the reliance on networks, created conditions where teachers who cultivated stronger networks,
or with access to the “right” networks, had greater opportunity, with implications for racial and
gender equity and diversity.
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POLICYMAKERS, researchers, and advocates have called for increasing the numbers of
teachers of color, particularly Black and Latinx teachers, in the classroom (Figlio, 2017,
Partelo et al., 2017; U.S. Department of Education, 2016). The problem has been identified,
but there are multiple explanations for why there are so few teachers of color in schools.
Structural inequities, such as unequal opportunities to access higher education, shape the
supply of teachers of color (Dupre, 1986; Lee, 2019; Madkins, 2011; Miller & Garcia,
2004), yet research also suggests that racial discrimination in school district hiring practices
eliminates qualified Black teachers (D’Amico et al., 2017). Both of these dynamics, supply
and demand, contribute to the underrepresentation of teachers of color. Our work explores
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the mechanisms through which racism, discrimination, and structural inequities limit job
opportunities for teachers of color, particularly in educational contexts that are changing,
with large numbers of charter schools.

The expansion of charter schools is increasing alternative pathways to teaching, and
deregulation is rapidly changing teacher labor markets (Jabbar et al., 2019; Kretchmar et
al., 2016; Trujillo & Scott, 2014). These policy contexts and institutional arrangements
shape how social networks—teachers’ personal and professional connections—influence
employment decisions (McDonald et al., 2012). Research in sociology has consistently
shown that social networks influence access to information about employment opportunities,
job search behavior, and employers’ hiring decisions (Lin, 2001; McDonald, 2010). Social
networks can foster job opportunities; however, they can also reproduce structural inequities
that marginalize minority populations (Braddock & McPartland, 1987). Networks tend to be
racially homogenous (Castilla et al., 2013; Fernandez & Sosa, 2005) and often reproduce
existing social structures. As McDonald et al. (2016) note, job opportunities are often
“guided by white preference and privilege, regulated through network mechanisms, and
linked to distinctive historical circumstances and ethnoracial power dynamics” (p. 16).

In this study, we draw on qualitative data from 79 interviews to examine how teachers in two
cities with expanding school-choice policies, New Orleans and Detroit, activate their social
networks in the job search, who they are connected to, how their experiences vary by race
and gender, and ultimately, the implications for access to employment opportunities.

Overall, we find that teachers relied extensively on social networks in the hiring process.
However, teachers had differential access to key social networks that can help to land jobs,
particularly since the leadership of many charter schools is often disproportionately white
and male, and charter schools in large urban areas have displaced teachers of color (Dixson
et al., 2015; Scott, 2008; White, 2016). Our qualitative data, supplemented with social
network surveys, illuminates patterns in the number and type of ties for white teachers and
teachers of color, and by gender, in ways that could limit the job opportunities for these
marginalized groups in the job search. We also find that racism and sexism in job-search
processes is inherently tied to teachers’ experiences with discrimination in the workplace,
as networks convey both information about job opportunities as well as what it is like to
work in a particular school or organization. Teachers were warned away from some charter
organizations, where the culture was perceived as hostile to women or people of color, which
made teachers less likely to apply and more likely to exit. These dynamics create challenges
for increasing diversity in charter schools, suggesting a need for institutional change and
new recruitment practices to recruit and retain teachers of color.

Background

Three strands of research frame our study and provide context for understanding teacher
networks as they relate to job opportunities. First, we review research on how social
networks impact the job search process for job seekers and employers. Next, we summarize
the literature on how job opportunities vary by race and gender. Finally, we review research
on teachers’ experiences in charter schools.
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Social Networks and the Job Search

Social networks, an individual’s social interactions and the connections that indicate
relationships, play a critical role in the employment search. Social networks generate and
influence social capital, which are the resources or expertise that come from social ties and
are embedded within a network (Adler & Kwon, 2000; McDonald, 2010). Investing in social
connections can lead to benefits (Lin, 2001), such as information about job opportunities
(Stigler, 1962). Leveraging connections to people in hiring positions can lead to better

job opportunities (Lin, 2001). There is a need, however, to understand how social capital
functions for job seekers and employers within different networks and how they mobilize
network resources (McDonald, 2010), especially because identity differences, and where
one is positioned within a network, can impact access to job opportunities (Lin, 2001).
Individuals seeking a job typically find employment through formal means, informal means,
or applying directly to a position (Granovetter, 1995). Formal means include impersonal
intermediaries, such as university-sponsored job fairs or advertisements on online job
boards (Wanberg et al., 2020). In contrast, informal sources include personal contacts,

such as friends or family (Wanberg et al., 2020). Finally, some individuals apply for
employment by contacting employers directly. Research has shown that informal personal
contacts produce better quality and better paid job opportunities for job seekers than formal
means (Granovetter, 1995; Holzer, 1988), and individuals who use work-related contacts are
more likely to be hired (Fernandez, 2000). Personal connections can also garner access to
information about job opportunities that are unavailable publicly (Holzer, 1988; Marsden

& Gorman, 2001). In fact, through networks, job opportunities can arise even when an
individual is not actively searching for a job (McDonald, 2010).

Like job seekers, employers rely on both formal and informal systems to make employment
decisions. Employers determine if a candidate is a good fit by looking at their credentials
and skills, as well as personal characteristics, including mannerisms, appearance, and those
who are culturally similar to themselves (Rivera, 2012). Network ties can help employers
make inferences about an applicant’s capabilities (Podolny, 2001); thus, many employers
use employee referrals (Fernandez et al., 2000). The use of networks for informal job
placements, like personal referrals, varies depending on the institutional structure of a labor
market (McDonald et al., 2012). In regulated and rigid markets, informal job matches

are less likely. Conversely, in markets with more flexibility and less regulation, informal
job matches are more common (McDonald et al., 2012). Teacher labor markets have
typically been more rigid and regulated. However, with the expansion of alternative teacher
certification pathways and the growth of charter school networks, teacher labor markets are
shifting, raising questions about how networks interact with access to job opportunities.

Networks and Job Opportunities Shaped by Gender and Race

Though networks can provide opportunity, networks can also reproduce structural inequities
by gender and race. First, the forms of social capital resources that are privileged in the
economy are not equally distributed across social groups (Lin, 2000). For example, relying
on established and certified candidate pools when hiring can have negative consequences

in contexts where women and racial minorities hold fewer positions of power and

hiring authority than white males (McDonald et al., 2016). Second, networks tend to be
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homogenous (Castilla et al., 2013; Fernandez & Sosa, 2005). Network homogeneity can
marginalize minority groups, since social ties tend to form between people of the same race
and gender identities (Braddock & McPartland, 1987; Marsden, 1988).

Some networks are segregated by gender (Marsden, 1988), and this pattern is reinforced by
gender homophily, the pattern of people associating with same-sex individuals (McPherson
et al., 2001). Gendered social networks can affect job opportunities because historically
women have less social capital than men, particularly the forms that are privileged in the
labor market (Eagly & Carli, 2007). Research has shown that women tend to have more
unstable work careers than men (Williams & Han, 2003), due to their disproportionate care
for children and other family members, particularly in contexts with weak social welfare and
workplace policies. Instability or breaks in employment can impact the number and depth
of social resources women can access when searching for jobs (Campbell, 1988). Moreover,
in work organizations, women’s social networks tend to be less central, less influential, and
provide less work-related support even when people have the same position (Brass, 1985;
Ibarra, 1992; McGuire, 2002). For example, McDonald (2011) revealed that male networks
yielded more job leads and higher status connections than female networks.

Social networks play a role in providing access to jobs, but this can vary by race.
Unemployment rates are higher for racial minorities (U.S. Bureau of Labor Statistics, 2018),
due to structural inequalities in access to education and jobs and racial discrimination in

the hiring process (Bertrand & Mullainathan, 2004). This, in turn, affects the power of
networks in accessing positions. For example, McDonald et al. (2016) find that the odds

of receiving unsolicited job leads increase significantly in occupations with more white
workers. Furthermore, there are more instances of opportunity hoarding in competitive labor
markets, and access to job information becomes less accessible (McDonald et al., 2016).
Labor market discrimination also shapes workers’ search strategies. Pager and Pedulla
(2015) found that Black job seekers adapted to labor market discrimination by increasing the
breadth of their searches. Additionally, Black workers, and other historically marginalized
racial and ethnic groups, are more likely to offer help to others seeking jobs, compared to
White workers (Hamm & McDonald, 2015).

In contexts where referrals are used for hiring, Black workers may have a particular
disadvantage. Due to historic patterns of inequitable access to opportunities, Black job
seekers are less likely than other racial groups to have ties to people who are employed
and they may be more isolated (Tigges et al., 1998). Residential segregation influences
job search patterns for Black job seekers because their search tends to be limited to the
job opportunities in the urban core (Stoll & Raphael, 2000). Moreover, Black workers

in decentralized labor markets and dispersed from city centers tend to have higher
unemployment rates (Mouw, 2002). Mouw (2002) found that the use of employee referrals
reduced the probability of hiring a Black worker by 75% in firms that are less than 10%
Black and that in all firms employee referrals maintained employment segregation.

Charter School Labor Markets and Access to Opportunity

In education, there is limited research on the role of social networks in the job search.
However, we know that teachers believe social connections to an employer is a hiring
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advantage and this belief influences their job-seeking behavior (Cannata, 2011). Teachers
not only tap into their social networks when looking for job opportunities, but they try to
expand their social networks by substitute teaching and interacting with educational leaders
(Cannata, 2011). Further, membership through teacher-preparation programs expands
teachers’ networks and access to job opportunities (Maier & Youngs, 2009).

However, charter schools function differently than traditional public schools. Charter
schools, which are publicly funded but privately operated schools, are granted more
flexibility in hiring policies (Gross & DeArmond, 2010). Research analyzing charter
schools’ hiring practices demonstrates that charter school principals report high levels

of autonomy when hiring and recruiting teachers and they use more varied approaches
(Jabbar, 2017). Unfortunately, few schools use data-driven hiring practices (Cannata et al.,
2017); instead, they emphasize personal characteristics and referrals (Cannata et al., 2017;
Jabbar, 2017). In decentralized labor markets with large numbers of charter schools, the
use of networks appears to be more prevalent (Jabbar et al., 2020). There is little literature,
however, that examines the varying structure of networks for teachers who are differently
positioned in society.

Women and Teachers of Color in Charter Schools.—Although changes in the
teacher labor market were intended to create innovation in the market, they may foster
inequitable hiring policies that negatively impact teachers of color and female teachers.
Teacher labor markets already have low representation of teachers of color (U.S. Department
of Education, 2016), and without sufficient representation in the workforce, access to job
opportunities for racial minorities through social networks may be limited. Research has
shown that many charter schools managed by Charter Management Organizations (CMOs)
and Education Management Organizations (EMOS) are structured similarly with boards of
directors and advisory boards composed mostly of White men from the corporate sector
(Scott, 2008). Even though nationally charter school teachers are more diverse than public
school teachers (Institute of Education Statistics, 2019), in many large urban cities, like
Boston, Chicago, and Philadelphia, charter school teachers tend to be less representative of
their student populations than traditional public schools (Casey et al., 2015). In some cases,
the representation gap between students of color and teachers of color in charter schools is
twice as large as the gap in traditional public schools (Casey et al., 2015). Charter schools
are also less likely to retain teachers of color, in part due to their hiring practices (White,
2018), and their school culture and organization (Golann, 2018; Torres, 2014).

We use data from 79 interviews to understand how teachers in Detroit (where 53% of
students attend charter schools) and New Orleans (92% charter) tap into their social
networks as they search for jobs. (See Online Appendices A and B for more details on

the demographics in each site as well as sample recruitment and survey information; for
more on the historical context of reform in Detroit and New Orleans, see Dixson et al.,
2015; Jabbar, 2015; Khalifa et al., 2016; Wilson, 2015.) To ensure a diverse pool of
teachers at different stages of their careers, who may have different job search processes
and preferences, we sampled teachers who were currently in teacher preparation programs
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seeking their first jobs as well as those who were currently working in schools (to
understand later career moves). In 2016-2017, we interviewed 79 teachers (42 teachers

in New Orleans and 37 in Detroit) actively searching for a job across these sites, asking
them about their job search strategies and the role of their social networks in the process (see
Table 1).

Interviews were semistructured, lasting 60 minutes each, and were recorded and transcribed.
As part of each interview, teachers completed a short social-network survey, asking

teachers from whom they seek information about jobs. We examined the percentage of an
individual’s ties that were same-race, different-race, same-gender, different-gender, and to
principals or network/district leaders. We coded the qualitative data in Dedoose, developing
deductive codes from the literature on job search and teacher labor markets (Miles et al.,
2014). We coded for how teachers perceived that race, gender, and age influenced their job
search or career advancement (see Online Appendix C).

Our work is limited in several ways. First, our sampling strategy does not lend itself to

a representative sample of job seekers in each site. Therefore, our results, particularly the
descriptive results from the network surveys, simply describe trends within our data, which
may not be representative. We hope that these trends and our qualitative data yield new
questions that can be taken up in future work. Second, although a key focus of our work
was race- or gender-based discrimination in the job search, it emerged from our data that
there were also issues with discrimination and lack of opportunity within schools once
teachers were hired, and sometimes those issues were most salient for teachers’ job choices
(e.g., to stay or leave their current position). However, given that this emerged from the
data, we were unable to systematically ask about participants’ experiences with bias within
organizations, aside from their interactions during the job search process.

Race, Gender, and the Job Search—Our findings indicate that there was an extensive
reliance on social networks in the hiring process, particularly in New Orleans and Detroit.
However, teachers had differential access to key social networks that can help to land jobs.
First, we report the descriptive results from our social network survey data, where we asked
teachers to report the people they consulted for advice or information about the job search.
Although our sample is small and not representative, we found some notable patterns in the
number and type of ties for women and men and, for White teachers and teachers of color,
in ways that could disadvantage these marginalized groups in the job search. Our qualitative
findings then help to illuminate how networks structured access to opportunities as well.

Our findings provide insight into some of the potential mechanisms of inequity in the

labor market. Coupled with the qualitative data, we see that there are multiple mechanisms
that drive inequity in the labor market: First, there is the role of social networks and, in
particular, which networks offer access to people in hiring authority, and which networks are
privileged in a particular reform climate; second, there are challenges with discrimination in
the hiring process as well as evidence of some emerging backlash among White teachers,
due to the focus on diversity in many of our sites; and finally, there are limited opportunities
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at some campuses for teachers of color, with institutional practices that reinforce racist
structures and do not allow for change even with a more diverse staff. Information and
knowledge about these organizations is passed to other teachers through networks, closing
off some schools from consideration and reducing opportunities for teacher diversity.

Variation in Network Composition and Size by Race and Gender

We begin by describing patterns we noticed in the ego networks of teachers in our study.

In our sample from New Orleans, White teachers had bigger networks, or more contacts,
in schools, on average, compared with teachers of color. For example, on average, White
teachers had 4.26 contacts per person compared to teachers of color who had 3.50 contacts
per person. White teachers’ networks were especially homophilous and included a greater
percentage of White contacts than the networks of teachers of color. On average, 77%

of each White teachers’ contacts were White, while 51% of contacts were White among
teachers of color. However, White teachers and teachers of color reported similar rates of
knowing a principal or someone with hiring authority in their network. For example, a
quarter of our participants had a direct tie to a principal. Notably, our sample only included
one male teacher of color, and we report those results for transparency (see Tables 1 and 2).

In Detroit, we found similar patterns. White teachers had more contacts in their networks
than teachers of color. On average, White teachers had 4.26 contacts per person compared
to teachers of color who had 3.50 contacts per person. Additionally, we found evidence of
racial homophily. White teachers’ networks included a greater percentage of White contacts
than the networks of teachers of color. On average, 77% of White teachers’ contacts were
White. In contrast, 51% of contacts for teachers of color were White. White teachers also
mentioned principals as contacts more often than teachers of color. In our sample, 30% of
White teachers mentioned having a principal as a contact in their network, while just 13%
of teachers of color included a principal as a contact in their network. We also found that
male teachers were more often connected to principals. For example, 50% of male teachers
had a contact that was a principal, compared to 20% of female teachers who mentioned

a principal as a contact. This pattern persisted for White teachers, as 75% of White male
teachers mentioned principals as contacts compared to 22% of White female teachers who
mentioned principals as a contact in their network.

Hiring for Diversity? Skepticism and Backlash

At the time of our study, there was national and local attention to the shortage of teachers of
color in public schools, particularly in areas that served large numbers of students of color.
Several teachers of color in both sites believed they had an advantage in the job search due
to a growing emphasis on diversifying the teaching force. In New Orleans, a Latina teacher
described how the city’s changing context, with a growing number of immigrant students
and English language learners, made her more competitive on the job market and helped her
secure her job:

I actually met an HR person or a recruiter, at one of our . . . events, and we
just started chatting and she told me how [the] Parish needed teachers that spoke
Spanish because there’s such an influx of ELL and ESL. . . . We got to talking and
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then she put me in contact with the school that I’m at now, so she was instrumental
in me getting this job.

Similarly, a Black male teacher in New Orleans described how he was highly sought after
and could easily find a position given his area of teaching: “I’m the rarest of unicorns in

the teaching world.” He had six close ties, which included people in leadership positions

in charter schools and in powerful local education reform organizations, with whom he had
ongoing casual conversations about his career plans and was recruited by these contacts. His
goal, however, was to find a position where he could stay long term and make a greater
impact: “Where do I think my impact is going to be most directly and broadly felt, and
useful. And I don’t know the answer to that yet.” Unfortunately, this was not something he
found easily, as he believed that not all institutions were open to change.

However, not all teachers believed their racial backgrounds were an asset in the job search.
One Black female teacher in New Orleans noted her options were limited to inner-city
schools because of her race and background teaching in those schools. She said that urban
schools “were the schools that gravitated towards me more than, say, a school in the
suburbs,” due to her experience working in urban schools and because of her “race as well,
because | seem like | could probably relate to those students more.” During the job search,
she was courted by inner-city schools but ignored by others, constraining her job search.
Another Black female teacher in New Orleans said that for one job prospect, she was asked
to jump through a number of hoops, whereas her White colleague was offered the job
without having to take additional steps:

I mean all | can do when | interview is put my best foot forward. | do know that |
applied for one position at a charter school and another fellow applied for it and she
didn’t have to go through half of the steps—and it was a process that | had to go
through—they just kind of offered her the job without her even doing a demo teach
or anything like that. They just gave it to her and on the other hand I think | had

to go through like six different steps to even get into the school or even do a demo
teach.

In this case, she did receive a callback or interview, but the process was much more intensive
than for her White colleague, perhaps in part because she had no ties to leaders there. In fact,
this teacher had four ties that aided her with the job search, but most of her connections were
friends providing general advice, or other working teachers, who had little power in decision
making regarding hiring. These encounters with discrimination in the labor market limited
the opportunities for teachers of color, particularly Black teachers, who were seen as serious
candidates only for particular types of jobs and sometimes required to go through a more
arduous and inequitable interview process to get those jobs.

While many White teachers believed diversity was important, some went further to identify
their own White privilege in the labor market. One White teacher in New Orleans noted

that she believed that her school prefers to hire Black teachers and that she, too, would seek
to diversify the school if she were in a hiring position. She noted racial and gender-driven
tensions among staff and students “every day,” and over who was promoted, as the executive
staff is mostly White. A White teacher in Detroit noted that schools were trying to diversify.
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As a White female in her mid-20s, she said she “fits rights in” when she goes into charter
schools but adds, “I don’t think that’s best for the kids here,” referencing research indicating
that Black students do better if they have a Black teacher or multiple Black teachers. She
says that “knowing that and being really aware of that, not wanting to be part of that, was
just hard to navigate.” Similarly, a White female teacher noted that her school had a diverse
faculty, which is important, so that students can “see people of all different ethnicities in
leadership roles in whatever they do.”

A few White teachers, typically younger ones, went further to identify their own privilege

or recognized a culture of White supremacy. Three White male teachers noted their
advantages in the job search. One described how much of the leadership of charter schools
in New Orleans consisted of White men from “out of town,” and he could relate to them,
recognizing how their shared experiences helped him in the hiring process. In Detroit, one
White man in his 20s said of the job search, “I obviously had benefit from my racial
identity,” and another said he was given more opportunities and more “implicit trust” as a
White male, even though he only had two connections in his job-seeking network, none of
which were to school leaders. Another said that the “cards are stacked in my favor,” and as a
White man, he had never felt at a disadvantage in the job search. Two White female teachers
similarly noted that they benefited from being the norm, “the stereotypical teacher, a White
female” in the charter-school job search and therefore did not face any discrimination. One
of these teachers, who had a large network of 10 contacts from whom she sought job advice,
added, “I know that’s probably not true for other people.”

However, the importance of diversity in these hiring contexts was also tied up with the
view that White teachers were not prioritized in the job search. Six White teachers in

New Orleans said they had experienced discrimination in the hiring process. One White
male teacher in New Orleans said that while he recognized that “it’s preferable to have
people that reflect the racial identity of the communities that people are working in,” he
believed that being White was not an asset. Other White teachers in New Orleans said

that they felt overlooked because of their race. One teacher believed that many schools
weren’t interested in her because she was White. Another White teacher wanted to work on
a team that addressed student behavior but noted that they were all Black teachers whom she
perceived to be underqualified, selected because they interacted with the families the most.
She believed that she wasn’t given the opportunity to work with that team because of her
race. A White male teacher felt discriminated against because of his race when he was in
athletics but noted, “But at the same time, that | have privilege elsewhere.” Another teacher
noted:

| had [a co-teacher] at the beginning of the year who was very, | wouldn’t say
anti-White, but she has a chip on her shoulder | think, for good reason, for sure.
That always made me feel uncomfortable . . . at one point | felt like | wanted to
leave because | just didn’t want to be another White face, oppressing the kids. |
don’t know, I’'m in a different spot right now with that . . . I don’t know where I’m
at.

In these instances, White teachers’ discomfort was centered as opposed to the experiences
of Black teachers. Furthermore, race also intersected with age, place, and geography. One
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White female teacher in her mid-20s felt that some hiring managers were thinking, “How is
this little White girl going to run one of the classrooms?” But she was hired, anyway, and
she believed that being from New Orleans also gave her an advantage over some of the other
young White teachers who came through Teach For America or TeachNOLA.

In New Orleans, White teachers generally acknowledged some conflicting views around
teacher diversity and their own privilege, but in Detroit, there was a more explicit concern
about discrimination among some White teachers. Four White teachers believed their
chances to get a job or receive a promotion were hindered by their race. One White female
in her mid-20s explained that Black administrators in the traditional public school system
were “openly disrespectful” to her and that she and other White teachers were “targets of
some less-than-savory types of comments and advice.” She feels she was hired “so late”
because of her race. Another White female in her 40s described how a Black principal
seemed eager to hire her on the phone but that when they met in person, “his whole
demeanor changed.” She hesitated a bit and then said that she heard about “some . . . racism.
Against the White,” which she thinks was the cause of the demeanor change. In a part of
Detroit where the majority of the population was Asian, a White teacher in her 30s believed
that her race “comes against her” because schools are trying to diversify and that if she saw
an Asian man at a job interview, she would assume he would get the position. A White male
in his 40s said that he would have to leave his school if he wanted a leadership position
because the school is mostly Black, and “that’s the leadership they want.” These types of
arguments reflect a misunderstanding of racism and power structures—that is, the idea that
White people can be discriminated against in the same ways as Black people and may
indicate the beginning of a backlash to the increased focus on diversity (i.e., hiring more
teachers of color) in teacher recruitment, perhaps paralleling the backlash to affirmative
action in higher education and other industries.

Related to a call for racial diversity in schools was a widespread belief that more men
were needed in the classroom. One female teacher in Detroit said there was a movement
to see more men in the classroom and in administration; there was a desire, she said, for
“that male presence in the building.” Some female teachers noted that this put them at a
disadvantage. One White female teacher in New Orleans said that she hadn’t experienced
any discrimination per se but felt if she were a male candidate in elementary school, she
would have an easier time. A White female charter teacher in Detroit recounted how her
administration talked to faculty about trying to get more male teachers and more teachers
of color on the campus. Her administration commented that “male teachers and especially
the Black male teachers were walking around the job fair with some swagger because
everyone wanted them, everyone was trying to get those teachers at their school. So it
seemed like they had the pick of the place.” Others similarly described male teachers as “hot
commodities,” and two female Detroit teachers described the importance of having “males
in the room as role models for the young boys” or “more male role models” in schools.
One man said that “if there’s any prejudicial discrimination going on,” that he is probably
on the benefitting end because “there’s going to be a lot of woman at these career fairs
and | happen to be a man.” Generally, respondents felt that in a female-dominated field, a
male candidate had more options in terms of where to work. There was also an assumption
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that students lacked male role models outside of school and some women argued that men
contributed positively to school culture.

Information About Discrimination Within Organizations Passes Through Networks

Teachers also reported that they felt discrimination existed within the workplace, particularly
in some charter organizations, where the culture or structure was perceived as hostile to
women or people of color and made teachers more likely to exit or less likely to apply.

In other words, teachers of color felt they could “get in the door” but were ultimately not
retained, pushed out, or deemed not a good “fit.” In New Orleans, few teachers described
gender or race discrimination in the hiring process but did sense discrimination within some
charter organizations in terms of how they were structured, the culture, who was promoted to
leadership positions, or whose voices were elevated.

Race and Organizations

Teachers of color recognized they were in high demand during the job search but
experienced discrimination within school contexts. Black teachers especially noted that
while they did not feel discriminated against in the job search, once they had a job, they felt
that race could play a role. In New Orleans, one Black female noted that colleagues at her
prior school, a predominately Black school, would drive to campus with confederate flags
on their trucks. She noted that these experiences made her unhappy at that job and drove
her to switch to a new workplace where she is happier: “I can wear my Black Lives Matter
t-shirt to work now. It’s awesome. But that’s a big factor for me. | actually want to have a
drink with the folks | work with.” She learned about the opportunity and the culture of the
school through her networks. Her boyfriend worked there and recommended her for the job.
Other teachers also described a culture in charter schools where there were communication
barriers between Black and White staff members. One biracial teacher attributed this in part
to “just a lack of knowledge.” She added, “There are people on both sides of the spectrum
who have not had a whole lot of dealings with the other, outside of a work environment.
There are some teachers who, they really just don’t know what’s okay to say and what’s not
okay to say. It’s not out of any malice. Nobody takes offense. It’s just a lack of a cultural
understanding of adults.” She noted, however, that the school’s management was not aware
of the problem, as evidenced by the lack of courses and experiences that center around
African American history.

Another teacher in New Orleans similarly described issues with race due to leadership and
culture in charter schools, which she felt were driving out Black teachers: “I don’t know
if it’s people being driven out because their leaders are like ‘I don’t want Black teachers
in my school.” I don’t think that’s it, but I do think there’s . . . teachers who are coming

to the consciousness that their race is going to bear on their work. I think that school
leaders need the same kind of work.” When Black staff took on leadership experiences,
they were sometimes “pigeon-holed into being the culture person” or “pigeon-holed into
being a discipline person” rather than making curricular decisions. She added, “When you
look at the types of roles that they have across the city, when you see a Black man in
leadership you can assume that he is maybe the dean. He’s going to be there to deal with
the people in trouble.” A White New Orleans teacher similarly noted that even schools
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that sought to address White privilege did not align their ideas to their practice: “Sure you
all can hold these professional development sessions, but the way that you treat people
negates everything that you would say. You would make lip service just caring about racial
equity, but that’s not what you practice.” She described the system as designed to stifle
radicalization and organizing by teachers, via “constant recruiting” of people who “will be
easy to insert into the culture of that environment, which is a very white, upper-middle class
environment.” In the job search, information through these networks shaped opportunities,
as the teacher noted:

Just the fact that that’s still racialized, just the fact that even [organization], which
is like right now a primarily White people organization, that’s a place where | share
information and people can get me jobs. People are like “I’m going to get you a job
here” and they will. That’s is just so influenced by race and by social network and
by education level by who you know. What a huge effect that has.

In these ways, the culture of charter schools, in particular, stifled diversity efforts,
particularly with regard to the retention of teachers of color.

Gender and Organizations

We also found similar patterns for women in the job search and in charter organizations.
Female teachers were less likely to report gender discrimination in the job search, even
though several did indicate that they believed there was a preference for males. However,
they did note that it was difficult to advance in the careers within some organizations.

In New Orleans, one female charter school teacher shared that organizational issues at

her school made it difficult to balance the demands of her career and family. Another
charter school teacher noted that school leadership received opinions from men and women
differently:

I guess there were a lot of times at [school] where the same complaint . . . would
be more heard from the voice of man teacher than a woman teacher . . . | was also
in a relationship with one of the teachers at [school] who was a man, so | would
have intimate insight of how he and | were treated by the same people in similar
circumstances and really different ways. That was where | really think | noticed,
whoa, there’s like serious red flag issues here around gender.

Issues of gender discrimination were particularly salient for one Latina teacher, who felt her
school was targeting “noisy women of color,” those who were actively trying to unionize
the school. Women were not the only teachers to note differential experiences based on
gender. A male teacher described what he perceived as “benefits of being a male,” including
opportunities to take on additional coaching positions and serving as a dean.

In Detroit, women said they were less likely than men to be offered a leadership role.
Several female teachers in both traditional public and charter schools also noted that women
were forced to cycle through jobs, often changing grades, classrooms, and leadership roles,
but men seemed to be much more stable in their positions. One teacher shared that males
were given leadership opportunities “far more frequently” than females did:
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For example, when they created the [leadership team] at my school, there were
some other female candidates that | think would have been good to consider . . .
but the only candidate that was really considered . . . was a White male. There’s
only one female leader, and she’s an African American woman, but all the other
leaders are White men. So | do feel like in the [district], gender has a lot to do with
leadership. . . . We’ve had several principals come through my building. They’ve all
been male.
Women thus reported not being offered the same leadership positions. Rather than barriers
to entry into organizations, through hiring, they lacked the networks to advance within
organizations to reach leadership positions. These messages then spread through networks,
as female teachers believed they would not be serious candidates for leadership positions.
Discussion

As teacher labor markets continue to change under market-driven policies that deregulate
teacher entry and expand charter school market shares, it is important to understand

how these institutional and contextual changes influence teacher hiring. In particular, as
the proportion of Black teachers in large cities declines with public school closures and
charter-school openings (Buras, 2016; Henry, 2016; White, 2018), and charter-management
organizations simultaneously increase their focus on recruiting teachers of color, it is
important to examine the dynamics that may shape access to future teaching employment.
Our study is an exploration of how teachers’ social networks may play a role in these
processes. We organize our discussion section around four themes that emerged from our
findings that highlight how social networks play a role in the processes of recruitment, job
search, and retention of teachers.

Teacher Networks and Organizational Conditions

Networks are critical for retention and support efforts (Borman & Dowling, 2008). However,
we argue that “who you know” provides access to jobs only for teachers that are structurally
positioned to take advantage of those ties. Our work builds on research that has examined
race-based discrimination in teacher hiring (D’Amico et al., 2017), suggesting some of

the mechanisms through which teachers of color are not hired, via the structural nature of
teachers’ networks (fewer ties to leaders, for example), but also through the information

that flows through networks about which organizations are “good” places for teachers of
color to work and advance. While discrimination also plays a role, through intentional or
unintentional bias, and was harder to capture via interviews with teachers, our work also
shows that there can be structural, network-based reasons for the lower rates of hiring
teachers of color. In other words, our work suggests that it is the interaction of structural
inequalities and interpersonal racism that drives lower numbers of teachers of color entering
and staying in charter schools in these sites. Indeed, all teachers sought to use their networks
in the job search, given the importance of connections, but the “pay-off” varied, by race and
gender, when teachers were confronted with discrimination in the hiring process.

Although it was not the initial focus of our research, we found that many teachers of color
felt they could get in the door but were either not retained, pushed out, or deemed not a good
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“fit.” This creates challenges for addressing the lack of teacher diversity in charter schools,
as organizational actors who would like to see improvements in their teacher workforce

are often met with resistance. Furthermore, information about hostile working environments
for women or teachers of color gets passed through networks, creating reputations that
could impede future hiring of teachers. Our work suggests that, beyond recruitment of
diverse teaching staff, institutions actually need to change culturally and organizationally to
successfully recruit and retain teachers of color. These changes could influence the network
ties between teachers and leaders who are looking to diversify their educator workforce.
Organizational change, however, could be challenging as recent research has shown how
many organizations operate as race-neutral bureaucratic structures (Ray, 2019), and calls
for addressing systemic racism in organizational practices can be overlooked. Colorblind
ideology can affect the racialization of schools and impact the recruitment and retention
strategies used by leadership. Research should explore the ways that racial and gender-based
hierarchies within schools influence organizational practices and reproduce inequality over
time (Acker, 2006).

Organizational Challenges

In this way, our work connects to White (2016), who examines how “culturally subtractive”
school conditions in charter schools lead to turnover of teachers of color, as well as Bristol’s
(2020) work on how being the only member of a racial minority (e.g., the only Black male
teacher) on campus can foster social isolation and limited support. Turnover is also driven
by teachers with limited network connections within a campus, who are thus more likely

to leave due to being unable to leverage a broader network. We assert that schools that are
run authoritatively with little to no teacher input, where obedience instead of collaboration
is the norm, struggle to retain teachers of color. Multiple New Orleans and Detroit charter
school teachers observed that school administrators seek not mere coachability in their
new-hires but compliance. Teachers observed that employers preferred candidates who could
be “molded” and who did not give “lip,” “backtalk,” or “push back.” In Detroit, schools
seem to seek out young, easily molded teachers, which reveals some of the features that
White (2018) categorizes as “organizational conditions conducive to turnover”—that is,
school leaders have rigid ideas about instruction and are unwilling to negotiate with teachers
over such matters, and these hierarchical relationships lead teachers to feel subordinate.
Indeed, as research on teacher candidates of color in preparation programs has shown,

the contradiction between teachers’ personal values and organizational practices can create
challenges for teachers of color (Gist, 2017).

Gender Influences

We also find a slow advancement of women and people of color within organizations

in terms of leadership positions. Our work connects to Scott’s (2008) argument that
educational privatization is a way for White men to preserve an elite and privileged space
in educational leadership and policy. These kinds of hostile environments can create racial
and gendered burdens for teachers of color, where they now must use personal time and
resources to make their school environments safe and workable for themselves and other
minoritized co-workers. Scott explains that as people of color and women slowly increase
their presence in the field, they often assume leadership positions as a last resort—only
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to end up receiving harsh criticism when they cannot produce impossible results. Indeed,
teachers in Detroit, in particular, observed that women cycle through leadership jobs

more quickly than men and that men were offered administrative roles more frequently.
Daily microaggressions, relying on outside formal professional structures to develop justice-
oriented leadership practices, and navigating the intersections of family and professional
responsibilities are just a few of the reasons why women quickly cycle through leadership
positions (Gorski & Chen, 2015; Kholi et al., 2019).

Political Instability

Changes in the policy environment also altered the power of teachers’ networks for teachers
in our study, similar to patterns found elsewhere (White, 2018). Veteran teachers had more
robust networks given their years of experience, but with labor-market segmentation, or
shifts in the political landscape, those networks no longer yielded the same opportunities.
When teachers were fired post-Katrina, the majority of whom were Black veteran educators,
their networks were disrupted, forcing many of them to change school districts or leave

the teaching profession. Emerging teacher networks in Detroit, influenced by sweeping
educational reform strategies, competed with older networks of teachers comprised
predominantly with teachers of color, more likely to be from the community in which they
taught. While these older networks were likely strong and robust, that does not translate
directly into power within certain policy environments. Without institutional support or
resources, teacher networks may lack the diverse knowledge or access to expertise that is
necessary for problem solving or navigating shifts within the teacher labor market (Farrell
& Coburn, 2017). Further research could explore why and how those shifts occur and how
teacher networks respond to uncertainties within the labor market. Research shows that
Black teachers are more often affected by firings due to school closures and the instability
of district restructuring that often precipitates those closures (Cook & Dixson, 2013; Lee

& Sartain, 2020; Lincove et al., 2018; White, 2018). Hiring decisions, and unequal access
to job opportunities among teacher candidates, in part due to the reliance on networks,
created conditions where teachers who can cultivate a stronger network, or with access to
the “right” networks, had greater opportunities for employment. Teachers of color and their
networks must overcome structural, administrative, and accessibility barriers to secure initial
interviews and permanent employment (Bristol & Shirrell, 2019). Future research should
explore how policy and budgetary decisions related to the hiring process have implications
for teacher diversity and the racial composition of a district’s teacher workforce.

Conclusion

Our results suggest that a superficial focus on diversity is not sufficient and can even
generate a backlash, as White teachers end up believing that they are being “harmed” by

a focus on diversity, with an implied tradeoff between quality and diversity. Instead, more
genuine efforts to diversify staff and allow for diverse perspectives within organizations
are needed. This includes exploring how teachers of color operate within schools, either as
loners or groupers (Bristol, 2018). Indeed, most teachers talked not about discrimination
in the job search but discrimination once they were employed with their school. Charter
schools wanted to hire teachers of color but were ill-equipped at retaining them. Limited
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support, lack of communication, and weak labor protections are just a few examples from
research on how charter schools have failed at retaining their teachers of color (Fusco, 2017,
White, 2018). Teachers of color can become tokens or, as one teacher in our study noted,

be viewed as “noisy women of color” when they seek to make internal changes. Our work
thus aligns with the research on charter school teachers and teaching, which suggests that
teachers who initially sought to work in charters can become disillusioned with practices

in those schools when they do not align with their pedagogical beliefs, which increases
turnover within these organizations (Golann, 2018; Torres, 2014).

The current policy environment, including the call for schools and other social sector
institutions to address racial injustice, is seeing a greater emphasis placed on the hiring

of teachers of color. School districts with a majority minoritized student population,

and a historical legacy of segregation and discrimination, are seeking Black teachers to
provide critical instruction for children. However, our research, along with other scholarship
that has examined teachers of color in charter schools, suggests that without changes

to organizational practices, charter schools may simply have a revolving door of Black
teachers. This could lead to an exodus of Black students and families from the charter school
sector for other educational options or choices, as these school conditions can be culturally
subtractive. During a time when many organizations are reflecting on and considering

their role in upholding structures of racism, our findings highlight how charter schools in
these and other urban areas need to consider not only their hiring practices but also how
organizational practices, including disciplinary and instructional practices, may or may not
align with their stated goals of addressing racial equity. This shift in approach could not
only help recruit but also retain teachers of color and provide innovative pathways for future
teachers to consider employment in charter schools.

Supplementary Material

Refer to Web version on PubMed Central for supplementary material.

Acknowledgments

Thanks to Andrene Castro, Emily Germain, and Rachel Tabak for their research assistance. Thanks to Rebecca
Callahan, Marisa Cannata, and David DeMatthews for feedback on earlier drafts, instruments, and presentations.
This research was supported by the National Academy of Education/Spencer Foundation Postdoctoral Fellowship,
the University of Texas College of Education Small Grants Program, and Grant P2CHD042849, Population
Research Center, awarded to the Population Research Center at The University of Texas at Austin by the

Eunice Kennedy Shriver National Institute of Child Health and Human Development. The content is solely the
responsibility of the authors and does not necessarily represent the official views of the National Institutes of
Health. This research has also received support from the Grant T32HD007081, Training Program in Population
Studies, awarded to the Population Research Center at The University of Texas at Austin by the Eunice Kennedy
Shriver National Institute of Child Health and Human Development. The content is solely the responsibility of the
authors and does not necessarily represent the official views of the National Institutes of Health.

Biographies

HURIYA JABBAR is an associate professor in the Department of Educational Leadership
and Policy at the University of Texas at Austin. Her research uses sociological and

critical theories to examine how market-based ideas in PK-12 and higher education shape
inequality, opportunity, and democracy in the U.S.

AERA Open. Author manuscript; available in PMC 2024 June 14.



1duosnuen Joyiny 1duosnuey Joyiny 1duosnuen Joyiny

1duosnuep Joyiny

Jabbar et al.

Page 17

RACHEL BOGGS is a doctoral student in the Department of Educational Leadership and
Policy at the University of Texas at Austin. Her research examines how social contexts
influence education and how policy can be used to improve the lives of children and
families.

JOSHUA CHILDS is an assistant professor in the Department of Educational Leadership
and Policy at the University of Texas at Austin. His research examines the role of
interorganizational networks and cross-sector collaborations to address complex educational
issues.

References

Acker J (2006). Inequality regimes: Gender, class, and race in organizations. Gender & society, 20(4),
441-464.

Adler PS, & Kwon SW (2000). Social capital: The good, the bad, and the ugly. In Lesser E (Ed.),
Knowledge and Social Capital (pp. 89-118). Taylor & Francis.

Babineau K, Hand D, & Rossmeier V (2018). The state of public education in New Orleans. The
Cowen Institute. http://www.thecoweninstitute.com.php56-17.dfw3-1.websitetest-link.com/uploads/
SPENO_2018_Final_-_Double_Page_Spread-1524079581.pdf

Bertrand M, & Mullainathan S (2004). Are Emily and Greg more employable than Lakisha and Jamal?
A field experiment on labor market discrimination. American Economic Review, 94(4), 991-1013.

Braddock JH, & McPartland JM (1987). How minorities continue to be excluded from equal
employment opportunities: Research on labor market and institutional barriers. Journal of Social
Issues, 43(1), 5-39. 10.1111/j.1540-4560.1987.th02329.x

Brass DJ (1985). Men’s and women’s networks: A study of interaction patterns and influence in an
organization. Academy of Management Journal, 28(2), 327-343. 10.2307/256204

Bristol TJ (2018). To be alone or in a group: An exploration into how the schoolbased experiences
differ for Black male teachers across one urban school district. Urban Education, 53(3), 1-21.

Bristol TJ (2020). Black men teaching: Toward a theory of social isolation in organizations. Race
Ethnicity and Education, 23(3), 288-306. doi: 10.1080/13613324.2019.1663960

Bristol TJ, & Shirrell M (2019). Who is here to help me? The work-related social networks of staff of
color in two mid-sized districts. American Educational Research Journal, 56(3), 868—898.

Buras K (2016). The mass termination of black veteran teachers in New Orleans: Cultural

politics, the education market, and its consequences. The Educational Forum, 80(2), 154-170.
10.1080/00131725.2016.1135379
Campbell K (1988). Gender differences in job-related networks. Work and Occupations, 15(2), 179-
200. 10.1177/0730888488015002003

Cannata M (2011). The role of social networks in the teacher job search process. The Elementary
School Journal, 111(3), 1-24. 10.1086/657656

Cannata M, Rubin M, Goldring E, Grissom J, Neumerski C, Drake T, & Schuermann P (2017). Using
teacher effectiveness data for information-rich hiring. Educational Administration Quarterly, 53(2),
180-222. 10.1177/0013161X16681629

Casey L, Di Carlo M, Bond B, & Quintero E (2015). The state of teacher diversity in American

education. Washington, DC: Albert Shanker Institute.
Castilla E, Lan G, & Rissing B (2013). Social networks and employment: Outcomes (Part 1).
Sociology Compass, 7(12), 1013-1026. 10.1111/s0c4.12096

D’amico D, Pawlewicz RJ, Earley PM, & McGeehan AP (2017). Where are all the Black
teachers? Discrimination in the teacher labor market. Harvard Educational Review, 87(1), 26-49.
10.17763/1943-5045-87.1.26

Dixson AD, Buras KL, & Jeffers EK (2015). The color of reform: Race, education reform,

and charter schools in post-Katrina New Orleans. Qualitative Inquiry, 21(3), 288-299.
10.1177/1077800414557826

AERA Open. Author manuscript; available in PMC 2024 June 14.


http://www.thecoweninstitute.com.php56-17.dfw3-1.websitetest-link.com/uploads/SPENO_2018_Final_-_Double_Page_Spread-1524079581.pdf
http://www.thecoweninstitute.com.php56-17.dfw3-1.websitetest-link.com/uploads/SPENO_2018_Final_-_Double_Page_Spread-1524079581.pdf

1duosnuen Joyiny 1duosnuey Joyiny 1duosnuen Joyiny

1duosnuep Joyiny

Jabbar et al.

Page 18

Dupre BB (1986). Problems regarding the survival of future Black teachers in education. The Journal
of Negro Education, 55(1), 56-66. 10.2307/2294633

Eagly AH, & Carli LL (2007). Through the labyrinth: The truth about how women become leaders.
Harvard Business School Press.

Farrell CC, & Coburn CE (2017). Absorptive capacity: A conceptual framework for understanding
district central office learning. Journal of Educational Change, 18(2), 135-159.

Fernandez R, Castilla E, & Moore P (2000). Social capital at work: Networks and employment at a
phone center. American Journal of Sociology, 105(5), 1288-1356.

Fernandez R, & Sosa M (2005). Gendering the job: Networks and recruitment at a call center.
American Journal of Sociology, 111(3), 859-904. 10.1086/497257

Figlio D (2017). The importance of teaching a diverse workforce. Brookings. https://
www.brookings.edu/research/the-importance-of-a-diverse-teaching-force/

Fusco M (2017). Burnout factories: The challenge of retaining great teachers in charter schools. Phi
Delta Kappan, 98(8), 26-30.

Gist CD (2017). Voices of aspiring teachers of color: Unraveling the double bind in teacher education.
Urban Education, 52(8), 927-956. 10.1177/0042085915623339

Gorski PC, & Chen C (2015). “Frayed all over:” The causes and consequences of activist burnout
among social justice education activists. Educational Studies, 51(5), 385-405.

Granovetter M 1995. Getting a job: A study of contacts and careers (2nd ed.). University of Chicago
Press.

Gross B, & DeArmond M (2010). How do charter schools compete for teachers? A local perspective.
Journal of School Choice, 4(3), 254-277. 10.1080/15582159.2010.504104

Hamm L, & McDonald S (2015). Helping hands: Race, neighborhood context, and reluctance in
providing job-finding assistance. The Sociological Quarterly, 56(3), 539-557.

Henry KL Jr. (2016). Discursive violence and economic retrenchment: Chartering the sacrifice of
Black educators in post-Katrina New Orleans. In Donnor JK, & Affolter TL (Eds.), The charter
school solution: Distinguishing fact from rhetoric (pp. 80-98). Routledge.

Holzer HJ (1988). Search method used by unemployed youth. Journal of Labor Economics, 6(1), 1-20.

Ibarra H (1992). Homophily and differential returns: Sex differences in network structure and access in
an advertising firm. Administrative Science Quarterly, 37(3), 422-447. 10.2307/2393451

Institute of Educational Sciences. (2019). Spotlight A: Characteristics of public school teachers by
race/ethnicity. U.S. Department of Education, National Center for Education Statistics. https://
nces.ed.gov/programs/raceindicators/spotlight_a.asp

Jabbar H (2015). “Drenched in the past”: The evolution of market-oriented reforms in New Orleans.
Journal of Education Policy, 30(6), 751-772.

Jabbar H (2017). Recruiting “talent”: School choice and teacher hiring in New Orleans. Educational
Administration Quarterly, 54(1), 115-151. 10.1177/0013161X17721607 [PubMed: 37637966]

Jabbar H, Cannata M, Germain E, & Castro A (2020). It’s who you know: The role of social networks
in a changing labor market. American Educational Research Journal, 57(4), 1485-1524.

Khalifa M, Douglas T, & Chambers TV (2016). White gazes of Black Detroit: Milliken V. Bradley I,
Post-colonial theory, and why inequities persist. Teachers College Record, 118, 1-34.

Kohli R, Lin YC, Ha N, Jose A, & Shini C (2019). A way of being: Women of color educators and
their ongoing commitments to critical consciousness. Teaching and Teacher Education, 82, 24-32.

Kretchmar K, Sondel B, & Ferrare J (2016). The power of the network: Teach for America’s
impact on the deregulation of teacher education. Educational Policy, 32(3), 423-453.
10.1177/0895904816637687

Lee H, & Sartain L (2020). School closures in Chicago: What happened to the teachers? Educational
Evaluation and Policy Analysis, 42(3), 331-353.

Lee S (2019). Black teachers matter: Examining the depths of Seven HBCU Teacher Preparation
Programs. Urban Education Research & Policy Annuals, 6(2). https://journals.uncc.edu/urbaned/
article/view/980

Lin N (2001). Social capital: A theory of social structure and action. Cambridge University Press.

AERA Open. Author manuscript; available in PMC 2024 June 14.


https://www.brookings.edu/research/the-importance-of-a-diverse-teaching-force/
https://www.brookings.edu/research/the-importance-of-a-diverse-teaching-force/
https://nces.ed.gov/programs/raceindicators/spotlight_a.asp
https://nces.ed.gov/programs/raceindicators/spotlight_a.asp
https://journals.uncc.edu/urbaned/article/view/980
https://journals.uncc.edu/urbaned/article/view/980

1duosnuepy Joyiny 1duosnuely Joyiny 1duosnuey Joyiny

1duosnue Joyiny

Jabbar et al.

Page 19

Lincove JA, Barrett N, & Strunk KO (2018). Lessons from Hurricane Katrina: The employment effects
of the mass dismissal of New Orleans teachers. Educational Researcher, 47(3), 191-203.

Louisiana Department of Education. (2018). Multiple statistics by school system for total public
students February 2018. https://www.louisianabelieves.com/docs/default-source/data-management/
feb-2018-multi-stats-(total-by-site-and-school-system).xIsx?sfvrsn=3ebc901f 4

Madkins TC (2011). The black teacher shortage: A literature review of historical and contemporary
trends. Journal of Negro Education, 80, 417-427.

Maier A, & Youngs P (2009). Teacher preparation programs—and teacher labor markets: How social
capital may Help explain teachers’ career choices. Journal of Teacher Education, 60(4), 393-407.
10.1177/0022487109341149

Marsden PV (1988). Homogeneity in confiding relations. Social Networks, 10(1), 57-76.
10.1016/0378-8733(88)90010-X

Marsden PV, & Gorman EH (2001). Social networks, job changes, and recruitment. In Berg | &
Kalleberg AL (Eds.), Sourcebook of labor markets: Evolving structures and processes (pp. 467—
502). Springer US.

McDonald S (2010). Right place, right time: Serendipity and informal job matching. SocioEconomic
Review, 8(2), 307-331. https://ssrn.com/abstract=1578738

McDonald S (2011). What you know or who you know? Occupation-specific work experience
and job matching through social networks. Social Science Research, 40(6), 1664-1675. 10.1016/
j.ssresearch.2011.06.003

McDonald S, Benton R, & Warner D (2012). Dual embeddedness: Informal job matching and labor
market institutions in the United States and Germany. Social Forces, 91(1), 75-97. 10.1093/sf/
50s069

McDonald S, Hamm L, Elliott JR, & Knepper P (2016). Race, place, and unsolicited job leads: How
the ethnoracial structure of local labor markets shapes employment opportunities. Social Currents,
3(2), 118-137. 10.1177/2329496515620645

McGuire GM (2002). Gender, race, and the shadow structure: A study of informal
networks and inequality in a work organization. Gender & Society, 16(3), 303-322.
10.1177/0891243202016003003

McPherson M, Smith-Lovin L, & Cook J (2001). Birds of a feather: Homophily in social networks.
Annual Review of Sociology, 27(1), 415-444.

MI School Data. (2021a). Student Enrollment Counts Report. Michigan Department of Education.
https://www.mischooldata.org/student-enroliment-counts-report/

MI School Data. (2021b). Staffing Counts Report. Michigan Department of Education. https://
www.mischooldata.org/staffing-count/

Miles MB, Huberman AM, & Saldana J (2014). Qualitative data analysis: A methods sourcebook (3rd
ed.). SAGE Publications.

Miller LS, & Garcia EE (2004). Better informing efforts to increase Latino student success in higher
education. Education and Urban Society, 36(2), 189-204. 10.1177/0013124503261329

Mouw T (2002). Are black workers missing the connection? The effect of spatial distance and
employee referrals on interfirm racial segregation. Demography, 39(3), 507-528. [PubMed:
12205755]

Pager D, & Pedulla DS (2015). Race, self-selection, and the job search process. American Journal of
Sociology, 120(4), 1005-1054.

Partelow L, Spong A, Brown C, & Johnson S (2017). America needs
more teachers of color and a more selective teaching profession. Center
for American Progress. https://www.americanprogress.org/issues/education-k-12/reports/
2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/

Patton M (1990). Qualitative evaluation and research methods (pp. 169-186). Sage.

Podolny J (2001). Networks as the pipes and prisms of the market. American Journal of Sociology,
107(1), 33-60. 10.1086/323038

Ray V (2019). A theory of racialized organizations. American Sociological Review, 84(1), 26-53.

AERA Open. Author manuscript; available in PMC 2024 June 14.


https://www.louisianabelieves.com/docs/default-source/data-management/feb-2018-multi-stats-(total-by-site-and-school-system).xlsx?sfvrsn=3ebc901f_4
https://www.louisianabelieves.com/docs/default-source/data-management/feb-2018-multi-stats-(total-by-site-and-school-system).xlsx?sfvrsn=3ebc901f_4
https://ssrn.com/abstract=1578738
https://www.mischooldata.org/student-enrollment-counts-report/
https://www.mischooldata.org/staffing-count/
https://www.mischooldata.org/staffing-count/
https://www.americanprogress.org/issues/education-k-12/reports/2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/
https://www.americanprogress.org/issues/education-k-12/reports/2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/

1duosnuepy Joyiny 1duosnuely Joyiny 1duosnuey Joyiny

1duosnue Joyiny

Jabbar et al.

Page 20

Rivera LA (2012). Hiring as cultural matching: The case of elite professional service firms. American
Sociological Review, 77(6), 999-1022. 10.1177/0003122412463213

Scott J (2008). Managers of choice: Race, gender, and the political ideology of the new urban school
leadership. In Feinberg W & Lubienski C (Eds.), School choice policies and outcomes: Empirical
and philosophical perspectives (pp. 149-176). SUNY Press.

Stigler G (1962). Information in the labor market. Journal of Political Economy, 70(5), 94-105. http://
www.jstor.org/stable/1829106

Stoll M, & Raphael S (2000). Racial differences in spatial job search patterns: Exploring the causes
and consequences. Economic Geography, 76(3), 201-223. doi:10.2307/144290

Tigges LM, Browne I, & Green GP (1998). Social isolation of the urban poor: Race, class, and
neighborhood effects on social resources. The Sociological Quarterly, 39(1), 53-77. 10.1111/
j.1533-8525.1998.th02349.x

Trujillo T, & Scott J (2014). Superheroes and transformers: Rethinking teach for America’s leadership
models. Phi Delta Kappan, 95(8), 57-61. 10.1177/003172171409500813

U.S. Bureau Labor Statistics. (2018). Labor force characteristics by race and ethnicity, 2017. https://
www.bls.gov/opub/reports/race-and-ethnicity/2017/home.htm

U.S. Department of Education. (2016). The state of racial diversity in the educator workforce. https://
www?2.ed.gov/rschstat/eval/highered/racial-diversity/state-racial-diversity-workforce.pdf

Wanberg CR, Ali AA, & Csillag B (2020). Job seeking: The process of looking for a job. Annual
Review of Organizational Psychology and Organizational Behavior, 7(1), 315-337.

White T (2016). Teach For America’s paradoxical diversity initiative: Race, policy, and Black
teacher displacement in urban schools. Education Policy Analysis Archives, 24(16). 10.14507/
epaa.24.2100

White T (2018). Teachers of color and urban charter schools: Race, school culture, and teacher
turnover in the charter sector. Journal of Transformative Leadership and Policy Studies, 7(1),
35-50.

Williams S, & Han SK (2003). Career clocks: Forked roads. In Moen P (Ed.), It’s about time: Couples
and careers (pp. 80-100). ILR Press.

Wilson CM (2015). Refusing Detroit’s public school failure: African American women’s educational
advocacy and critical care strategies versus the politics of disposability. Educational Policy
Analysis Archives, 23(125), 1-30.

AERA Open. Author manuscript; available in PMC 2024 June 14.


http://www.jstor.org/stable/1829106
http://www.jstor.org/stable/1829106
https://www.bls.gov/opub/reports/race-and-ethnicity/2017/home.htm
https://www.bls.gov/opub/reports/race-and-ethnicity/2017/home.htm
https://www2.ed.gov/rschstat/eval/highered/racial-diversity/state-racial-diversity-workforce.pdf
https://www2.ed.gov/rschstat/eval/highered/racial-diversity/state-racial-diversity-workforce.pdf

Page 21

Jabbar et al.

"sjuspuOdsal [eIoRIIINW pUR ‘J9PUBIS| J1J108d/URISY ‘XUlleT ‘Yoelg Buipnjoul ‘alyn-uou se BuiAnuapl siayoesl e sapnjoul pue J0jod JO S1ayaeal J0j SpUels D01 BI0N

— — - — 009 T O01 3N
%S¢ %9 %81 %y LL'Y 8T 001 3jews
%0 %0 %<y %€8 009 [4 alew alyM
%0€ %cCT %ce %cL TR el aewsy} slYM
Japush pue soey
%Le %8 % %ES €6’y o€ dlewsd
%0 %0 %<y %€8 009 € 3leN
JETIIED)
%S¢ %S %1S %1S 0S¢ 6T 001
%LC %8 %S¢ %LL 9y YT SI8yoes) ajlym
aJey
edpulld T 158877201 PBIL 9  [edIOULIdSIFRIUDD 05 USINSIIRIUOD 0%  SUUASIFRIUDD 9  SIILIUOD JO JOqUINNSBAY N a1yde JBoweq

Author Manuscript

T31avl

Author Manuscript

SI8Yoes] Suea|lQ M8 Joj S10BIU0D HI0MIBN [B190S

Author Manuscript

Author Manuscript

AERA Open. Author manuscript; available in PMC 2024 June 14.



Page 22

Jabbar et al.

"sjuspuOdsal [eIoRIIINW pUR ‘J9PUBIS| J1J108d/URISY ‘XUlleT ‘Yoelg Buipnjoul ‘alyn-uou se BuiAnuapl siayoesl e sapnjoul pue J0jod JO S1ayaeal J0j SpUels D01 BI0N

%0 %0 %0 %08 00'S T O01 3N
%vT %9 %91 %91 6C'€ L 001 3jews
%SL %EC %lLc %.8 00°€ S alew alyM
%ce %S %S¢ %L 197 8T aewsy} slYM
Japush pue soey
%0¢ %S %cc %0L ey S¢ dlewsd
%0S %ST %8¢ %98 €ee 9 3leN
JETIIED)
%ET %0T %TS %TS 05°€ 8 201
%0€ %52 %S¢ %LL 9y €¢  SIdydes) sHYM
aJey
redpulid TISee 101 PAIL 9%  [edDuUlIdSIORIU0D 95  UBNSIOBIUOD 95 SHYMSIORIUOD 9%  SI0BIU0D Jo JoquinNefelony U ayde sboweg

Author Manuscript

¢ 31avl

Author Manuscript

$184oea] 110419 J0J SI0RIU0D HIOMIBN [8120S

Author Manuscript

Author Manuscript

AERA Open. Author manuscript; available in PMC 2024 June 14.



	Abstract
	Background
	Social Networks and the Job Search
	Networks and Job Opportunities Shaped by Gender and Race
	Charter School Labor Markets and Access to Opportunity
	Women and Teachers of Color in Charter Schools.


	Methods
	Limitations
	Race, Gender, and the Job Search

	Variation in Network Composition and Size by Race and Gender
	Hiring for Diversity? Skepticism and Backlash
	Information About Discrimination Within Organizations Passes Through Networks
	Race and Organizations
	Gender and Organizations

	Discussion
	Teacher Networks and Organizational Conditions
	Organizational Challenges
	Gender Influences
	Political Instability

	Conclusion
	References
	TABLE 1
	TABLE 2

