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In this summary we present information about the context and background for 

the review, present the key findings and make recommendations. 

 

 

 Introduction 

 

The quality of teaching and learning continues to be the focus of government 

policy initiatives, national interest, media-led debate and sometimes criticism. 

Attracting the órightô candidates into initial teacher teaching (ITT), and 

retaining them in ITT and then in teaching once they have qualified are, 

therefore, key challenges for our education system, and more specifically for 

the Training and Development Agency for Schools (TDA) and ITT providers.  

 

To inform developments in this area, the TDA commissioned the National 

Foundation for Educational Research (NFER) to conduct a review of research 

literature relating to ITT. The review followed a previous review (Edmonds et 

al., 2002), which focused on research from 1986 to 2001. The main aims of 

the review were to identify evidence published between 2002 and 2006 

relating to successful recruitment and retention strategies, to identify gaps in 

knowledge and make recommendations regarding the further development of 

appropriate strategies and the need for further research. 

 

 

 Review methods 

 

The review was conducted over a six-month period (December 2006 to May 

2007) and adopted a systematic approach, employing a methodology that: 

 

 Provided an overview of recent research literature, focused on the research 

questions and was based upon a carefully targeted review of print and 

electronic sources. 

 Had a clear set of criteria that enabled studies to be appraised for 

relevance. 

 Had a clear set of criteria to determine whether a document was of 

sufficient quality to be included in the review. 

 Used a óbest evidenceô approach to determine which studies were 

prioritised in the review. 

 Ensured that a consistent approach was applied by researchers undertaking 

reviews. 
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 Fully documented the searches and selection decisions to make the review 

open to scrutiny and replication. 

 

Adopting the above principles has ensured that review aims were met and that 

the review maintained the highest standards of quality and rigour by 

mitigating the potential for reviewer, publication or selection bias. In all, 93 

documents were obtained for review. After applying protocols for relevance, 

quality and best evidence, some 50 documents were included. 

 

The remainder of this executive summary presents the key research findings as 

they relate to three research foci: 

 

1 general recruitment and retention 

2 recruitment and retention of people from under-represented groups 

3 recruitment and retention to priority subjects. 

 

 

 Main findings 

 

Recruitment and retention of trainee teachers in general 

By in large the reviews found very similar factors were at play as identified in 

the previous review of ITT (Edmonds et al., 2002). 

 

 Applicants and entrants to teaching are more motivated by the intrinsic 

rewards of teaching (such as helping children and young people) than 

extrinsic ones (such as job security or pay). 

 The two most common reasons for wanting to teach, identified during the 

review were: ówanting to work with childrenô and óhaving a high regard 

for the teaching professionô.  

 There were some differences between factors motivating those who were 

actively considering entering teaching and those who did not already have 

a strong orientation towards entering teaching as a career. The latter were 

more likely to be motivated by extrinsic factors.  

 

The research confirmed that there are a number of factors cited as barriers or 

disincentives to entering teaching. The most common concerns among those 

who had already considered a career in teaching were:  

 

 excessive workload 

 low salaries 

 a negative image of the teaching profession 

 long hours. 
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Undergraduates who had not yet decided to become teachers were discouraged 

by: 

 

 the possibility of having to deal with disruptive pupils 

 negative impressions of the amount of bureaucratic tasks they would have 

to perform 

 a perception that schools lacked adequate funding 

 concerns about undergoing Ofsted inspections. 

 

Researchers have suggested a range of approaches that could be used to attract 

applicants to ITT, some of which have already been incorporated into 

Government activity to assist ITT recruitment, including: 

 

 emphasise the positive characteristics of teaching and challenge negative 

perceptions 

 provide positive real-life experiences of teaching 

 identify the key attractions and disincentives for specific target groups and 

tailor campaigns and strategies accordingly 

 focus more effort on undergraduates who are undecided about teaching as 

a career or have not considered it 

 make effective use of financial incentives 

 ensure that wastage (withdrawal/non-completion) at all stages, from 

application, through training and into the first years as a teacher, is reduced 

to a minimum. 

 

Non-completion and withdrawal from teaching are serious issues for the 

profession. About 12 per cent of those admitted to PGCE courses, or reaching 

the final year of BEd courses, do not successfully complete their training 

(TDA, 2005).  

 

The evidence base of recent research on withdrawal during application and 

ITT is severely limited. However, the available evidence suggests that a 

number of different factors seem to contribute to studentsô withdrawal, 

including: 

 

 having an unrealistic perception of teaching 

 a breakdown in the relationship between the trainee and the mentor 

 the demanding workload of ITT 

 negative experiences during teaching practice 

 personal issues and financial concerns. 
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Recruitment and retention among under-represented groups  

The review considered the recruitment and retention of three óunder-

representedô groups, namely: people with disabilities, people from black and 

minority ethnic (BME) groups and male primary teachers.  

 

In relation to people with disabilities, TDA priorities for new teacher 

recruitment state that at least five per cent of those recruited to ITT should 

have a registered disability (TDA, 2007a). Although, the recruitment to ITT 

courses of people with a disability has increased over the last five years, they 

remain an under-represented group in the profession. The review found a very 

limited evidence-base, but the available evidence suggested that:  

 

 there are a number of attitudinal and practical barriers to people with 

disabilities entering the teaching profession, including a lack of careers 

advice, concerns about their ability to teach, difficulties in arranging 

placements and the need for transport and financial support 

 there would appear to be a shortage of well-organised schemes to 

encourage increased participation by people with disabilities 

 further research is required relating to support for people with disabilities 

in making ITT applications and during training courses. 

 

Research examined for this review suggested that trainees from BME groups 

demonstrated a strong intrinsic motivation to teach and that:  

 

 the reputation of an institution and staff attitudes during the interview are 

of key importance to people from BME groups in selecting a training 

institution. They are also interested in maintaining family relationships by 

selecting an institution close to home 

 the key drawbacks to teaching identified by people from BME groups 

include low salary, high workload, stress, having no guarantee of a job and 

fear of discrimination 

 some people from BME groups view teaching as a low status profession 

that does not command respect from parents, pupils or the wider 

community 

 the major reasons for withdrawal from ITT courses by BME trainees 

concern family and personal issues 

 there were some reports of incidents identified by trainee teachers as 

examples of racial discrimination 

 students from BME groups are concerned about possible negative 

consequences of moves towards establishing targets or quotas to 

encourage people from BME groups to enter the teaching profession. 

 

In relation to male primary teachers, the research evidence suggested that:  
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 perceptions of teaching as a ófemaleô career (especially in primary schools) 

act as a disincentive to males in choosing teaching as a career 

 there may be a lack of sensitivity towards male teachers in primary schools 

 there are some reports that male students have encountered hostility and 

suspicion from children, parents, and in some cases from school staff. 

 

Recruitment and retention to priority subjects 

The priority subject areas of interest to this review were: mathematics; 

science; modern foreign languages; information and communication 

technology (ICT), religious education, music and design and technology 

(D&T). There was a limited evidence base of recent studies on recruitment 

and retention to priority subject areas; however the available evidence 

suggests that: 

 

 many undergraduates in priority subject areas appear to hold positive 

views about teaching as a possible career 

 entrants to ITT courses in priority subjects are more likely to give intrinsic 

or altruistic reasons for going into teaching, as opposed to extrinsic reasons 

such as job security and salary 

 teaching was the second most popular career choice for undergraduates 

studying mathematics and modern foreign languages and the third most 

popular for scientists as a whole, although it was the fourth choice for 

physics undergraduates  

 mathematics and science undergraduates who are considering teaching as a 

career appear to be motivated by job satisfaction whereas modern foreign 

language undergraduates considering teaching appear to value it as an 

opportunity to develop their linguistic skills and knowledge 

 mathematics teachersô (retrospective) reasons for entering the profession 

included: their experiences of mathematics as learners; the fact that they 

were good at the subject; their interest in mathematics; and a desire to 

work with people. 

 female mathematicians appear to be more attracted to a career in teaching 

than their male counterparts (there were no gender-related differences 

amongst science or modern foreign languages undergraduates). 

 the most common reason for choosing to become a teacher among ICT 

students is the traineesô positive experience of helping learners prior to the 

course. 

 undergraduates studying subjects related to D&T hold relatively negative 

views of teaching as a career, seeing teaching as lacking in variety and 

professional freedom/creativity. D&T students also view teaching as 

stressful and overburdened with paperwork. 

 financial and other incentives are likely to encourage some undergraduates 

in priority subject areas to consider teaching 
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 a number of strategies are being used to increase recruitment and retention 

on ITT courses in priority subject areas. These include: providing 

information; marketing; incentives; improved salary levels; links with 

schools; and tackling negative perceptions of teaching. 

 

 Conclusion and recommendations 

 

While there are more teacher trainee places and posts than ever before, there 

are also a decreasing number of teaching vacancies (especially in the primary 

phase and for some secondary subjects) and the challenges for ITT recruitment 

and retention of high-quality applicants remain much as they were six years 

ago. To underestimate such challenges would be a fatal error for the future of 

our education system, since high-quality NQTs provide a key component of 

the bedrock on which that system rests. For this reason, the issues raised in 

this review suggest that efforts to develop both effective recruitment and 

retention strategies and to support these with coordinated and long-term high-

quality research remains as important now as it has ever been, especially in 

light of persisting negative images of teaching and the classroom environment. 

 

High-quality research has the potential to evaluate current strategies, to 

provide insights into motivations and barriers of specific groups and to suggest 

ways in which the supply of good quality teachers can be secured in the future. 

In addition to making specific recommendations for action to improve 

recruitment and retention, the authors of this review recommend a well-

coordinated and integrated research programme to help achieve the aims of 

central government and the aspirations of potential teachers, as well as 

children and their families. 
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In this opening Chapter we present information about the context and 

background for the review and about the methodology which has been 

employed to conduct the review. 

 

 

1.1 Background to the review 

 

1.1.1 The national picture 

By way of introduction, it is important to consider the policy and practice 

context that inevitably influences efforts to attract applicants to Initial Teacher 

Training and which affect recruitment and retention strategies and outcomes. 

The policy agenda within education has consistently focused on school 

improvement and pupil achievement. However, more recently the emphasis on 

how to achieve this has witnessed significant change, focusing on issues such 

as school leadership, the professional development of all staff working in 

schools, pupil behaviour, the quality of teaching and pupil achievement in 

reading, writing and mathematics. 

 

This developing policy agenda has resulted in significant change for schools; 

transferring choice and responsibility to individual schools, within a broad 

needs-based framework of coordinated provision for the child, witnessed by 

the Children Act (England and Wales. Statutes, 2004) and Every Child 

Matters: Change for Children (HM Government, 2004). Individual 

governmental policy initiatives and strategic foci are consistent with these 

developments, and include: 

 

 personalised learning (which includes learning to learn, school 

improvement, collaboration, Assessment for Learning, pupil and parental 

voice and choice) 

 workforce remodelling, including the drive to centre ITT recruitment and 

retention in an increasingly school (or coal-face) centred context (see 

Section 2.3.3 for further explanation). 

 

More generally, the United Kingdomôs (UK) labour market has experienced 

significant and consistent change over many years, although the pace (and 

implications) of this change have increased in recent times. For instance, the 

UKôs population is growing older and ethnically more diverse, driven by 

factors such as declining birth rates and recent European Union expansion. 
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These contextual factors and drivers of change inevitably have an impact on, 

and have implications for, the recruitment of high-quality and suitable 

applicants to ITT. 

 

1.1.2 Previous reviews of literature 

In a recent report, Edmonds et al. (2002) reviewed research-based literature 

relating to recruitment to and retention on ITT courses in the period from 1986 

to September 2001. They focussed on five major themes: 

 

1 the influences on young peopleôs decisions to choose or reject teaching as 

a career 

2 influences on recruitment in shortage subject areas 

3 recruitment from under-represented groups 

4 influences on non-completion of ITT 

5 the impact of strategies aimed at encouraging recruitment to and retention 

on ITT. 

 

These themes continue to be of relevance. For example, in relation to 

attractiveness of teaching as a career, the Teacher Status Project report 

(Hargreaves et al., 2006) states that: 

 

Teaching has a long way to go before it is perceived as a high status 

profession in terms of the value and respect placed on its authority, its 

working conditions and regard for teachersô professional expertise 

and autonomy.  

 

Nevertheless, the same study showed that about 50 per cent of a national 

sample of adults thought that teaching was an attractive career. Although 

recent statistics (DfES school workforce figures; revised 2006) show a small 

decline in teaching vacancies over previous years, there are still significant 

difficulties in recruiting good teachers to some subject areas (such as priority 

routes like mathematics, design and technology, science and religious 

education), and in many areas of the country. There are also issues concerning 

the diversity of the teaching profession, especially in relation to people from 

black and minority ethnic (BME) groups: in January 2006, for example, 

almost 95 per cent of teachers in the local authority maintained sector were 

from white ethnic groups. 

 

The quality of teaching and learning continues to be the focus of government 

policy initiatives, national interest, media-led debate and sometimes criticism. 

Attracting the órightô candidates into teaching, and retaining them in ITT and 

then in teaching once they have qualified are, therefore, key challenges for our 

education system, and more specifically the for TDA and ITT providers.  
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1.1.3 TDAôs plans and priorities for ITT 

The TDA has certain key performance indicators, which are: 

 

 Achieve 100 per cent recruitment against target for mathematics 

 Achieve 100 per cent recruitment against target for science 

 

These performance indicators are in the context of fully recruiting to all 

priority and non-priority subject areas. In addition, one of the main priorities 

of the TDA is to improve the diversity of new entrants to the teaching 

profession and to eliminate any recruitment barriers to under-represented 

groups. The TDA aims to improve recruitment to ITT in those from BME 

backgrounds (at least 10.5 per cent of new entrants); those with a disability (at 

least five per cent of new entrants); and male primary school teachers (TDA, 

2007a). 

 

The TDAôs Corporate plan (TDA, 2007a) summarises their key priorities for 

ITT thus:  

 

 We seek to ensure schools can recruit sufficient good quality people to 

their workforce. 

 

Support teacher recruitment 

 We aim to secure the highest calibre candidates for the teaching 

profession by promoting teaching as a desirable career choice. We attract 

people to the profession by various means, including our highly successful 

marketing campaign, encouraging exploration of teaching as a career, 

providing a diverse range of routes into teaching and offering financial 

incentives such as bursaries and ógolden hellosô for priority subjects such 

as maths and science. 

 

Secure supply of quality initial teacher training 

 As well as attracting the highest quality candidates to the profession, we 

also ensure that their initial training is of the highest standard. We 

manage the initial teacher training provider market and allocate training 

places to ensure a sufficient supply of good quality providers. The revised 

standards we are introducing for qualified teacher status will ensure that 

those who train have the skills to enable them to help every child achieve 

their potential. 

 

 On recruitment into the school workforce, we will focus particularly on the 

quality of ITT and therefore of teachers entering the profession. We want 

there to be sufficient NQTs [newly qualified teachers] in all subjects and 

phases to meet schoolsô existing and emerging needs. We want schools to 

continue to be more than satisfied with the quality of NQTs and to be 

confident of the capabilities of their support staff. 
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Also, as a result of the Annual Provider Perception Study (GfK NOP, 2006), 

the TDA has identified a number of areas for particular attention over the 

2006/07 period, including: 

 

 the clarity of the process and the level of support surrounding funding and 

allocations with individual providers 

 local marketing within recruitment 

 support for developing ITT partnerships with schools 

 recruitment support for designated recommending bodies (DRBs) 

 ease and fairness of the contract tendering process 

 keeping providers informed and taking their views into account when 

making decisions. 

 

This review builds on the work of Edmonds et al. (2002) and is intended to 

provide information that will inform TDA efforts to meet ITT targets and 

identify where there remain gaps in knowledge.  

 

 

1.2 Research aims 
 

The review strategy was formulated to identify and examine research 

conducted between September 2000 and 2006 into the recruitment of 

applicants to ITT, their subsequent registration and retention on ITT courses 

through to successful completion. The review set out to address the following 

questions: 

 

 What are the main factors affecting recruitment and retention on ITT 

courses? 

 What are the influences on peoplesô decisions to choose or reject teaching 

as a career? 

 What are the influences on recruitment to ITT in specific subject areas 

(with a focus on priority subjects)? 

 What are the influences on entry to ITT for people from under-represented 

groups? 

 What are the main factors influencing withdrawal and non-completion of 

ITT? 

 Which strategies have proved successful in encouraging recruitment to and 

retention on ITT? 

 Which strategies have proved successful in persuading NQTs to enter and 

remain in teaching? 

 What are the gaps in current knowledge and what further research needs to 

be conducted? 
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1.3 Review methodology 
 

The review was conducted over a six-month period (December 2006 to May 

2007). To meet the research specification we adopted a systematic approach. 

The remainder of this section provides an in-depth description of our strategy, 

including details about: 

 

 NFERôs methodological rationale for a systematic review 

 how we ensured that the review was ófit for purposeô 

 the review process (including document searches, document reviews and 

analysis). 

 

1.3.1 Defining this studyôs approach to a ósystematic reviewô 

The term ósystematic reviewô is subject to varied interpretations (see Penn and 

Lloyd, 2006; Newman and Elbourne, 2004; Policy Hub, 2006). However, the 

exact interpretation of what is meant by ósystematic reviewô, or what is 

needed, depends on the foci and aims of any given review and the resources 

available to it. For this study, the rationale was based on NFERôs view that the 

review needed to: 

 

 provide an overview of existing research literature, focused on the research 

questions presented above, and was based upon a carefully targeted review 

of print and electronic sources (see Appendix A1) 

 have a clear set of criteria that enabled studies to be appraised for 

relevance (see Appendix A2) 

 have a clear set of criteria to determine whether a document was of 

sufficient quality to be included in the review (see Appendix A2) 

 use a óbest evidenceô approach to determine which studies were included 

in the review (see Appendix A2) 

 ensure that a consistent approach was applied by researchers undertaking 

reviews 

 fully document the searches and selection decisions to make it open to 

scrutiny and replication. 

 

Adopting the above principles has ensured that the reviewôs aims were met, 

and that the review maintained the highest standards of quality and rigour, by 

mitigating the potential for reviewer, publication or selection bias. 

 

1.3.2 Project initiation, instruments and review criteria 

The study started with a meeting between NFER and the TDA; this enabled 

the research team to confirm the TDAôs current policy, practice and research 

focus, as it related to ITT recruitment and retention.  

 



Recruitment and retention on initial teacher training: a systematic review 

14 

As a result of this meeting, the research team developed and agreed with the 

TDA: 

 

 a specification covering search parameters for the review  

 communication lines for ongoing project dialogue between the TDA and 

the research team, including monthly progress reports 

 a list of criteria to determine the quality and relevance of research 

reviewed  

 templates to be used to summarise documents to be included in the review 

 an analysis specification  

 information about the context in which review findings would be presented 

 information about ongoing or planned research that might relate to gaps 

identified by the review, so that findings and recommendations may take 

these into account. 

 

Furthermore, the research team emailed key national organisations with an 

interest in teacher training to ascertain whether any research had been 

commissioned or undertaken by these organisations, which was not (yet) 

published and might otherwise remain unidentified. 

 

1.3.3 The review process 

Setting search parameters 

The first step in carrying out this review was to draw up parameters for the 

study. NFERôs researchers and information specialists used an established pro-

forma for this purpose, which covers issues such as research questions, date 

range and geographical scope. This was used to inform a óparameters 

documentô, which was agreed with TDA (see Appendix A1 and Appendix B). 

The main focus for document searching was UK research (research conducted 

on or about the English system of ITT). However, English language research 

from other counties was also considered, based on its relevance and fit with 

the UK context. 

 

Using the parameters document, library specialists at NFER drew up a ósearch 

strategyô (see Appendix B). Searches were explicitly designed to identify 

relevant documentation relating to the key research objectives from studies 

conducted in the United Kingdom and, where appropriate, from (or in) other 

countries where research reports are available in English. 

 

For this review, searches made use of both electronic and print sources. The 

study accessed information from a wide variety of sources, such as: 

 

 databases such as INCA, Current Educational Research in the UK 

(CERUK), Education Resources Information Centre (ERIC), Education 

Resources Information Centre (IBSS) 
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 journals, text books and conference proceedings, as well as NFERôs 

extensive library database (including hand searches) 

 government and non-governmental organisations, such as the TDA and 

Department for Children, Schools and Families (DSCF), and from national 

professional organisations, such as (among others) The National Union of 

Teachers (NUT), Unison and the National Association of Headteachers 

(NAHT). 

 

While focusing on published reports, the review also sought to identify and 

include unpublished studies (sometimes referred to as ógreyô or ófugitiveô 

literature). Such reports were identified as a result of direct contact via email 

with TDA and other relevant organisations (See Appendix A5 for a draft of 

the email used). 

 

Obtaining studies 

Based on the agreed search parameters plan, specialist librarians at NFER 

provided abstracts and / or references to the research team, so that initial 

scoping reviews could be conducted. Researchers then obtained the full 

versions of research reports and papers selected for full review; in all, some 93 

research pieces were obtained. Researchers were also able to access references 

to unpublished work by emailing key governmental and non-governmental 

organisations as well as via focused web source reviews. 

 

Determining relevance and quality 

Each document, initially selected by the research team, was assessed for 

relevance and quality, according to pre-determined criteria (see Appendix A2). 

A grading scale of A to D was used for relevance; óAô being most relevant, 

and óDô denoting a rejected document. Quality was then graded on a three-

point scale, with ó1ô being the highest quality. Assessing quality involved team 

membersô judgments about issues such as the appropriateness of the design 

and methodology employed by a study, sample size and representation, ethical 

considerations, the approach to analysis of data and reporting of findings (see 

Table 1.1).  

 

Ultimately, of the 93 documents obtained, 50 were reviewed, summarised in 

templates for subsequent analysis and included as evidence in the review (43 

were excluded). The majority of the 43 documents, which were not used in the 

review, were excluded for issues related to relevance (e.g. opinion pieces, 

focusing on experienced teachers rather than on ITT students etc). A few were 

excluded on the basis of their óqualityô, despite their relevance to the research 

questions, in line with our approach to óbest evidenceô. 
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Table 1.1 Number of documents obtained and number selected for 
review by research theme 

 

Number of documents: 

obtained 
reviewed and 

summarised 

Recruitment and retention 93 23 

Recruitment to priority subjects 30 18 

Under-represented groups 30 24 

Total N are not relevant as many documents addressed more than one theme 

 

As previously noted, the review adopted a best evidence approach. The main 

principle here was to identify the best evidence in relation to each of the 

review questions. Generally, studies of lesser quality were not included 

(because to do so would have introduced bias into the review). Where a review 

question did not yield sufficiently well conceived/conducted studies, the best 

available evidence was used, but with appropriate caveats, drawing attention 

to any concerns about the quality of the available evidence (see Table 1.2). 

 

Table 1.2 Number of documents reviewed and those referred to in 
the text; quality rating and research theme 

 

Number of documents rated 

as: 
N 

1 2 3  

Recruitment and retention 14 (12) 8 (2) 1 (1) 23 (17) 

Recruitment to priority subjects 11 (11) 6 (3) 1 (1) 18 (15) 

Under-represented groups 14 (8) 7 (3) 3 (1) 24 (12) 

N 44 (31) 21 (12) 7 (3) 65 (46) 

Ratings were: 1 = high quality; 2 = some quality concerns; 3 = considerable quality concerns 

Total N does not sum to 50 as many documents addressed more than one theme 

N in brackets are the number of documents actually referred to in text 

 

Conducting reviews and organising data 

Documents selected for full review were analysed by NFER researchers, and 

the data was summarised and entered into theme-based templates (see 

Appendix A4). The themes used in the templates reflected the key research 

questions presented earlier and ensured that reviewers were able to record 

relevance and quality data. 

 

To ensure consistency and quality, to mitigate researcher bias and enhance 

quality control, the first summaries were conducted independently by all 

members of the review team. Subsequently, the Project Leader reviewed a 
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random sample of the documents that had been summarised by team members, 

using the agreed relevance and quality criteria. The reviews and quality 

assurance was further enhanced by drawing on the specialist expertise 

provided by statisticians from NFERôs Statistics Research and Analysis Group 

(SRAG). Their expert opinion was sought on the quality of studies employing 

complex statistical analyses. 

 

Analysis  

Using the completed themed templates, researchers systematically coded and 

then analysed the information using a qualitative analysis package, MaxQDA. 

This package allowed systematic coding and analysis of data based on a pre-

determined coding framework, enabling researchers to code (electronic) 

summaries of data. The package is flexible, enabling codes to be amended or 

added as was needed. The framework for coding reflected the themes and 

variables stated as the review aims and key questions. Using this approach to 

analysis meant that the research team was able to conduct a systematic 

synthesis of evidence to meet our study aims and furthermore ensured that a 

consistency of approach to analysis was achieved.  

 

The presentation of findings 

The following report is divided into a further four chapters, covering the main 

themes of recruitment, retention and studies focusing on specific groups. The 

report ends with a concluding chapter which includes a discussion of the main 

themes and makes recommendations for future directions. There are two 

appendices; Appendix A contains further information about the methods and 

instruments used to compile the review and Appendix B provides details of the 

search strategy. 
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The recruitment and retention of applicants and ITT students continues to be a 

high profile area of debate. The latest statistics on teacher deployment 

published by the Department for Education and Skills (DfES, 2007b) shows 

that despite a slight decline in the number of full-time teachers and teacher 

trainees in 2007, there are more teachers in schools in England than at any 

time since 1981. The number of teacher trainees in 2005/2006 has risen for the 

fifth year running and the number of empty teaching posts has halved since 

2001
1
. These statistics perhaps imply that the various óprimarily financialô 

govermental initiatives for recruiting teachers have been effective and that the 

challenges of recruitment generally have reduced. However, ensuring that 

high-quality applicants are attracted to ITT remains a vital area for research, 

development and policy focus. Hence it is important to continue to explore 

and identify factors that motivate and attract new recruits into ITT courses in 

the realisation that education and labour markets are ever-changing 

environments.  

 

This Chapter covers recruitment to ITT (what attracts and / or dissuades 

applications to ITT), the retention of ITT applicants during the application 

process, the retention of trainees on ITT courses and finally the retention of 

NQTs during their first three years after qualification. The chapter is divided 

into two main sections, dealing with recruitment and retention issues. It ends 

with a summary of the main points. 

 

 

2.1 Recruitment to ITT 

 

In all, a total of 23 studies that considered the factors influencing recruitment 

to ITT were selected for review
2
. This included 14 rated as of the highest 

quality, eight where there were some quality concerns and one which was 

identified as of a lower quality; but was included on the basis of a óbest 

evidenceô approach (see Table 1.2). The majority of the reviewed studies 

focused on the views of ITT trainees. Just under half of the reviewed studies 

used a mixed method approach; most of these studies undertook large-scale 

surveys of ITT trainees, together with interviews with ITT trainees and 

providers. 

 

                                                 
1
  The overall vacancy rate in nursery, primary, secondary and special schools for January 2007 and 

2
  The vast majority of studies reviewed in this chapter examined issues related to recruitment and 

retention in general. Research studies focusing on recruitment and retention in priority subject areas 

and of under-represented groups are discussed in Chapters 4 and 5. 
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2.1.1 Reasons for applying or not applying to ITT 

Generally, the evidence suggests that applicants and entrants to ITT are 

primarily motivated by intrinsic reasons rather than extrinsic ones. Intrinsic 

reasons are those that relate to the essential elements of teaching itself and the 

personal fulfilment offered by engaging in teaching. Extrinsic reasons on the 

other hand, refer to factors that are not inherent in the work itself, such as 

financial rewards, job security, career progression and status.  

 

Intrinsic reasons for choosing teaching as a career were identified in two 

recent studies. Teeman et al. (2005) explored the views of 800 successful and 

unsuccessful applicants to PGCE and ITT courses. The factors that were most 

frequently cited by survey respondents as influencing their reason for applying 

to ITT, were a desire to work with children and a desire to contribute to the 

community. Barmby (2006), in a survey of 246 teachers, found that higher 

proportions of their respondents were motivated to continue into teaching 

following their ITT by intrinsic and óaltruisticô factors than by extrinsic 

reasons such as job security and salary. Furthermore, Barmby found that 

extrinsic factors such as ófinancial incentivesô and ósalaryô were rated as less 

important by teachers in their decision to continue into teaching following 

their ITT.  

 

On the other hand, ayes (2004) found that trainee teachers were primarily 

motivated by extrinsic factors. This survey focused on 550 trainees studying at 

the University of Plymouth. The most common motivating factors for deciding 

on a career in teaching included: favourable working hours, long holiday, 

liking the subject and the prospect of being able to teach different subjects. 

Intrinsic factors were mentioned by fewer respondents, but included an 

interest in working with children, the work being worthwhile and schools 

being enjoyable places to work. Compared with BEd students, Hayes found 

that PGCE students were more likely to be motivated by factors such as 

subject considerations and potential variety in the job. 

 

The results from a study by Kyriacou and Coulthard (2000) provided an 

interesting insight into the different motivations among students who were 

already considering a career in teaching and those who were not. The 

researchers surveyed 298 undergraduates studying a range of subjects at the 

University of York. The most common motivating factors among the 

undergraduates as a whole were extrinsic in nature. When asked to identify 

what would be important factors, that would encourage them to consider a 

career in teaching, the majority of respondents (68 per cent) mentioned óan 

increase in the quality of resources for teachersô, óhigher top salaries for 

teachers and headteachersô (65 per cent) and óimprovements in the working 

environmentô (64 per cent) as key motivating factors. In contrast, respondents 

who had been considering teaching as a career placed relatively greater 

emphasis on intrinsic factors such as óa job where I can contribute to societyô 
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and óa job where I can care for othersô. Those who had not been considering a 

teaching career placed relatively greater importance on extrinsic factors such 

as ógood promotion prospectsô and óhigh earnings over careerô.  

 

2.1.2 Factors that discourage applications to ITT 

Despite the increase in the numbers of recruits into the teaching profession 

(DfES, 2006), attracting high-quality applicants to ITT remains a priority. 

Therefore, it is important to identify factors that may discourage people from 

choosing teaching as a profession. Twelve studies were reviewed that 

provided information about factors that discourage people from choosing 

teaching as a career. Typically, researchers have conducted surveys and 

interviews that asked ITT students to indicate factors that deterred them from 

considering a career in teaching. Only two studies examined the views of 

young people who had not decided yet to choose a career in teaching; one 

using a large-scale survey of pupils (aged 11ï16) and the other a survey of 

university students.   

 

The most frequently mentioned factors which might dissuade respondents 

from pursuing a teaching career were: 

 

 heavy workloads (Riddell et al., 2005; Barmby, 2006; Kimbell and Miller, 

2000; See, 2004; Thornton and Reid, 2002) 

 low salaries (Riddell et al., 2005; Carrington et al., 2001; Kimbell and 

Miller, 2000; Malderez et al., 2004; See, 2004; Thornton and Reid, 2002) 

 discipline problems (Riddell et al., 2005; Kyriacou and Coulthard, 2000; 

Barmby, 2006) 

 the negative image of the teaching profession (Malderez et al., 2004; 

Thornton and Reid, 2002).  

 

Malderez et al. (2004), in a survey of 4,400 trainees across a range of ITT 

courses, identified a number of factors that respondents said might have 

deterred them from applying to ITT, including: low morale amongst teachers, 

low salary and negative perceptions of teachers and/or teaching. The study 

also explored where such negative perceptions originated, finding that the 

sources of these concerns included respondents speaking with teachers about 

the profession and TV drama programmes depicting the profession.  

 

Riddell et al. (2005) in a survey of 323 third-year undergraduates in arts/social 

science and mathematics at three universities found that 60 per cent of them 

had considered a job in teaching but rejected this option. Only 11 per cent said 

they were very likely to become teachers. The study reported that the most 

frequently mentioned negative perceptions associated with teaching were: 

 dealing with large numbers of children on a daily basis (particularly in 

relation to teaching in secondary schools) 
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 excessive paperwork (particularly in secondary schools) 

 low pay and lack of promotion opportunities compared with other 

professions (this was especially true for male respondents in relation to the 

prospect of considering teaching in secondary schools) 

 poor pupil discipline  

 inclusion policies. 

 

In the survey of 298 undergraduates mentioned above, Kyriacou and 

Coulthard (2000) found that those who had not yet decided to become teachers 

were put off by a number of factors, including: the prospect of having to deal 

with ódisruptive pupilsô, óthe amount of bureaucratic tasks to performô, óthe 

amount of funding that schools receiveô and undergoing Ofsted inspections. 

Respondents reported that these perceptions had been gleaned from negative 

media coverage of the teaching profession.  

 

Thornton and Reid (2002) surveyed 1,611 PGCE and first year undergraduates 

studying for a degree in education in 14 Higher Education (HE) institutions. 

The research investigated barriers associated with deciding whether or not to 

choose a career in teaching. The barriers mentioned most frequently by 

respondents were: issues related to confidence, government and media 

attitudes towards the teaching profession, low salaries, and heavy workloads. 

Additional barriers identified during qualitative interviews conducted with 148 

ITT students included: excessive workload; low status; long working hours; 

and large amounts of paperwork. 

 

2.1.3 The application process for initial teacher training 

Recruitment to ITT is a critical phase in the process of becoming a teacher. 

This covers the period during the actual application; from a potential 

applicantôs expression of interest, to their journey through the application 

process, culminating in registration on an ITT training course. There have 

been concerns about the ówastageô rate of those making initial ITT enquiries 

and linkages between student characteristics, the criteria used for recruitment 

and the recruitment process itself and the period between an offer of a training 

place and the applicant actually registering on a course.  

 

Despite the policy interest in the application process from government 

organisations such as TDA, this review identified only one relevant research 

study (Teeman et al., 2005). This studyôs overriding aim was to examine the 

profile of successful and unsuccessful applicants to ITT. To do this the study 

had analysed data from the Teacher Information Line and the Graduate 

Teacher Training Register (TIL/GTTR) between September 2004 and 

December 2005. This analysis was supplemented by telephone interviews with 

44 members of staff from 18 ITT providers in England, and six members of 

staff from two ITT providers in Wales. The study also sent a paper survey to 



Recruitment and retention of trainee teachers in general 

23 

4000 successful and unsuccessful applicants to PGCE course (achieving a 

response rate of just over 20 per cent) which explored their reasons for 

applying to ITT, their experience of the whole recruitment process and their 

views about the outcome of their application.  

 

The study found that while 56 per cent of all applications to ITT had been 

successful, a higher proportion of those applying for priority subjects were 

successful than those applying for non-priority ITT. A larger number of those 

applying to the secondary phase ITT were accepted than those applying for the 

primary phase.  

 

The study also revealed that applicants holding a degree at the time of 

application were less likely to be successful than those who had yet to 

graduate. Those holding a 2.1 (or higher) class of degree were more likely to 

be successful than those with 2:2 or lower grade. Applicants who were able to 

demonstrate good communication skills were more likely to be successful than 

other candidates. However, applicants who identified factors such as personal 

support from a Teaching Advocate and the TIL as important, and reported that 

the GTTR clearing process was óchallengingô were less likely to be successful 

in their application.  

 

With regard to ITT providers, Teeman et al. (2005) noted that the approaches 

used by the various institutions to achieve a greater diversity of applicants 

varied considerably. The authors noted that some providers of ITT felt that 

national advertising did not give an accurate impression of the level of subject 

knowledge required to teach at secondary schools.  

 

The study concluded that TDA and ITT providers were: ómaking progress 

towards ensuring that fairness, access, consistency, quality and continuity 

were integral cornerstones of the ITT recruitment and selection process.ô (p. 

5). However, the authors also point out that: óequitable provision was patchy 

and could depend on institutional, subject and local recruitment needs.ô (p. 5). 

 

2.1.4 Evaluated strategies for improving recruitment 

The review identified two research studies which assessed the impact of 

government initiatives designed to recruit teachers. The first (Hopwood, 2004) 

evaluated the Golden Hello initiative and the second (Fowler, 2003) evaluated 

Massachusetts Signing Bonus Program for New Teachers introduced in the 

United States of America (USA). However, other recruitment initiatives are 

currently being evaluated such as the Subject Knowledge Booster Courses 

funded by the TDA, which provide subject knowledge enhancement to 

postgraduate teacher trainees prior to, and/or during ITT to assist successful 

progression to QTS (Brunel University, 2005). 

The Golden Hello scheme was introduced in 2000 as part of a package of 

incentives to encourage potential teachers to train and take up teaching roles in 
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schools. This package of financial incentives also included the training bursary 

scheme. The Golden Hello scheme has always been directed at priority 

subjects and certain routes to QTS and teaching roles. The original system, 

published in May 2000, ran from 2000 to 2005 and offered a flat rate of 

£4,000. This flat rate changed for trainee teachers from August 2005, when 

special measures were introduced for trainees and teachers in mathematics and 

science. Mathematics and science teachers now receive a payment of £5,000, 

while all other eligible teachers receive £4,000
3
. 

 

Hopwood (2004) analysed the Learning and Skills Council (LSC) 

management information database of successful applicants for a Golden Hello 

and reviewed paper-based information on rejections and appeals. The study 

also carried out telephone consultations with representatives of ten local LSCs, 

surveyed recipients of an award and conducted ten in-depth case studies based 

in further education (FE) institutions
4
. It is worth highlighting that the teachers 

who participated in the in-depth case studies were teaching in FE institutions.  

 

The study found that over half of the respondents (54 %) reported feeling 

more valued, while just under a third of them stated that their job motivation 

has increased as a result of receiving a Golden Hello. Furthermore, the 

majority of survey respondents (60 per cent) reported that Golden Hellos are 

an effective incentive in improving recruitment while a third of them said it 

had influenced them to stay working in FE. 

 

Hopwood study also revealed that the issues influencing teachersô decisions to 

become teachers are complex and the Golden Hello initiative is not the only 

determining factor. Moreover, the size of the award (at the time, a maximum 

of £4,000 subject to income tax and national insurance deductions) was 

welcomed by recipients, but was not felt to be large enough to be a real 

incentive to recruitment or retention.  

 

Hopwood (2004) noted that while in principle, the availability of a Golden 

Hello could encourage recruitment to teaching in FE for those without 

appropriate qualifications, the initiative was not widely publicised outside 

colleges and there was no evidence to suggest that its purpose was being 

fulfilled to any significant extent. Finally, the author concludes that the 

initiative did not address recruitment and retention issues because of the way 

in which it was framed. In particular, Hopwood notes that it was never clear 

                                                 
3
  Teachers eligible for a payment of £4,000 must have received a £6,000 training bursary and begun 

their ITT course between 1 August 2000 and 31 July 2006. The applicant must have taken an ITT 

course for teaching at secondary level. Their ITT course must have comprised at least 50 per cent of 

one of these subjects: design and technology, English (including drama, dance and performing arts), 

ICT, mathematics, modern languages and science. 

4
  There are some concerns about the quality of the reporting of this study because the report does not 

specify how many questionnaires were dispatched, which recipients were included, or how many 

interviews were carried out. 
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which specific recruitment and retention issues it was intended to address. The 

author suggests that, if the aim is to attract those new to the FE sector, then 

there needs to be a different approach to promoting the initiative. The report 

makes three recommendations: 

 

 funding allocated to Golden Hellos should be re-allocated to address some 

of the issues of low pay in the FE sector and/or to strengthen other 

initiatives designed to recruit those new to the sector 

 the initiative should be scaled down and become much more focused, 

perhaps with a much stronger link the FE ITT Bursaries pilot 

 there should be much greater flexibility at local level, allowing colleges to 

address their own needs within overall national guidelines. 

 

Fowler (2003) evaluated the Massachusetts Signing Bonus Program for new 

teachers introduced in United Sates of America (USA) in the summer of 1998, 

following concerns about the quality of the stateôs teaching force and looming 

shortages of teachers in particular content areas (including maths and science). 

The stated aim of the Bonus Program was to encourage high-achieving 

candidates to enter the profession who would otherwise have not considered a 

career in teaching. The state offered a $20,000 signing bonus, with $8,000 

distributed in the first year and $4,000 in each of the following three years. 

 

The study found that the programme recruited few urban and minority 

teachers and had low rates of teacher retention. Twenty per cent of the first 

cohort of bonus recipients left teaching after one year, and less than half of the 

second cohort chose to teach where policy makers said they would ï in 13 

state-designated, high-need school districts.  

 

The author concludes that the programme: ófailed to produce in Massachusetts 

the positive outcomes that federal policy makers promise such programs will 

produceô (p. 16). The author recommends that officials should resist calls to 

embrace rapid certification. She argues that it would be unwise to devote 

extensive funding to an approach that has produced, in Massachusetts, such 

low numbers of urban teachers and a high wastage rate (teachers leaving 

education), at a cost of more than four million dollars. Finally, Fowler 

recommends that policymakers should conduct longitudinal evaluations of any 

experimental programme.   

 

2.1.5 Recommended strategies for improving recruitment 

Eight of the studies recommended strategies to increase recruitment to ITT 

courses. The strategies can be divided into two broad categories of target 

group: strategies aimed at those who already intend to pursue a career in 

teaching and those aimed at people who have not previously considered 

teaching as a career.   
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Strategies recommended for attracting those who are already 

pursuing/interested in a career in teaching included:  

 

 providing potential applicants to ITT with increased opportunities to gain 

classroom experience (Teeman et al., 2005) 

 making further use of booster, enhancement and extension courses to 

enhance applicantsô subject knowledge (Teeman et al., 2005) 

 making further use of taster courses and/or activities for potential ITT 

applicants, such as college and school-based visits/events (Teeman et al., 

2005). 

 

Strategies recommended for those who have not previously considered (or 

actively pursued) teaching as a career included: 

 

 change and/or positively challenge negative perceptions of teaching as a 

career (Hayes, 2004) 

 disseminate and emphasise factors likely to motivate people to teach 

(Teeman et al., 2005; Younger et al., 2004; Thornton and Reid, 2002)  

 use positive óreal lifeô experiences of teaching to challenge, mitigate or 

address negative perceptions of teaching (Thornton and Reid, 2002) 

 ensure that financial incentives are fully understood and their potential 

ability to attract applicants is fully exploited. (Hammond, 2002). 

 

 

2.2 Retention during ITT and of NQTs 

 

Six studies covering retention of ITT applicants, ITT students, and NQTs were 

selected for review. The majority of these studies examined the retention of 

NQTs in the profession. Only one study examined student retention on ITT 

courses (Chambers et al., 2002) and another examined the retention of ITT 

applicants between acceptance and taking up their place on the course 

(Teeman et al., 2005). Hence, there would appear to be a scarcity of recent 

research on reasons for studentsô withdrawal from ITT courses or about the 

failure to register on a course after a place has been offered. Due to the lack of 

recent research on retention of ITT students this review included some studies 

of teacher retention which contributed to the discussion on retention among 

newly qualified teachers.  

 

The methodology adopted by the studies included a combination of 

quantitative and qualitative techniques and examined reasons behind 

withdrawal and strategies for retaining ITT students and teachers.  

 

2.2.1 Retention during the ITT application process 

As part of their study, Teeman et al. (2005) examined the wastage in 

applicants who were offered a place on a course but failed to register. 
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Successful respondents who did not proceed to register on their course were 

asked to give their reasons. The most common reasons given for not 

registering were: 

 

 being accepted on an alternative scheme 

 already being on a suitable course 

 being unable to commit 

 financial reasons 

 a change in family circumstances  

 finding the formal selection process unsatisfactory 

 feeling that they had insufficient experience. 

 

Interviews with ITT providers provided similar explanations for students not 

going on to take up their places on ITT courses. In addition, some ITT 

providers said that several students had taken up an alternative offer to train 

through the Graduate Teacher Programme (GTP) route. This was particularly 

true for ITT institutions in areas where GTP programmes operated, because 

students were making independent applications to both training routes.  

 

Personal reasons were found to be a major factor behind applicants failing to 

register. Examples of personal reasons included financial concerns or a move 

connected with a partnerôs job. Some potential trainees had a change of mind 

on receipt of their pre-course study pack. In some subjects, graduates have 

other employment options and ITT provider interviewees felt that applications 

to ITT may have been a fallback position for certain candidates. 

 

According to ITT providers, late withdrawals were more of a problem in some 

courses than others. Generally, where there was strong competition for places, 

candidates were well motivated and this was less of an issue. 

 

Strategies to improve retention during the application process  

The study by Teeman et al. (2005) demonstrates that ITT providers had 

already adopted a number of strategies to mitigate the potential for wastage. 

For instance, some providers said that they were over-recruiting, based on an 

estimate of the numbers they anticipated losing, or operated reserve lists so 

that candidates who failed to secure an initial place could be contacted to fill 

any vacancies that arose.  

 

Teeman et al reported that increasingly, institutions were working to reduce 

the likelihood that applicants will fail to start the course. For instance, the 

practice of ókeeping students warmô was widely used. This involved 

maintaining regular contact with applicants once an offer had been accepted. 

For instance, providers sent candidates welcoming letters to foster a sense of 
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óbelongingô to the institution. The ongoing contact was often designed to be 

interactive, requiring students to respond in some way. This meant that, if a 

student failed to respond, a phone call could be made to check that all was 

well and that the student was still intending to start the course.  

 

2.2.2 Retention during the ITT course  

The importance of identifying and researching reasons for withdrawal of ITT 

students was emphasised by findings on the extent of ówastageô by Smithers 

and Robinson (2001). The researchers analysed data drawn from Teachers 

Leaving ï a survey of teacher resignations in summer 2001 from a 

representative sample of maintained primary and secondary schools
5
. The 

study quoted TDA figures showing that about 12 per cent of those admitted to 

PGCE courses, or reaching the final year of BEd courses, did not successfully 

complete their courses. It is, however, worth noting that the latest statistics It 

is, however, worth noting that the latest statistics from TDA (supplied by TDA) show 

that 33,750 people became NQTs during the academic year 2004ï2005. Of these, the 

employment status of 24,101 was known; 91 per cent were employed as teachers, 

while four per cent were not seeking a job in teaching. However, the employment 

status of the remaining NQTs (9,649) was either not known (3,046) or was not 

collected (6,603). 

 

As mentioned earlier, this review identified only one study examining 

studentsô reasons behind withdrawal from ITT courses carried out between 

September 2000 and December 2006 (Chambers et al., 2002). The researchers 

examined the perceptions of students who withdrew from one-year PGCE 

courses. The research consisted of two questionnaires; the first was sent to the 

schools where PGCE students who had withdrawn had been placed for their 

school experience. The second questionnaire was sent to students in eight 

higher education institutions who withdrew from the course. In total, 172 

respondents returned the questionnaire. Twenty students were also 

interviewed, either face-to-face or by telephone.  

 

The authors concluded that reasons for withdrawing from a PGCE course are 

individualised and a typical profile of a stereotypical ówithdrawerô did not 

exist. The factors contributing to studentsô withdrawal could comprise both 

internal and/or external ones. Internal factors included unrealistic expectations 

of teaching; a breakdown in the relationship with mentors; and poor 

experiences of the staffroom atmosphere in schools. External factors included 

travel difficulties; ITT workload being more demanding than expected; and 

financial concerns
6
.  

 

                                                 
5
 Note: Smithers and Robinson (2001) do not state the number of teachers registered in the database. 

6
  While finance was not given as a reason on its own for withdrawal from the course, it was 

considered to have acted as a catalyst when combined with other factors. 
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Strategies for improving the retention of ITT trainees 

This review found little evidence on the effectiveness of retention strategies. 

However, two reports made recommendations about strategies that could be 

adopted. Smithers and Robinson (2001) recommended that policies for 

recruitment should be balanced by policies for retention. Chambers et al. 

(2002), suggest a number of strategies for helping to retain ITT trainees, 

including: 

 

 reducing the workload on ITT  

 improving communication between trainees and their mentors 

 noting that communication between trainee teachers and the school in 

which they are placed óis a fundamental issue requiring enormous careô 

 reassessing the image of the teaching profession as it is portrayed to ITT 

trainees.  

 

2.2.3 Retention of Newly Qualified Teachers 

Three studies examining issues related to retention of NQTs were included in 

this review (Smithers and Robinson, 2001; Barmby and Coe, 2004; Barton, 

2004). The most common reasons for giving up a career in teaching, reported 

in these studies, were excessive workload, concerns relating to family 

commitment, job-related stress and poor pupil behaviour.  

 

Smithers and Robinson (2001) analysed data drawn from Teachers Leaving ï 

a survey of resignations in summer 2001, from a representative sample of 

maintained primary and secondary schools
7
. They suggested that the then 

government strategy of seeking to boost recruitment to ITT and make teaching 

more attractive through modernising the profession seems not to be working. 

They assert that policies for recruitment should be balanced by policies for 

retention, arguing that it is important to listen to NQTs and address their 

concerns.  

 

Bartonôs (2004) survey of 53 teachers
8
, revealed that the majority had taken up 

a teaching post after the PGCE and most indicated that they were happy to 

remain in teaching indefinitely. Forty one respondents answered a question 

relating to how long they would remain in teaching. Six planned to leave 

within the next two years, 15 planned to leave within two to five years, nine 

within the next nine years and five respondents had already left teaching. The 

remaining 16 respondents planned to leave their school (though not 

necessarily teaching), the same year due to lack of promotion or unhappiness 

in that school.  

                                                 
7
  The report does not provide information about the number of teachers included in the database. 

8
  Due to the lack of research on NQTs, the review team decided to include Bartonôs (2004) 

quantitative study despite its relatively small sample. 
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Barton identified two factors that characterised the experiences of those 

teachers who appeared happiest in their profession: having a supportive and 

approachable Senior Management Team at their school, who ensured sound 

discipline in the school, and receiving early promotion. 

 

Strategies for improving the retention of NQTs 

Barton (2004) recommended the following strategies for retaining NQTs: 

 

 giving new teachers more non-contact time for marking and preparation  

 ensuring that new teachers receive equality of treatment, for example, that 

new staff are not given larger numbers of challenging classes 

 reducing paperwork 

 ensuring appropriate CPD opportunities are available 

 providing a worthwhile and well-structured induction programme that 

could involve ITT providers. 

 

Barmby and Coe (2004) interviewed 246 NQTs and asked them to rate the 

importance of possible suggestions for persuading teachers to remain in the 

profession. The two suggestions rated most highly were support with pupil 

discipline and reducing teacher workload. A third of those surveyed said that 

the Repayment of Teachersô Loans Scheme was an important factor although 

45 per cent disagreed that the scheme was an important consideration in 

deciding whether or not to stay in teaching. Teachers in London rated salary as 

the most important issue in improving retention. Twenty-eight per cent of the 

interviewees thought that they would leave teaching sometime in the next ten 

years.  

 

 

2.3 Chapter summary 

 

Overall, the findings from this chapter are in line with those of reported in 

Edmonds et al. (2002). People choose teaching for largely intrinsic reasons. In 

terms of attracting applicants to ITT, creating realistic expectations amongst 

applicants remains important, as does challenging negative perceptions of 

teaching. It would appear that this is especially relevant in regard to those who 

may not have considered a career in teaching, and in relation to those who 

have had little or no experience of the school environment since the end of 

their own education in schools.  

Although this review revealed that applicants and entrants to teaching 

appeared to be more motivated by intrinsic reasons than extrinsic ones, there 

also seemed to be some differences between factors motivating those who 

were already interested in teaching and those who had not been actively 

considering this option. People in the latter group were more likely to be 
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motivated by extrinsic factors. The main challenges facing ITT recruitment 

concerned how to address negative perceptions of teaching, including issues 

such as workload, salary and pupilsô disruptive behaviour.  

 

In relation to retention, research evidence suggested that a number of different 

factors seem to contribute to the withdrawal of ITT students, including having 

an idealised perception prior to joining the course, demanding workload, poor 

pupil behaviour, and the staffroom atmosphere experienced by trainees during 

their school placements. Research also identified the application process as an 

important stage in retaining people with a potential interest in teaching as a 

career.  

 

While the government has introduced a number of initiatives, such as the 

Golden Hello, research revealed that although financial incentives had been 

welcomed by recipients in FE colleges, they were not considered large enough 

to be a real incentive to recruitment or retention. Instead, research indicated 

that other factors, such as stronger support and pastoral care for ITT students, 

changing the image of the teaching profession and changing the conditions 

within teaching itself are more important in recruiting and retaining ITT 

students.  

 

Our review highlighted a number of gaps in the ITT recruitment and retention 

evidence base. For instance, there is a lack of recent research studies on 

recruitment and retention in general. Only two research studies specifically 

explored factors that were likely to attract undergraduate students (Kyriacou 

and Coulthard, 2000) and students in middle and secondary schools (MORI, 

2003) to teaching as a career. This suggests that, to fill this gap, there is a need 

for further research targeting university and secondary students. There is also a 

need for more studies focusing on the application process and on reasons for 

withdrawal during training.  

 

Finally, outcome-orientated longitudinal evaluations of campaigns and 

initiatives designed to improve ITT recruitment and retention would provide 

useful information to aid decisions about the best use and targeting of 

recruitment and retention strategies. 
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The purpose of this chapter is to review the research evidence to answer the 

following questions: 

 

 What are the influences on entry to ITT for people from under-represented 

groups
9
? 

 What are the main factors influencing withdrawal and non-completion of 

ITT for under-represented groups? 

 What strategies might improve recruitment and retention for people in 

under-represented groups? 

 

A total of 24 studies were reviewed and 12 of these are referred to in this 

Chapter. This includes eight rated as high quality, three with some quality 

concerns and one poorer quality study (see Table 1.2). Studies with some 

quality concerns were included as the best available evidence because of the 

dearth of high-quality studies in this area. 

 

These studies related to three under-represented groups; people with 

disabilities, people from black and minority ethnic (BME) groups, and male 

teachers in primary schools. The research evidence included in this review 

covers the influences on entry to ITT and the main factors influencing 

withdrawal and non-completion of ITT (and of NUTS) for these under-

represented groups. 

 

 

3.1 Recruitment and retention of people with disabilities  
 

This review identified two high-quality studies relating to people with 

disabilities in the teaching profession. The following section provides an 

overview of the research evidence relating to the influences on participation of 

people with disabilities in the teaching profession and identifies the barriers 

people with disabilities may face. Furthermore, this section outlines the 

strategies recommended in these studies which may help to increase the 

participation of this under-represented group. 

 

3.1.1 The current situation 

People with disabilities are an under-represented group in the teaching 

profession and, in addition to their key performance indicators, one of the 

                                                 
9
  The term óunder-represented groupsô refers to people currently under-represented in ITT and the 

teaching profession including those with a registered disability, minority ethnic groups and male 

primary school teachers. 
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main priorities of the TDA is to improve the diversity of new entrants to the 

teaching profession and to eliminate any recruitment barriers to under-

represented groups. Hence, the TDA aims to improve recruitment to ITT in 

those with a disability (to at least five per cent of all new entrants) (TDA, 

2007a). Over the last five years, the recruitment of people with disabilities to 

ITT courses has increased from 2.7 per cent to 4.7 per cent of the total 

applications
10

. Guidance on disability discrimination and fitness to teach was 

issued in 2004 to aid ITT providers in making fair decisions regarding those 

who have potential to be good teachers to progress to QTS (TTA, 2004a).  

 

Furthermore, the extension of the Disability Discrimination Act (DDA) 1995 

to education and training is expected to provide support for people with 

disabilities to enter the teaching profession (TTA, 2004a). ITT providers have 

a responsibility to ensure they are not discriminating against candidates with 

disabilities, in their selection procedures, their requirements for progression 

and completion of training and/or their provision of services (TTA, 2004A). 

This includes ensuring all those admitted to ITT have the physical and mental 

fitness needed to teach, and that any who become unfit leave the programme. 

Providers must also decide if those admitted have the potential to meet the 

standards required for Qualified Teacher Status (QTS) and decide, at the end 

of their training, whether they can be recommended for the award.  

 

3.1.2 Research relating to people with disabilities and ITT 
recruitment and retention 

A previous review of ITT recruitment and retention, Edmonds et al. (2002), 

was unable to identify any empirical studies that investigated the recruitment 

of people with disabilities. In 2003, a study was published relating to 

participation by people with disabilities in the teaching profession in Wales. 

Roberts (2003) reported on the Teaching and Disability Wales (TADW) 

initiative which aimed to reduce barriers, whether real or perceived, to 

participation by people with disabilities in the teaching profession. Research 

participants included people with disabilities and a range of stakeholders such 

as disability organisations and employers. Quantitative and qualitative 

methods were used, including a survey and three case studies. The study 

identified barriers relating to attitudes to people with disabilities in the 

teaching profession and practical barriers associated with ITT courses 

including: 

 

 the absence of teaching as a career aspiration of young people with 

disabilities 

 practical hurdles such as arranging and making adjustments in placements, 

travel time and arrangements and financial support  

                                                 
10

  Training and Development Agency for Schools (2007a). Corporate Plan 2007-10. Developing 

people, improving lives. London: TDA [online]. Available: 

 http://www.tda.gov.uk/upload/resources/pdf/c/corpplan_200705.pdf [6 October]. 

http://www.tda.gov.uk/upload/resources/pdf/c/corpplan_200705.pdf%20%5b6
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 the lack of additional financial support during ITT courses and once 

people are employed 

 general attitudes, stigma and prejudice toward people with disabilities 

 a shortage of well-organised schemes to encourage increased participation 

by people with disabilities. 

 

Practical barriers faced by PGCE applicants with disabilities such as making 

adjustments in placements were also identified by Teeman et al. (2005). As 

explained in Chapter 2 as part of this research the study aimed to identify 

strategies that the Teacher Training Agency (TTA) and/or ITT training 

providers could adopt to attract quality applicants to PGCE courses and to 

increase conversion from application to acceptance and acceptance to 

registration on a course. Unfortunately, statistical analysis relating disability to 

outcome of ITT application proved impossible, because of the small number 

of TIL/GTTR applicants who had identified themselves as having a disability 

and entered óyesô in the disability field.  

 

However, interviews conducted by the research team with 50 members of staff 

from 20 ITT providers (including six interviews with staff from two ITT 

providers in Wales) revealed many ITT tutors mentioning applicants with 

disabilities in connection with the interview day. The authors point out that an 

individual tutorôs experience of trainees with a disability may relate to only a 

few students. However, all the interviewees spoke enthusiastically about 

supporting these trainees through the course. Examples of provision made at 

interview were given. One interviewee said the experience of interviewing a 

profoundly deaf applicant, who had brought a signer with them, had been 

óextremely challenging for all concernedô.  

 

ITT provider interviewees also referred to staff with expertise in relation to 

DDA and Special Needs and Disability Act (SENDA) whom they could 

consult. Some interviewees raised concerns about the cost of supporting 

disabled applicants and thought that finding ósuitableô or ówillingô placements 

could be problematic. For other interviewees, with more direct experience, this 

did not appear to be a problem and some reported that they kept a database of 

information on the facilities available in partnership schools. 

 

3.1.3 Strategies to encourage people with disabilities to enter ITT 

The research evidence from Roberts (2003) and Teeman et al. (2005) points to 

strategies which may help people with disabilities to participate in the teaching 

profession. Roberts (2003) recommended that disabled teachers should be 

encouraged to disclose their disability in an open and supportive culture and 

this could entail a shift in attitudes among educators, ITT providers and 

employers (i.e. schools). Practical hurdles relating to placements were 

identified as problematic thus, Roberts (2003) recommends improving 

partnerships between schools and ITT providers to develop schemes in which 
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people with disabilities are able to obtain both work experience in classrooms 

before teacher training and school experience during their courses.  

 

Given the paucity of evidence in this area, it is not surprising that researchers 

have called for further research to identify the support needed for people with 

disabilities in ITT applications and during courses. Roberts (2003) suggested 

that further research, innovative projects and clear guidance from relevant 

teaching agencies were essential to develop an open and supportive culture. 

Furthermore, he recommended further projects to encourage and support 

people with disabilities into ITT and teaching posts. Suggestions included: 

innovative programmes of recruitment, promotion, education of professionals 

in Higher Education (HE) and schools, incorporating óshadowingô and 

structured supportive classroom experience; along with schemes to encourage 

young people with disabilities to communicate their views on career 

aspirations and on related issues. 

 

 

3.2 Recruitment and retention of people from BME groups  
 

This review identified five studies that explored BME studentsô reasons for 

entering the teaching profession and their experiences of training. Most of 

these studies stated that the participants were from a variety of cultural 

backgrounds, so unless a breakdown of the ethnicity of the sample was 

provided it was not possible to identify barriers for particular sub-groups of 

BME trainees. 

 

All of these studies were rated as high-quality research, except one study, with 

a small sample size. This study has been included because it was the best 

available evidence relating to retention of students from a particular BME 

group. This section explores the research evidence relating to the reasons for 

teaching and choice of institution, the retention of these students, and 

strategies related to the recruitment and retention of BME applicants. 

 

3.2.1 The current situation  

In addition to key performance indicators, one of the main priorities of the 

TDA is to improve the diversity of new entrants to the teaching profession and 

to eliminate any recruitment barriers to under-represented groups. The TDA 

aims to improve recruitment to ITT in those from BME backgrounds (at least 

10.5 per cent of new entrants (TDA, 2007a). Current TDA recruitment data
11

 

(TDA, 2007c) shows that the TDA is already meeting some of the targets 

regarding the recruitment of BME applicants. For the period 2006/7, TDA 

data shows that 11 per cent of the total number of ITT registrations were from 

applicants belonging to BME groups. 
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  Training and Development Agency for Schools (2007c). TDA Census [online]. Available:    

http://dataprovision.tda.gov.uk/public/page.htm?to-page=publicProfilesHome [24,  May 2007] .  

http://dataprovision.tda.gov.uk/public/page.htm?to-page=publicProfilesHome
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Furthermore, these data show that ITT providers in London and the West 

Midlands have a larger number of BME trainees registered on ITT courses, 

but it should be noted that this is probably reflective of the demographic 

profile of these areas. Indeed, although the average target for BME 

recruitment is 10.5 per cent, different ITT providers have different targets 

based on the BME profile of the population.   

 

The aim of ótargetsô is to ensure that a fair reflection of the percentage of 

people from BME groups in the country are working in the teaching 

profession and can act as role models to inspire others from BME groups to 

enter the teaching profession. Furthermore, a culturally diverse teaching force 

could, it has been argued, help to educate children about Britain as a culturally 

diverse society (Shah, 2002). Data relating to the reasons BME students 

provide for entering the teaching profession and reports of their experiences of 

training are needed to understand the issues relating to recruitment and 

retention for this under-represented group.  

 

3.2.2 Reasons given by people from BME groups for choosing 
teaching  

Carrington et al. (2001) surveyed 289 PGCE entrants who had indicated on 

their application forms that they were from specific BME backgrounds or 

were in the óotherô ethnicity category. The respondents came from a variety of 

BME backgrounds including Asian Indian, Black Caribbean, Black African 

and Asian other. Almost a third (83 respondents) had not provided details of 

their ethnicity when applying for the PGCE and had been recorded in category 

of óotherô. Of these, half said they were of mixed parentage or heritage.  

 

The questionnaire examined the respondentsô reasons for choosing their 

course, factors influencing their decision to teach, and their images of teaching 

as a career. The study found that trainees demonstrated a strong intrinsic 

motivation to teach and indicated that the most important factors in their 

choice of institution were its reputation and staff attitudes during the 

interview, followed by proximity to their home. The proximity of the 

institution to the respondentôs home was found to be significant for older 

rather than younger respondents, but no significant differences were reported 

between trainees from different BME groups. These were found to be more 

important to the trainees than the institutionôs reputation for equal 

opportunities, its policies to attract students from BME backgrounds and 

portrayal of people from BME groups in publicity materials.  

 

Research conducted by Lyle et al. (2003) included a survey of 93 members of 

the BME community in Swansea to gain their perceptions and attitudes 

towards teaching as a profession. The largest group of respondents were 

Bangladeshi (43 per cent), reflecting the Bengali community in the area. The 

authors listed the other main groups as Indian, Pakistani and Asian. 
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Focus groups were also used to investigate why members of the BME 

community did not apply for ITT courses and to determine how best to target 

them. Students in FE and HE, who may be interested in teaching as a career, 

and their parents were included in the study. Gaining the views of parents was 

considered to be important, given the influence they have on the choice of 

career for their children (Lyle et al., 2003). Around half of the respondents (55 

individuals) were engaged in education. The authors did not provide 

information about the ethnicity of the focus group participants. 

 

When students were asked for views on teaching as a profession, 61 per cent 

said it was óinterestingô. However, key drawbacks to teaching are seen as low 

salary, high workload with resulting stress, no job guarantee and fear of 

discrimination.  

 

The research identified other barriers to the teaching profession for the BME 

community including teaching being viewed as a low status profession that 

does not command respect from parents or pupils in the wider community. 

Thus, parents may be unlikely to promote teaching as a career. Carrington et 

al.ôs (2001) follow-up interviews with 41 of the original survey sample and an 

opportunistic sample of a further eight trainees during the spring/summer term 

of their PGCE course, revealed that some interviewees believed that negative 

images of teaching and its status were especially pronounced among the Asian 

community.  

 

3.2.3 Retention of BME students on ITT courses and the retention 
of NQTs 

This review identified three studies relating to retention of BME students on 

ITT courses. This section explores the main reasons for students from BME 

groups withdrawing from ITT courses.  

 

Retention on ITT of people from BME groups 

One study was identified which looked specifically at retention of BME 

students during ITT courses. Basit et al. (TTA, 2004b) used a combination of 

quantitative and qualitative research methods to identify key factors leading to 

withdrawal from ITT courses by BME trainees. Data was obtained from a 

survey of 34 of 50 providers with the highest rates of BME recruitment and 

from interviews with programme leaders and people from BME groups who 

had withdrawn from ITT.  

 

The programme leaders interviewed by Basit et al. (TTA, 2004b) reported that 

the major reasons for withdrawal were family and personal reasons. Other 

important reasons included financial constraints, workload, disillusionment 

with teaching, lack of classroom discipline and attitudes of the placement 

school staff. For the majority of the trainees, barriers included workload, lack 

of subject knowledge, course and placement experiences and the realisation 
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that they were not suited for teaching. Experiences of racism were not 

mentioned as a reason for withdrawal by any BME trainees in this study.  

 

However, several other studies have highlighted problems relating to 

discrimination on grounds of race. Carrington and Skelton (2003), in 

interviews with 49 trainees from a variety of cultural backgrounds, found four 

male students from BME groups who reported experiences of animosity in the 

classroom by white children or/and their parents. The same number of students 

claimed that white teachers had discriminated against them on the basis of 

race. Interestingly, a number of students noted that they had experienced 

difficulties with children of the same ethnicity.  

 

Carrington et al. (2001) found a number of respondents expressing concerns 

about racism or social isolation (unfortunately, it is not clear how many 

respondents raised these issues). PGCE staff from 16 institutions, selected for 

having relatively high levels of BME recruitment, said that they were sensitive 

to the potential difficulties faced by trainees (for example, if placed in schools 

with a history of racial harassment). However, they felt the need to be 

supportive but fair, and were aware of a danger of ólabellingô schools. They 

said they offered both pastoral care and curricular provision in the form of 

multicultural/antiracist education, although time pressures meant there was 

less provision for this than some would have liked. 

 

Retention of NQTs from BME groups 

This review identified one study relating to retention of BME NQTs in the 

teaching profession
12

.  

 

Shahôs (2002) focus group sessions with 11 female, recently-qualified, 

teachers of Asian origin examined the nature of their experiences while 

seeking employment. The focus of the interviews was to ascertain if teachers 

from BME groups were well prepared to apply for and obtain first 

appointments. There was a belief among some of the respondents that 

significant numbers of teachers from BME backgrounds were opting for 

supply teaching, partly because of the frustration of failure to get permanent 

jobs and partly because of not-so-friendly environments that were believed to 

be the norm in schools. In their view, it would be helpful for teachers to be 

aware of stereotypes and work out how to deal with them. Barriers reported in 

the studies included: 

 

 views of teaching as low status 

 the discrimination faced by some trainees  

                                                 
12

  Although this research had a small sample of teachers, it was the best available evidence relating to 

the retention of NQTs from BME groups. 
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 lack of support from ITT providers to help trainees cope with direct or 

indirect discrimination in job interviews and when in post 

 financial constraints. 

 

The researchers concluded that some students need additional support for ITT 

tutors when applying for teaching posts. They identified two aspects of 

training which would be helpful: helping interviewees to cope with direct or 

indirect discrimination in interview situations; and helping them to deal with 

discrimination when they get jobs. These trainees thought that the confidence 

of teachers from BME backgrounds needed to be built up, so they could deal 

with any specific issue such as coping with types of questions or comments 

(such as ñhow come your English is so good?ò). 

 

3.2.4 Strategies related to the recruitment and retention of 
minority ethnic applicants to ITT 

This review identified three high-quality studies concerning the recruitment 

and retention of BME applicants. This section presents the research evidence 

relating to strategies which may help to increase applications to ITT and 

retention of BME teachers. 

 

Carrington and Skelton (2003) reported studentsô concerns about setting 

targets or quotas to encourage under-represented groups into the teaching 

profession. There were concerns that their credibility as teachers could be 

undermined and the quality of the selected teachers reduced for the sake of 

meeting quotas. The authors recommended further reviews of various support 

systems, ranging from those offering institutional assistance for ótargeted 

groupsô to those based around peer support systems. 

 

Given the barriers relating to family and personal reasons identified by Basit et 

al. (TTA, 2004b), the report made the following recommendations: provide 

counselling of trainees to help them to think carefully and match their route 

into teaching to their personal circumstances; closely monitor all trainees to 

identify those who are struggling; and highlight the support offered by the 

Teacher Support Network.  

 

Other suggestions for support included:  

 

 encouraging trainees who are not confident in their subject knowledge to 

enrol on subject knowledge booster courses 

 avoiding sending trainees to schools who have been placed in special 

measures 

 taking account of geographic distance and ethnic mix of the schools 

 informing trainees of procedures for reporting problems in their placement 

in schools.  
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Lyle et al. (2003) suggested that barriers related to teaching being viewed as a 

low status profession could be addressed by promoting the benefits of teaching 

to the BME community. They suggest that direct promotion of teaching to 

students could be improved through more career advice on teaching (for 

students at tertiary level) and better links could be formed with schools and 

colleges to inform BME students about ITT courses, emphasising the 

advantages of teaching including career structure and salary potential. Lyle et 

al. (2003) also recommended institutions offering continuing professional 

development (CPD) on race equality, cultural awareness and meeting the 

needs of BME and English as Additional Language (EAL) pupils, along with 

best practice when working with BME parents and strategies to deal with 

racist incidents. Recommended strategies included: 

 

 counselling potential trainees on routes into teaching  

 promoting the benefits of teaching to the BME community 

 providing additional support measures when required, such as encouraging 

trainees who are not confident in their subject knowledge to enrol on 

booster courses 

 informing trainees of institutional support such as procedures for reporting 

problems in their placement in schools  

 promoting external sources of support, such as the Teacher Support 

Network. 

 

 

3.3 Recruitment and retention of male primary school 
 teachers 

 

The review identified five high-quality studies relating to males teaching in 

primary schools. This section explores the research evidence relating to the 

reasons for males training to teach in primary schools, the main factors 

influencing withdrawal and non-completion of ITT, and strategies related to 

the recruitment and retention of males in primary schools.   

 

3.3.1 The current situation  

It is important that the teaching workforce is representative of the population, 

but males are currently an under-represented group in primary schools, 

especially at Key Stage 1 (Skelton, 2003). A recent DfES report indicated that 

the majority of teachers in nursery and primary schools are female. This is a 

long-standing pattern and in 2005 only 16 per cent of nursery/primary school 

teachers were male (DfES, 2007a). In addition, one of the main priorities of 

the TDA is to improve the diversity of new entrants to the teaching profession 

and to eliminate any recruitment barriers to under-represented groups, such as 

male teachers in primary schools (TDA, 2007a).  
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The previous literature review by Edmonds et al. (2002), noted that fewer 

males than females train to be primary teachers. In 2006/07, 14 per cent of 

those registered on mainstream primary ITT courses were male14. Research 

included in this review often begins from the premise that male teachers are 

needed in primary schools to provide positive role models for primary aged 

children and male teachers could help to raise boysô attainment (Carrington, 

2002; Jones, 2006).  

 

Qualitative research by Jones (2006) involved interviews with 18 male student 

teachers and 13 female teachers who had worked with men at Key Stage 1. 

Interviewees thought children needed to experience a positive male role 

model, especially with the absence of fathers or poor role models in some 

families. The survey and follow-up interviews with male and female primary 

trainees, Skelton (2003), also elicited perceptions that male teachers are 

needed as role models for pupils. However, students also had doubts about the 

extent to which pupils identify more readily with teachers of the same gender.  

 

3.3.2 The recruitment and retention of males to ITT and to 
primary education  

Edmonds et al. (2002) identified studies suggesting that gendered perceptions 

of teaching might influence peoplesô choice of teaching as a career. These 

included perceptions held by society and within the teaching profession, 

suggesting that teaching (especially in primary schools) is a ófemaleô career. 

Research by Carrington (2002) involving a survey of 210 students from 20 

ITT institutions found that a third of the survey respondents expressed 

misgivings about public understanding of primary teaching. Opinion was 

evenly divided as to whether the policy to boost male recruitment would 

enhance its status. 

 

Interviews with Careers Officers in three institutions as part of research by 

Riddell et al. (2005) revealed perceptions of teaching as a ówomanôs jobô, 

especially with the increasing emphasis on ósocialô aspects of teaching, and 

views that the terms and conditions of teaching were more appealing to 

women than men. Careers Officers considered that men were less likely than 

women to have prior experience of working with children, which might 

mitigate against men applying for teacher education courses. Teacher 

education was itself seen as predominantly female environment which might 

deter some potential male applicants. 

 

Riddell et al. (2005) ran focus groups with teachers in secondary and primary 

schools, including male and female teachers working in different parts of 

Scotland, and conducted interviews with 18 key informants (including 

headteachers and LA representatives). These revealed that perceptions of the 

teaching profession as predominantly female were a possible deterrent for 

males from entering or staying in teaching. Focus-group participants also 

demonstrated specific attitudes to male primary teachers ï that it was not a job 
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for a órealô man ï and perceptions to the effect that they felt that limited career 

prospects within primary education could deter male applicants.  

 

Similar findings were reported by Jones (2006) where many of the female 

teachers interviewed described male teachers working in Key Stage 1 as ónot 

real menô. However, the participants in the study by Riddell et al. (2005) said 

that teachersô personal qualities were more important than whether they were 

male or female, and there was also a notion to the effect that it can benefit 

children if they can have role models who do not always confirm to the 

stereotypes of ómanagerialô men and ónurturingô females. Interviewees said 

that they thought these role models were important both in the social 

development of the children concerned and also in their perceptions of 

teachers. It was argued that the presence of such role models could affect the 

likelihood that children will, in turn, choose teaching as a career (Riddell et 

al., 2005).  

 

There was some exploration of opinions about strategies to increase the 

numbers of male primary teachers. For example, the participants in the study 

by Riddell et al. (2005) thought that there was low awareness of gender issues 

in primary schools with an all-female staff and that greater awareness could 

help such schools to be more active in addressing gender stereotyping in jobs 

in general, and teaching in particular.  

 

The majority of the female teachers interviewed by Jones (2006) agreed with 

government initiatives to increase the number of male primary school 

teachers. However, research also identified some hesitation about employing 

male teachers, particularly at Key Stage 1.  

 

Concerns about male primary teachers appear to be related to fears of 

paedophilia and homophobic attitudes. Carrington and Skelton (2003) 

compared and contrasted the attitudes of male and female students towards a 

career in primary education focusing on the intake to the one-year Primary 

PGCE in England and Wales. They conducted telephone interviews with a 

stratified sample of 36 primary students (18 males and 18 females). Nineteen 

of these intended to work in the upper primary sector. The two major concerns 

students had were hostility and suspicion from children, parents and in some 

cases, school staff. In case of white, male student teachers, the main source of 

hostility came from parents, school staff and other students. Members of the 

staff also commented that they thought it was strange for men to work in 

Reception classes. 

 

Foster and Newmanôs (2003) study of males with an interest in primary school 

teaching revealed other barriers to males entering teaching. These men were 

taking part in a mentoring partnership to give them experience of working in 

primary school. The barriers included the low number of men, together with 

the prevailing stereotypes of primary teaching meaning there are a very 
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limited number of images of male teachers with whom men, coming into the 

profession, can identify. Furthermore, ófitting inô was an issue for the men in 

this study due to the lack of male colleagues.  

 

3.3.3 Strategies related to the recruitment and retention of males 
to the primary phase  

Foster and Newman (2003) reported a project involving a mentoring 

partnership, aimed at encouraging the recruitment of more male teachers into 

primary schools. Men with an interest in, and prior experience of, working 

with young children were given an opportunity to work alongside male 

primary school teachers. Interviews, questionnaires and diary entries were 

collected from all the student volunteers and teachers who participated in the 

project. These mentoring partnerships were reported to have benefits including 

successfully introducing potential teachers to primary school teaching and 

giving them confidence to work with young children. Mentees reported 

concerns about ótouch hysteriaô (a fear of men physically touching children) 

but watching male teachers helped some to overcome these concerns. 

 

Issues relating to the importance of males as role models for primary-aged 

children underpin many of the strategies relating to males in primary schools. 

Skelton (2003) suggested that strategies adopted by the government in 

England and Wales to increase the numbers of male primary school teachers 

are based on somewhat simplistic ideas of men as role models, and are not 

based on research evidence. More recently Skelton and Read (2006) have 

raised the importance of encouraging all teachers to consider how gender 

might be influencing the setting up of learning environments in which they 

make judgements about pupils. There is no strong evidence to date that the 

gender of teachers plays a role in the observed gender gap in attainment 

(DfES, 2007a), but regardless of these debates the goal of a representative 

teaching workforce remains worthwhile. 

 

 

3.4 Chapter summary 
 

People with a registered disability are currently an under-represented group in 

the teaching profession. The research examined for this review identified 

barriers relating to attitudes to people with disabilities in the teaching 

profession and practical barriers for ITT trainees such as arranging and 

making adjustments in placements, travel time and arrangements, and 

financial support. The research evidence revealed a shortage of well organised 

schemes to encourage participation by people with disabilities. Given the 

paucity of evidence in this area, researchers have called for further research 

relating to support for people with disabilities in ITT applications and during 

courses.    
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Trainees from BME groups would appear to hold a strong intrinsic motivation 

to teach. When selecting an ITT institution, the most important factors in their 

choice were its reputation and staff attitudes during the interview, followed by 

proximity to their home. The key drawbacks to teaching were viewed as low 

salary, high workload with resulting stress, no job guarantee, and fear of 

discrimination. Furthermore, the research revealed that teaching may be 

viewed as a low status profession that does not command respect from parents 

or pupils in the wider community. The main reason for withdrawal from ITT 

courses identified by BME trainees were family and personal reasons. 

Workload, lack of subject knowledge, course and placement experiences and 

the realisation that they were not suited for teaching also led to withdrawal. A 

minority of students expressed concerns relating to discrimination during 

school placements.  

 

Research included in this review often begins from the premise that male 

teachers are needed in primary schools to provide positive role models for 

primary-aged children. The research evidence suggested that gendered 

perceptions held by society and within the teaching profession might influence 

peoplesô choice of teaching as a career. Low awareness of gender issues in 

primary schools with an all-female staff, the limited number of images of 

males with which men, coming into the profession, can identify were 

considered to be barriers for male primary teachers. Hostility and suspicion 

from children, parents and in some cases, school staff were also identified in 

some cases. Researchers have recommended greater awareness of gender 

issues within schools to help staff to be more active in addressing gender 

stereotyping in relation to teaching in particular. 

 

Finally, it is important to note the lack of research, especially longitudinal, 

multi-perspective large-scale studies in this area, which means that the 

evidence base is comparatively limited and therefore the exploration and 

identification of successful strategies as they relate to under-represented 

groups is problematic. 
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The purpose of this Chapter is to seek answers to the following questions: 

 

 What are the influences on recruitment and retention to ITT in priority 

subject areas
13

? 

 What are the effects of financial and other incentives on recruitment to ITT 

in priority subject areas?  

 What strategies might improve recruitment to ITT in priority subject 

areas? 

 

A total of 18 studies were reviewed and 15 of these are referred to in this 

chapter. This includes 11 rated as high quality, three rated as having some 

quality concerns and one rated as poorer quality (see Table 1.2). Studies with 

some quality concerns were included because of the dearth of high-quality 

studies in this area. Some of these studies considered priority subject areas as a 

whole, others focused on several subject areas and some looked at just one.  

 

 

4.1 Recruitment to ITT priority subject areas 
 

Ten articles or reports rated as high/good quality were used for this section. 

Priority subject areas included: mathematics; science; modern foreign 

languages; information and communication technology (ICT), and design and 

technology (D&T). The main topics covered in the research included: traineesô 

reasons for choosing teaching as a career; undergraduatesô perceptions of 

teaching as a career; teachersô reasons for leaving teaching; and 

undergraduatesô and traineesô views on the impact on recruitment of financial 

and other incentives. Research methods used in the studies reviewed included: 

large and small scale questionnaire surveys; structured telephone or email 

interviews; semi-structured face-to-face interviews; focus groups; and a 

review based on research evidence.   

 

4.1.1 Studies focusing on priority subject areas as a whole or on 
several priority areas  

As previously reported in Chapter 2, entrants to ITT courses in priority subject 

areas tend to give similar reasons for choosing teaching as do those in other 

subject areas. For example, Barmby (2006) found that applicants were more 

                                                 
13

  The term ópriority subjectsô refers to those subjects that generally struggle to fill all allocated places 

at PGCE. Priority subjects are all in the secondary phase and are maths, modern foreign languages, 

design and technology (D&T, which also includes Food Technology), information and 

communication technology (ICT), science, religious education (RE) and music. 
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likely to give intrinsic or altruistic reasons for going into teaching, as opposed 

to extrinsic reasons such as job security and salary.   

 

Undergraduates in these areas appear to hold positive views about teaching as 

a possible career (TDA, 2005). Teaching appeared in the top five career 

choices for undergraduates in all the main priority subject groupings who 

responded to this large-scale survey although it was never identified as 

number-one choice. In response to another question, more than 30 per cent of 

those surveyed said they would consider teaching as an initial career choice ï 

and more than half indicated they might be prepared to consider a teaching 

career at some time. Students in all three subject areas who said they would 

consider teaching as a career saw it as an enjoyable job. 

 

Amongst the reasons given by teachers of priority subjects for leaving 

teaching were poor pupil discipline and heavy workload (Barmby, 2006) and, 

in another study (Barton, 2004), priority subject teachers identified excessive 

paperwork as one of the negative aspects of teaching. It was suggested that 

these factors could be deterring potential entrants to the profession. 

 

4.1.2 Studies focusing on mathematics 

The large scale study carried out by the TDA (2005) included a sample of 381 

mathematics undergraduates.  Just over a third of these undergraduates 

indicated that they were considering teaching as a likely or very likely initial 

career although only about half of these (some 16 per cent of the sample) 

selected teaching as their first choice career.  Nevertheless, teaching was the 

second most popular choice career ï although it lagged well behind 

accounting/banking/finance (selected by 38 per cent).  

 

Those mathematics undergraduates who were considering teaching as an 

initial career choice appeared to be more motivated by job-satisfaction whilst 

those who were not actively considering teaching appeared to be more 

concerned with long-term career development and recognition. 

 

Two other studies (Andrews and Hatch, 2002; Tikly and Smart, 2005) sought 

the retrospective views of mathematics teachers on their reasons for choosing 

teaching as a career.  Andrews and Hatch (2002) in an interview study of 45 

secondary mathematics teachers, identified five main reasons for selecting 

teaching as a career: their experiences of mathematics as learners; their desire 

to work with people; a sense of inevitability; a serendipitous life event; or a 

desire for a career change. Tikly and Smart (2005), interviewed 46 current and 

15 former teachers of secondary mathematics in England. The main reasons 

given by respondents for becoming mathematics teachers were all subject-

related: being good at the subject; having a mathematics degree; or interest in 

mathematics.  However, in view of the small sample sizes, the findings of 

these two studies should be regarded with caution.  
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Female mathematicians, surveyed for this TDA research, appeared to be more 

attracted to a career in teaching than their male counterparts (TDA, 2005) and 

Andrews and Hatch (2002) noted that a significant number of women 

mathematicians entered the teaching profession after having a family.   

 

In addition, two high-quality studies focusing on ethnicity (Carrington et al., 

2001; TTAb, 2004) suggested that proportions of BME trainees were well-

represented amongst those specialising in mathematics and science. 

 

4.1.3 Studies focusing on science 

The TDA study (2005) included a sample of 969 science undergraduates 

divided into three sub-groups: biology (492), chemistry (192) and physics 

(221). Just under a third of these undergraduates indicated that they were 

considering teaching as a likely or very likely initial career although only 

about 13 per cent had selected teaching as their first career choice.  In fact, 

teaching was the third most popular choice career for the science 

undergraduates as a whole (although it was the fourth choice of physicists) but 

it was less popular than industrial/scientific research (25 per cent) and 

academia/academic research (15 per cent). 

 

Science undergraduates who were considering teaching as an initial career 

choice, like their mathematics counterparts, appeared to be more motivated by 

a career that would give them job-satisfaction whilst those not considering 

teaching appeared to be more concerned with intellectual orientation.  Unlike 

the mathematicians, there were no significant gender differences amongst the 

scientists.  However, female scientists were significantly more likely than men 

to view job satisfaction as an influence on career choice and to perceive 

teaching to be a career that provided a supportive environment and was well-

rewarded. 

 

4.1.4 Studies focusing on Modern Foreign Languages 

The large scale study carried out by the TDA (2005) included a sample of 314 

modern foreign language undergraduates. Just over a third of these 

undergraduates indicated that they were considering teaching as a likely or 

very likely initial career although only about half of these (some 14 per cent of 

the sample) selected teaching as their first career choice. Nevertheless, 

teaching was the second most popular career choice ï although it was less 

popular than language/translation (selected by 33 per cent).  

 

Modern foreign language undergraduates who were considering teaching as an 

initial career choice appeared to value it as an opportunity to develop their 

linguistic skills and knowledge. Unlike the mathematics and science 

undergraduates, the modern linguists did not significantly associate job 

satisfaction with the decision to teach. There were no gender differences in 

their likelihood of teaching, either initially or in the future. 
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A study in 2001 by Adams (Adams, 2001) investigated the recruitment and 

retention of modern foreign language teachers in London. The achieved 

sample consisted of 82 teachers of modern foreign languages who formed part 

of a much larger sample (926) of secondary school teachers in London. Some 

80 per cent of the sample were female and about one third were foreign native 

speakers.  Teachers (21) who had left a teaching post were asked to give their 

reasons.  Their main reasons for leaving were: poor pupil behaviour; poor 

school management; lack of opportunity for promotion; hours worked; and 

school resources.  No information was provided on the destination of leavers. 

The author also noted a lack of available teaching practice placements in 

London in 2001.  

 

4.1.5 Studies focusing of other priority subjects 

Two further high-quality studies were identified concerning priority subjects 

in ITT. The first (Hammond, 2002) focused on information and 

communication technology (ICT), and the second on design and technology 

(D&T) (Kimbell and Miller, 2000).  

 

Hammond (2002) reported an interview study of a cohort of 15 trainee 

teachers on a PGCE course, all of whom had chosen to teach information and 

communication technology in secondary schools. The author found that the 

most common reason for choosing to become a teacher was the positive 

experience of teaching, mentoring or helping learners prior to the course. The 

second most important factor was the attraction of working with ICT. Many of 

the group had previous experience of ICT. Relationships with the young, a 

desire for continued engagement with the subject and an altruistic concern for 

the achievement of young learners were all identified as factors contributing 

towards the decision to teach. 

 

An investigation of the attitudes of potential teachers of D&T (Kimbell and 

Miller, 2000) used semi-structured interviews and structured questionnaires to 

survey the views of 130 undergraduates on 23 courses related to various 

aspects of D&T. Studentsô responses to the questionnaire identified the 

attributes they associated with their ideal job and with teaching. When 

contrasted with their ideal job, teaching was thought to lack variety, 

professional freedom and creativity.  It was also viewed as poorly paid and 

lacking career fast tracks.  However, students had positive perceptions of D&T 

teaching from their own experiences. 

 

Analysis of the qualitative data revealed that the students had received little 

careers guidance on routes into teaching. They typically held negative 

attitudes towards teaching because it was seen as stressful, uncreative and 

overburdened with paperwork. Tutors assumed graduates would be taking up a 

career in industry and knew very little about routes into teaching. 
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4.2 Strategies for recruitment and retention to priority 
subject areas 
 

Eleven articles or reports were used for this section, six of which were also 

used in the section 4.1. These were all rated as high-quality studies with the 

exception of one study relating to the provision of information for students on 

priority subjects and another study relating to the links between schools and 

university departments. 

 

Priority subject areas were the same as those covered in Chapter 2.  The main 

topics covered included: marketing teaching as a career; financial and other 

incentives; teacher remuneration; links between university departments and 

schools; and strategies to tackle negative perceptions of teaching.  Research 

methods used in the studies reviewed were similar to those used in Chapter 2 

on recruitment.   

 

A number of government initiatives have been designed to offer financial and 

other inducements to intending teachers of priority subjects (for example: 

higher starting salaries; rapid career progression; lump sums; Golden Hellos; 

the Repayment of Loans Scheme; and Teacher Bursaries). The report of Sir 

Gareth Robertôs review (Roberts, 2002) concluded that the incentive of Ã4,000 

for eligible postgraduates entering the profession to teach mathematics and 

other priority subject areas and other incentives had had some effect, but that 

unfilled places still remained
14

.   

 

The research examined for this review suggests that financial and other 

incentives are likely to encourage some undergraduates to consider teaching 

(TDA, 2005; Barmby and Coe, 2004). The large scale study carried out by the 

TDA (2005) asked undergraduates in priority subject areas about the likely 

impact on decisions to teach of three types of incentives: a higher starting 

salary; a lump sum; and rapid career progression. The possibility of rapid 

career progression was the most highly rated incentive with more than 40 per 

cent of undergraduates indicating that this would encourage them to teach, and 

just less than 40 per cent indicated that a lump sum (£4,000 at the time of the 

survey) would be an inducement. A higher starting salary appeared to be 

slightly less of an incentive: 21 ï 31 per cent (depending on subject area) 

agreed that this would encourage them to consider teaching. Mathematics 

graduates were significantly less likely than other undergraduates in science 

and modern foreign languages to be influenced by an enhanced starting salary 

whereas modern foreign language undergraduates were significantly more 

likely to be influenced by this factor. It was noted by Roberts (2002) that 

                                                 
14

  Mathematics and science teachers now attract a golden hello of £5,000, while all other eligible 

teachers receive £4,000. 
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physics graduates, in particular, were deterred from entering teaching by the 

relatively low salary levels.   

 

However, the proportions indicating that they were in favour of such schemes 

were higher than those who said they had actually been influenced by them. 

For example, the investigation by Barmby and Coe (2004), which was 

designed to evaluate the Repayment of Teachersô Loans Scheme on 

recruitment to shortage subjects, demonstrated that, although respondents felt 

that financial incentives in general were an effective way of increasing 

recruitment in shortage subjects (with over 80 per cent rating such schemes as 

óquite/very importantô in this regard), fewer than a quarter of the 46 teachers 

who had had a choice of whether or not to teach in a priority subject area said 

that their own choice had been influenced by financial incentives and only six 

of the 46 said the Repayment of Teachersô Loans Scheme had had an 

influence on their decisions.   

 

Similarly, Hammond (2002) reported that, whilst the salary and material 

rewards were not the main motivation for wanting to train to teach, the bursary 

was important for several trainee teachers in ICT. However, the general view 

of these trainees was that the bursary was not large enough in itself to attract 

them into teaching. Not surprisingly, however, all were in favour of the 

bursary. The author also noted that the career structure in teaching was 

important and had helped to attract some trainees into teaching.  

 

Younger et al. (2004) interviewed 36 PGCE trainees, six weeks into courses 

and before they had experienced any substantial teaching practice. According 

to the researchers, their results revealed that there was a mismatch between the 

aspirations and notions of the trainees and some of the national strategies to 

encourage recruitment to teacher training. The authors argue that the emphasis 

placed by the TDA and DfES on salary incentives, fast tracking of career and 

early promotions to positions of power outside the classroom implied that 

these were key motives for entering the teaching profession. However, such 

conclusions contrast with the general trend in quantitative research reported 

above in relation to the importance of intrinsic motivation.   

 

4.2.1 Strategies that might improve recruitment to ITT in priority 
subject areas 

Ten of the studies reviewed suggested strategies to increase recruitment and 

retention on ITT courses in priority subject areas. These suggestions fell into 

six broad groups: the provision of factual information about teaching as a 

career; marketing teaching as a career; financial and other incentives; adequate 

remuneration for teachers; links between schools and university departments; 

and strategies designed to tackle the perceived negative images of teaching.  
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The provision of factual information about teaching as a career 

Several of the studies reviewed (Kimbell and Miller, 2000; TDA, 2005) noted 

that students and subject tutors often lacked information about teaching as a 

career. A number of ways of disseminating information were suggested. Some 

examples of strategies suggested were: day conferences and other events for 

tutors and undergraduates highlighting teaching as a career; and videos about 

teaching and routes into teaching.   

 

Marketing teaching as a career 

One study (TDA, 2005) noted that the most difficult task was to counter the 

popular representations of a career in teaching and the authors of another study 

(Kimbell and Miller, 2000) felt it important to counter the highly negative 

perceptions of teaching held by undergraduates and their tutors in D&T related 

subjects in particular. 

 

It was noted (TDA, 2005) that marketing teaching as a career was particularly 

difficult since different groups of students considered different factors to be 

important in selecting a career (i.e. one size was unlikely to fit all). It was 

suggested (Andrews and Hatch, 2002) that recruitment schemes might stress 

the social aspects of teaching as well as the academic since many 

undergraduates were attracted to the idea of working with people. Andrews 

and Hatch (op.cit.) also suggested that recruitment campaigns for priority 

subjects should be focused on women returning to the workforce after having 

a family.  

 

Roberts (2002) pointed out that entrants to secondary ITT courses in D&T, 

mathematics, ICT and science tended to be less well-qualified academically 

than those training to teach subjects such as English and history. Furthermore, 

Teeman et al. (2005), unsurprisingly, found that applicants for ITT courses in 

priority subjects were more likely to be successful in obtaining places than 

those applying for non-priority subjects. 

 

Financial and other incentives 

The findings of the research reviewed here (Roberts, 2002; Barmby and Coe, 

2004) suggest financial and other incentives are effective in attracting 

undergraduates into ITT in priority subject areas and that such schemes should 

continue or be enhanced. 

 

Adequate remuneration for teachers 

Several of the studies examined for this review (Andrews and Hatch, 2002; 

Roberts, 2002) emphasised the importance of adequate remuneration for 

teachers of priority subjects and Roberts (2002) noted that for physics 

graduates, in particular, pay levels in teaching are a significant deterrent to 

entering the profession. Improved salaries could well attract some of the able 

undergraduates not currently considering teaching as a career.  
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Links between schools and university departments 

It was suggested in several studies (Kimbell and Miller, 2000; Cooper and 

DôInverno, 2005; TDA, 2005) that links could be forged between university 

departments and schools so that undergraduates could carry out accredited 

modules that included experience of working in schools ï thus gaining 

insights into and experience of teaching. 

 

Strategies designed to tackle the perceived negative aspects of 
teaching 

Several studies (Andrews and Hatch, 2002; Hammond, 2002; Barton, 2004; 

Barmby, 2006) noted that issues of workload and poor pupil behaviour were 

important factors in dissuading undergraduates from entering the teaching 

profession and influencing serving teachers to leave. Strategies suggested for 

addressing pupil behaviour problems included: providing proactive support 

throughout training and early years of teaching on ways to deal with 

disaffected pupils; and well-structured induction programmes. The importance 

of a supportive and approachable school senior management team was also 

emphasised. Suggested ways of reducing teachersô workload included: 

providing more non-contact time for new teachers; a reduction in paperwork; 

and fewer administrative duties. 

 

 

4.3 Chapter summary 
 

Many undergraduates in priority subject areas appeared to hold positive views 

about teaching as a possible career and teaching was the second most popular 

career choice for mathematics and modern foreign language undergraduates 

and the third most popular for scientists as a whole ï although it was the 

fourth choice for physics undergraduates. Mathematics and science 

undergraduates who were considering teaching as an initial career appeared to 

be motivated by job-satisfaction whereas modern foreign language 

undergraduates considering teaching appeared to value it as an opportunity to 

develop their linguistic skills and knowledge. Mathematics teachersô 

(retrospective) reasons for entering the profession included the following: their 

experiences of mathematics as learners; the fact that they were good at the 

subject; had a mathematics degree; or were interested in mathematics; and a 

desire to work with people. 

 

The most frequent reason for choosing to become a teacher of ICT was the 

traineesô positive experiences of helping learners prior to the course. 

Undergraduates studying D&T related subjects held relatively negative views 

of teaching as a career, seeing teaching as lacking in variety, professional 

freedom and creativity, and as stressful and overburdened with paperwork.  

Tutors assumed graduates would be taking up a career in industry and knew 

very little about routes into teaching. Amongst the reasons given by teachers 
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of priority subject teachers for leaving teaching were poor pupil discipline, 

heavy workload and excessive paperwork.  

 

The studies reviewed suggested a number of strategies to increase recruitment 

and retention on ITT courses in priority subject areas. These covered: 

providing information; marketing; incentives; salary levels; links with schools; 

tackling negative perceptions of teaching. 

 

The TDA (2005) study provides a wealth of information about the career 

intentions of undergraduates. It would be very useful to carry out a similar 

study focusing on ITT trainees in priority areas at the outset of their ITT 

courses. It would also be helpful to examine the reasons given by those who 

withdraw from such courses. We found very little research bearing on 

recruitment to secondary ITT in modern foreign languages. Further research 

on this topic would be useful.  Furthermore, in view of the recent government 

decision to include modern foreign languages in the primary curriculum, it 

would seem to be important to undertake research on the recruitment and 

training of future modern foreign language teachers in primary schools. 

 

The research relating to priority subject areas was of variable quality. 

Although some studies (TDA, 2005; Teeman et al., 2005, for example) were 

of a high quality, others were based either on: very small samples; 

unrepresentative samples; or poor survey response rates. It is important that 

future studies on the recruitment and retention of trainee teachers in priority 

subject areas should be properly focused, based on representative samples of 

the target population and use both qualitative and quantitative research 

methods. 
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This Chapter provides a summary, conclusions and recommendations in 

relation to the key questions addressed in the review. It begins with an 

overview of the general context within which the conclusions and 

recommendations are presented, and ends with a series of recommendations 

for recruitment and retention strategies and for further research. 

 

 

5.1 The context for the reviewôs conclusions and 
recommendations 
 

Edmonds et al. (2002) reviewed research-based literature on recruitment to 

and retention on ITT courses in the period from 1986 to September 2001. 

Their report focused on five major themes: 

 

1 the influences on young peopleôs decisions to choose or reject teaching as 

a career 

2 influences on recruitment in shortage subject areas 

3 recruitment from under-represented groups 

4 influences on non-completion of ITT 

5 the impact of strategies aimed at encouraging recruitment to and retention 

on ITT. 

 

These themes are still relevant. The quality of teaching and learning continues 

to be the focus of government policy initiatives, national interest, media-led 

debate and sometimes criticism. Attracting the órightô candidates into teaching, 

retaining them in ITT and then in teaching once they have qualified remain 

key challenges for our education system, and more specifically for the TDA 

and ITT providers.  

 

With the above context in mind, the TDA has certain key performance 

indicators (TDA, 2007a), which are: 

 

 achieve 100 per cent recruitment against target for mathematics 

 achieve 100 per cent recruitment against target for science. 

 

These performance indicators are in the context of fully recruiting to all 

priority and non-priority subject areas. In addition, one of the main priorities 

of the TDA is to improve the diversity of new entrants to the teaching 

profession and to eliminate any recruitment barriers to under-represented 

groups. The TDA aims to improve recruitment to ITT in those from BME 
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backgrounds (at least 10.5 per cent of new entrants); those with a disability (at 

least five per cent of new entrants); and male primary school teachers. 

 

Within the broad scope of the research and policy issues mentioned above, 

ITT recruitment has consistently faced key challenges, especially how to: 

 

 expand the base of applicants to ITT, especially in relation to priority 

subjects, subjects such as maths, ICT, science, modern foreign languages 

(see Teeman et al., 2005; TTA, 2004a) 

 encourage candidates who may not have the pre-requisite subject 

knowledge at the time of their application, to apply for ITT (via the 

initiatives such as the Subject Knowledge Booster Course Programme 

(SKBC), (see Brunel University, 2005) 

 provide a level playing field for under-represented groups of applicants, 

including: mature students; males in primary teaching; applicants from 

BME groups; and candidates from overseas (see TDA, 2002007b and 

Teeman et al., 2005) 

 ensure that all ITT providers are enabled and encouraged to offer similar 

and consistent opportunities to all applicants (see Admissions to Higher 

Education Steering Group, 2004; Teeman et al., 2005) 

 ensure that successful applicants to ITT go on to register on ITT courses. 

There is currently wastage because some applicants who are offered an 

ITT place do not register on the course or take their place (see Teeman et 

al., 2005) 

 ensure that newly qualified teachers go on to take up teaching posts at the 

end of their ITT (and remain in teaching after three years of achieving 

qualified teaching status. 

 

In response to the challenges, the TDA and ITT providers have developed 

initiatives that seek to address these challenges, including: 

 

 national and local marketing campaigns (such as the óUse your head: 

teachô campaign) 

 multi-access and multi-media communication strategies for all 

stakeholders (such as the Returning to Teach Programme) 

 multi-media guidance and encouragement aimed at potential and actual 

ITT applicants covering all aspects of ITT (such as the career re-entry and 

development profile) 

 guidance to ITT providers about the importance of developing a ólevel 

playing fieldô and about ways in which this might be achieved 

 the development of school/ITT provider partnerships 

 taster courses and/or activities for potential ITT applicants, such as college 

and school-based visits 

 initiatives focused on attracting applicants from under-represented groups 
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 booster, enhancement and extension courses 

 providing potential applicants to ITT with increased opportunities to gain 

classroom experience 

 providing ITT trainees with more school-based experience during training. 

 

The conclusions and recommendations that follow have been orientated to 

reflect both the TDAôs stated goals and the policy developments summarised 

above in relation to the key questions addressed in this review. 

 

 

5.2 Main findings 

 

5.2.1 Recruitment and retention of trainee teachers in general 

Overall, the findings from this review are in line with those of Edmonds et al. 

(2002). The review shows that people chose teaching for a number of reasons 

(or ópull factorsô) and that these can be divided into two broad categories of 

intrinsic and extrinsic motivation (see Chapter 2 for further explanation of 

these terms). The evidence suggests that people seem more motivated towards 

choosing a career in teaching by intrinsic factors (i.e. they are primarily 

attracted by the essential features of the work), rather than by extrinsic 

rewards, such as pay. Having said this, the research also indicates that 

extrinsic rewards are more important to certain groups, such as those who 

have not yet actively considered a teaching career. 

 

Consideration of the barriers to teaching suggests that there are certain 

negative perceptions that deter people from applying to ITT, especially for 

those who may not have considered this career trajectory. Such perceptions of 

teaching may not be well founded, especially given the fact that some 

potential applicants have had little or no experience of the school environment 

apart from their own experience as a pupil.  

 

In relation to retention, the research evidence shows that the issue of retention 

is of central importance during the entire process, from application to ITT, 

during training and during the first years in teaching. For instance, evidence 

shows that there is ówastageô during the selection process, during ITT training 

and that once qualified some NQTs do not then go into teaching at all, while 

others leave teaching within three years of qualifying. 

 

Overall, the review suggests that there is still a paucity of high-quality, 

longitudinal research into recruitment and retention issues, with particularly 

acute gaps in certain areas. 
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Recommendations for strategies and further research to improve 
general recruitment and retention  

We acknowledge that the TDA is already addressing many issues raised in the 

research, including: 

 

 emphasising the intrinsic rewards of teaching that are reliably identified as 

important to potential trainees 

 seeking to challenge misleading and negative perceptions of teaching as a 

career 

 enabling potential candidates to experience positive óreal lifeô experiences 

of teaching  

 designing tailored recruitment strategies appropriate for different target 

groups, for example using specifically-designed strategies for those who 

have not actively considered teaching as a career  

 ensuring that financial incentives are well publicised 

 spreading best practice on how ITT trainee placements in schools are best 

managed, monitored and reviewed. 

 

The following recommendations are presented for further consideration by the 

TDA and ITT providers to improve recruitment and retention in general:  

 

 publicise the impact of the National Agreement to tackle teachersô 

workload to potential applicants 

 ensure that ITT providers reduce wastage during the ITT application 

process to a minimum, for instance by adopting an effective 

communications strategy with successful applicants prior to taking up their 

training  

 consider whether it is possible to reduce workloads for ITT trainees and 

ensure that ITT applicants are made aware of and helped to manage ITT 

demands 

 ensure that, in addition to the Teacher Training Resource Bank 

(http://www.ttrb.ac.uk) there is a consistent mentoring/pastoral support 

service available at all ITT institutions to support ITT trainees. 

Further research is needed relating to ITT recruitment and retention in 

general that would: 

 

 provide long-term (longitudinal) and cross-cutting research into the 

recruitment and retention of ITT applicants, with the aims of providing 

high-quality and reliable information for decision-making 

 provide more longitudinal high-quality evaluations of specific strategies 

relating to recruitment and retention, so that best practice could be reliably 

identified and effectively disseminated. 

 

http://www.ttrb.ac.uk/
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5.2.2 Recruitment and retention among under-represented 
groups  

While the TDA is already meeting some of the targets regarding the 

recruitment of applicants from under-represented groups (for example, in 

relation to people with disabilities and in relation to the recruitment of BME 

applicants) the review of literature in the area also shows that significant 

challenges remain if the teaching profession is to be representative of the 

population as a whole.  

 

At present, the TDA does not have formal targets for the recruitment of males 

to ITT, but a recent speech by The Right Honourable Alan Johnson (MP) 

(Johnson, 2007) announced a ónew driveô to recruit more men into primary 

school teaching, suggests that the policy focus here may be shifting. It should 

be noted that at the time of this speech Alan Johnson was Secretary of State at 

the Department for Education Skills (DfES), since when a new Department for 

Children, Schools and Families (DCSF) has been created. The Department for 

Education and Skills (DfES) has been split into two departments, DCSF and 

the Department for Innovation, Universities, and Skills (DIUS). All education 

up to age 19 except apprenticeships is the responsibility of the DCSF, which 

also brings together all policy relating to children and young people. It has 

taken the 'respect' agenda (anti-social behaviour) from the Home Office, and 

shares youth justice with the Ministry of Justice, child poverty with the 

Department for Work and Pensions (DWP) and HM Treasury, children's 

health with the Department of Health, drugs action with the Home Office and 

the Department of Health, and youth sport with the Department for Culture, 

Media and Sport (DCMS). 

 

The evidence presented in Chapter 3 suggests that the issues that relate to 

people from under-represented groups and ITT require an accurate needs 

analysis and tailored planning leading to appropriately-designed and 

responsive strategies. Furthermore, the review findings show that focus has 

been (and should be further) given to ensuring that such groups face a level 

playing field at ITT during the selection process and that their potential 

concerns about taking on a teaching career are fully addressed; for instance, in 

terms of addressing negative perceptions of teaching as well as ensuring that 

barriers are addressed. 

 

Recommendations for strategies and further research on under-
represented groups 

This section offers recommendations for each of the three groups in turn: 

people with disabilities; BME candidates and male primary teachers. It is 

important to note that there is a lack of research, especially longitudinal, multi-

perspective large-scale studies in this area, which means that the identification 

of successful strategies (and their dissemination) is problematic. 
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In relation to people with disabilities we recommend that the TDA and ITT 

providers consider the further development of strategies that: 

 

 have ambitious targets for the recruitment of people with disabilities to the 

teaching profession 

 encourage greater awareness of teaching as a potential career among 

young people with disabilities, including encouraging professionals in 

higher education and schools to identify teaching as a career option for 

secondary pupils with disabilities 

 build on school partnerships to ensure that people with disabilities are able 

to obtain both work experience in classrooms before teacher training and 

have access to appropriate school placements (in line with the contents of 

the DDA and SENDA) 

 provide an open and supportive culture for applicants to ITT to disclose 

their disabilities and raise awareness of the issues involved among 

educators, ITT providers and schools. 

 

Further research is required relating to support for people with disabilities in 

ITT that would: 

 

 provide a longitudinal exploration of the experiences of people with 

disabilities, from school to application to ITT and into teaching 

 identify and evaluate strategies which encourage and support people with 

disabilities into teacher training and teaching posts, through innovative 

programmes of recruitment and support 

 review and provide evidence about the extent to which ITT providers and 

schools are meeting the requirements of the DDA and SENDA, 

specifically as they relation to ITT applicants with disabilities. 

 

In relation to candidates from BME  groups, we recommend that the TDA and 

ITT providers consider the further development of strategies that: 

 

 further develop support systems offering a range of institutional assistance 

for ótargeted groupsô, including those based around peer support systems 

 continue to develop guidance, examples of best practice and training for 

responding to instances of discrimination 

 provide counselling to help trainees think carefully about their choices and 

match their route into teaching with their personal circumstances 

 closely monitor all trainees to help identify those who are struggling and 

highlight the support offered by the Teacher Support Networkôs 

confidential helpline 

 explore ways of increasing awareness of issues faced by under-represented 

groups, including challenging how the roles of teachers from under-

represented groups are represented in the daily management and 

organisation of schools 
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 take into account geographic distance and ethnic mix of the school for 

school placements 

 tailor recruitment strategies for specific BME groups. 

 

Further research is required in relation to BME groups that would: 

 

 provide evidence about the experiences of those from BME groups over 

time in relation to all issues relating to ITT recruitment and retention, to 

help inform the further development of appropriate strategies by all 

stakeholders 

 identify, evaluate and provide empirical evidence, through long-term high-

quality research, relating to best practice regarding recruitment and 

retention strategies as they relate to people from BME groups. 

 

In relation to recruitment of male primary teachers, we recommend that the 

TDA and ITT providers consider the further development of strategies that: 

 

 explore ways of increasing awareness of gender issues in primary schools 

including challenging how gender roles are represented in the daily 

management and organisation of primary schools 

 counteract negative stereotypes of males in primary teaching such as those 

related to fears of paedophilia and homophobic attitudes 

 encourage schemes providing opportunities for males to take part in work 

placements enabling them to work alongside male primary school teachers.  

 

Further research is required on male candidates for primary teaching that 

would: 

 

 examine the effectiveness of recruitment and retention strategies aimed at 

male primary school teachers 

 evaluate initiatives aimed at improving the recruitment and retention of 

male primary school teachers 

 focus on the impact of male role models on primary children, with a view 

to providing positive examples to encourage male primary recruitment. 

 

5.2.3 Recruitment and retention to priority subject areas  

Ensuring that there is a suitable ópoolô of high-quality applicants for priority 

subjects is a key challenge for TDA and ITT providers. The review has found 

a lack of high-quality research in this regard, especially in relation to 

recruitment and retention in mathematics, science and modern foreign 

languages. As has been noted elsewhere in the review, the lack of research, 

especially longitudinal, multi-perspective large-scale studies in this area, 

means that the identification of successful strategies (and their dissemination) 

is problematic.  
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Recommendations from strategies and further/additional research 
regarding priority subject areas 

In relation to priority subjects  we recommend that the TDA and ITT 

providers continue with their current strategies, designed to: 

 

 review the provision of financial incentives so as to ensure that they are 

appropriately targeted and employed  

 conduct specific activities to attract applicants to priority subjects such as 

conferences, taster days and the use of multi-media information sources 

 provide opportunities for closer partnership working with schools so that 

undergraduates, who are not necessarily considering a career in teaching, 

can gain ótasterô experience in schools 

 develop new strategies tailored to address the motivating factors and 

perceived barriers identified in research in relation to people with specific 

subject qualifications 

 focus on retention strategies aiming to reduce wastage among ITT students 

and NQTs in priority subject areas. 

 

Further research is required relating to priority subjects  that would: 

 

 focus on ITT trainees in priority areas at the outset of their ITT courses. It 

would also be helpful to examine the reasons given by those who withdraw 

from such courses 

 address the gap in knowledge about recruitment of candidates to teach 

modern foreign languages 

 be congruent with recent government decision to include modern foreign 

languages in the primary curriculum, by undertaking research on the 

recruitment and training of modern foreign language teachers in primary 

schools 

 provide more information on the recruitment of trainees to ITT in science 

subjects (differentiating between physics, chemistry and biology) 

 address and fill gaps left by the variable quality of some of the current 

research available. Longitudinal research could provide valuable insights 

into decisions to teach and remain in teaching.   

 

5.3 A more strategic approach to research in this field 

 

It is notable that the evidence base on recruitment to and retention on initial 

teacher training is patchy and inconsistent. While some high-quality studies 

exist, there is a lack of reliable evidence in certain areas. There is also a 

continued need for new research, in the light of continuing policy 

developments in this area. We therefore recommend that the TDA takes the 

opportunity to review and plan for the development of an óintegratedô and 

longer-term plan for a research strategy in relation to recruitment and retention 
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as it relates to ITT. This may include seeking funding partners of specific 

pieces of research. Such a strategy could usefully consider:  

 

 exploring and consistently reviewing the views and ambitions of all 

relevant stakeholders about the priorities for the near, medium and long-

term. One way of doing this would be to facilitate futurising activities with 

stakeholder groups 

 on the basis of consultation outcomes and taking into account the existing 

evidence-base, formulating a cross-cutting long-term research strategy 

designed to address future information needs. 

 

 

5.4 Concluding remarks 

 

While there are more teacher trainee places and posts than ever before, there 

are also a decreasing number of teaching vacancies (especially in the primary 

phase and for some secondary subjects) and the challenges for ITT recruitment 

and retention of high-quality applicants remain much as they were six years 

ago. To underestimate such challenges would be a fatal error for the future of 

our education system, since high-quality NQTs provide a key component of 

the bedrock on which that system rests. Hence, the issues raised in this review 

suggest that efforts to develop both effective recruitment and retention 

strategies and to support these with coordinated and long-term high-quality 

research remains as important now as it has ever been - especially in light of 

persisting and perhaps increasingly negative images of teaching and the 

classroom environment. 

 

High-quality research has the potential to evaluate current strategies, to 

provide insights into motivations and barriers of specific groups and to suggest 

ways in which the supply of good quality teachers can be secured in future. A 

well-coordinated and integrated research programme would therefore be of 

considerable support in achieving the aims of central government and the 

aspirations of potential teachers, as well as children and their families. 
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A1 Search parameters 
 

The purpose of this section is to outline the main search parameters for 

conducting the systematic review of available research literature about the 

recruitment and retention on initial teacher training (ITT), covering the period 

2000 to 2006. 

 

 

Rationale underpinning the search parameters  

Our search parameters were designed to identify and examine research 

conducted between September 2000 and 2006 into the recruitment of 

applicants for ITT, their subsequent registration and retention on ITT courses 

through to successful completion. 

 

 

Setting the search parameters  

Searches identified research documents that related to the key research 

objectives (see Section 1) from countries with English as a first language 

(relating mainly, but not exclusively, to the English ITT system), as follows: 

 

 studies carried out in England, Wales and Northern Ireland  

 studies carried out in other countries, which are judged as relevant to the 

English ITT system, providing that they are readily available and written 

in English 

 research and statistical evidence (published articles and reports) 

 print and electronic sources 

 evidence published between Sept 2000 and 2006 

 exclude óopinion piecesô, theses and statistical monitoring. 

 

The search for documents focused on English-language research undertaken in 

the UK, but also included were the rest of Europe, America and Canada when 

searching for research on the successful strategies in the encouragement of 

recruitment and retention in ITT. This only included relevant documentation 

from countries with English as a first language. 

 

 

How searches were conducted  

Electronic searches were conducted, with some hand searching where 

necessary. The sources searched included: 
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 NFER libraryôs own internal bibliographic databases .  

 Research databases: British Education Index (BEI), British Education 

Internet Resource Catalogue (BEIRC), PsycInfo. 

 The INCA Internet Archive.  

 Current Educational Research in the UK (CERUK). 

 Hand searches of relevant journals held in the NFER library, e.g. British 

Journal of Teacher Education and Teaching and Teacher Education.  

 Government and non-government organisations, such as the TDA and 

Department for Education and Skills (DfES), and national professional 

organisations, such as The National Union of Teachers (NUT), the 

National Association of Headteachers (NAHT). 

 Database searches for the sixth research question only (relating to NQTs): 

AEI (Australian Education Index) and ERIC (Education Resources 

Information Centre). 

 

 

A2 Relevance criteria and quality control 
 

The purpose of this section is to present the relevance and quality control 

criteria that were applied to selecting documents for possible inclusion in the 

review.  

 

Inclusion criteria 

Based on the search parameters, specialist librarians at the NFER devised a 

series of keyword searches. These provided information on material of 

possible relevance to the review. Researchers obtained the full versions of 

research reports and papers. They then considered whether the material was 

sufficiently relevant to be summarised by a member of the research team. This 

decision was based on the judgement that:  

 

 It conformed to the search parameters (e.g. dates, type of report).  

 It demonstrated pertinence/relevance to research aims and questions. 

 

 

 

Quality control 

Researchers wrote structured summaries of the selected material. Each 

document was assessed by researchers for quality, according to pre-

determined criteria including: 
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 Research aims 

 Are the research aims and questions clearly stated and to what extent do 

they relate to research context and aims?  

 

 Research design 

 Is the design and methodology appropriate to the aims of the study (e.g. 

what methodological rationale underpins the research, are sampling 

methods appropriate)? 

 Is there adequate information regarding the design (e.g. are data-gathering 

procedures explained and ethical issues addressed)? 

 Are appropriate research instruments such as surveys, interviews questions 

used (Have they been tested/piloted)?  

 Has the research design been effectively and appropriately implemented as 

intended? For instance, has ótriangulationô been used to enhance the 

credibility of the research? 

 

 Analysis/results  

 Are analytical methods properly explained? 

 Is the analysis appropriate for the research design and instruments 

employed?  

 Is data presented appropriately and transparently (e.g. in ways that enable 

re-analysis)? For instance: is primary data distinguished from secondary 

data; are potential and or actual biases acknowledged; does the author 

provide adequate detail relating to sample size; is the response rate 

reported?  

 

 Discussion/conclusions  

 Does the author clearly state what can and cannot be claimed in the basis 

of the evidence provided 

 Does the discussion/conclusion relate to the research aims/questions?   

 Are claims and supporting evidence clearly expressed?  

 Are claims reasonable, given the evidence? (For example, has the author 

made the mistake of treating correlations as evidence of causation?) 

 Are there equally plausible explanations that the author has not 

considered? 

 

Best evidence approach 

A best evidence approach was taken to prioritising literature for inclusion, 

using most appropriate design and those of highest quality. The main principle 

of this approach was to begin by considering what might be an óidealô piece of 

research (especially in relation to design) that would address a given review 
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question. The team identified the best evidence available from the searches in 

relation to each of the review questions. Studies of lesser quality were not 

included (because to do so would introduce bias into the review). Where a 

review question did not yield sufficiently well conceived/conducted studies, 

the best available evidence was included, but with caveats, drawing attention 

to any concerns about the quality of the available evidence. 

 

Additional quality control measures 

A number of additional quality control measures were implemented including: 

initial training of reviewers and checking for inter-reviewer consistency; 

checks on borderline documents; quality control procedures for the completion 

of theme-based summary templates and the use of MaxQDA for analysis (see 

Sections 4 and 5 for further information).  

 

Selecting documents  

All documents considered to be on the borderline for relevance and/or quality 

will be considered by at least two team members, one of whom would be the 

Project Leader or Project Director.  

 

Completing theme-based templates  

Documents selected for full review were analysed by NFER researchers and 

the data summarised and entered into theme-based templates. To ensure 

consistency and quality, to mitigate researcher bias and enhance quality 

control, the first summaries were conducted independently by all members of 

the review team. Subsequently the Project Leader checked a random sample of 

the documents that had been reviewed by team members, using the agreed 

relevance and quality criteria.  

 

The resulting summaries were compared and, if necessary, the reasons for any 

significant discrepancies were discussed and resolved. The results of any such 

review were shared within the research team to ensure lessons were learnt and 

quality maintained. 

 

Data analysis using MaxQDA 

At the data analysis stage, researchers used a qualitative analysis package, 

MaxQDA. This package allowed systematic coding and analysis of data based 

on a pre-determined coding framework, enabling researchers to code 

(electronic) summaries. Using such an approach to analysis enabled the 

research team to conduct an efficient, systematic synthesis of evidence to meet 

our study aims and one that conformed to the broad principles presented in the 

analysis specification. Also, MaxQDA allowed the project leader to ensure 

that consistency of approach to analysis, based on an agreed coding 

framework, was maintained and that researcher bias is avoided.  
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A3 Outline analysis specification 
 

Our proposed analysis specification provided an outline structure within which 

we developed our coding frame for the detailed analysis of review summaries, 

using MaxQDA. 

 

The specification was constructed using the following elements: 

 

 using the main review questions presented in Section 1.2 to identify 

themes and sub themes for analysis and coding frame development 

 differentiating the type of research reviewed 

 differentiating between studies carried out on different populations or in 

different geographical areas/countries 

 differentiating the design and methods employed by the studies 

 identifying the themes covered by the research 

 identifying the key outcomes of the summarised studies, as they relate to 

the research questions. 

 

Using these factors as the starting point, researchers systematically coded and 

then analysed the information using MaxQDA. This enabled all data relevant 

to a given issue or characteristic to be gathered together for synthesis and 

analysis. 
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A4 Summary template 

 

Title 
 
 

Author: 
 

Date of 
publication 

 

Country/ 
area 

 

Relevance 

Q1: Factors 
affecting 
recruitment 

Q2: reasons for 
selecting/rejecting 
teaching career 

Q3: influences on 
recruitment to ITT 
priority subjects 

Q4 under 
represented 
groups 

Q5 factors affecting 
withdrawal and non 
completion  

Q6&Q7 
successful 
strategies 

Q8 Gaps in 
knowledge  

       

 
Research aims 

 

 

Design, sample 
and  
Methods 
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A5 Email text 
 

Below is a draft of an email that was sent to a key list of organisations who it 

was thought may have knowledge about unpublished and or recently 

completed research, which was relevant to the review aims and questions 

presented in Section 1, but was not yet in the public arena. 

 

 

Dearé. 

 

We have recently been commission by TDA to undertake a systematic review 

of research about ówhat worksô in relation to initial teacher training 

recruitment and retention initiatives.  

 

We are writing to you because we are very keen to ensure that, where possible, 

we identify and review research that has been completed recently but is not yet 

in the public domain. Therefore, we would be very grateful if you would tell 

us if you have knowledge of such research and how we might gain access to it. 

 

The review will focus on research conducted between 2000ï2006 that 

addresses the following questions: 

 

 What are the main factors affecting recruitment to and retention on ITT 

courses? 

 What are the influences on peoplesô decisions to choose or reject teaching 

as a career? 

 What are the influences on recruitment to ITT in specific subject areas 

(with a focus on priority subjects)? 

 What are the influences on recruitment to ITT for people from 

underrepresented groups? 

 What are the main factors influencing withdrawal and non-completion of 

ITT? 

 Which strategies have proved successful in encouraging recruitment to and 

retention on ITT and in persuading NQTs to enter and remain in teaching 

on qualifying? 

 What strategies have proved successful in persuading NQTs to enter and 

remain in teaching? 

 What are the gaps in current knowledge and what further research needs to 

be conducted? 

 

Thank you for taking the time to consider our request and for any assistance 

you are able to offer. 

 

Yours sincerely 

 

David Teeman
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A range of different educational databases were searched.  Search strategies 

for all databases were developed by using terms from the relevant thesauri 

(where these were available), in combination with free text searching.   The 

same search strategies were adhered to as far as possible for all the databases 

 

The key words used in the searches, together with a brief description of each 

of the databases searched, are outlined below. Throughout, (ft) has been used 

to denote free-text search terms. All searches date from 2000 onwards. 

 

Australian Education Index (AEI) 
 

AEI is produced by the Australian Council for Educational Research.  It is an 

index to materials at all levels of education and related fields.  Source 

documents include journal articles, monographs, research reports, theses, 

conference papers, legislation, parliamentary debates and newspaper articles.   

 

1 Teacher recruitment 

 

British Education Index (BEI) 
 

BEI provides bibliographic references to 350 British and selected European 

English-language periodicals in the field of education and training, plus 

developing coverage of national report and conference literature.  

 

1 Teacher recruitment 

2 Teacher supply and demand not #1 

3  Teacher shortage (not #1 or #2) 

4  1 or 2 or 3 

5  Careers or Career choice 

6  Teaching profession 

7  5 and 6 (not 4) 

8 Ethnic groups or Minority groups or Minority group teachers or Black 

teachers or Equal opportunities or Equal opportunities (jobs) 

9  8 and 4 

10  Special educational needs or Learning disabilities or Disabilities or Sex 

 differences or Men or Male teachers (ft) 

11  #10 and #4 

12  Mathematics teachers and Preservice teacher education 
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British Education Internet Resource Catalogue 
 

The Catalogue provides descriptions and hyperlinks for evaluated internet 

resources within an indexed database.  The collection aims to list and describe 

significant information resources and services specifically relevant to the 

study, practice and administration of education at a professional level. 

 

1 Teacher recruitment 

2 Teacher supply and demand not 1 

3 Teacher shortage (not 1 or 2) 

 

The Educational Resources Information Center (ERIC) 
 

ERIC is sponsored by the United States Department of Education and is the 

largest education database in the world.  It indexes over 725 periodicals and 

currently contains more than 7,000,000 records.  Coverage includes research 

documents, journal articles, technical reports, program descriptions and 

evaluations and curricula material. 

 

1 Teacher recruitment 

 

PsycInfo 
 

This is an international database containing citations and summaries of journal 

articles, book chapters, book and technical reports, as well as citations to 

dissertations in the field of psychology and psychological aspects of related 

disciplines, such as medicine, sociology and education.  

 

1 Teacher recruitment 

 

Handsearches 
 

 Journal of Education for Teaching 

 Journal of In-service Education 

 Mentoring and Tutoring 

 Professional Development Today 

 Teacher Development 

 Teaching and Teacher Education 

 

Emails 
Sent to all contacts listed by TDA, resulting in five positive responses (see 

Appendix A5) 

 

 

 


