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Oral evidence

Taken before the Education and Skills Committee

on Monday 19 May 2003

Members present:

Mr Barry Sheerman, in the Chair

Mr David Chaytor Mr Kerry Pollard
Valerie Davey Jonathan Shaw
Paul Holmes Mr Mark Simmonds
Ms Meg Munn Mr Andrew Turner

Memorandum submitted by the General Teaching Council for England (GTC)

Introduction and Background

1. The General Teaching Council for England (GTC) is committed to supporting teachers to secure the
best possible standards of learning and achievement for young people. Headteachers and teachers provide
evidence, albeit intuitive and anecdotal, that an association exists between pupil attainment and the ability
of schools to retain appropriately qualified teachers. It is therefore natural that retention has been a core
focus for the GTC since our inception.

2. The early work of the GTC’s Recruitment and Retention Committee led to initial advice in June 2001,
which highlighted:

— How every policy impacts on retention;

— That a recommendation for a “joined-up” approach to Recruitment and Retention is essential to
ensure that strategies targeted at a specific issue are not counterproductive elsewhere;

— That longer term strategic approaches should be informed by improved knowledge about the
teacher labour force and about the reasons why people are attracted to teaching in the first place;

— Supported the promotion of the profession by demonstrating trust in teachers’ professionalism,
thereby recognising the reasons why people become teachers;

— Identified the need for specific strategies to retain key groups of teachers; and

— To make a diVerence for pupils at the greatest disadvantage and to strengthen the teacher
workforce in areas with the most serious shortages.

3. The Department for Education and Skills (DfES) Retention Unit has sought to promote the key idea
that every policy is about retention. TheGTC considers that all policy initiatives should be assessed for their
possible impact on teacher retention.

Establishment of the National Retention Forum

4. The initial advice on retention and recruitment provided by the GTC in 2001 was taken forward with
the establishment of the GTC hosted National Retention Forum in June 2002 at the request of the Secretary
of State.

5. The membership of the Forum comprises representatives from Local Education Authorities (LEAs),
headteachers, teachers, academics, the teacher associations, the Teacher Training Agency (TTA) and the
DfES and provide a means for discussion, problem-solving and strategy development in the area of
retention.

6. The Forum’s core objectives are to:

— Gather evidence of current retention issues and good practice at LEA and school level;

— Explore mechanisms and strategies for identifying retention improvement;
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— Enable DfES to report formally to ministers on key current retention issues, informed by
professional views and practice; and

— Enable the GTC Council to put formal advice to the Secretary of State on eVective retention
strategies.

LEA Continuing Professional Development (CPD) Projects Supporting Quality and Retention

7. The GTC is working with teams of teachers, advisers and teacher educators, initially in nine LEAs
around the country to improve retention through eVective professional development.

8. The thinking behind the projects is that teachers’ engagement with continuing professional
development will improve not only the quality of teaching and keep teachers at the leading edge of
developments, but also help to support teachers’ confidence and commitment, thereby impacting on
retention.

9. The LEAs involved in these partnership projects are Essex, Greenwich, Lincolnshire, Manchester,
Redbridge, SheYeld, Southwark, Telford and Wrekin, and Warwickshire.

10. Two of the key aims of the partnership work are to:

— Support the development of transferable models which enhance retention and quality; and

— Identify barriers and opportunities to developing coherent models of CPD, which might aVect
national policy on CPD and retention strategies.

11. The work of the GTC/LEA partnership project links directly with the work of the Forum.

Retention—the Evidence Base

12. In its initial advice the GTC concluded that a key priority for policy on recruitment and retention is
to secure improvements to what is known about supply, recruitment, retention and progression.

Teacher data

13. Developing the Council’s Register (to become an eVective tool for questions about supply,
recruitment, progression and retention) will increasingly enable GTC policy advice and the work of others
to be based on richer data.

14. Further improvements to the collection and use of teacher supply data are necessary in order that
policy makers have a consistent, more finely nuanced and longitudinal evidence base for policy
development. For example, responsible bodies could usefully consider common definitions of turnover and
wastage that reflect the extent to which vacancies are concealed by the employment of inappropriately
qualified teachers or unqualified teachers.

15. The completion rate of final year students on postgraduate and undergraduate Initial Teacher
Training (ITT) courses in England has been stable over the last three years and is in the order of 88%1. This
figure does not include trainees on employment-based routes or any students who withdrew prior to, or in
the early weeks of their final year.

16. The TTA estimate that over the complete period (not just the final year) of undergraduate ITT up to
25% of students withdrew.

17. The GTC has 534,812 teachers registered of which 40% are primary and 39% are secondary teachers.
Of the latter, 42% are male and 58% female. Supply teachers make up 10% of the register2.

18. For the year 2000–01, 25,903 people were awardedQualified Teacher Status (QTS) of these, 75%went
on to achieve fully qualified status. The missing 25% include those who have not yet successfully completed
their induction, those who have extended induction, those who were exempted from induction and those
who chose not to enter teaching.

1 Source: Teacher Training Agency (TTA).
2 According to Teacher Workforce Statistics released by the DfES on 29 April 2003, the number of supply teachers has dropped
by 17% since January 2002.
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19. There are 914,874 people on the GTC database who do not have full registration. This figure includes
teachers who are no longer teaching, teachers in the independent sector and recently qualified teachers who
have not started teaching.

20. Further improvements to the collection and use of teacher supply data have been identified by the
GTC Teacher Data Forum which brings together those who need access to sound evidence about teachers
and teaching in order to inform good policy making.

MORI/Guardian survey

21. A GTC commissioned MORI survey of over 70,000 teachers indicates some of the key factors
suggested by other research in relation to reasons given for leaving the profession. The major “pull” factor
was working with children and young people at the chalk face. “Push” factors include excessive workload,
too many initiatives, children’s behaviour, pay and concerns about professional status with some clear
diVerences between primary and secondary respondents (see Appendix 1).3 46% of secondary respondents
to the GTC survey identified pupil behaviour as a major discouragement to continuing in teaching.

22. Teachers who had opportunities for professional development were far more likely to want to stay
in teaching and the data highlighted that young teachers are a particularly vulnerable group in terms of
retention.

GTC National Retention Conference—24 June 2003

23. The GTC’s work on retention is informed by its regular regional meetings and focus groups with
teachers and a series of other national events involving policy makers. In this vein, the GTC is organising
a national conference on retention to give teachers, senior LEA staV and education opinion formers an
opportunity to evaluate the evidence of what works and share ideas for supporting teachers to retain their
commitment to teaching.

24. Lessons from both the Forum and the LEA CPD projects will be presented to the conference.

25. The conference will:

— look at the successes and constraints in national policy; and

— identify local and national retention strategies that work.

26. The GTC intends that the conference and post conference information will be disseminated widely
to provide practical support to schools and LEAs, complementing the work of the TTA and others.

Recruitment

27. Since Mike Tomlinson, former Her Majesty’s Chief Inspector for Schools (HMCI), raised concerns
about teacher retention, numbers of recruits have risen following considerable investment in a wide range
of both general and specific interventions. There is also evidence, as defined by oYcial statistics, that
turnover and wastage has decreased ie,

— more teachers, in excess of 34,000 in 2002–03, have been recruited through a wider range of teacher
training routes;

— overall numbers of teachers in service have continued to increase since the 1997 low due to changes
in retirement regulations and are now the highest since 1982;

— oYcial vacancy figures have stabilised and begun to improve; and

— oYcial turnover and wastage statistics have done likewise.

28. However, the oYcial statistics do not take into account the creative and resourceful eVorts of LEAs
and headteachers to cover vacancies. The extent to which this may aVect the provision of specialist subject
teaching is indicated by the evidence of the National Union of Teachers (NUT) report The Reality of
School StaYng.

29. A growing body of research evidence (see Appendix 3)4 suggests the key factors aVecting retention
include:

— workload;

— pupil behaviour;

— preparedness for teaching at the earliest possible stage (ITT entry); and

— support for changing school contexts.

3 Not printed.
4 Not printed.
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30. Strategies which are both preventative and encourage and empower the return of those who are likely
to do so need further prioritisation:

— investment in younger teachers to develop a sense of belonging to the profession and having
benefited from CPD. Alleviate the eVects of financial debts—student debt and cost of living in
some areas;

— flexible employment linked to personal circumstances;

— investing in areas of high turnover ie shortage areas, challenging circumstance; and

— promotion and support of sabbaticals and other refreshment or secondment options.

31. Any strategies developed should also consider gender diVerences at each stage, eg:

— higher wastage rates for men in the first five years of teaching;

— recent confirmation that female headteachers are significantly more likely to live alone with no
family commitments; and

— issues around women returning to continue their careers after caring for children while
proportionately more men leave after the age of 50 and do not return.

Retention and increased recruitment of Black and Minority Ethnic (BME) teachers:

32. The GTC has organised meetings with teachers focused on BME teachers and pupil achievment. To
explore issues identified by research and in the context of the current Aiming High: Raising the achievement
of Minority Ethnic Pupils consultation evidence.5

33. Evidence suggest that targeted recruitment in the areas where potential BME teachers live or study
not only reduces the impact of financial constraints on trainees, but also tends to provide ITT and school
experiences in supportive contexts. However, the NCSL research and the testimony of serving teachers
highlight barriers to promotion as a major retention issue. The development of a robust and appropriate
framework of professional support is as much a significant key to change for BME teachers as those from
any ethnic background.

Better human resource management

34. Support and advice to develop positive human resources policies for the 21st century in all schools
is required, with support and resources for headteachers to draw on and develop good practice.

35. In theGTC/MORI survey secondary teachers identified support formore flexible career routes in and
beyond the classroom and promotion of, and support for flexible employment practices as most desirable
(See Appendix 1).6 Teachers attending GTC teacher meetings identified having a career support plan,
backed by careers advice, as important to them.

36. The GTC is undertaking a project to examine the extent to which more diverse career routes and
options would better meet teachers’ career expectations.

Teacher Training

37. The primary task is to reduce wastage from teacher training through the eVective selection and
preparation of trainees.

38. At the joint GTC/Institute of Education (IOE) Conference in November 2002 there was a clear
consensus among trainees, newly qualified teachers (NQTs), teachers in their first five years, school leaders,
ITT providers and others that greater investment in the processes whereby graduates choose to become
teachers, are trained, inducted and then further supported, would be money well spent.

39. The provision of taster courses, the “Open Schools” programme and TTA plans to provide regional
careers advice are examples of solutions in practice which prioritise the following:

— experience of school prior to application as well as during teacher training;

— informed selection of teacher training routes that are appropriate to previous experience, interests
and aspirations; and

— continued work on ensuring preparedness of trainees for the job including a stronger emphasis on
behaviour management and (ICT).

40. The cohort study of teacher trainees recently commissioned by the DfES, TTA andGTCwill provide
evidence of how diVerent training routes, induction, early professional development (EPD) and school
context experiences vary and relate to retention issues (See Appendix 2)7.

5 eg the TTA Carrington Report, the National College of School Leadership (NCSL) Challenge Plus: The Experience of Black
and Minority Ethnic School Leaders.

6 Not printed.
7 Not printed.
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41. While this oVers a longer-term opportunity to explore teacher preparation there are early indications
that the training school route is producing a higher retention rate. Additionally it has been suggested that
fast track appeals to mature entrants who are unlikely to make a further career change.8 This and other
studies suggest that a retention and quality cost benefit analysis of the diVerent training routes and incentives
would be useful.

Workload

42. While the GTC has no remit for teacher pay and conditions, the reduction of workload is crucially
important and relevant to the retention of all teachers, as corroborated by the GTC’s MORI survey and
other studies (See Appendix 3).9 The GTC believes that there is a genuine opportunity to enhance and
promote teacher professionalism by ensuring that every pupil’s learning remains the responsibility of
suitably qualified teachers, supported by a range of other adults.

43. However, in the context of retention, the eVective monitoring of the implementation of school
workforce reforms could sensibly take account of teacher retention as a primary focus and consider the
extent of:

— teachers’ receiving appropriate professional support to focus on teaching and learning;

— CPD as well as planning preparation and assessment (PPA) time especially for school-based
activities highlighted in the GTC Teachers’ Professional Learning Framework (TPLF);

— securing a better work-life balance for all staV;

— access to networking collaboratively across schools;

— increasing access to use of new technology; and

— ensuring that funding levels are commensurate with required levels of workload reduction.

44. Echoing the original PricewaterhouseCoopers (PwC) study onworkload, theGTC’s teachermeetings
have confirmed that many teachers remain concerned that planning with and the management of support
staV may increase workload. There is also a specific concern that headteacher workload may be adversely
aVected.

Continuing Professional Development (CPD) and Early Professional Development (EPD)

45. The Council remains firmly committed to the establishment of a CPD entitlement for all teachers.
61% of all secondary respondents to the GTC MORI survey of 24,674 teachers would welcome time for
professional development additional to the statutory provision of five INSETdays. Teacherswho have some
form of professional development are at least 12% more likely to stay in teaching.

Teachers in their first five years:

46. Early findings from the DfES-funded EPD Programme10 indicate that teachers are reporting high
levels of commitment to teaching. The Council welcomes guaranteed time and funding for EPD, despite its
concerns about the proposed timescale for embedding this, including:

— career planning and advice;

— access to a mentor;

— planning opportunities to meet their identified development needs; and

— additional behaviour management training.

Teachers age 35–45:

47. Consideration at all levels should be given to providing opportunities to extend experience (eg
through LEAor school networking) tomeet diVering needs according to size and context of school and role.
GTC teachermeetings have provided evidence of teachers seeking secondments to diVerent kinds of schools,
from smaller to larger and vice versa.

48. Increased opportunities for networking between schools oVer greater potential to support
secondments. Teachers taking time out increasingly opt to travel or teach abroad, in addition to doing so
in relation to family commitments. Recognition of the validity of additional experiences such as teaching

8 Mature Entry Study, GTC.
9 Not printed.
10 The EPD Progamme is part of the DfES National CPD Strategy created on the basis of GTC advice. It oVers teachers, who
are in their second and third years of teaching, funding to direct their own individual professional development following the
statutory development received during induction.
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abroad is likely to encourage return. Collaboration between schools again oVers greater potential to grant
leave of absence and keep in touch, as for example in the case of Birmingham LEA’s partnership with
Voluntary Service Overseas (VSO).

Teachers over 45:

49. More than half of teachers are over 45 andwill retire in 15 years.11 Early retirement is increasing again
after the 1997 peak and one third of retirees in 2001 were below pensionable age. The GTC strongly
recommends that Government should aim both to retain good experienced teachers for longer and develop
ways in which their expertise can benefit an increasingly less experienced profession. The Council is
commissioning research to identify, describe and analyse eVective practice in this area and will make further
recommendations by January 2004 for the 2004–05 financial year.

50. Sabbaticals and other career break or refreshment opportunities are of relevance to teachers at all
stages of their careers although, in relation to teacher retention, there will always be key points related to
teachers’ experience or age to consider targeting.

51. There is a need, which was emphasised by teachers talking to the GTC, for a national focus to slow
the trend towards early retirement and a focus on flexibility towards the end of teachers’ careers in terms of
working patterns.

Subject Specialist Issues

52. It is widely accepted that there is no simple solution to the problem of subject specialist teacher supply
and retention. GTC will continue its work with Subject Associations and welcomes the Secretary of State’s
special interest in these issues.

53. Recognising the frequency with which “love of subject” has been identified as a reason to teach and
a key motivator, we strongly recommend that government also develop closer partnerships with subject
associations to identify strategies based on this.12 49% of secondary respondents cited love of subject as a
major reason for teaching.13

54. One ITT route, which can alleviate the shortage in subject specialist teachers, is that of mature
entrants. At the time of our initial advice, it was assumed that career changers might be more prone to
change careers again. Our mature entrants research in partnership with the Open University (OU) may
confirm this is not the case.

55. Provisional findings from 803 secondary PGCE trainees suggest the following:

— most mature entrants are career changers, with 10% having already worked in schools;

— 93.9% entered teaching but not always immediately after qualifying. Location and flexible
employment are factors here; and

— At least 75% of mature entrants intended to teach for a further five years, having already taught
for two to six years.

May 2003

Witnesses:Mr John Beattie,Chairman,Ms Sarah Stephens,Director of Policy,MrAlanMeyrick,Registrar
and Mr Keith Hill, Link Adviser, Teacher Retention and Continuing Professional Development, General
Teaching Council, examined.

Mr Beattie: Thank you, Chairman. May I begin byQ1 Chairman: May I both welcome and apologise
to our witnesses for a slightly late start because of the reciprocating on behalf ofmy colleagues andmyself?

We are very pleased to be here and welcome thisdivision? May I welcome John Beattie, Chairman of
the GTC, Alan Meyrick, Sarah Stephens and Keith opportunity. To start with I will identify their

particular areas of expertise within the Council soHill?We are very pleased you could come and we do
hope your Chief Executive is back and in full that later on you will know to whom to address

particular questions. Keith Hill, on my far right, isoperation as soon as her health is recovered. Would
you please send our best wishes to her. We really one of a group of what we call LinkAdvisers. He has

been a practising teacher and head teacher and is atwant to ask you a range of questions about GTC but
would you like to open up with a couple of words— the moment concentrating on the issues of retention

and professional development and that sort of thing.not too many—about how GTC Mark II, or GTC
sans Puttnam, post Puttnam, is diVerent to the GTC On my right is Sarah Stephens, our Director of

Policy. On my left is Alan who is our Registrar, sowhich was there a year or six months ago?

11 GTC Annual Digest 2003.
12 GTC Survey and elsewhere.
13 GTC MORI Survey.
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19 May 2003 Mr John Beattie, Ms Sarah Stephens, Mr Alan Meyrick and Mr Keith Hill

that is his area of expertise. Never having been in this at the moment about how that advice comes into
being, suYce it to say that the whole of the Councilsituation before, I fear I over-prepared, as school
at some point is involved in agreeing whatever policyteachers are wont to do sometimes. Now that I know
and advice we put forward. We have oVered advicethe real focus of what it is you are seeking to do, I
to the Secretary of State, for example, on the role ofshall pick and choose in what I say in my
support staV, on continuing professionalintroductory comments. You will be aware, I am
development and on the use of professional time.Wesure, that the Council’s remit falls into two main
have continued to work with a whole range of othersparts—at least I like to think it does. The first is to
to create and foster informed professional dialoguemaintain that register of teachers whose conduct and
amongst teachers and between teachers andcompetence is regulated by the profession and its
educational policy makers. To do this we havestakeholders and all this is done in the public
developed further the means by which weinterest. The second is to provide advice to
communicate, enter dialogue with, and supportgovernment on a whole range of issues and topics
the profession, including meetings, seminars,concerning education. I shall say more about that in
workshops, conferences, focus groups and ana moment. What I want to say now is that the
increasing range of research projects and we oVerCouncil’s composition itself is unique in education
teachers an active role in all of those rather than justcircles, reflecting, as it does, the diversity within the
being objects of research. We have begun to focuseducational landscape itself: we have practising
too on our relationship with local educationteachers, we have school governors and parents, we
authorities and to enable teachers to influencehave people from further and higher education,
development of local strategies. In particular Inominated representatives from teacher
should like to talk about the LEA continuingassociations, local government, we have quality
professional development projects, where we areboards in business, all represented on the Council.
working with teachers and LEA advisers across theWhen we speak on behalf of teachers, for example,
country to develop models of entitlement toI need to make it clear that we do so on the basis of
professional development to support quality andhaving actually spoken directly to teachers in a
retention in these areas. It will produce guaranteednumber of ways, in a number of forums, taking
professional development opportunities as anadvice and information from surveys and research,
essential ingredient to these LEA recruitment andeither commissioned by ourselves or by other bodies.
retention strategies. Indeed our own MORI surveyComing through all the advice and all that research
of 70,000 teachers raised further awareness of theconsistently is one single message, that the single
urgent need to invest in retention alongsidemost important factor in education is the quality of
recruitment. Further advice on retention and furtherteaching and that is the teachers’ professional
development of theGovernment’s CPD strategywillconcern and the Councils, as the professional body
be tested as part of a national conference onfor teaching, seeking to articulate and advocate the
retention which we are holding with teachers andprofessional framework in which teachers are best
key partners. This will be the culmination of ourable to maximise pupils’ achievement and
work in this area. It is a first opportunity to identifydevelopment. Within that framework lies the
solutions, moving beyond discussions of theprofession assuming for itself responsibility for the
challenging complex situation we are in. We havemaintenance and improvement of standards. It
done quite a lot and achieved quite a lot in the pastseems to me that an immense amount has been
year, not least of which is our profile amongst theachieved by teachers, by pupils, parents, local
teaching professions. I do also want to mention ateducation authorities, government, in terms of
this point that during the past year, the Council hasraised educational standards over the last ten years.
carried out its first full year of regulatory work,Within this picture of positive progress, substantial
working closely with a range of partners to embedchallenges still remain. One is the endemic under-
the procedures established and we carry all thatachievement of some groups of pupils. Another one,
work out in a transparent and openway in the publiccertainly that we are aware of, though it may not be
interest. I shall say no more about that at theso publicly obvious, is what we call the moment. Yes, we have moved on, we are developingaccountability issue; other people might call it a range of partners, we are often called in by theinspection. Teachers need to take informed decisions Government to working parties to oVer advice on

about their actions and their professional activity how various things might be done andmy colleagues
within the context of open self-evaluation and public will no doubt touch on some of these as we go
accountability. That much is clear. We feel there through. You will see that running through a lot of
needs to be a better balanced system of our work this year has been the issue with which you
accountability, which brings external inspection, yourselves are concerned, that of the retention of
yes, performance management, self and peer able teachers in the teaching force. Thank you.
evaluation, professional standards, performance
measures, into a more coherent and useful
relationship. Finally, but not least, there needs to be Q2 Chairman: Thank you very much. What about
an improvement in the confidence, the professional in terms of your personal style? Is this a full-time job

for you at GTC?motivation and the retention of teachers and those
all hang together. What has changed since last year Mr Beattie: It could easily become one; in theory, it
for the GTC?We have identified areas of advice and is not. At the moment I am able to give the Council

more time than I was last year, but I shall have toprovided through discussion—I shall not bore you
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19 May 2003 Mr John Beattie, Ms Sarah Stephens, Mr Alan Meyrick and Mr Keith Hill

look very carefully over the next year at the balance Q11 Chairman:Do they receive any help with that?
Mr Meyrick: Yes, they do receive help.between my other commitments and the Council.

Nonetheless, I would not want to be not doing it.
Q12 Chairman: All of them or some of them?

Q3 Chairman: Is it a one-day or five-day job? MrMeyrick: All those teachers who are required to
Mr Beattie: In theory it is two days. Because of the register with the Council receive £33 paid through
distance involved in travel between home, in their employer.
Birmingham, and London, it is more often than not
three days. Q13 Chairman: Why £33?

MrMeyrick:Why £33? Because the Council’s fee at
Q4 Chairman: In terms of the state of play of the the moment still has a tail-oV from the
corporate identity, the profile ofGTC, is it on course Government’s support which was initially provided.
for what you wanted it to be? The intention was to provide an initial figure which
Mr Beattie: It is on course, it is developing. It is not would then be able to carry through and cover the
developing as rapidly as some people would have small growth in the fee as the Department’s money
wished, but having worked amongst teachers all my moved and as we became an independent body
working life, I know the order of priorities which entirely funded by teachers’ fees.
they devote to various activities. In the sense that the
General Teaching Council will initially be seen in the Q14 Chairman:At first there was a certain degree of
same light as their professional associations, for great co-operation and then suspicion from the
example, or, dare I say it, the Department for teaching unions that youwere going tomuscle in and
Education, when there is a pile of work to be done it do their job and even make them redundant, or
is somewhere fairly low in the pile. What I have certainly subdue their voice in the corridors of
found is that where we have been able to interact power. How would you describe the present
individually face to face with teachers, particularly relationship with the teaching unions?
young teachers, teachers in training, teachers in their Mr Beattie: I would describe it as fruitful. We have
first year of teaching, we are getting a very, very moved beyond the situation which you describe
positive response. which certainly did exist in the early days. Especially

when I am speaking to meetings of teachers, I make
Q5 Chairman: Do all teachers have to belong now it quite clear that we are not a trade union, have
to the GTC? never had any intention of being a trade union and
Mr Beattie: No; no, they do not. our remit is not that of the trade unions. They are

concerned with pay and conditions: we are
Q6 Chairman: What percentage do? concerned with teachers’ professionalism. A trade
Mr Beattie: Teachers who wish to teach in union will look after a teacher’s interests: the
maintained schools and non-maintained special General Teaching Council looks after the public
schools must be registered with the Council. Other interest. Once you can lay that clearly before such
teachers may, if they have QTS, register with the audiences, they appreciate the diVerence between the
Council and others do. trade union and theGeneral TeachingCouncil. That

is also the answer to the question which was raised
at the time and is still raised sometimes in meetings:Q7 Chairman: What percentage of the profession
why do we have so many people on the Council whodo you now have?
are not teachers. We point out that it is a TeachingMr Beattie: I should have to turn to my friend the
Council not a Teachers’ Council and that there is aRegistrar on that.
whole range of education stakeholders in the
country and if we are to serve the public interest thenQ8 Chairman: A ballpark figure.
those stakeholders must be represented on theMr Meyrick: In terms of those teachers who are
Council. That too is being increasingly accepted.required to be registered, we have all of them now.

When we set up the Council, we had a process called
Q15 Chairman: What sort of pot do you have toautomatic registration, whereby we received
devote to things like your own research?information from employers. As a result of that we
Mr Beattie: I do not have those figures at mynow have virtually everybody; I should be surprised
fingertips and I am not sure we have them with us.if there were many teachers out there who were

required to register and who had not. We have also
beenworking very closely with other sectors to try to Q16 Chairman: Do you have a vast research
encourage them. We now have nearly 10,000 department?
teachers from the independent sector who have Mr Beattie: No, we do not.
chosen to register with us on a voluntary basis. Ms Stephens: We allocate a quite modest budget to

research in its pure form, that is that conducted by
Q9 Chairman: What does it cost to be a member? educational researchers. I could certainly supply the
Mr Meyrick: It is £28 for registration. Committee with figures. It is in the region of

£200,000 per annum.14 We seek to maximise that
amount ofmoney by bringing our resources togetherQ10 Chairman: Who pays it? Individuals?

MrMeyrick:Yes, the individual teacher pays the fee
to the Council. 14 Ev 26
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with those of other parties who would benefit from what you individually or the GTC as a body thinks
the results of that research. Almost all of our are the main causes of that endemic under-
research is undertaken in partnership with other achievement?
organisations and indeed we have run a couple of Mr Beattie: Yes; I will not reply to that one because
rather small scale but nevertheless significant I was at the same conference as Sarah recently which
projects with some of the teaching associations, we hosted on exactly this issue and Iwill let her speak
particularly one I could give you as an example on for the Council.
the eVective types of professional development MsStephens:There is no simple answer, but there is,
practices which make the most diVerence in terms of as we are all aware now, a correlation between socio-
pupil learning. We do have another amount of economic status and achievement. It is one we have
money which is dedicated to directly gathering yet to finally foreclose on in this country. It is
evidence in broader ways from the profession and certainly also the case that there are groups of black
from other stakeholders through focus group work, andminority ethnic pupils one can identify who also
through survey work, through seminars, structured show historical and continuing under-achievement.
discussions and so forth. The evidence and the data are there to show those

links. It is also the case, however, that there are
strong examples and a range of examples whereQ17 MrChaytor:Your predecessorwas best known
teachers in schools are eVectively breaking that link.as a film producer and you are a former teacher. Do
There are elements of government policy one couldyou think there are disadvantages having the
point to which are supportive and targeted andorganisation led by a former teacher? What
making a diVerence. The Council has said that theparticular contribution do you think you can bring
targeting of resources, particularly in the area ofas Chair of the GTC?
multi-agency support, in the area of professionalMr Beattie: It is an interesting cultural change for
development for teachers to understand thosethe Council and for the profession’s view of the
particular circumstances in which those pupils areGeneral Teaching Council. One of the things I can
learning cultural diversity and so forth, still requiresdo which Lord Puttnam could not—and there are
more attention.very few of those—is to look teachers in the eye and

say “Look, for the past 37 years I have been doing
what you have been doing and I know all about it. I

Q20 Jonathan Shaw: The role of the GTC. Youthink we need to move on from where we are. This
have power to discipline teachers. Last time Carolself-regulating professional body is probably the
Adams came before our Committee she advised usbest thing which has happened to the profession in a
that there had been five disciplinary hearings.long, long time”. The other thing I say to them is that
Obviously you discipline after the process at theI am quite happy to be on the Council because when
school or the LEA. She said that caseload wasI started teaching in Scotland in 1966, one of the first
expected to increase. It is nearly a year now since wethings I had to do was to register with the General
last saw you. What is the position in terms ofTeaching Council for Scotland.
disciplinary hearings?
MrMeyrick: To date the Council has now heard 30

Q18 Mr Chaytor: Do you think there is a risk that cases. In terms of the orders which are available to
the GTC is just seen as another area of the producer the Council to use, they have used the full range of
interest? How are you going to defend yourself orders which are available under the legislation to
against that accusation? deal with those cases. Of those 30 cases, 27 have
Mr Beattie: In the first instance I would point to the resulted in a finding of either unacceptable
fact that we have representatives of parents, professional conduct or serious professional
governors, a whole range of stakeholders I have incompetence. What is particularly interesting is
already mentioned on the Council. I would have that the sanctions which have been used by the
thought there was little opportunity for any policy Committee have particularly focused on using the
development or piece of advice that appeared to be conditional registration order which is about trying
self-serving getting through thatCouncil. I cannot in to find ways of supporting those teachers back into
all honesty identify any stage or any support—that eVective practice. Often it is the result of one
is not true, I can, I can identify one spot in the life of aberration rather than a continuing pattern.
the Council—where we had to make that quite clear
to ourselves as Council. People come through many
routes to the Council. Having come through the Q21 Jonathan Shaw: We were surprised to learn
route I came through, which was through one of the that the disciplinary measures which are registeredteachers’ associations, indeed there was a learning are removed after two years. We were advised lastexperience for me to undergo as well. Certainly all

year that you were going to be reviewing that. Havemembers of the Council have trod that path by now.
you done that?
Mr Meyrick: It is not entirely true to say that. The
reprimand sits on the register for a period of twoQ19 Mr Chaytor: In your opening remarks, in
years and at the end of that period comes oV. Othercharacterising the range of problems we face, you
orders can be indefinite. A conditional registrationreferred to the endemic under-achievement of

certain groups of pupils. Could you tell us either order, for example, can be indefinite.
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Q22 Jonathan Shaw: Did you review that? development, consolidation of that into a coherent
Mr Meyrick: We have not reviewed. strategy and making a point, not just on issues of

quality, but on issues of retention and the cost
benefit of follow-through of the investment in earlyQ23 Jonathan Shaw: You have not reviewed it yet.
training and preparation and induction with aMrMeyrick:Yes; but we will be reviewing that. It is
modest follow-through in those early years is onein the plan to review that particular process because
which, certainly from the early evidence of the earlyit would require a change in primary legislation.
professional development pilots, seems to be payingWhat we have changed is that if a teacher comes
dividends in terms of retention. So that was certainlybefore the Council who has an existing reprimand,
one area. Another has been the focus on the need forthen the Council are able to take that reprimand into
clear national standards and training for otheraccount at the point of deciding what order to give
adults in schools. As the Committee will be aware,to that teacher. Post the finding of unacceptable

professional conduct or serious professional the Government are currently consulting on the
incompetence, they would be able at that point to standards for high level teaching assistants. When
take into account the existing reprimand. the whole area of refocusing some resource on

support staV, other adults in schools, teaching
systems, recognition of the contribution they canQ24 Jonathan Shaw: In terms of other parts of your
make as para-professionals to teachers asrole, you were saying you advise Government. Do
professionals and to pupil learning, when that wholeyou meet with the Secretary of State regularly?
debate came through, the Council was very clearMr Beattie: No, not regularly.
from the beginning that it recognised the practice of
these other individuals, their contribution, thatQ25 Jonathan Shaw: How often do you see him
standards and training had to be in place which weresince you have been in post?
clearly defined. Two examples, but I could oVerMr Beattie: I have met Mr Clarke once. I also met
more if you want me to pursue that.Estelle Morris once.
Jonathan Shaw: No, that is helpful.

Q26 Jonathan Shaw: So you have met the Secretary
of State twice in diVerent guises. Q30 Chairman: Is it a cosy relationship with
Mr Beattie: Yes. Government? Are you a soft touch or are you a

thorn in their flesh.
Q27 Jonathan Shaw: When you met Estelle Morris Mr Beattie: I would not have thought we were a soft
and Charles Clarke were there any significant touch by any manner of means. As you know, the
matters you pressed upon her or him? Council is 64 strong and it is 64 strong individuals on
Mr Beattie: When we spoke to Mr Clarke, it was the Council. They would not take kindly to being
shortly after we had published the result of the thought of as being a soft touch for theGovernment,
MORI survey on Teachers on Teaching andwe were which was clearly one of the accusations which was
speaking to him about the results of that survey and sometimes levelled at us in the early days of the
how it had thrown up the issue which was not Council.We are polite—we are always polite, but we
recruitment but retention and that we would be are nonetheless forceful and when we think a policycoming back to him in some months with advice on is the right one then we will argue it with all theretention strategies.

vigour we can. Where we think sometimes
government policy is counter-productive, one policy

Q28 Jonathan Shaw: Is there anything significant impacts adversely somewhere else in the system, we
you can report to the Committee, which you can will also point that out. In my inaugural speech I did
point a stick at and say that was the GTC, that was indeed say we would look at policy in terms of wherewhat we influenced? Can you tell the Committee it either impeded or enhanced the professionalism ofabout that? We are very keen to know what eVect

teachers and where we thought it was advancing oryou are having? What is the point in you basically?
inhibiting the progress of pupils. We are quiteMs Stephens: I can oVer some examples of where we
forceful in that respect.have had significant influence. In the process of the

education policy, I am not sure we shall ever be able
to claim total influence and I am not sure we would Q31 Chairman: When MORI did the poll for you
wish to do so either. We see that our work in and when you got those results, what did you do
influencing other partners, in alliance with partners, with them vis-à-vis the Government? Did you
is also important. immediately make an appointment to see the

Secretary of State.
Q29 Jonathan Shaw: Some are more direct than Mr Beattie: Yes, we saw the Secretary of State
others, as I understand it. shortly after they were published.
Ms Stephens: Indeed. A couple of concrete examples.
The early advice from the Council on the need for a

Q32 Chairman: What was your priority to drivenational strategy for professional development, all
home to him from the MORI results?the elements in that strategy, the focus on supporting
Mr Beattie: At that stage, because it was still fairlythe practice of teachers in their early years, second-
new material, we were doing broad brush stuV inand third-year teachers, post-induction, the

extension of that into fourth and fifth, professional terms of retention rather than recruitment being the



Education and Skills Committee: Evidence Ev 11

19 May 2003 Mr John Beattie, Ms Sarah Stephens, Mr Alan Meyrick and Mr Keith Hill

main issue. We will certainly be coming back with we are. If it be the case that this is no diVerent from
other professions, or indeed from others who aremore detailed work on retention policies and

strategies which will be useful. entering other graduate employment, then perhaps
we need to revise our positions as a profession. ItMsStephens:On a point of information, prior to the

survey the Secretary of State at that time had seems to us that the issue within the teaching
profession is also of a degree of demoralisation.requested that the Council host a national retention

forum of all partners in the system, to bring forward
evidence directly from teachers and employers, from

Q35 Chairman: Before you go down that track andother sources, and to examine that evidence and on
I think I knowwhere you are going with that but justthe basis of that to keep the Secretary of State
park that for a moment. You are saying that if Iinformed. The survey was part of that process but
asked a Parliamentary Question or my colleagueswhat the survey does do, is focus quite clearly on the
here asked a Parliamentary Question about wastageissues of those factors which remain intractable. If
in the Health Service or in other departments, wewe think back to the first significant survey on
could not get an answer. Certainly if you look at theretention in 1991, which was by Smithers and
front page of the Financial Times this morning, thereRobinson, many of the factors which were revealed
is this crisis the insurance industry faces of high levelin the GTC survey are consonant with those in 1991.
recruitment into the insurance industry and veryWhat that says to us is that there arewhat so far have
high wastage. Sorry to bring in a private sectorproved intractable issues here. It is our focus on
industry but that is the truth. I am just worried thatthose issues and getting the profession to the point
you think it is unknowable, whenmost people wouldthat when teachers leave they do so for reasons of
say that one is reasonably able to find out what thepositive career choice or personal circumstance,
wastage is in a number of the professions.rather than having these factors propel them. If I
Ms Stephens: In broad terms that is the picture. Themight just take this opportunity, for the GTC it is
definitions, and it is acknowledged in the CSR, ofabout the numbers leaving, it is about the wastage,
turnover and wastage are diVerent from sector toit is about the waste of the investment, both in
sector; that is my point. One can make comparisonsfinancial and moral terms; financial terms in the
in the global picture.system and moral terms in the commitment of the

individual entering the profession. It is also about
retention being a question of the indicators of a Q36 Mr Turner: How many of those who could
healthy profession. Those indicators must include a have registered with the GTC have done so? Apart
much lower level of wastage than we have seen from those who are required to, how many of those
hitherto. who are eligible to register with the GTC chose to

do so?
Mr Meyrick: I am not sure I could immediatelyQ33 Chairman: Why did you come to that
answer that, inasmuch as any person who hasconclusion? Nothing I saw in that or any other
qualified teacher status is eligible to register with thematerial I have looked at compares you with other
Council, so that would include all those people whoprofessions, does it? I would get worried, if I did a
have retired from teaching and it would notsurvey of retention in my particular profession, only
necessarily be a reasonable position to expect that allif I compared it with other professions and found
those people who have retired from teaching butthat we were in a much more serious situation in
who have QTS necessarily should be counted in thatterms of wastage. I do not see the evidence you have
figure as people who could join the profession. It willfor that. Have you any?
probably be a fairer picture to look for example atMs Stephens: The data which are comparable
the independent sector and to say that of the 40,000between the professions, as the Committee will be
teachers there at the moment 25% of those teachersaware, are very diYcult to identify and, as part of the
have chosen so far, to date, to register with theprocess of the comprehensive spending review of
General TeachingCouncil where they do not need to2002, there was certainly a recommendation that the
be registered. To take it beyond that into all of thosedata sets across the diVerent sectors and professions
people with QTS would be a bit unfair.be made to be comparable.

Q34 Chairman: So there is no way we can say that Q37 Mr Turner: That is fair. What do you think are
the reasons the other 75% have not done so?your situation is better or worse than nursing or any

other profession. You say you just do not know, it is MrMeyrick: Partly the simple statutory reason that
there was no requirement for them to join. I suspectall unknowable.

Ms Stephens: What is significant in teaching is the that to some extent they and their employers have
not yet necessarily understood the full benefits ofnumber of teachers who have been exiting in their

early years. If you look at the full process between becoming registered with the Council and the sort of
place that potentially gives them in terms of the sortentry to training and the first five years, the waste is

quite dramatic. We do not have comparable data of issues Sarah and John have already alluded to
about their ability to contribute to policy making forwith other professions as of yet, but one of the things

the GTC has suggested, through the auspices of the example. There is a message there that you need to
work harder at persuading some of those teachersTeacher Data Forum, is that nationally we do need

to have a sample of young graduates whomwe track that being registered with the Council not only
makes them part of that registered profession, butover time in diVerent professions to see quite where
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also that ability to be part of policymaking can come Ms Stephens: In that particular instance the Council
has determined that it will seek to review thethrough that. That is something we need to work

harder at. evidence in this area and look more widely at
international comparisons, investigate for example,
those countries which come out more positively inThe Committee suspended from 4.48pm to 5.08pm
the PISA studies, how they operate in their nationalfor divisions in the House.
assessment systems at diVerent ages. Yes, it is an
undertaking on the part of the Council to do further

Q38 Mr Turner: Do you think you would have work on that and we have communicated that to the
found out more quickly that you had not sold the Department.
message had those in the maintained sector not been
required to register?

Q42 Chairman: Mr Turner was asking for anotherMr Meyrick: On balance the requirement for
example.teachers in the maintained sector to be registered
Ms Stephens:Yes, indeed. The chairman referred tofrom the very beginning has been helpful to us. It has
this in his introductory remarks which you invitedenabled us to focus inevitably on getting that key
him to make. There is a concern also in themessage across to those teachers to start with and
profession which is expressed in a variety of ways,obviously alongside that working very closely with
sometimes concerns about inspection, othersthe independent sector as well. We have been able to
expressed more broadly as the total accountabilityfocus our work on those teachers for whom
framework which teachers currently operate. Thereregistration is a statutory requirement. It has not
is a sense of systemic unease amongst teachers aboutimpacted negatively on our ability to persuade those
the diVerent elements of that accountabilityother teachers and it has meant that we have been
framework and how they fit together and the extentable to work on getting our message across to those
to which school self-evaluation and the amount ofteachers who are required to be registered very
time which is invested in that towards schooleVectively as well.
improvement is actually supported by the
accountability framework, the extent to which local

Q39 Mr Turner: Mr Beattie said that he would stakeholders of a school have a role in that self-
certainly take action if government policies were evaluation process, a critical but supportive role,
impeding or inhibiting the achievement of the and the extent to which there is a reliance on the
GTC’s objectives. May I ask whether he has Ofsted processes. These are concerns. There is an
identified any? unease in the system and that is something the
MrBeattie: I do not think I put it quite like that.We Council is actively addressing. We are in this next
would seek to identify areas of policy which would period, following an initial seminar, with key
impede or enhance professional practice. The action researchers and other stakeholders in this area,
we would take would be, once we had identified taking forward a forum, a programme of seminars
those glitches, to go to the Government with them and workshops, to examine the issue of the
and say they need consistency in their approach and accountability framework and in particular the role
it was having unintended consequences in this area. of self-evaluation within that.
We would not just go along and say we did not think
it was very good, we would suggest a solution. At the

Q43 Mr Turner: Given the examples you havemoment nothing leaps to mind, unless Sarah can
chosen and the role of the GTC as a defender of thecome up with something from her perspective.
public interest rather than merely the teachers’Ms Stephens: We have not done so in that sort of
interest, would you understand why some membersdirect way. There are certainly issues which are of
of the public might be concerned that you haveconcern to the profession currently that we would
chosen things which the teachers’ unions tend towant to investigate further.
rattle on about, rather than concerns, for example,
of under-achievement, as the two examples you

Q40 Mr Turner: Such as? have given?
Ms Stephens: Such as the national assessment Mr Beattie: We have already mentioned under-
regime, which is evident from all the dialogue, not achievement as one of our concerns and it is one we
least in the media recently. It has been a core and are already working on. We had a conference just a
growing concern to teachers and more widely as few weeks ago about the under-achievement of
well, to parents and others in the education system certain ethnic minority school children which would
and centred around the balance of high state testing be the start of that process. Yes; the answer to your
and issues around the need for that, when other question is yes, I can understand why some people
countries, for example, use national sampling quite might think that it was self-serving to identify the
eVectively tomeasure their progress towards targets, ones we have identified. In a sense you have to take
supported by robust teacher assessment. There are this on trust. I have been doing what I have been
those issues around. doing for 30-odd years not for my benefit, but
Mr Turner: That is one. Is there another example? because I genuinely care about the youngsters which

I teach. If it seems tome that the inspection regime—
and I do not use that unkindly; it is the system weQ41 Chairman:Are we talking about an area where

you might take a more active part or something you use—and the assessment regime with which I am
currently involved are not enabling me to enablealready have taken an active part in?
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them to do their best, then as a professional I would Mr Hill: If I understood the question correctly, the
feel constrained to try to persuade other educational first important point to make is that the GTC does
partners that it was time to look at this again. It is a not have the same relationship with things to dowith
question of establishing our credentials and trust as pay and conditions as the teachers’ unions. In terms
professionals with those representing the public; in of what the research suggests, pay consistently
this case it would be the inspection regime and we comes out as a factor, but not the most important
would argue that there are other ways of doing it factor, in many situations as far as teachers are
which would not inhibit progress in the way we concerned in relation either to their reasons for
suspect the current one does. Let me put it this way. leaving the profession or reasons given why they
I could not argue against an inspection regime which might have considered leaving the profession. In one
I personally found uncomfortable just because I did example of this which I can give you, as to what
not like it. I would have to be convinced that the mightmake a diVerence to teachers who have left the
inspection regime, however unpleasant it might be profession—and that has come from the London
for me, was not working in the interests of the Metropolitan University and the work of Professor
students. At the moment I do not feel that. I feel that Ross and colleagues—pay features higher as a
the assessment regime we have is not forward possible incentive to come back. As to whether we
enough looking. I have just been reading a very are paying them enough or not, because of our remit
interesting book on assessment for learning and I am not sure I should comment on that.
assessment in the future and where our assessment
system is going. I found it quite stimulating and I am

Q48 MsMunn:The reason I asked the question wassomewhat regretful that I am coming towards the
that, in terms of general management theory aboutend of my career because it looks as though we may

be beginning tomake progress in that field, where we the kind of issues which motivate and de-motivate
have been looking for some time for a change. people, pay is a classic one which is not a motivator

but a de-motivator, yet in terms of the survey you
have done it actually comes below a number of other

Q44 Mr Pollard: You were asked a question about issues. So you may not want to say, exactly as I have
theCouncil and its eVectiveness and the answer from put it, whether we are paying enough, but in termsMr Beattie was that you have 64 strong individuals of whether it is a main issue at the moment, it seemson the Council. I shuddered at that because I

that teachers are generally more content with thewondered, with 64 individuals all having their own
level of pay. Nobody is going to say they are gettingopinion and putting it forward forcefully, how you
enough, are they?would cope with that and whether it would be as
Ms Stephens: It shows the relative significance ofeVective as you maintain. If you had said a strong,
some of the other issues.determined and focused body, I should have felt
Mr Beattie: That is the point I was going to make.much reassured. I was wondering if you could tease
We need to look at it round the other way: if pay isthat out a little bit. Is my definition of what we
coming down there and the other things are up here,should be looking at better than your one of 64
those other things really are significant and we needindividuals?
to tackle them.Mr Beattie: Yes.

Q49 Ms Munn: That is an interpretation. ComingQ45 Mr Pollard: Thank you; that will do.
on to talk about the issueswhich have been identifiedMr Beattie: That was merely a polite yes. Your way
in terms of motivating and de-motivating, there is aof describing it is more accurate and better. The
clear group of reasons why people come into thereason they are where they are is because of the sorts
profession, why they feel motivated and then there isof people they are. As a Council they work well
clearly a load of issues which come up subsequentlytogether because the Council comes together at the
which make them feel de-motivated. One of theend of the process and not at the beginning of the
things I have found very interesting in terms of theprocess; the detail has been worked through in
paper which reflects upon the findings is that it notesvarious committees before it gets there.
across the board that those teachers who are exposed
to any opportunities are at least 15% more likely to

Q46 Mr Pollard: I have controlledmeetings of three be a teacher in five years’ time compared with those
and that was enough. who have not had any of the opportunities listed.
Ms Stephens:On the issue of individual predilection What I am wondering, in terms of the structure of
which might have been implied there, this Council is the whole profession, is how good it is at looking at
seeking to operate on the basis of evidence and the the issues which motivate teachers, the reasons why
proper analysis of that evidence. they come into teaching, looking at the reasons

which de-motivate teachers and to be honest de-
motivate lots of other professionals, highQ47 Ms Munn: I want to come on to talk in a bit
workloads, high amounts of bureaucracy, the face-more detail about the survey and how it highlights
to-face work with the kids. How good is thesome of the retention issues. I notice that in terms of
profession at seeking to provide more of thede-motivating factors pay got a much lower score
motivators and minimise the de-motivators,than a number of other issues. Are we paying

teachers enough now then? particularly over a longer period of time as the
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evidence shows that the longer people are in teaching of teachers who have a particular kind of experience
at a larger school looking for something in a bitmorethe more they become ground down by the kind of

things people get ground down by in all professions. depth that they might be able to get by working in a
smaller school. I hope that is helpful.Mr Hill: One thing to say in relation to some of the

testimonies from individual schools where the
teacher retention forum, particularly earlier on in its

Q51 MsMunn: I suppose the other sort of issue I amlife, in the autumn, received, was that there were
looking at is that you have individual teachers andseveral issues to do with ways individual schools
the pattern you get—and I am going to characterisehave tackled recruitment and retention problems
this in a way which is perhaps extreme, but—ofwhich they have encountered which home in on
somebody who has been doing the job for a periodexactly the point you are making: various elements
of time, over 20–25 years, and they have basicallyof human resource management, but in particular
become a burned-out teacher because, for whateverlooking at what it is that makes teachers want to be
reason, they have become stuck in a particularteachers in the first place. What is it that makes
school, doing the same job, not getting the creativityteachers happy to be in the particular schools they
stimulationwhich theywanted, which they went intoare working in?What is it that makes them continue
the job for. Whose job is it to look at individualto want to teach there? In particular we have very
teachers, rather than relying on individual teachersstrong evidence of the fact that the extent to which
sticking up their hand and saying they want to go toteachers are able to take part in the schools involved
do this, and say they are getting burned out—in initial teacher training can make a big diVerence
perhaps not a terribly helpful phrase—or they needto the opportunities oVered within that school for
something else? Is it the schools, the head teacher?teachers to gain new experiences, to celebrate their
Would the local education authority have a role inown good practices with other teachers within the
this, given that what you are looking at and what weschool and with trainee teachers beyond and so on.
are concerned about is that overall the teachingThere are those sorts of evidence of schools doing
resource within our country is being depleted? If wesomething about it. You asked the question about
leave it up to the individual school, is it going tothe profession as a whole and I guess the message
get done?there is that there are some things schools can do to
Ms Stephens: The dimensions of that, LEAs,make a diVerence and it is a question of how you
schools, individual teachers, all play in, as does thecommunicate that and support schools, in particular
national framework which enables teachers toschool leaders, in doing something about that.
undertake roles which may be beyond just the
classroom practice they have committed themselves
to and may indeed involve supporting new entrantsQ50 Ms Munn: The point I am making is that it is

probably easier in some schools than others. If you into the profession, supporting those in their early
professional development, spreading that expertise.take a large comprehensive, that is fine. I was a

school governor of a primary school which had six We have a profession nowwith 50%who are over 45
years old who in 15 years will be gone. That is ateachers. Even for them to do the basic of having the

opportunity to observe their colleagues, which was massive reservoir of expertise. How do we get that
back into what will become, in that sense, ansomething Ofsted had recommended in the

inspection, over a period of time was a major increasingly inexperienced profession? These are
critical issues and in the early professionalfinancial and logistical nightmare. What I am really

asking is whether it is something about the fact we development pilots, there has been quite an amount
of focus on the role of those older teachers inhave schools set up as individual schools on their

own, which in itself is creating a number of mentoring and the LEA co-ordination of that. There
are instances of work going on under our owndiYculties, or not allowing them to be the resolution

to some of these which you described and which auspices and guidance and that of others, where
LEAs are looking very much more carefully, in asome schools are able to do.
more nuanced way, at succession planning, forMrHill:There is obviously greater potential there to
example, at matching particular expertise ordo something about that where groups of schools
particular teachers to needs and aspirations of newerwork together, in whatever situations they work
teachers, older teachers and newer teachers perhapstogether, whether it be education action zones,
across schools working in consortiummodels withinnetwork learning communities or federations, as

they become a reality. In terms not so much of the LEAs to support that, so there is a whole range of
practical realisations, but it does need input at eachwork of the retention forum but the LEA CPD

projects, I am aware of situations, for example, in school level. Certainly the work the National
College for School Leadership is doing aroundrural Lincolnshire where there are some smaller

schools and opportunities that schools look for to focusing school leaders on human resource
management in a way that perhaps hitherto theywork across schools and provide teachers within

those schools with diVerent opportunities to the have not been focused will contribute significantly at
the school level. There is a sense in which there is notones they might gain from within their own schools.

Conversations with teachers and head teachers for a single solution and it is rather dependent upon the
size of the schools, the nature of the schools, thethat matter of small schools at some of our teacher

meetings held in diVerent venues nationally have nature of the region, whether it is a rural region. A
whole load of propositions are being looked atraised similar recipes for doing something about the

problem. It cuts both ways. There is also an example around on-line exchange and connection enabling
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teachers to do that kind of thing as well. It is evident Q55 Valerie Davey: You might be wanting to push
from the large number of discussions we have had some out. If you had a clear vision of the teaching
with teachers on this, that those teachers whom you profession these days and what it needed, is it
described as perhaps burned out are actually looking physically possible or intellectually or emotionally
for something to recharge them and how can we possible to teach for 40 years these days?
oVer that to them? What are the options on flexible MsStephens:There are some really interesting issues
working practices towards the end of a career, for in there. One of the characteristics of teaching has
example, or the options of continuing a commitment been the extent to which the individual has been
to pupil teaching, to class contact, but also isolated in the classroom and certainly that desire to
supporting those coming into the profession? We work with other adults and make a contribution to
really need to mine that nationally. other parts of the education system. What we are

looking at through a project the Council is doing is
how to further diversify the possibilities within theQ52 Valerie Davey: Young people at school are
education system such that teachers can retain aconstantly being told these days that there is no such
commitment to teaching as well as oVering to otherthing as a job for life; they have to be multi-skilled,
parts of the system. The Council is also interested inthey have to be prepared to change. Should we be
issues, for example, such as whether it is possible totelling them “with the exception of teaching”?
find combinations where those who have the mostMr Beattie: Recently, whenever I go to speak to
attractive options elsewhere, for example, in sciencegroups of teachers one of the things I do is ask how
and technology sectors can alsomake a contributionmany of them are closely related to a teacher,
as fully qualified teachers at the same time as, as wellbecause when I was doing my MA many years ago
as, this notion of portfolio careers in and out. Is itmost people coming into teaching had close relatives
possible to find ways where those individuals canwho had been teachers and that was what drew them
keep their professional knowledge up to date in thein. The second question I now ask is how many of
sectors in which they work and oVer somethem are coming into teaching from a second career.
contribution to teaching? I do not think there is aThose numbers are now as large and even larger. It
sense now in which we can have any single model. Iis already acknowledged within the profession that
suspect a model of a full-time qualified teacher willthe new approach of people coming into the
always be the backbone of the system, but there isprofession is very often not one of saying they are
a range of other options which need to begoing to become a teacher, they will be here in 40
investigated in order tomodernise this profession, toyears’ time and will draw their pension. The
give it an attractiveness which is beyond just thatyoungsters I speak to now are quite clear that they
which is about the commitment to their pupils whichhave career plans, they expect these career plans to
of course is at the core.be supported once they are in the profession, it may
Mr Beattie: May I answer the question directlyinvolve them working in schools for up to 5 or 10
about whether it is possible to have a lifetime careeryears then they go oV and do something else. They
in teaching, which is what I had? It still is; althoughmay well come back; they might not. The other side
there is this pattern of people dropping in and out ofof that coin is that we are increasingly seeing people
teaching, it still is. It would not be possible in thewaywho have done something for 10 years deciding to
that it was in the past in the terms people havecome into the profession. I suppose the direct answer
described in that you have gone in and you have gotto your question is no, we would say the same to
your chair in the corner of the staVroom and that isyoungsters: it is not a job for life. It can be, but it is
where you are going to be for the next 20 or 30 years.increasingly not being so.
There is now an expectation for variety within that
career. Within that variety would be things like

Q53 Valerie Davey: What are you as the Council sabbaticals, for example. Those can recharge
using as your criteria for retention? What is an batteries enormously well and enormously quickly
investment? You said that it was not a good by taking people out of the firing line, as they might
investment for people to be leaving. I understand see it. Usually, very often in cases I was familiar
that. There is a wastage. What do you mean by with, they went oV to do some educational research
wastage? What are your expectations in terms of and came back. Often they came back to the same
retention then? What are you actually saying to place and applied and made a change. Sometimes
yourself when you are looking at the issue of they used that as a stepping stone to go on
retention? What criteria are you using? 20 years, 30 somewhere else, to another aspect of education. It is
years? possible, but wewould have to build in those sorts of
Ms Stephens: You are looking at the quantification opportunities that Sarah was talking about of
of that. mixing and matching with things you did. You

might go oV, as people did, and be literacy
consultants. That is the current example. A numberQ54 Valerie Davey: I am looking for some guideline
of people have been literacy and numeracyas to what you are thinking.
consultants, will do that for three years and thenMs Stephens:We are not positioned to answer that.
come back into school. We are thinking much moreWe have not gone down that track. The issue we
richly about the nature of a career of 30 or morefocus upon is the one I referred to earlier. Of those
years in education. That was the point Sarah waswho go, let us say the majority go for positive

reasons. making about the other things they can do.
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Valerie Davey: I am thinking rather diVerently, as a do, to base their policy on evidence. Surely there is
evidence here—you do not have to invent this—aformer teacher. The criterion is that it is for the

benefit of young people. Perhaps they need in front whole range of sectors and professions which has
these problems. They are not unique to teaching.of them people who have been something diVerent,

who have been engineers, who have been doctors or They go across a large number of callings and
professions and jobs people do. Surely part of yourwhatever it might be and who bring therefore a real

richness back into the classroom, the people you are job could be to try to get the best practice or good
practice in these other disciplines, other sectors andsaying—and I keep meeting them too—they have

decided, having had a lifetime in retail or a lifetime help apply them. I do not see how you can do it with
the measly amount of money you are spending onin something else, as it felt to them, 20 years, that

actually they want to give something back and the research at the moment. Is this the sort of research
and comparison you would like to bring together?way they want to give it back is by going into the

classroom, by being a teacher. It seems to me we What I am getting at is that you said you want to
base policies on research, on evidence. In this veryought to be asking what retention is. Are we

retaining them simply because it looks good on area of teacher retention, it seems to me you are not
looking outward, you are looking inward. You arepaper and we have an investment in them, or are we

actually saying we ought to say this investment is 20 not looking at what is happening in other sectors
because retention of staV is not individual or uniqueyears, then we are going to re-invest or have new

people. I just do not think that teaching ought any to your profession.
more to be a lifetime commitment, quite honestly, Ms Stephens: I would accept that as yet we have not
for the majority of people. There should be this in undertaken any specific study across professional
and out and we should be looking to bring people in comparisons. That is the case. In the first instance,
and send people out. What the nation is doing is we have sought to understand those factors which
investing in people, not just for teaching, by giving are propelling people from the profession and those
them their degree, but actually saying their degree is which are specific to teaching, those which are in the
for . . . and not being, as previously, worried about nature, as the individuals who are leaving or intend
having to retain people. There is something to leave see it, of teaching itself. That has been our
unhealthy about it. first point.
Chairman: I am just a little worried because we have
a lot of material to cover. I want shorter questions

Q58 Chairman: What are the Government and theand shorter answers. Do you want to pull the
Department saying to you? They have a big researchquestion out of that now?
budget, they have a lot of people commissioning andValerie Davey: Should we not be saying more
carrying out research. What are they saying? Whatcheerfully “Go” and “Come”?
is the dialogue between you? They do haveChairman: I see that GNER are just refurbishing
knowledge of much of this material.their fleet which is through its half-life. I wonder
Ms Stephens: Surely. Certainly in our first advice towhether half-life refurbishment for individuals is
the Government on retention, we suggested to themperhaps what we should be into, especially in
that they fund a study to look at those factors now,teaching. I oVer you that as a passing thought.
currently, which are influencing retention and they
did indeed do that and that study is about to report.

Q56 Valerie Davey: In your document you have the It is a study which was commissioned from the
fact that you have in round terms 535,000 registered University of Liverpool, Professor Smithers.
people. You also have 950,000 who are not fully Mr Hill: To give some examples which would
registered. You have this huge bank of people to demonstrate how the relatively small amount of
draw on. What is the problem? money spent on research by the General Teaching
MrMeyrick:The 950,000 does cover a huge range of Council nonetheless enables us to gather evidence,
people from those people who have QTS and have the forthcoming report from the University of
had a full career in teaching and are now retired, to Liverpool is an example of where our advice has at
those who might be accessible in terms of being able least contributed to the commissioning of a
to be brought back into the profession. It is about substantial piece of research, which will be very
finding strategies to deal with those diVerent groups important to the work of the Select Committee for
of people, some of whom it would be very sure. One of our other recommendations in the
appropriate to attract back in the sort of way we are initial advice on recruitment and retention was to do
talking about. A lot of people out there do not have with a longitudinal study of the diVerent routes into
QTS and they need to be attracted into the teaching and recommending that a study be made of
profession as well and those people need to be that to look at how cost eVective it proved, but also
encouraged to find ways into QTS so they can come to look at the extent to which teachers entering the
into the profession as well. It is finding the right profession by the diVerent routes felt prepared
approach for the right groups. and then coped with their early professional

development and so on. That relates back to
questions about where we find ourselves in terms ofQ57 Chairman: Earlier Sarah said that the sort of
how long we want teachers to be retained for. If youthing you are getting into is the stuV where you can
are looking at teachers’ training, before they becomefind evidence, you want to base our views on
teachers and their early professional development,evidence, which this Committee would applaud and

this is what we consistently ask the Government to clearly what we are looking for is teachers who, even
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after three or four years, go oV to do something else, were leaving, if it is a problem. May I give an
example, as somebody sitting around this table whoby the time they get to that point feel they are

members of the profession, feel they are equipped to started oV as a chemical engineer, then worked for a
charity for the homeless as a director of housing anddo the job and come back. In relation to that we and

the Teachers’ Training Agency have put in a certain then an MP, looking forward to joining the
Chairman in the Lords in due course, last Tuesday Iamount of money for a five- or six-year project with

the Department putting in a more substantial was made an honorary of the Royal College of
Midwives and I am looking forward to deliveringmyamount of money and that is about to happen.
first baby. What I am saying is that you can go
through your career and have real distinct changesQ59 Chairman: Are you telling me that GTC or the
and that is a good thing, not a bad thing. ThatGovernment have never looked at those schools or
follows on from what Valerie was saying earlier. Wethose regions or sub-regions where you do not have
should encourage this. This enriches rather thana problemwith retention, where people actually stay
being a worry. It might be a worry if a lot werein the school, there is stability in the school and
coming in and then going straight out again so youmuch better practice and perhaps the lessons could
were left with none. That is where you should reallybe learned quite quickly in terms of evaluation? Is it
be focusing. There is a question there somewhere.better in places like Northern Ireland, which we
Ms Stephens: To pick up on one point along the wayrecently visited, where you have very highly qualified
there, we have, as you said, put some proposalsentrants into the teaching profession? Is that within
forward to the Government to do just the kind ofyour knowledge?
research work you suggested and they have pickedMr Hill: That is certainly not within our knowledge
up on that. The study is due to be completed shortlyat the moment in terms of research. The other
and will indeed address that. Just to reflect for aexamples I would have given include the one in the
moment on the point about whether the Council ismemorandum to you with the Open University
suggesting that it is a reasonable proposition tolooking at mature entrants to the profession.
attempt to chain an individual into one careerInterestingly they are already finding that they are
strand, no, we are not. What we are saying is thatless likely than might have first been thought to go
when they go—at the risk of repeatingmyself—let usoV and do something else. You have a memo about
hope that they feel they can advocate on behalf ofthat. Also, not in relation to Northern Ireland,
teaching, because at the moment that is not thealthough I know of an example in Northern Ireland
picture.that these researchers are aware of, our
Mr Beattie: I was not looking puzzled at yourcommissioning with SAGA of a piece of research
question, Chairman, I was making a note aboutspecifically into what happens with those
Northern Ireland. I was talking to my oppositeexperienced teachers towards the end of their
number on the Northern Ireland TC not too longcareers, moving some research which was previously
ago and this was one issue we did not discuss. Wedone based only on the accounts given by teachers
will the next time. We have learned something.themselves to identify and look in depth at some

examples of good process within schools in relation
to older teachers. That work will be carried out in Q61 Paul Holmes: Can we explore some of the
partnership with SAGA and researchers. figures on recruitment into teacher training and
Chairman: John, you were looking a bit puzzled retentionwithin the first year or two of new teachers?
about the line of questioning. What I was trying to The Teacher Training Agency says that about 25%
get atwas the diVerence between the unions and you. of trainee teachers do not complete their course at
You are diVerent from the unions. You opened this all. TheGTC says that another 25%of the remainder
session by saying you were diVerent from the have not completed their course, they do not turn
teachers’ trade unions. You said when you get into qualified teacher status into fully qualified teacher
the policy areas you are diVerent because you base status. That would work out at around 40% of all
your campaigns or your dialogues with government people who started teacher training courses not
on evidence. What I am trying to draw out is that if becoming fully qualified teachers one way or
you are doing that we have to know where that another.
evidence is. Part of our inquiry at the moment is to Mr Hill: It would do, although you also have to
find whether you know about evidence, in the allow for the fact that the 25% figure we give in
Department, in your own knowledge, it may be relation to completion of induction years does not
international studies, which can help this mean there are not teachers who will not go on to
Committee. That is what I was trying to draw out. complete their induction years beyond that. Those

two figures you have just used in a way continue to
set the context which was set a couple of years agoQ60 Mr Pollard: I am not very good at sums but on
through the work of Professor Smithers and througha quick calculation a 14% response rate is a very
the work ofMartin Johnson at the IPPR, where theysmall response to the general survey which you did
both did similar but slightly diVerent calculationson teachers’ views on teaching. In line with what the
and came upwith a figure in Professor Smithers’ caseChairman said about having a small pot for research
and it is there in The Reality of School StaYng, aand that you wanted it evidence-based, I wonder
more recent report produced in the autumn for thewhat value that actually has and whether you would
National Union of Teachers, that from the pointhave been better concentrating on the retention bit

of it and asking those who were leaving why they where anyone enters teacher training to a point three
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years into their career anything up to 50% of those Ms Stephens: Although I understand that there was
an STRB commissioned report in 1999 which at thatwho were there at the beginning have gone. You can

check the precise figures in the report. time showed, to the extent it is possible to show the
data and comparability, that the health sector was in
a better state in this respect. You may want to referQ62 Paul Holmes: If around 40% either do not
yourselves to that.complete teacher training or turn QTS into fully

qualified teacher status, you then have up to another
Q66 Paul Holmes: Is that sort of comparison or20% who, within two or three years, have left
study or digging back over research from 20 yearsteaching very, very early on. You have somewhere
ago on teacher training retention not somethingbetween 50 and 60% of the people, who started
which should be done as a matter of priority byteacher training courses, who within two, three, four
either you or government or both? Are you notyears are out of teaching or never entered it at all. Is
flailing in the dark a little bit if you do not even knowthat sort of wastage rate, 50, 60%, good or bad? We
whether 50 or 60% wastage rate is good, bad,have already said it is diYcult to compare with other
improving, getting worse? Is that not a priority youprofessions, but surely a 50 or 60% wastage rate is
should be looking at?pretty alarming.
Ms Stephens: Yes, I believe it is a national priority.Mr Hill: The point to make about that is that in
Mr Beattie: It may be though that it was bad newscomparison, for example, to another profession, if
even then. If they turned out to be comparableyou are talking about the expenditure of public
figures, there is not much comfort in thatmoney on the training of people who will eventually
particularly. Yes, it is something we can do,be teachers, who you hope, even if they follow a
certainly.modern career path and teach for a while and then

go oV, will come back, you are still talking about a
big loss. Whether it is nonetheless acceptable, Q67 Paul Holmes: So it is something the GTC
because that is what you have to do in order to get intend to undertake.
the right number of people coming out of the system Ms Stephens: Whether we have the resource to take
at the other end of it, may be argued diVerently by that kind of survey is in question.
others, but certainly it was the original cause of
concern in the General Teaching Council among Q68 Mr Pollard:Or whether you should be doing it
others, going back to 2001 when the initial advice in the first place.
was given. Ms Stephens: Or whether indeed it should be done

at all.
Q63 Paul Holmes: Are you aware of any studies in
the past, in the 1980s or 1970s, on the same sort of Q69 Paul Holmes: In the sense of flailing in the
topic, which would say that things are exactly the dark, the Government has then come up with some
same as they were then, or they are getting worse, or solutions to all these problems such as golden hellos,
they are getting better? paying for training bursaries for certain categories of
Mr Hill: I am not aware of anything comparable subject and not others. Is it too early to say or are
with those figures. The figures in 2001 were based on there any figures, any estimates of how successful
teachers who had been in their induction year in things like that are? Do the students who get their
1998 and the most recent complete set of figures I training bursaries paid for stay in teaching any
could come across, which might enable a similar longer as a result? Do the ones who get the golden
calculation to be done, would be 1999, which is why hellos stay any longer than the ones who do not?
I think the two percentages you have oVered, based Ms Stephens: It really is too early to say. Certainly
on things more recently, are quite helpful and the cohort studywe have advised theGovernment to
suggest that the scale of the problem is probably fund, but which we are also supporting with modest
still there. amounts of money, will actually get to those very

issues, the diversification of entry routes, what
benefits they have in terms of retention, in terms ofQ64 Paul Holmes: So you are not aware of any
career progression, in terms of quality of teaching.studies from the previous 20 or 30 years which you
That study will also look at the extent to whichcan compare back to.What about other professions,
incentivisation of particular routes or particularnurses, doctors, lawyers, whatever? Are there any
subjects actually has a payback in terms of retention.side comparisons to make? Would they accept that

a 50 or 60% wastage rate was good or bad?
MrHill: I do not knowwhetherwe could provide the Q70 Paul Holmes: There is a golden handcuV eVect
evidence here, but I am sure we could find it. In as well. If you get your training bursary, if you get
relation to the medical profession, doctors, quite the golden hello, you have to stay in teaching for a
clearly you would not get that kind of wastage rate certain minimum period of time, but what is the
from a point at the beginning of training to a point limit, how long do you have to stay?
in their service. Ms Stephens: I am afraid I do not have that detail.

Mr Hill: No, I do not have that.
Q65 Chairman: A very high percentage of women
who study medicine, after seven years of training, Q71 Paul Holmes: I was a teacher up until two years

ago and anecdotally I have had it suggested to menever ever actually practise. It is a very high
percentage. Have you checked the percentages? that there is certainly a noticeable trend now in
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people who have come in under this system who are evidence in relation to the quality of some of the
teaching and Ofsted reservations about some ofstaying for the minimum period and then they are

out. They have borrowed under some of the student those routes. It is not the whole solution to the
problem but it is an area which needs furtherloans and all the rest of it and once they have done

the minimum they are oV. Presumably the investigation, which the cohort study would
certainly do.Government has analysed that to see whether it is a

good investment of money and training or not.
Mr Hill: The cohort study15 to which I referred Q73 Jonathan Shaw: Would the cohort of students
earlier will also explore another concern that we through the initial teacher training programme tend
have about some of these incentives and which was to be older students? You advised us that a greater
flagged up in the initial advice in 2001 along the lines number of teachers tend to stay on after their
of being aware that some recruitment policies could training, who are perhaps coming into it as their
have an adverse eVect on retention at the other end. second career.
We have anecdotal and slightly more than anecdotal MrHill:The average age of people entering teaching
evidence from teachers at teacher meetings that is higher than it was and marginally even higher for
some of the young teachers whoworked in theGTC, black and ethnic minority groups. The mature
LEA, CPD projects are recipients, for example, of entrants study, which is a diVerent thing, undertaken
golden hellos or recently, for example, have had by the Open University, specifically looked at those
opportunities to have their student loans repaid and entering through some of those various routes on the
so on. There are others who have not benefited from basis of them being older entrants and having come
it and two things seem to be going on there. One is, from other backgrounds, though interestingly about
quite understandably, that some people feel put out 10% of them, on the initial evidence—and it is very
that they have not benefited. More worryingly, I initial evidence—had recently had some experience
would suggest, there is also the financial aspect of it of working in schools, which is what motivated them
as well. Some of those missing these opportunities then to think they would become teachers.
are slightly older teachers and they may have been
the very things which would have enabled them to

Q74 Jonathan Shaw: You briefly referred to ethnicpay oV some of their debts and they are still fighting
minority and black teachers. The survey which youwith those debts. It would then mean that in terms
andMORI undertook looked at gender, age, sector,of teacher retention, not on a national scale but in
employment status but not ethnic origin.terms of the areas where they work, they simply will
Mr Hill: It did actually collect ethnicity data, but itnot be able to aVord to continue to teach in that
does not feature in any of the evidence provided toparticular area because of the cost of living in that
you.area and they may go somewhere else. There are

other things to explore in relation to the eVects of
some of those incentives which no doubt have made Q75 Jonathan Shaw: It does not feature. Can you
a diVerence to some teachers. illuminate the Committee? What are your findings?

MrHill:The best thingwe can oVer to do is send you
some information about the survey.16 WeQ72 Paul Holmes: There was a suggestion that the

Open University study looking at training teachers commissioned London Metropolitan University to
look further at the survey from the point of view ofwho go in through work-based training rather than

BEds or PGCEs, that they might actually be staying ethnicity. One of the problems is the numbers of
teachers involved and whether there are enough ofin teaching more than was expected.

Mr Hill: The cohort study will examine all the them to make it useful.
Ms Stephens: Just to make that group data robust;diVerent routes to teaching. I amalso aware from the

NASBTT conference, the National Association for whether there are indeed suYcient numbers who
responded. We are clear on the survey that it isSchool Based Teacher Training, that a claim was

made there that the retention rates for teachers broadly representative in terms of gender, in terms
of sex, in terms of region. I just want to be clearentering through training school routes is in excess

of 90%. That was probably mentioned in the memo. about this. We are not as confident on the issues of
ethnicity, service and position, in terms of theIt would be very interesting to see the extent to which

that was true and sustained over time. In terms of the research methodology and the response from it.
joint conference we held at the Institute of
Education in the autumn, the conference looking at Q76 Jonathan Shaw: Certainly it was a concern of
issues around initial teacher training, the the Committee. When we visited Birmingham this
interpretation of why that might be had a lot to do was spelled out very clearly, particularly in terms of
with the notion that teachers trained through those role models for young black men and under-
routes are better prepared for hitting the ground achievement in that particular cohort. So obviously
running and understanding the realities of the job we should be interested in understanding any
they are going to take on when they move over to information you might have, particularly if it could
their induction year. I am also aware of counter pinpoint areas which seemed to be doing well in

terms of retention of ethnic minority teachers. We
15Note by witness: this study, in partnership with the TTA should be particularly interested in that.
and DfES, is entitled ‘Research into ITT, Induction and EPD:
a comparative study of teachers’ experiences as trainees and
their early career progression’. 16 Ev 27
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Mr Hill: For your information, the Teacher referred to the MORI poll, which is interesting but
Training Agency have a report, referred to as the not exactly frontline academic research. You have a
Carrington Report, which did some useful work on piece of research which we have in common with
issues to dowith recruitment. It is a recruitment issue you, although we have not been allowed to see it, in
as much as retention issue of the black minority the sense thatwe share a specialist adviser whowrote
ethnic teachers. The national college’s study focused part of that report and we will, I hope, be able to see
more on those who have made it to leadership in it at a certain stage. You are telling us you are the
order to examine possibly the major retention issue GTC, you have been going for two and a half years.
in relation to those teachers: the fact that they are We are a Select Committee just starting an inquiry
ambitious but appear to hit a glass ceiling when it into why or whether we have problems with teacher
comes to promotion. Also for your information, but recruitment and retention and I am not getting a
I cannot comment on this as it is not yet a public clear focus from the four of you, or any firm idea
report, the other major report which has almost about whether there is a problem and if so where its
reached the point at which it will be a final report, roots are. I am sorry, I am not being rude but I am
commissioned by the department, is one from the giving you a second chance.
University of Glasgow and looks at aspects of Mr Beattie: The distinction between the General
teachers’ careers in relation to gender, disability, Medical Council and the British Medical
ethnicity and sexual orientation and that has further Association is one which is unknown to me so I
information about issues to do with recruitment and cannot respond to that. Certainly in terms of the
retention of black and minority ethnic teachers. retention issue—and it is an issue rather than a

problem—we are at the stage, on the basis of the
Q77 Jonathan Shaw: We see in the papers today MORI survey which you described. My colleagues’
that a particular school says that they are not going research and discussion and policy work in other
to have traditional sports days; they do not want areas, identifying what at the moment are the
competition amongst their kids, they want inclusive strands and trends and information there, are about
problem solving. Theywill all come first.Mr Beattie, retention or lack of retention in the teaching
you said you were concerned about teaching. Sports profession. I am quite clear that our intention in all
teaching is an important part of the curriculum. We this is to identify the sort of good practice which will
hear it time and again. You can say that is a enable the profession to enable good practitioners
peripheral media story, but presumably the media who wanted to remain in the profession to do so
would make an enquiry of the General Teaching constructively and fruitfully over a number of years.
Council as to what your view is. Would the GTC Does that help?
have views on that?
Mr Beattie: I have not heard about that and I
certainly have not heard from the press. Q81 Chairman: It does. What was the most

worrying thing for you out of the MORI poll when
you read it through?Q78 Jonathan Shaw: It is in The Times today.

Mr Beattie: Is it? I have a copy of The Times; I must Mr Beattie: For myself—and it was a very small
get round to reading it. Without knowing the details sample—it was the feeling amongst teachers from
I could not possibly comment on the case, except to ethnic minorities that the respect they received was
say that I share your view that healthy activities, less than their white counterparts and in some cases
sporting or otherwise, should be part of the they felt that perhaps even their professions did not
curriculum for all children. accord them the same sort of respect as they did to

their white colleagues.
Q79 Jonathan Shaw: In a competitive way? Chairman: I partly share that, but what seemed to
Mr Beattie: I have no objection to competition and mark the profession oV was that a lot of the
most of the children I know who have undertaken responses in a sense were what we might have
sport and other activities like that appear not to have considered them to be. When we get to the lower
either. I would not necessarily make it compulsory. respect teachers get from the public, from parents,
On the other hand I would also encourage problem from politicians, personally I thought that was
solving activities, enquiry based learning and all absolutely mind bogglingly more extreme than I
those other things. I do not think it is a choice: there would have guessed.
is a place for both of them.

Q82 Ms Munn: I want to raise an issue which isQ80 Chairman:What I am trying to tease out of you
related to that, about the bunker mentality “I amin a sense is what we started oV with, the firmness of
okay with my kids in my school and my parentsyour role. The parallel with the GTC was always
know me and I get a reasonable level of respect, butdrawnwith theGeneralMedical Council, theGMC.
generally I do not”. Then when you come onto theWhat I am trying to get out of the discussion is
issue of the image of the teaching profession, itwhether you are a General Medical Council model
seemed to be that 56% thought the Governmentor whether you are a BMA model. At one moment
must become a better advocate of teachers and theyou sound more like the BMA than like the GMC.
career of teaching, but only 10% of teachers thoughtIt came out strongly when Keith was answering a
they themselves could do more to promote theirquestion. He started by saying it was all anecdotal

but he was going to tell us about it. Then Sarah achievements. There almost seems to be this feeling
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not just of nobody liking them, but that it is not their public’s views about how teachers think cannot be
done by Charles Clarke standing up and sayingjob to do something about it, which I think is
teachers do a good job. That is the important thing.enormously worrying.
Ms Stephens: I am sure that is right and part of ourMr Beattie: Yes, it is a worrying factor. Even if this
role is on that level, to enable the profession tois a reasonably small sample, the fact that that
articulate what it is that it does do. Even now wenumber of people feel that way is something we
have a popular conception that teachers stand andought to be concerned about. We are certainly
deliver, that it is quite a simple transmission modelconcerned about it. What we can do about it is
which goes on in the classroom. Actually whatanother matter. One of the things we set out to do is
teachers do is pretty complex stuV. For teachers tomake the profession feel better about itself and
be able to make that clear and the results of theirslowly we are beginning to do that. It is a significant
achievement is vitally important andwe are certainlymessage to us as a nation that this number of
attempting to work with teachers to enable them atteachers feel that way about how they are perceived.
local, regional, national level to reveal that, for
example through the media, giving them

Q83 Ms Munn: What is the message you are going opportunities to do that.
to be giving to teachers about this being a two-way
thing, that it is not just up to everybody else to do Q85 Chairman: What are the subject areas which
something about saying howwonderful teachers are, most concern you at the moment in terms of
which a lot of us do quite a bit of the time in our shortage of teachers?
constituency life? Should they not be doing MrHill: In relation to the way the curriculumwill be
something about it themselves? In a sense we asMPs changing, the demand for teachers will be changing
suVer from the same thing. A lot of people will say according to the way individual schools interpret
they have no time forMPs, but if you ask about their curriculum 14–19 with time in relation to some of
ownMP, they say they are doing a good job, or they those vocational subjects. I would look to the core
are taking up an issue on their behalf. It is in our subjects in particular, but on the basis of the TTA
interests because we have to get elected, but we take targets and applications, and that is obviously not
on the importance of portraying ourselves and doing the be-all and end-all of how many teachers you are
what we can to make sure that we come across well getting, they point to the situation in science subjects
to the public. Should something not be done about and maths as a concern, for the simple reason that
the fact that teachers do not see that they themselves those subjects are going to continue to be important
have to get out there? in every school, whatever way individual schools
Ms Stephens: And advocate on behalf of teachers. interpret the increased responsibilities there within
We return to the issue, do we not, which we touched curriculum 14–19.
upon earlier? We do seem to have a position at the
moment where few teachers feel that they wish to Q86 Paul Holmes: I was tempted to pick up several
have that advocacy role on behalf of teachers, things, but I will not, or we will be sidetracked into
because their professional experience has been such party-political slanging. Somay I ask you a diVerent
that they do not wish to recommend it. Of course question, but carrying on from something you said
that is not all, but it is a significant factor within the earlier? In terms of the role of the General Teaching
profession. Part of dislodging that has to be our role Council, and you were talking about the Teacher
in supporting that professional experience, getting it Training Agency, what is the point of having two
right, getting it right so that teachers, when they diVerent bodies like that? Why does the Teacher
come into the profession, have a good range of TrainingAgency not just get taken over by theGTC,
challenges and a framework of professional support, for example? Why have two separate bodies?
which is commensurate with other graduate Mr Beattie: The immediate objection to that would
employment opportunities. Part of our role is also be that at the moment we are not in a position to do
about revealing those teachers who do feel able to so. We have quite a lot on our plate as it is. What
say that thus far their professional experience is this. might happen in the future is another matter. At the

moment, we work quite closely with the TTA on aAnd working with the media on that, we have begun
number of issues.We are certainly not big enough tothat process of identifying those teachers.
do all that would need to be done in that respect at
the moment. They have practice and expertise in the

Q84 Ms Munn: The issue for me though is that it is field which at the moment we are happy to share
not just about somebody going out and saying come with them.
on in this is a great job to do. It is also about teachers Ms Stephens: The TTA administers large-scale
themselves talking about what they are achieving. processes. The General Teaching Council is not an
You might not want to be somebody who suggests administrative body. It is a body which enables self-
to somebody else that they do this job, but that does regulation and advice to Government on behalf of
not mean you should not have pride in what you do. the education community, including teachers.
We have some of the best results we have had in Anything of a diVerent nature would require a
literacy and numeracy. That is down to teachers; it change in remit. It is not one we seek. We see these
is down to additional resources, but it is down to two roles as key roles in influencing the contribution
teachers. I would want to see them prepared to go teachers make to pupil learning in the public interest

and we do not see ourselves as an administrativeout and argue that. Changing people’s views and the
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body of the recruitment and supply of the Mr Hill: No. There are some diVerences in the
reasons those who leave give for leaving in the sameprofession. Indeed neither does the GTC. There are

no easy comparators to reach there. way that in our survey there were diVerences in the
reasons teachers gave for being demotivated and
having thought about leaving. The biggest onesQ87 Paul Holmes: If the General Teaching Council
emerging in secondary are clearly the increasedis to have a real role for teachers—and I was a school
emphasis on behaviour management, behaviourteacher when theGTCwas set up and refused to join
issues with students being a factor.it at the time—if teachers are really going to think

yes, this organisation is standing up for us and
Q90 MrChaytor: Is there a diVerence between thoserepresenting us and so forth, should you not get
who were recruited at the beginning of their careermore teeth in some way? It is hard to imagine the
and those who were recruited as mature students,BMA saying they want to have a say in how doctors
that is to say are those who came in without havingare trained. Why should you not, if you are an
experienced anything else more likely to want toorganisation which is really going to stand up for
leave early?teachers or regulate teachers, have more resources?
Mr Hill: It would be interesting to see what comesYou were saying earlier that you do not have the
through in this mature entrants study in relation toresources to commission research and comparisons.
the question about people who have come in withShould you not have more resources and more
experience of other things. I could not comment oninvolvement in what is going on, if you are going to
what that shows at this particular time. What is verydo a real job on behalf of teachers whom you are
clear, not just through our survey evidence or thethere to represent and regulate.
University of Liverpool evidence, that you will haveMs Stephens: In terms of the definition of qualified
access to through the Department, is that theteacher status standards, they are the responsibility
feedback on the induction year, going through theof the Secretary of State. The primary point of
annual mid-year survey done by the TTA on theadvice thus far is the TTA. We made a significant
evaluation of teacher training has identifiedcontribution to the last revisions to the QTS
behaviour management and ICT as key areas forstandards, which after all define the training upon
development. The suspicion has to be, although I dowhich professional entry is based. The General
not have it broken down into primary andTeaching Council’s code of values is now part of the
secondary, that behaviour management will matterqualified teacher status standards. That has been an
even more to secondary for the simple reason that itimportant move for the profession in that they are
seems to matter more to secondary teachers thanvalues which have been signed up to through
primary teachers in general.consultation with the profession. The Council

believes that there is an issue in how the enactment
of professional standards occurs. Are professional Q91 MrChaytor:One of the issues you raise in your
standards best carried into the classroom through submission to the Committee is the question of
the profession having a significant contribution to flexible working patterns for those reaching the end
their definition? That is a role we can helpfully fulfil: of their career. What are the real specific
ensuring that is the case. On the issue of professional obstructions to getting a more flexible system as
development, we are making a major contribution. people approach retirement? Is it simply the pension
We have just set out a professional learning being based on the last three years’ salary or however
framework which maps the kinds of professional it works? How could the system be made more
development which teachers and research show are flexible and what representations have you made to
eVective in supporting pupil learning. the Government to suggest it should be made more
MrBeattie:We do have a very real role and that role flexible?
is the regulatory role. This is the first time this Mr Hill: The detail of what goes on in pensions is
profession has been regulated in this way. It is a much more in the area of pay and conditions, so it
major undertaking and our core activity at the would be for the teachers’ unions to make specific
moment is to get that registration perfect and to recommendations.
carry on with the regulatory, disciplinary work and
build up that clear code of standards and conduct Q92 Mr Chaytor: You made the point in your
that we want for the profession. submission, so presumably the GTC has a view as to
Chairman: Thank you for that. I want to look at how it should change. What is the essence of the
reasons for leaving the profession now in more problem?
depth. Mr Hill: The essence of the problem at the moment

is that teachers who might seek to work less and
Q88 Mr Chaytor:Of those who leave the profession stage an exit to their careers are largely bound by
at whatever stage of their career, is there a significant their own personal financial circumstances which
diVerence between primary and secondary teachers? would include the implications for their pension if
Mr Hill: In terms of numbers or the reasons? they reduced the numbers of days a week worked.

Q93 Mr Chaytor: Is that not always going to be theQ89 Mr Chaytor: Yes, is there statistically a
significant diVerence indicating that either case? You seem to be arguing that the traditional

model of working until you are 60 and suddenlysecondary are more disaVected or primary are more
disaVected or is it across the board? retiring needs to be changed, needs to be made more
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flexible, but the problem of making it more flexible take early retirement. I have a number of colleagues
at the moment taking early retirement—two to beis always going to be a financial one, is it not? What

I am trying to get at is whether there is something precise—who are going to find life quite diYcult as
a result, but they are determined to go. I couldwithin the teachers’ pension scheme which prevents

it being more flexible for those who have the foresee a situation in schools where we began to
recognise this as a professional issue and not anfinancial stability or the financial security to work

less. individual issue, just solitary individuals who are
finding life hard and want to get out, where we sayMr Hill: Clearly there is. Our reference to flexible

employment, both in the case of teachers reaching there is a great reservoir of experience in those
people, they carry the history of the profession tothe end of their careers and in more general terms,

has more to do with the middle of their careers with some extent and it is going to be lost when they go.
reduced hours worked, part-time work, job sharing So let us look at some of the things we can do. What
and so on.With teachers at the end of their careers it is it that makes their lives so diYcult at the moment?
also has to do with what they do with their time and It is probably teaching full time in the way they
whether there are ways in which those teachers always have done. On the other hand—we talked
would be able to continue to work full time for earlier about entrants coming into the profession—
longer. let us move them into mentoring positions, let us

give them the opportunity to be responsible for
performance management, so they can use theirQ94 Chairman: David Chaytor is asking you a
expertise as teachers to watch young teachersspecific question. Those of us who have talked to
teaching and suggest how they might do thingssenior police oYcers about how to keep good
diVerently in the light of their greater experience. Letexperienced police oYcers whowould like to stay on,
us see whether we can send them out to do somehave asked them what inducements there should be
work with our primary colleagues. The ones I amin pension and other arrangements, in order to
talking about at the moment do have areas ofattract senior oYcers, oYcers of any rank,
expertise which would be quite useful in primaryparticularly senior and middle ranking oYcers, to
schools. If I look at the situation with which I amstay on for five or ten years. They have a specific
familiar, which is a very large secondary school, thenumber of very detailed suggestions as to how you
only one in town with a whole series of satellitecould change pension arrangements and so on in
primary schools feeding into it, because we have theorder to do that. Have the General Teaching
sort of committee where all the heads of primaryCouncil got specific proposals to make it more

attractive for your people to stay on? schools come together with our own head and
Ms Stephens: No, we do not. We believe that is the consult on issues for the whole town, we could start
proper work of the teachers’ unions in negotiating in that sort of situation to develop a scheme whereby
diVerent terms and conditions which apply to the some of the teachers like that might move out to do
profession and that is outside our remit. some things in primary schools and they could swop.

It would be quite useful to have the primary maths
teacher who is currently teaching key stage 2 mathsQ95 Mr Chaytor: Your brief is to advise
to come and work in key stage 3, for instance. ThatGovernment on all aspects of the profession, so how
sort of thing. It would have to be local solutions andcan that be outside your remit? This is a key issue to
that is one of the things.maximise the potential of long-serving career

teachers.
Ms Stephens: Absolutely. We would advise them to Q98 Mr Chaytor: Have you advised theworkwith the teachers’ unions on such amatter; that

Government about these options or are you goingwould be our advice.
to?
Mr Beattie:We have not done yet. We need to work

Q96 Mr Chaytor: It is not very helpful advice. those through in our own committees first before we
Mr Beattie: I must come to my colleague’s support can go to the Government with them.
here. We have to be very, very careful the minute we
enter this arena of pay and conditions; there are
great sensitivities around that. To answer one of the Q99 Mr Chaytor: Can I shift the topic a little? In
questions which was asked earlier, there is already a terms of the reasons for people leaving, the
stepping down arrangement in the teachers’ pension workload, the initiative overload and so on, do you
scheme. If you no longer want to carry particular think the Government has responded to the
responsibility, then you can negotiate that. messages from that survey in recent times? How do

you think the proposals on reforming the workforce
will help or hinder that?Q97 Mr Chaytor: You cannot negotiate stepping
Mr Beattie: Speaking in purely personal terms, thedown to 50% or 75%.
Government clearly has responded in terms of theMr Beattie: I do not know the details of it. I have
work on the remodelling of the school workforce.known colleagues who were interested and I have
How the individual proposals will work out intold them that there is such an arrangement and they
practice wewill have towait and see. I hope that theyshould phone the union and they will be told about
will be really successful, but I am going to call myit. That is the extent of my knowledge. That is
colleagues from the research and policy departmentssomething we really cannot get involved in. On the

other hand, I can foresee ways in which you could to carry on this discussion.
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Ms Stephens: Certainly we made the case to the described as accountability in relation to things to
do with inspection and assessment procedures asGovernment, one that had long been evident, that,

particularly in primary schools, teachers had not they exist at the moment.
Ms Stephens: One of the things we would say tohad any guaranteed time for preparation and

planning for assessment. It seemed to us that this Government in all of this is that as you monitor the
eVects of reduction of workload, as you monitor forwas a key factor, not only in retention but also in

quality of teaching in the classroom. The national the eVects of the increase in professional time, also
monitor for the eVects on morale, also monitor foragreement, as you will be aware, is designed to

deliver changes on that basis. The extent to which the eVects on retention.
those are realised is really in the air at the moment,
particularly in the current funding environment, but Q102 Mr Chaytor:Are the two separate? Is one not
one does not need to go much further on that. a proxy for the other?

MrHill: Something we have not said clearly enough
from the beginning, and I would certainly have saidQ100 Mr Chaytor: What about the initiative

overload then, or slowing down of the pace of new it in response to the question about the major thing
I would take from the survey, is that the headlineinitiatives? Do you detect any positive response by

the Government there or do you think the pace of grabbing from the survey was all to do with the
extent to which there might be so many teacherschange has carried on?

Mr Beattie: Mr Miliband got a round of applause, leaving within a certain period of time and it was
unpicked and it was clearly misleading andthe first round of applause we have ever had at the

General Teaching Council, when he announced that unhelpful. You can ask probing questions about the
extent to which there is or is not a retention problem,he had yet to launch any initiatives. There does seem

to be some movement in that direction. I would butwhat the survey does highlight very clearly is that
there is an issue of teacher morale and it is an issuesense at the moment that there is a wave of initiatives

around, but on the other hand I have just seen a which leads to quite surprising findings, like the one
you mentioned in relation to the 10% who saw it asconsultation document on the achievement of ethnic

minority students and just last week there was not their responsibility to do anything about the
public perception of teachers, but that is not mysomething about styles of teaching and learning

which the Government wants to bring into schools. experience of what teachers do on a day to day basis
in their contact with parents. We cannot emphasiseSo there are initiatives out there. I suppose what we

must hope is that the sorts of initiatives which now enough the extent to which that survey and the other
evidence to do with the reasons teachers give thatcome over the horizon are recognised by the

profession as being helpful to them but primarily to they might leave are also to do with teacher morale
and an indication of where that is in the professiontheir students first of all and then to themselves

rather than initiatives which they see as an at the moment. The other big thing to say about
retention is thatwhatever the global picture, and youadditional burden on already overworked teachers.
know this only too well in relation to the secondary
subject specialists, and certainly the LondonQ101 Mr Chaytor: In terms of the bureaucracy
situation, the way in which teacher supply andwhich is often related to initiatives, do you have any
teacher retention issues can impact on individualsense that the level of bureaucratic demands in terms
schools can be quite substantial and there areof record keeping or completion of returns is
diVerential eVects to be considered.improving?

Mr Beattie: I have only anecdotal evidence on that
and at the moment the sense is that it is not Q103 ValerieDavey:TheGovernmenthas responded

to theworkload concern by emphasising the need fornoticeable. My colleagues may have more specialist
information. more teaching assistants. That is an area which has

been either acceptable or contentious, depending onMs Stephens: Just in terms of the extent to which
Government is acting. A new unit has been set up of the diVerent trade unions. How do you feel about

that and how do these new assistants coming in,teachers and head teachers, the implementation
review unit, which is going to act as a monitor on these higher level assistants, come into your

responsibility or do they not? Are they part of yourthat very point of the extent of reduction of
bureaucracy, of unnecessary paperwork. brief? Could they be registered with you or not?

Ms Stephens: On the first part of your question, ourMrHill: In relation to the original question, I might
want to say more about some of the other things the view would be that teachers are those primarily

responsible for the teaching of pupils. ExtendedGovernment has been doing which address key
factors that teachers have cited for either lowmorale support through the contribution of properly

trained other adults has been seen to be beneficial.or actually leaving the profession.We have reducing
workload but we also have the improving behaviour There is some limited research evidence, there is a

wealth of intuitive evidence, testimony from theand attendance programme as another. We have
been advocates of a CPD strategy and although profession and there is some correlation on school

improvement as well. To that extent, and to theGTCwill be giving further advice on its reservations
about where that is heading, that has been a major extent that other adults in other capacities can

relieve some of the administrative burden of teachersfactor which has addressed the sorts of issues. We
have already highlighted our main concern that the for which their training presumably was not

destined, the Council supports the contributionmissing bit has something to do with what we have
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other adults make, underpinned by clear national qualified teacher status. The General Medical
standards and clear training. Currently the high level Council does have the responsibility to set the
training assistants do not fall within the provision of standards for primary medical qualification, but the
the legislation for the General Teaching Council, General Medical Council does not have, in the way
which was set out to register those who have we have, that statutory duty to provide advice on
qualified teacher status. There is nationally an issue that range of issues such as the retention or
on para-professionals and the extent to which they recruitment of the profession we have been talking
are within the regulatory frameworks that more about today. Similarly, we have a statutory duty to
highly qualified and trained individuals are. It is not regulate those with qualified teacher status. That is
just in the teaching profession, it is wider than that, very similar to the General Medical Council which
although my understanding is—I would not say this also has a duty to regulate only those people with
with absolute conviction—that the new Social Care primary medical qualifications. The General
Council does embrace para-professionals as well as Medical Council would not expect to extend its
those trained as social workers. I am pretty sure that remit beyond those people and the Nursing and
is the case. Midwifery Council has a particular remit to regulate
Mr Meyrick: That is my understanding. registered nurses but does not at the moment have
MsStephens: Theremay be something of an irony in any power to regulate nursery nurses, for example.
that those with the greatest levels of scrutiny and If those nursery nurses happened to have qualified
public accountability are those with the greater teacher status, then they could fall under the
levels of training. regulation of the Council, albeit that they are not
Mr Meyrick: The General Social Care Council will required to be registered under the current statutory
embrace all types of social worker. It is not a framework. In terms of the future of regulation of
requirement at the moment for any of those people people who are in the classroom, there is a debate to
to be registered with the General Social Care be had with Government about how that is best
Council. I understand that the intention is that delivered, whether the General Teaching Council is
gradually certain types of jobs will come under the best placed for that role or whether some other way
requirement through employment requirements but of regulating those people might be found for the
at the moment the General Social Care Council is future and we should be delighted to contribute to
entirely voluntary based. that debate. At the moment we have a very clear

regulatory responsibility for those with qualified
teacher status.Q104 Valerie Davey: Do you anticipate that this

will or should be an extension of your work, given
that this is certainly within the education ambit and Q106 Chairman: You put very clearly thewill be increasingly in the future, together with the

regulatory case and the comparison with otherimportant role of managing that group which is the
bodies very well and succinctly, but in terms of theteachers’ responsibility.
other role you alluded to, giving advice to theMs Stephens: There would be merit in having a
Government, you are a regulatory body with asensible discussion with Government about that.
degree of independence, or you should have, soThat would be the position of the Council generally;
when you give advice to the Government is itthat is not a personal view. There would be merit in
published, is it in the public domain?having a discussion about whether that might be a
Mr Meyrick: Absolutely.problem.

Q107 Chairman: All of it?Q105 Chairman: That does bring us back to the
Mr Meyrick: Yes.definition of your role, whether you are a regulator

and whether, if you are a regulator, everything else Ms Stephens: Yes.
you might be tempted to do—because it is so Mr Meyrick: Absolutely. Without being pedantic
tempting to do other things once you are set up— about it, you kept emphasising that we are a
could make it very diYcult for you to run that regulatory body, but the legislation is very clear: we
regulatory role in quite the independent way that are a regulatory and advisory body. We have two
people would want you to? very clear prongs of our responsibility and our role.
Mr Meyrick: It is important to go back to the Yes, we are a regulator, but yes, we are also required
legislative framework which establishes us and also to provide advice on a statutory basis.
to look in some senses at the diVerences already
highlighted between ourselves and an organisation

Q108 Chairman:What I was trying to tease out withlike the General Medical Council. We have been
some of my questions was the way in which thatgiven a dual responsibility to regulate the profession
regulatory role and the advisory role aVected onebut also to provide statutory advice to the Secretary
another. One of the strands which interests us veryof State and others on a whole range of other issues.
much is, if you have an advisory role, what theWe have not been given, as the General Medical
quality of your advice is, in other words what is itCouncil has, the responsibility of inspecting the
based on? If it is based upon something likeprovision of teacher training, where the General
evidence, where do you get it from, otherwise areMedical Council has a responsibility to inspect the
you not just like the trade unions and campaignersprovision of medical education. We have not been

given the responsibility to set the standards for rather than advisers based on evidence?
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19 May 2003 Mr John Beattie, Ms Sarah Stephens, Mr Alan Meyrick and Mr Keith Hill

MrMeyrick:May I give you a particular illustration came in through, with information about their
ethnicity etcetera captured on that register for thoseof thatwhich is one of the specific areas of regulatory

responsibility we have, which is that we now are the 500,000 registered teachers, that is going to become
a hugely powerful tool for supporting policy advice.appeal body for those teachers who are unsuccessful

and do not pass their induction year. In that role Of course it is early days at the moment, but we have
the potential to build on that.members of the Council sit as committees to hear

cases of individual teachers who have failed their
induction year. There has been a direct read-across Q109 Chairman: That is most useful and exactly

what we want to see as you develop and having ainto the advice we have been able to provide to
Government and to providers of the training around regular relationship with this Committee as well. As

you mentioned the policy advice you give tothe induction year into saying look, there are some
specific lessons we are learning as a result of hearing Government is on the record in the public domain,

can we have some examples of the sort of stuV youthese cases on inductions, which can read directly
into the sort of structures, the sort of support which have been saying to Government on teacher

improvement and retention?Would you send that toare required in order to deliver very good induction.
There is an absolute direct correlation there between the Committee?

Ms Stephens: I am so sorry, I had presumed that weour regulatory work on the one hand and our
advisory work on the other hand. As we grow as a had already done that. Certainly, yes. We will

certainly make available the advice that we havecouncil, that sort of read-across is going to grow and
grow: the use, for example, of the register, which has submitted thus far.

Chairman: Thank you. That is the note on which tothe potential, we would all acknowledge, to be
an absolute key tool for supporting policy end our deliberations. It has been a long session for

you and I really am grateful. It was long and mustdevelopment.Whenwe are able to have a register on
which we are able to track individuals through their have felt even longer because we lost three quarters

of an hour with voting. From the bottom of mycareers as they move in and out of those careers
according to the entry point, the type of entry they heart, I know how long it is sitting there, thank you.

Supplementary memorandum submitted the General Teaching Council for England (GTC)

Introduction and Background

This memorandum is oVered in order to provide the Education and Skills Committee with additional
information promised by GTC representatives during the session on 19 May 2003. It also contains
supplementary information on studies and position papers referred to in the session to explain references
to activities that were provided as part of the evidence gathering.

NB: Additional information is not organised according to order of importance but as references were
made during the session, with question reference and page numbers for ease of reference.

1. GTC Research Budget (Q16)

The GTC oVered to clarify details of the GTC’s research budget. It is as follows:

— The budget allocated to research conducted by external researchers (see later briefing) is £190,000.

— The GTC also has a budget of £20,000 for teacher focus groups to engage the profession in in-
depth discussion on professional issues that inform GTC policy advice.

— There is also a budget of £10,000 to continue to develop the research potential of the GTC’s
Registration Database, including hosting the Teacher Data Forum and commissioning specific
work such as the Scoping Study (see later). Additionally, £20,000 is provided as part of this year’s
budget to conduct a pilot survey of teachers using the GTC Registration database (see point 8 for
further information).

In addition, corporate development activity to improve the architecture, structures, management
and validation methodology of the database, will contribute to the capacity of the database to
support research.
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2. GTC Advice (Q29)

In response to Q29, the GTC refers to its first advice on the development of the National CPD Strategy
and the Role of Other Adults. They are attached as Appendix I and Appendix 217 respectively.

3. GTC Teacher Data Forum (Q34)

The GTCmakes several references to the Teacher Data Forum during the evidence session. Appendix 318

is a paper which gives background and puts into context the work of the Forum, as well as oVering a briefing
on its initial work, a pilot study which has begun the task of identifying, logging and assessing the key data
sources and datasets on the teaching workforce. Some of the Forum’s key recommendations include:

— constructing some new, strategic primary data-gathering exercise which might well include a
survey of 10,000 graduates every two years;

— agreeing a set of definitions on the categorisation of teachers by contract, phase, full-time or part-
time; and

— referencing existing datasets.

Additionally, the GTC is working closely with the Department for Education and Skills (DfES) on the
development of the Adult Common Basic Dataset in order to create an eVective partnership platform for
data management and exchange for the whole school workforce.

4. Comparable Data Between the Professions (Q57)

Appendix 419 is an extract from a paper discussed by the GTC’s Professional Development Advisory
Committee in March 2003. The Professional Development Advisory Committee is one of the four advisory
committees that Council members contribute to in supporting the development of education policy. The
excerpt provided explains the GTC’s involvement in studies across professional comparisons through its
membership of the Professional Associations Research Network, a non-political membership organisation
set up to undertake research and provide networking opportunities for professional associations and their
regulatory bodies. The GTC is now participating in the study referred to in the appendix.

5. GTC’s First Advice on Retention (Q58)

The GTC refers to its initial advice on retention. This piece of advice has informed the OECD Project on
Attracting, Developing and Retaining EVective Teachers: Country Questionnaire. The evidence is attached
as Appendix 5.20

6. GT/SAGA Research on “The Needs, Expertise and Experience of Older Teachers” (Q59)

The GTC refers to a study of teachers aged 45! that the GTC, with support from SAGA, has
commissioned from the Centre for Education Leadership and School Improvement (CELSI) at Canterbury
Christ Church University. The purpose of the study is to investigate how best to utilise and retain the
experience of this key group of staV in order that the GTC can make further recommendations. The study
started in May 2003 and is expected to report at the end of December 2003/beginning of January 2004.
Appendix 621 provides the full brief for this research as provided to the tenderers.

7. Cohort Study (Q71)

The GTC refers to a “cohort study” on young teachers. The title for this piece of work is Research into
Initial Teacher Training, Induction and Early Professional Development: A comparative study of teachers’
experiences as trainees and their early career progression. The brief on this study is attached asAppendix 7.22

8. London MetropolitanUniversity Work on the EthnicityBased on the GTCMORI Survey (Q75)

TheGTC refers to additional work being undertaken by the LondonMetropolitanUniversity to test how
representative the GTC MORI survey is in terms of ethnicity. This work is in development and the GTC
will provide the Committee with copies of any findings/reports once completed.

17 Not printed.
18 Not printed.
19 Not printed.
20 Not printed.
21 Not printed.
22 Not printed.
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9. Registration Database (Q108)

LEA information

In its closing remarks, the GTC refers to the register as a “key tool for supporting policy development”.
The Committee has already received copies of the GTC’s National Digest of Statistics, and the Council is
now preparing (subject to permission of participating LEAs) examples of anonymised versions of workforce
profiles prepared for Local Education Authorities to inform their work. These will be forwarded.

Pilot survey of teachers using the GTC Registration database

Additionally, as part of the research budget bid for 2003–04, the GTC is conducting a pilot survey of
teachers using the GTC Registration database in order to:

— test the capacity of the database to provide a sampling basis for surveys; and to

— model the necessary stages in conducting a good survey.

Although the database is still under development in terms of capturing and validating a range of data on
teachers, this small-scale survey is critical in testing the capacity of the database to informGTCpolicy work.
TheGTC allows access to its Registration database, under strict terms and conditions and in full compliance
with the Data Protection Act. At the moment this access is restricted to the DfES and Non-departmental
Public Bodies.

June 2003
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Wednesday 11 June 2003

Members present:

Mr Barry Sheerman, in the Chair

Mr David Chaytor Jonathan Shaw
Paul Holmes Mr Andrew Turner
Mr Kerry Pollard

Memorandum submitted by Professor John Howson

1. Introduction

1.1 No employer would expect their entire workforce to remain in the same post forever. Indeed, too little
turnover might lead to claims of a static labour force that was not ready to accommodate change. However,
too much turbulence in the Education workforce can also be a problem, especially if it aVects continuity to
such a degree that children’s education is impaired.

1.2 One of the major drawbacks of any discussion relating to the present position regarding the
movement of the workforce in schools, whether teachers, classroom assistants or other staV, is that relatively
little information is collected on a regular basis. By contrast, much more is known about the entry of
teachers, if not other workers, into the education labour market, particularly if they join the profession
immediately after training. In some cases their exit is also monitored. But the best data is still only available
for those teachers who are members of the Teachers’ Pension Scheme (TPS).

1.3 Such information as there is, on a national basis, concerning the education workforce comes mainly
from the PLASC (Pupil Level Annual School Census) or the 618g census complied by LEAs for the DfES.
Additionally, limited information is available from theDTR (Database of Teacher Records), but it does not
provide helpful information on current trends in the labour market.

1.4 Local Authorities may collect additional information, but there is little by way of national standards
for such information. Some local authorities conduct “exit interviews” or ask leavers to complete
questionnaires. These are often administered through theRecruitment StrategyManager (RSM), where one
is in place. However, it is possible that many LEAs do not see the importance of good management
information in this area, now that money is “passported” directly to schools. Indeed, unless central
government is prepared to pay for this service it is unlikely that schools would be convinced of the usefulness
of such information. An additional problem is that the contracting out of LEA services, or indeed whole
LEAs, may have resulted in data collection services being omitted from the specification in the contract.

1.5 There are also irregular research studies, such as those carried out principally by Centres at London
Guildhall University and Liverpool Universities. By contrast, EducationData Surveys has been conducting
a longitudinal study of turnover amongst all staV in the Leadership Grades for the past 18 years; our views
will be discussed later in this paper.

2. When does Teacher Retention Become a Problem?

2.1 There are many reasons why teachers leave their jobs. Some are inevitable; such as retirement at
pension age; completion of a fixed-term contract; relocation of a partner or spouse to a new post in another
part of the country, departure due to poor health, accidents or even, sadly, in a small number of cases, death
in service.

2.2 Additionally, some departures may be temporary, such as for maternity leave, or to undertake a
period of professional development. These teachers often, but not always, return to their previous posts.

2.3 However, the bulk of themovement in teacher workforce each year is to another post within teaching,
usually in another school, and often as a result of a promotion. The amount of turnover is likely to be
aVected by a number of factors, including government policy decisions. Thus, when schools are expanding,
due to either increased pupil numbers or extra funding they may create additional posts, often with
responsibility points attached to them.

2.4 Central government can aVect this trend by the rate at which new posts are created, whether through
initiative such as the Literacy or Numeracy Strategies or through new posts such as Advanced Skills
Teachers or the Assistant Head Teacher Grade.

2.5 The creation of the Upper Pay spine may well also have had a short-term eVect on turnover, as some
teachers will have delayed amove to another school until they had passed through the threshold at the school
where they were then working.
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2.6 Indeed, it was this reduction in turnover as teachers waited to ensure they had two years experience
in one school that may have been a key component of the turbulence experienced in the labour market for
teachers during the summer of 2001. The additional funding provided to schools that year by the Chancellor
probably didn’t help the situation. As that has now changed, Education Data Surveys has been monitoring
recent trends in advertisements for teaching posts. Whilst not an infallible method it does provide pointers
to what may be happening in the labour market. For secondary mathematics and science posts and all posts
in the primary sector that we have been monitoring, there has been a considerable reduction in the number
of posts advertised this year, even before the present budget crisis became a national issue.

Source: Information supplied by TES to the author
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Source: Information supplied by TES to the author
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2.7 Teacher turnover only becomes a serious problem when either the numbers exiting the profession are
greater than those entering or the numbers entering are insuYcient to satisfy the demand from schools
for teachers.

3. The Importance of Retaining Teachers in their First Five Years

3.1 Recently, there has been a focus on the number of teachers quitting during their first five years in
teaching. The assumption has been that such teachers have been quitting in greater numbers than in the past,
and that the cost of this wastage has been unacceptable to the profession. This issue has often been linked
to the overall ageing of the teaching profession, a problem that will result in the number of teachers leaving
through retirement rising sharply from around the middle of this decade. Retirement levels will then remain
at high levels until around 2015. A reduction in the number of teachers leaving in their first five years will
help reduce the numbers that need to be attracted into the profession.

3.2 All too often, because of the problems with the availability of up-to-date information, when there has
been discussion about the level of early departure from the teaching profession, there is a risk that
commentators just add together the numbers lost during training, to the numbers who don’t enter teaching
during the first year after completing training. Whilst it is true that this provides a gross figure for the loss
of teachers, compared with those that had entered training, it does not provide for the number of “late
entrants” to teaching. For a more accurate figure on the destinations of trainees these late entrants must be
added back into the total.

3.3 The following chart based on data provided by the DfES from the DTR tries to reconstruct the
history of those who qualified as mathematics teachers in 1995 and 1996.
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Source: DfES data supplied to the author
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3.4 As the source of the data is the DTR, it is possible that there is some under-recording, for instance—
of part-time staV who haven’t entered the Teachers’ Pension Scheme and of teachers who opted to work in
the “Supply” sector. Additionally, the figures do include some teachers working in the fee-paying sector and
in further education, such as Sixth Form Colleges, as well as those who are employed in the maintained
sector.

3.5 From an analysis of the graph, it would appear that while only 53% of the 1995 Mathematics
Completers were still employed in schools in England in 2001, some 85% had been in service at some point
during the period. Of those who trained in the North East, over 90% had been in teaching at some point,
and some 60% were still there in 2001. This may reflect the relative lack of alternative graduate careers in
the region. By contrast, in the South East, where competition for graduates was greater during this period,
the retention level was just 41% by 2001, although 89% had been in teaching at some point.

3.6 For London the percentages were 83% who had had some experience of teaching, and just 50% of
“completers” still in teaching in 2001. This means that of the 219 trainees who completed training in London
in 1995, 182 had taught at some point and 109 were teaching in 2001. However, of the 124 (of the 219
Completers in 1995) who entered teaching in 1996, only 83 were still in service in 2001 and had completed
five years of service.

3.7 There is always a concern that past data may not be useful to predict the future. The period from
1996–2001 was one where teaching as a career did not seem to be attractive to many, for a variety of reasons.
The media was continually carrying negative stories about schools and in particular the diYculties of
maintaining discipline in the classroom. It must be remembered that these students did not benefit from any
formal induction programmes on entry to the profession. They also received little or no financial help during
their training at a time when the State was transferring part of the cost of higher education onto the
individual. Salary levels often fell behind those for graduates in the private sector during the “boom” years
of the late 1990s. Taken together these factors may have aVected retention rates.

4. The Leadership Grades

4.1 There are particular problems with retention amongst those on the Leadership Grade. For many
individuals, an appointment to this grade is their last career move. The next move is to leave the profession.

4.2 Last year I conducted a study for the National College of School Leadership. This was the first
attempt to correlate the length of head teacher’s service with a school’s PANDA grade. The outcomes are
summarised below:

The analysis revealed a definite association between the length of service of the head teacher and the
PANDA grade for the school.
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In both primary and secondary sectors:

— A* schools had the greatest percentage of heads that had a length of service of over six years in the
same post. Nationally, this category also had the smallest percentage with 0–3 years of service by
a head teacher at the same school.

— E* schools had the smallest percentage of schools with heads having a length of service of 6! years
in the same school and the largest percentage of schools where the head teacher remained in post
at the same school between 0–3 years.

— The research confirmed a clear division between the profiles of the length of service of head
teachers in the two A gradings and the two E gradings. Both A and A* school categories had more
heads with a length of 6! years service at the same school while both E and E* categories had a
greater percentage than any other category of schools where the head teacher remained at the same
school for 0–3 years.

— There are many factors that may aVect the strength of the association between PANDA ratings
and head teacher turnover. These include both educational changes that have impacted nationally
during the period under review and performance and management factors more specific to
individual schools.

Source: The relationship between head teachers’ length of service in primary and secondary schools and
selected PANDA grades—John Howson (2002) Published by the National College for School Leadership

4.3 For the past nine years Education Data Surveys has been working with the two main head teacher
associations to monitor trends in the appointment of new leaders for maintained schools in England and
Wales. One question we have asked was: “Why was the post advertised?”

4.4 As the graphs reveal, early retirement before the age of 60, with or without enhancement, has been
a key reason why many schools have had to seek a new head teacher during the past few years. For primary
schools appointing a newhead teacher, early retirement figures rose from28% in 2000 to 33% in 2002; figures
for this year have reached the 25% mark already. In secondary schools, early retirement accounted for
roughly 30% of all cases. Data for this year indicates a similar trend as 30% of the schools already having
sent in questionnaires stated that their need to advertise the post was due to the early retirement of the
present head. Special schools’ figures rose from 24% in 2000 to 31% in 2002, with this year’s data being not
far below the average of 29%.
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Advertisements for Secondary Headships 2000–2003

Another headship Another post in education Post outside education

Retirement at 60 or older Retirement before 60 Other

2000 2001 2002 2003 2000-2003

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

Advertisements for Special Headships 2000–2003

Another headship Another post in education Post outside education

Retirement at 60 or older Retirement before 60 Other

2000 2001 2002 2003 2000-2003

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%



Ev 36 Education and Skills Committee: Evidence

Year Primary (All) Secondary (All) Special (All)

2000 1,084 163 34
2001 965 163 52
2002 1,046 222 75
2003 (May) 524 102 35
2000–03 4,402 650 196

Note: Totals in this table relate to the percentages given in the graphs above.

5. Evidence from the USA

5.1 Recent research evidence from the USA, presented this April to the American Education Research
Association Conference in Chicago1, suggested that factors aVecting retention in the teaching profession,
as opposed to turbulence, could be divided into either structural or institutional factors. As many School
Boards in the USA have similar teacher recruitment and retention issues to LEAs in this country, the
research may oVer some pointers to help understand the position in England.

Structural factors

5.2 These included the salary teachers earn. When teaching salaries are more competitive with business
sector salaries, teachers are less likely to leave teaching. This may now be particularly important during the
early years of teaching, when the need to repay the financial investment of undertaking higher education,
as well as gain a foothold in the housingmarket, may place significant financial pressures on young teachers,
particularly in higher cost areas of the country.

5.3 Similarly, the opportunity cost of a teacher’s degree may aVect their staying on rates. Mathematics
teachers are amongst those graduates whose knowledge and expertise are widely in demand and, therefore,
are more likely to leave teaching than teachers with degrees in subjects with a lower opportunity cost.
However, all teachers have skills that can be used elsewhere in the labour market.

5.4 Policy decisions such as identifying schools as “failing” may aVect turnover in those schools. It may
also aVect the desire of teachers in those schools to remain within the teaching profession.

5.5 The age profile of the profession can aVect retention rates. At present a significant percentage of
teachers are within 10 years of retirement. Whether they stay to retirement may depend upon whether they
have paid oV their mortgage, trends in interest rates, future likely levels of salary rises versus number of years
of contributions to the pension scheme and other lifestyle decisions.

5.6 The attitude towards work amongst men and women professionals in later career stages is important,
but as yet little researched. Teaching is a professionwhere the total number of women employed significantly
outnumbers the number of men, in both primary and secondary sectors. Little is known of the career
decisions of women with working life patterns similar to men, but in the late stages of their careers, since
the feature of large numbers of women remaining active in the labour market for the whole of their working
lives is a very recent phenomenon.

Institutional factors

5.7 Teachers are more likely to remain in teaching where they have positive perceptions of the support
they receive both from colleagues and from those responsible for their management. This view has been
endorsed by a recent study of the Induction Year conducted by researchers at the London Institute of
Education.

5.8 Teachers are more likely to remain where students are more committed to their work.

5.9 Secondary school teachers who are required to teach “out of field” are more likely to leave than
secondary teachers teaching the subject of their training.

5.10 In England, the perception that a teacher’s workload is unacceptably high may also be a negative
factor that needs addressing.

1 The author of this paper has not been able to gain clearance from the presenters to allow direct quotation from the papers
without their authority.
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6. Conclusions and Suggestions for Action

6.1 At present, a strategic review of the School Workforce statistics is being conducted by the DfES for
the OYce of National Statistics. The DfES should be encouraged to put in place measures to improve the
speed of the information collected about teachers who leave the profession. This would allow policy
decisions to be made on data that is more up-to-date than at present.

6.2 LEAs and schools should be encouraged to conduct exit interviews with teachers who leave. Where
appropriate this should include questions about the reasons for leaving. Feedback from these interviews
should be used to influence human relations policies by policymakers at all levels within the school system.

6.3 LEAs should ensure schools fully implement the terms of the Induction Year and that NQTS are
provided with the appropriate reduced timetables and access to training courses. This will be especially
important when budgets are under pressure, as some head teachers might be tempted to save money.

6.4 Funds for the Induction Year should be “ring-fenced” by LEAs and should not form any part of a
school’s core budget. This is particularly important for the primary sector, where not all schools employ
NQTs every year, and falling rolls may put school budgets under pressure for the next few years.

6.5 Consideration should be given to oVering all trainees who pass their training employment in a
national teacher pool for twelvemonths after qualification, if they do not find a teaching appointment before
the start of the term after they qualify. At present, if the teacher employment market is rationale in its
operation, the best students will find teaching posts quickly. However, if there is any over-supply of trainees,
weaker students may need to wait before finding teaching posts. This wait may reduce their eVectiveness,
as they may lose what proficiency they had. They may also find teaching posts in more demanding schools.
Such problems may reduce their eVectiveness as teachers and increase the likelihood of their leaving the
profession.

6.6 As demand for teacher training places has been increasing since the introduction of the Training
Grant in 2000, some consideration might be given to re-opening an early retirement scheme, funded
centrally. The aim would be to prevent the possible eVects of significant levels of teacher retirement arising
at a point in the economic cycle where teaching had a lower opportunity cost than at present. This move
would also help to produce a more balanced age profile for the teacher workforce and prevent the “yo-yo”
eVect of moving from a profession with a large percentage over 50s to one with a similar percentage under
30, many of whom would be forced to undertake senior roles before they had had suYcient experience.

6.7 With the implementation of the Workload Agreement, the monitoring of staV turnover amongst
others in the school workforce should aim to prevent similar retention problems that have been experienced
with teachers.

6.8 Regular research should be undertaken to identify whether certain types of teacher training courses
are more likely than others to provide good quality teachers who are willing to remain in the profession.
Research should also monitor whether there are diVerent rates of retention by gender, ethnicity and age of
trainees and amongst teachers. Teacher training should be adequately funded to cope with the demands
placed upon it in preparing excellent teachers.

6.9 The National College for School Leadership should ensure that those on the NPQH training course
for intending head teachers are made aware of the benefits of good leadership on levels of teacher retention.

June 2003

Memorandum submitted by Professor Bob Moon and Mrs Elizabeth Bird, The Open University

Summary of Evidence:

— Problems of teacher supply and retention are facing many countries; encouragement to develop
more diverse entry points into teaching often with the purpose of attracting mature entrants,
extends beyond the English context.

— In some other countries the Civil Service status of teacher trainers and teachers linked with
stronger local and regional networks allows better “management” of transition into teaching and
provides more accurate data on retention.

— Nearly 5,000 teachers in England have been trained via a part-time, OU routeway. Mature
entrants have diVerent characteristics than their peers who entered teaching at an earlier age:
Mathematics and Science, for example, are the most popular secondary subjects, and primary
teachers are much more likely to have Mathematics and Science backgrounds: additionally they
bring valuable other vocational experience to the classroom.

— A part-time, mature entrant route is particularly attractive to teachers from ethnic minority
groups: mature entrants from the Open University reflect the population distribution of the
country and higher numbers, therefore, exist in some of the areas of greatest teacher need (such as
London).
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— The formal data collection on those entering teaching significantly underplays levels of mature
teacher retention: the mature entrant may enter at a number of points in the early years after
training and this is not picked up by the “once only” year following training census point. (This
research suggests this may also be true of other training routes thus exaggerating the percentage
drop-out between training and teaching.)

— Mature entrants, contrary to some conventional views, do not appear to find any more diYculty
in obtaining posts than others although, and this is significant, they may find it diYcult to have
their prior experience recognised on the pay spine.

— Mature entrants are ambitious to gain career enhancement and progression and there is evidence
to suggest that significant numbers are promoted within two years of qualification.

1. Context

1.1 The Centre for Research and Development in Teacher Education at the Open University has, over
the last decade, carried out a number of studies of teaching and teacher education policy at a national and
international level. This evidence looks, in particular, at the significance of mature entrants to the supply
and retention of teachers. This work is located alongside other studies that provide important contextual
information.Most recently, for example, the Centre has co-ordinated a study forUNESCOon teaching and
teacher education in the European regions (Moon, 2003) which builds on an earlier study of international
developments (Moon, 1999). These studies provide important contextualising factors for reviewing the
current English situation. In summary, a number of general points emerge:

— that across nearly all European countries governments have adopted an interventionist approach
to teaching standards since the early 1990s: more regulatory and legislative activity can be
observed in the last decade than in the whole of the previous century;

— that most countries are experiencing problems in attracting appropriate applicants, particularly in
certain subject areas;

— that many countries “manage” the transition from training into teaching through the mechanisms
of strong local and regional associations with trainees and through a “salary” payment linked to
civil servant status;

— that interest in attracting mature entrants into teaching, sometimes through diverse routeways is
high, although the conventions and assumptions of established training routeways can make this
problematic; and

— that in a number of countries there is inadequate data on the entry and progression of teachers
within the profession and that this is less true where teachers hold civil service status.

2. The Open University

2.1 In the early 1990s the Open University carried out a number of studies of the potential interest of
mature entrants (over 26) entering teaching through a part-timeOU-type study route. The findings indicated
high levels of interest (amongst those embarking on an OU degree 50% were thinking of taking up teaching
on graduation). Most interestingly amongst those who thought they would go into secondary teaching, the
two most popular subject areas were Mathematics and Science. Amongst potential primary teachers, over
half had qualifications in Mathematics and Science. This was subsequently borne out by actual recruitment
to the OU’s first PGCEwhich ran from 1994–99, andmost recently in the second PGCEmodel which began
in 2002. An important point to make at the outset, therefore, is that:

those who choose to enter teaching in their thirties represent a diVerent segment of the age cohort
than that which chose teaching a decade earlier.

2.2 It is interesting to speculate on the reasons for this. In interviews and discussionswithmature students
it is clear that the sort of negative attitudes to teaching, that tend to characterise the undergraduate years,
have dropped away. Such entrants have usually had parental or occupational involvement with children
which has kindled a sense of vocation. Many mature entrants have also experienced the demands of other
occupations and are attracted, despite lower material rewards, to the lifestyle associated with a career
working with young people.

2.3 Given the high level of interest in teaching amongst mature entrants, the Open University has been
investigating the subsequent careers of those training through a part-time, PGCE routeway into teaching.
The evidence collected thus far represents the main body of evidence presented. This should be seen in the
context of the relatively little reliable data available as to the numbers and natures of those who enter
teaching and their subsequent career targeting. Data is collected on first jobs (often demonstrating a high
drop out rate between training and teaching) but little systematic follow-up data is available. We have little
idea, for example, how the trainees of diVerent institutions (or diVerent routeways) then progress, if at all,
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in a teaching career. No mechanisms exist for monitoring and reporting this, and current investigations
which have to be conducted via training institutions are significantly hampered by diVering interpretations
of the data protection act. The focus of this research is, therefore, on the thousands of people who have
qualified to teach through the OU although, more recently, with support from The General Teaching
Council, this work has been extended to other institutions.

3. Analysing the Career Entry and Progress of Mature Entrants to Teaching

3.1 Current research, following on from earlier studies of primary trained teachers, has focussed on those
gaining a secondary PGCE.With support from theGeneral TeachingCouncil the enquiry is looking at three
groups of secondary trainees:

Group 1—those entering teaching with an OU part-time PGCE
Group 2—those entering teaching through a full-time PGCE
Group 3—mature entrants who followed a full-time PGCE route into teaching.

3.2 It is planned that ultimately comparisons will be able to be made across subject, gender and age
groups, between types of training institutions and geographical regions, both within and across groups.

3.3 There has, to date, been no large-scale study of the employment and retention of mature entrants to
the profession, nor one comparing those trained through diVerent forms of provision. It is hoped that this
study forms a start to addressing these needs, and providing an informed basis for policy initiatives in the
area of mature recruitment.

3.4 Group 1 data was collected from all successful secondary PGCE students who trained on the OU
PGCE programme between 1994 and 2000. TheOU PGCEwas a part-time, distance learning course, which
made it attractive to mature students, many of whom studied the course while still in full-time or part-time
employment. 97% of secondary students successfully completing the PGCE course between 1995 and 2000
were aged 25 or over. The age profile of the respondents is as shown below:

Age distribution OU trainees
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3.5 Group 2 data is being collected from a sample of training institutions across England. The very
diVerent age profile shown by trainees on these “traditional” PGCE courses compared to the part-time OU
routeway is indicated below:

Age distribution non-OU respondents
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4. Recruitment of Mature Trainees

4.1 The potential contribution to teacher supply of mature trainees has been recognised for some time,
with increasing mature recruitment stated as a policy aim; for example, Bullock and Scott (1992)
reported that:

The importance of mature entrants was further stressed by theDES in their evidence to the Education,
Science and Arts Select Committee (April 1990) when they recorded the success of their advertising
campaign aimed at potential mature entrants to teaching in attracting 15,000 responses.

4.2 Almost a decade later, Anthea Millett (1999), then Chief Executive of the Teacher Training Agency,
suggested that,

One area where the potential for growth in trainee numbers is greatest is among mature entrants. We
know that there are many thousands of people with degrees who want to teach [. . .]. We also know
that there are many thousands of people without degrees who want to upgrade their qualifications and
then train to teach.

4.3 The Green Paper “Teachers meeting the challenge of change” (DfEE, 1998a) proposed extending
employment-based routes and the establishment of flexible, modular postgraduate teacher training which
would be attractive to more mature career changers (p 46).

4.4 The aim of the first OU PGCE was “To widen access to teaching for those who require part-time,
flexible course provision”. The course was highly successful in achieving this purpose: more than four
thousand seven hundred trainees achieved QTS through the programme, representing 5 cohorts of primary
students and six of secondary. Research, based on application form data and questionnaire responses,
indicated that the OU course was chosen because of the particular training opportunity it provided. 40% of
applicants for the 1999 cohort stated that theirmain reason for applying to theOUwas the fact that it oVered
a distance-learning route (Open University, 1999). Responses to a questionnaire completed by PGCE
students in the London andWestMidlands regions (Lewis 2000) indicated that 46% of responding students
had not considered any other course. Respondents to that study were asked to indicate which factors
reflected their reasons for choosing the OU course, with the following results emerging:
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Students’ reasons for choosing the OU PGCE course

Reason Percentage of respondents

Ability to study at a distance 46%

Flexibility of school placements 39%

Quality of course materials 38%

Ability to study in your own time 68%

The fact that it is a part-time course 80%

Other reasons 5%

4.5 The current Flexible PGCE programme likewise has the aim, to “provide a route to QTS and PGCE
for students who require maximum flexibility to meet their personal needs and circumstances”. The
programme oVers similar, but increased, flexibility as compared to the previous course, and is attracting
students with a similar profile. Again, Mathematics and Science are the most popular subjects. Entrants are
attracted to the part-time open learning format which allows them to adopt flexible working patterns which
fit in with domestic and occupational commitments.

4.6 Applications for the Flexible PGCE show the following breakdown by subject, gender and age:

Applicants Gender Average Age
Female Male

% %

MFL Spanish 146 75 25 37

MFL German 103 88 12 39

MFL French 289 82 18 37

Geography 209 54 46 38

Maths 588 45 55 39

Music 228 60 40 33

Science 732 59 41 37

Design & Tech 241 60 40 39

All 2,536 60 40 38

4.7 40% of applicants are male, which compares to national data (GTTR 2002) which shows 32% of
applicants and 29% of accepted applicants to be men. This is of importance in a profession that is seen as
becoming increasingly feminised. For mathematics, the percentage of male applicants is as high as 55%.

4.8 Applications for the Flexible PGCE course show a very high proportion of applications from
minority ethnic applicants. Over all, the applications show that 24.1% of applicants are known to be of
minority ethnic (including mixed) origin.

Total Percentage

Asian 235 9.3%

Black 291 11.5%

White 1,780 70.1%

Other 40 1.6%

Mixed 46 1.8%

No response 147 5.8%

All 2,539

4.9 The percentage of those accepted on to the course to datewho are known to be fromnon-white groups
is 12.4%. These figures compare favourably with national data (GTTR annual report 2001) indicating that
9.1 % of applicants and 6.4% of acceptances were minority ethnic individuals. In London 54% of applicants
come from minority ethnic communities. There is some evidence from the Midlands, that Muslim women
are particularly attracted to the home-based, part-time entry into teaching.
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Accepted to date % of accepted applicants

Asian 23 4.9%
Black 16 3.4%
White 405 86.4%
Other 5 1.1%
Mixed 14 3.0%
No data 6 1.3%
All 469

6. Mature Students Entry and Progression into Teaching

6.1 Evidence from this research shows that mature entrants completing an OU PGCE enter teaching in
the same numbers, if not greater numbers, than through conventional routes. This challenges a conventional
wisdom that such entrants experience greater diYculty in finding employment. There has been media
comment on this (Dean, 1996 and O’Leary, 1999) and national data on the destinations of those completing
courses of initial training indicates smaller percentages in employment as age increases (DfEE, HESA,
Smithers 1999a). DfEE data suggests that the percentage ofNQTs in employment byMarch of the year after
qualification falls oV markedly with the age of the NQT.

6.2 These analyses, however, are based on the limited data that is collected midway through the first year
following the completion of training. When an analysis is made over a number of years past training a
diVerent picture emerges.

6.3 Of the 1,071 OU trainees who responded to the survey, 1,005 had taught since completing their
PGCE. This represents 94% of respondents. This demonstrates at least comparable figures to full-time
PGCE routes into teaching, except for those in the over 55 age bracket (a very small number).

Age group % employed

20–24 94.59%
25–29 94.34%
30–34 91.86%
35–39 95.10%
40–44 94.30%
45–49 93.96%
50–54 92.00%
55! 71.43%

6.4 Among those trainees (67) who had not taught since completing their PGCE, a further 36 were still
intending to enter teaching employment. This gives a total of 1,042 having entered or intending to enter
teaching, over 97% of respondents. This represents a very low level of wastage between qualification and
employment.

6.5 For the trainees from other institutions, the overall percentage entering or intending to enter teaching
was 94%. In each survey group there are a small number of individuals who are still uncertain as to whether
they will enter teaching. The OU data shows 2.3% who have definitely decided not to teach after
qualification. The corresponding figure for other institutions is 3.7%. In neither case is the wastage figure
high.

6.6 What this analysis begins to suggest is that the sort of dramatic wastage rates from training that are
reported in the press are not necessarily borne out if the clock is run forward four or five years. This is
certainly true of mature entrants taking the OU part-time PGCE when the data set is very robust.

7. Point of Entry to Employment

7.1 When did OU trainees take up teaching posts?

Within 3 months 79%
between 4 and 6 months 9%
between 7 months and 1 year 5%
more than 1 year and less than 2 4%
2 years or more 4%
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7.2 Of those who responded to a question about when they took up their first teaching post, only 79% of
these mature trainees had entered teaching employment within three months of qualification ie by the
September after they qualified. A further 9% entered within six months of qualification, but the remaining
12% took up teaching employment at least six months, and some as much as more than two years, after
completing their course of training. If we additionally include those OU trainees who were still, at the point
of survey, intending to enter teaching employment in the future, this would suggest that as many as 15% of
trainees enter teaching more than six months after they qualify. The percentage of OUmature trainees who
eventually enter teaching employment is thus very much higher than is suggested by single point surveys
carried out soon after completion. The key issue is that it appears that a substantial minority of trainees take
some time to enter the profession. This contrasts with the sample from “traditional” PGCE courses: among
those who had taught, 90% had entered teaching employment within three months of qualification—ie by
the September after qualification, with a further 5% entering by six months after qualification. However,
what we now need to consider is whether this delay in entering employment reflects mature applicants failing
to be appointed to the posts for which they apply, or some other reasons, such as waiting for jobs in
particular, restricted, geographical locations. Indications from this survey are that late entry reflects, at least
in part, a pattern of later application for teaching posts among OU trainees: data from the OU study of
primary trainees suggests that this pattern of late application is a result both of choice arising from personal
circumstances, and from geographical restrictions which mean that trainees may wait for some time to find
an appropriate job for which to make an application.

8. Difficulty in Finding Employment

8.1 As indicated above, one aspect of the conventional wisdom about mature entrants is that they
experience diYculty in finding posts. This research asked respondents the extent to which they found such
diYculties, and the responses are set out below.

Perceived difficulty in obtaining posts
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8.2 The chart shows that the data for the OU suggest that a number of trainees considered that they
experienced diYculty in obtaining posts, and that the perceived diYculty increases with the age of the
respondent. However, when compared with those on full-time PGCEs, a much younger cohort, similar
levels of diYculty were perceived.

OU Other aged '30

Yes—a great deal 9% 9%
Yes—some 8% 11%
Yes—a little 4% 11%
No 79% 68%
Don’t know/no response 1% 1%
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9. Retention and Progression in Teaching

9.1 One aim of the current survey is to obtain some indication of the retention of trainees within the
teaching profession. Although 94% of trainees had been in teaching employment at some point since
qualification, at the point of survey only 656 trainees were in teaching employment (81.7% of respondents).
These findings concur with previous OU findings that any single point data collection underestimates the
number of trainees who enter teaching employment. However, we need to ask whether the diVerence
between the percentage employed at point of survey and the higher percentage who entered teaching
employment represents movement out of the profession, or short-term movements in and out of teaching
employment, especially among women with young families. Of those who had taught since completing their
PGCE, but were not teaching at the point of survey, some will be those who have left teaching within the
first few years of employment. There will be others who are taking time out, for maternity and other reasons,
who intend to return to teaching employment.

9.2 Among the OU sample, 138 of the 1,005 respondents who entered teaching employment were not
teaching at the point of survey. Of these, 50 intended to return to teaching employment, with a further 32
unsure. This represents a firm drop out of only 5%. All respondents were asked about their future plans.
The table below summarises the findings.

How long do you anticipate teaching? Number %

Until retirement 579 54%
More than 10 years 47 4%
Between 5 and 10 years 143 13%
5 years or less 109 10%
Unsure how long will continue teaching 74 7%
Have taught and left 57 5%
Have not taught and will not teach 24 2%
Unsure whether will teach 38 4%

9.3 54% of all respondents intended to teach until retirement. At least 71% of respondents intend to teach
for at least another five years in addition to those they have already worked. A more detailed analysis of
this data is required to give a fuller indication of the number of years served by mature trainees in each age
band. It is significant that a number of teachers are unsure how long they will remain on the profession. In
terms of retention, one of the essentials must be to find out more about this group who are undecided about
their future, and to identify the needs that must be met if they are to be retained in teaching employment.
A similar level of turbulence appears to exist amongst those entering through a full-time routeway but more
investigation of this is necessary.

10. Reasons for Leaving

10.1 The research asked those who had decided not to enter teaching employment, had taught and left
teaching, or were intending to leave within the next five years what their reasons were for leaving the
profession. For those who had not taught since completing their PGCE, and did not intend to do so, the
most common reasons cited were salary and workload, with pupil behaviour the next most frequently
mentioned. For those who indicated that they had taught and left, or were likely to remain for less than five
more years, the most common reasons given for leaving were workload, stress and pupil behaviour. Salary
and personal/family circumstances were also mentioned, but less frequently. The pattern of responses from
the trainees from other institutions is similar.

11. Salary Considerations

11.1 It has been suggested that mature trainees experience diYculty in being appointed to teaching posts
because schools discriminate against them indirectly on the basis of the extra cost (or a perception of the
extra cost) as compared to their younger counterparts. Certainly, mature entrants may be entitled to higher
salaries on the basis of previous relevant experience. This payment is not mandatory, and may be left to the
discretion of individual schools. In previous OU research on mature primary trainees (Bird, 1999), the issue
of employability as related to the expense, or perceived expense, of employing mature trainees emerged
clearly, with many trainees feeling obliged to forgo financial recognition of previous experience in order to
secure employment.

11.2 This research asked trainees about any allowances they received in their first posts. They were asked
whether they received spine points for previous relevant experience.
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Were you paid spine points for previous relevant experience?

Yes 47%
No 50%
Don’t know/can’t remember 3%

11.3 65% of those who did not receive spine points believed that they should have been entitled to receive
spine points for previous relevant experience. This represents 32% of all those who had taught. There is an
issue here if mature entry is to be a possible route to solving teacher supply problems. It is clear that the
dissatisfaction of which Bullock and Scott wrote in 1993 (“There was some dissatisfaction among new
teachers at the lack of automatic recognition, in the form of salary increments, of work and life experience”)
still exists and this may be particularly true of mature entrants who bring significant vocational experience
to the classroom.

12. Types of Posts

12.1 The survey data indicates that among these OU trainees, 42% entered teaching employment on a
part-time basis. This is compared to 8% of the respondents from other institutions, and 5% of those from
other institutions aged less than 30. In terms of mature retention in the profession, the availability of part-
time posts may be a major area of significance. Among the OU respondents, at the point of survey, around
one third of those employed were still working on a part-time basis.

12.2 Many of those seeking part-time work are likely to be those, especially women, with family
commitments. It may well be that increased availability of part-time positions would serve to encourage
more women with children to enter the profession. Of relevance here is the observation of Andrews and
Hatch (2001):

“Our sample showed a significant number of women entering teaching after having children. It would
seem sensible to focus advertising campaigns on such groups.”

12.3 In terms of increasing overall supply, increased availability of part-time posts may serve to attract
more women into the profession. While some of these will continue to work part-time, others may
subsequently seek full-time work as their own children get older.

The majority of this group did not wish to teach full-time . . . However, a significant number, almost
always returners, saw part-time work as a stepping stone to full-time employment in the future.
Ofsted, p 15.

OU survey data does indicate some move from part-time to full-time employment.

12.4 An increasing proportion of the teaching workforce is employed on fixed-term, rather than
permanent contracts. Lock, as long ago as 1990, remarked that “the growth of fixed term appointments . . .
does not encourage recruitment”, p 264. This is especially likely to be true in the case of mature trainees who
need financial security, particularly since NQTs are those most likely to be appointed on fixed-term
contracts (Millett, 1997, p 16).

Type of post First post Point of survey

Permanent 50% 85%
Temporary (1 year or more) 22% 6%
Temporary (less than 1 year) 15% 3%
Regular supply 6% 3%
Occasional supply 6% 2%

12.5 Initially, only 50% of respondents were employed on a permanent basis, but the data reflects, as we
would expect, amove from temporary to permanent posts, andwith very few trainees still employed on short
term contracts.

12.6 Over the past few years, there has been a considerable increase in the number of supply teachers.
Adams (2001) points out that the number of supply teachers has increased by 42% since 1997 and DfEE
figures show a continuing increase. Previous OU research has indicated that a number of the OU primary
trainees, especially those seeking part-time posts, used supply teaching as a way of becoming known by
schools in the area, of obtaining experience, and through this finding temporary and, eventually, permanent
posts. Some adopted the supply route because theywere initially unable to find the sort of post they required.
For others it was a deliberate choice, made to suit their personal circumstances. This latter situation may
be an increasing trend, and not only among older NQTs and returners. McHardy (2001) refers to “The high
proportion of young teachers who choose the flexibility of agency work” (p 11).
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12.7 Of the OU trainees in this survey, 392 had, at some point since qualification, been employed on a
supply basis: 39% of all those who had taught. Of these, 130 had found employment through the LEA pool,
131 through supply agencies and 207 through direct contact with individual schools (some through more
than one of these). The table below shows the diVerent lengths of time for which these teachers had worked
on a supply basis.

Number of terms of supply work '1 1 2 3 4 5 6 or more unsure

Number of respondents 19 55 82 57 63 21 25 70
% 5% 14% 21% 15% 16% 5% 6% 18%

12.8 55% of those who have worked on a supply basis have done so for one year or less, suggesting that
these may be NQTs who have worked on a supply basis as a “way in” to the profession. This is supported
by the evidence that while 126 respondents stated that their first post after qualification was supply teaching,
only 15 of these were still working as supply teachers at the time of the survey. For those who qualified more
recently, the induction “four term rule” means that most will then have sought more long-term employment
in order to be provided with induction programmes. The existence of the four term rule has implications
for those trainees wishing to adopt the more flexible working patterns made possible by employment on a
supply basis.

13. Promotion and Career Prospects

13.1 The questionnaire also asked about any promotion received, and ambitions in terms of future posts
of responsibility. The table below shows the proportion of respondents who had received a responsibility
allowance since qualification. Approaching half of the respondents have received some responsibility
allowance, with one third having been promoted within two years of qualification. We currently have no
indication to the type of responsibility held, and the career progression of those who trained as mature
students needs further investigation.

Year of qualification % with responsibility allowance

1995 54%
1996 52%
1997 47%
1998 45%
1999 41%
2000 37%
2001 33%
total 46%

13.2 Few previous studies have investigated the promotion of teachers within the early stages of their
careers, at least in terms of considering the progress of those entering at diVerent ages.

13.3 The research also asked about anticipated career progression, with respondents asked to indicate
the highest level of responsibility they hoped to achieve.

Level of responsibility sought %

Classroom teacher 21%
Classroom teacher with responsibility points 10%
Head of department/head of year/SENCO 34%
Advanced skills teacher 9%
Deputy/assistant head/Senior teacher 11%
Headteacher 7%
Other—specify 2%
Don’t know 4%
No answer 2%

13.4 The findings suggest thatmanymature entrants to the profession are keen to progress in their career,
with 60% seeking to achieve head of department or senior management positions. Further research will be
needed to determine the extent to which these mature entrants achieve career progression—and to assess
the significance of contributions from their previous experience in other employment roles—including those
with considerable management experience in other environments.
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14. Conclusion

14.1 The research and analysis suggests that mature entrants into teaching, most commonly people in
their mid-thirties, oVer an important source for teacher supply. Their subsequent retention in the teaching
profession is at least as high as those entering through conventional routes. They also bring valuable
additional personal and vocational experience to the classroom. In a number of respects, however, the
contribution of mature entrants needs reassessing.

14.2 First, the form of data collection on teaching retention inadequately recognises the subsequent
contribution that such people make to the teaching force. Whilst data is only collected in the year following
training the more varied patterns of teaching employment taken up go unrecognised. (There is some
evidence to suggest that such data also exaggerates the fall out from teaching across all entry routes.)

14.3 Secondly, encouraging mature entrants will definitely increase the number of entrants in shortage
secondary subjects such as Mathematics and Science, will increase those teaching in primary schools with
Mathematics and Science backgrounds and will contribute significantly to increasing the numbers and
percentage of teachers from ethnic minority groups.

14.4 Thirdly, much policy development around training is set within an assumption that the trainee is
younger, going fromUniversity to training, andwithout family or occupational commitments. For example,
the “four term” rule represents a worry and concern for mature entrants and may be deterring a number of
motivated and well qualified people from entering training.

14.5 Finally, more appropriate collection of data about teacher retention and progression would
challenge some of the conventional wisdoms in this area, most notably in respect of the employability of
mature entrants and the drop-out rates from teacher training generally.

14.6 The evidence here suggests that policy development in this area needs to be informed by a more
systematic and ongoing collection of quantitative and qualitative data about those who enter teacher
training and their subsequent careers.

June 2003
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Witnesses: Professor John Howson,Director, Education Data Surveys, Visiting Professor, Oxford Brookes
University, Professor BobMoon,Centre for Research in Teacher Education,Mrs Elizabeth Bird,Centre for
Research in Teacher Education, The Open University, examined.

Q110 Chairman: Can I welcome our witnesses for horizon we cannot aVord either to be complacent or
to waste any teaching talent unnecessarily. Beforetoday and say what a pleasure it is to have you

helping us in our major inquiry into secondary closing these introductory remarks I would like to
thank my researcher Almut Sprigade who did all theeducation. You will know that we are now well into

teacher recruitment and retention; it is something on work on the graphs and tables in the paper which
was invaluable in getting it to you in the timewhich we have already started taking evidence, and

we had a session with the General Teaching Council available.
last week.We really want to learn asmuch as we can.
We are very grateful for the work that you have Q112 Chairman: Professor Howson, we know
submitted, the report from John Howson and the about your distinguished career but could you tell us
evidence already received from the OpenUniversity. a little bit more about Education Data Surveys? Is it
Thank you for that, indeed. I thought I would ask part of the university or is it an independent
Professor Howson if he would like to make some consultancy based in the university? I know we have
opening remarks. all sorts of diVerent varieties of these things these

days.
Professor Howson: It is an independent consultancyProfessor Howson: Thank you, Chairman, and

thank you for inviting me to give evidence to the in the private sector that I set up after I left the
Teacher Training Agency in 1997. Both the twoCommittee this morning. Your inquiry is timely,

although I suspect, in someways, perhaps not as you Oxford Universities have been kind enough to
honour me with honorary positions—Brookes withoriginally anticipated, given what has happened

about teaching supply and the teaching workforce a Visiting Professorship and, more recently, the
university department with an honorary Seniorover the last couple of months. I would like to

apologise if my written submission is a little on the Research Fellowship. In some cases, like the study
into the turnover in the senior staV labour market, Iscrappy side; it is only about two weeks since your

Clerk asked me to appear and a sensible date for do it largely by myself; in other cases I work on
research projects with university staV to use theirsubmission would not have left you any time to read

anything, so perhaps you will accept its expertise rather than spend a lot of time on
administration and bureaucracy.shortcomings in terms of presentation. Clearly one

problem with any inquiry into retention is the
paucity of available data on the current position as Q113 Chairman: The more I have read in terms of
opposed to the historical position. Indeed, your own this inquiry, what fascinates me is that every piece of
adviser who has been researching this area for the evidence that you read says that the stats are poor;
DfES probably knows more about this topic than the level of information is not really adequate. That
almost anybody else in the country. surprises me. Here we have a large Department for

Education and Skills, an enormousOfsted personnel
and all sorts of people like yourselves and ProfessorQ111 Chairman: Professor Howson, we do not like

to praise him too much, we may have to increase Smithers’ outfit at Liverpool, yet people can
consistently say we do not have the data. I wouldthe fee!

Professor Howson: I just want to note that he is have thought it was easy to obtain the data on who
comes into the profession, who trains in theclearly an expert and we look forward to the DfES

publishing his evidence so that we will all be able to profession and who leaves the profession. I would
have expected the detail to be there. Why is it notread it. In putting my own evidence together I have

tried to consider what is known about the present there?
Professor Howson: I recall that the OECD whensituation and what might aVect the position during

the next few years. I have to say that I confess, in the writing their country report in the mid-70s
complained that the statistics on education evenshort term, to being slightly more worried about the

possibility of unemployment amongst newly then were somewhat diYcult to get hold of, so the
situation has not changed. I think one of the reasonsqualified teachers than I am about the problems

arising from their early departure. However, I do is the Department’s genuine desire that information
that goes into the public domain should be asacknowledge that with the retirement bulge on the
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accurate as possible, and that because they do not particularly interested in is the OU’s contribution to
the teaching force in this country, and that is therun schools they are working at arm’s length in

collecting that data. They have to work, eVectively, main focus of our evidence. It is quite interesting to
begin by saying that of the people who start anOpenthrough local authorities. As the role of local

authorities has altered over the last 20 years—in University course round about 60% are thinking
about becoming teachers. We have had that as ansome cases it has diminished—the collection of

statistics may not have been a high priority any analysis. When you think that we have around
125,000 people doing an Open University degree atlonger for them because they are no longer seen to be

the controlling institutions for the schools, and the moment, that is a very significant part of our
population.indeed with the delegated budgets to schools,

schools are controlling themselves in terms of
making their own policy decisions. That, I think,

Q115 Chairman: How many do?was not taken into account in terms of the eVects it
Professor Moon: Nowhere near the 75,000 that thatwould have on the statistics and the need to take
figuremight represent, but it is an aspiration. In fact,strategic decisions at the centre. There are also
one of the reasons why we introduced our owndecisions like the failure to carry out the four-yearly
training programme 8 to 9 years ago was toSecondary Curriculum and StaYng Review in 2000 ,
accommodate the insistent demands we had fromwhich I was critical of at the time and which, in fact,
potential teachers, 30 a week, who said why was theonly started to take place last year, whichmeant that
OpenUniversity not running a training programme.the figures which are an input figure into the teacher
Through the 1990s round about 5,000 qualifiedtraining model are still being based on data from
through the Open University, and I think that gives1996, in some cases, before the last major change in
us quite a good feel for what the mature entrant intothe early retirement regulations. Whether that is a
the population might be. So there are some statisticspolicy decision or whether it is just an administrative
which come out of this which I think are important.decision from a department that is more concerned
First of all, if you look at the people who trained inwith policy than operation, I do not know; others
that way, for those who trained as secondarywill be better placed to answer that. However, I
teachers the most popular subjects were science andthink that there is a diVerence between public sector
maths. For those who were training as primarystatistics which the OYcial of National Statistics
teachers round about half had maths and science inclearly demand are of the highest possible quality
their degrees. You will know that in the primaryand the management information to understand
teaching force at the moment we hardly get peoplewhat is happening day-to-day within the
with an A-level in maths and science let along aorganisation and its operational procedures.
degree level component. This showed to us, I think,Throughout most of my career I have championed
that the segment of the population which chooses tothe need for the organisation to have good
become a teacher in their 30s is a diVerent segmentmanagement information. That is, for instance, why
from the peer group that 10 years earlier decided toI set up the database on senior staV turnover, so I
enter into teaching. There are two or three reasonscould understand—accurate to the advertisements
for that: the anti-teaching feeling of university lifethat appeared last Friday—what is happening in
has dropped away because they have had all sorts ofterms of the labour market for senior staV. You can
experience with children and so forth, they have alsosee we have some graphs in my evidence about what
had other vocational experience and come to viewis happening with job adverts in terms of The Times
what you might call the teaching profession in aEducational Supplement over the last couple of years
diVerent way. We know that because we have, onfor a range of posts, in an attempt to understand the
our current programme, a huge number oflabour market as it is operating now. It will not be
applications compared with the number of places we100% accurate and nobody would claim it is, but it
have available—again, with maths and sciencemay give you some idea of when trends start tomove
coming out as the top subject. We have a higherin the current labour market rather than knowing
proportion of applicants from those who come fromwhat it was like at a diVerent point, for instance, in
ethnic minority groups. In London, for example,the economic cycle.
round about 50% of our applicants come from
ethnic minority communities. So I think oVering an

Q114 Chairman: Elizabeth Bird and Bob Moon. alternative route way into teaching for these people
Would you both like to say something? is an important thing. This was noted, incidentally,

by the IPPR a couple of years ago in a major reportProfessor Moon: I think I am going to start and
Elizabeth is here to respond to questions as they they did, where they felt that the only way we were

going to square the circle in terms of teacher supplyarise. Thank you for the invitation. I head up the
Centre for Research and Development in Teacher and retention was by giving much more attention to

mature entrants than had previously been the case. IEducation at the Open University. It has existed for
about 11 years now and we are involved in a whole think we are doing that, although a lot more could

be done, and I couldmake some suggestions on that.range of projects, not just national projects but also
international projects; we co-ordinated a UNESCO Two final points for us is that when we look—and

this is the work that Elizabeth has been doing—atsurvey of teacher education in European countries
over the last two years, which has just been what happens to mature entrants when they have

qualified, we see I think a slightly diVerent patternpublished, and so forth. So there is an international
perspective in our work. The thing that we are from those who go through the conventional route.
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So, for example, they do not go immediately into £6,000 in March 2000 that marked a watershed.
Until that point applications for teacher trainingteaching necessarily, they may have a year oV while

they recoup their energies and so forth. If you take had been declining across the board in secondary
and was starting to look at least worrying init forward, as we have done, four or five years, you

then find that 94% have actually taught in that primary. From that point onwards virtually every
subject has turned round and the only subject that isperiod. The reason Imake this point is that theDfES

statistics tend to focus on where people are the year now below where it was in terms of March 2000 is
religious education and the only subject this yearafter they have done their training, and this does not

necessarily accurately represent what is going on in which is behind where it was at this point last year is
music—both of them relatively small subjects, bothterms of the transition from training into the

teaching force. John, we may agree or disagree on of them specialist subject areas where there may be
particular reasons for concern. Indeed, as I have saidthis, but I think that is also an issue in terms of

conventional entrants into the profession—some of in the conclusion to my paper, I do think that as we
are in that point of the economic cycle where forthe horror statistics you see about drop-out rates I

do not think are as accurate as a longer time scale various reasons teaching looks attractive we should
bemaking themost of that to attract as many peoplewould suggest. The other thing we discover is that

those who are going into teaching, within two years as possible and, if necessary, we should be both over-
recruiting in terms of the department putting upthey have got promoted positions. So it is quite clear

thatmature entrants are attracted to teaching. So for training targets where it can but, also, providing
opportunities to get those people into employment.all sorts of reasons we think that this is a vein of

potential supply of teachers that is being worked at If that means re-opening some limited form of early
retirement scheme to help balance out the largethe moment but could be worked more significantly.

Professor Howson: Can I just add one comment to numbers of peoplewhowill be retiring anyway in the
next ten years that might be advantageous to us if wethat? While I broadly agree with everything Bob

said, the latest workforce figures from the were to be in a circumstance, say—
Department for entrants who finished training in
2001 and were in the profession by the end of the Q118 Chairman: I am sorry, Professor Howson,
financial year, March 2002, show that of the 31,000 could you just repeat that last remark?
only 16,000 were under 30. So about 14,000 were Professor Howson: Let me unpick that a bit more.
over 30 when they joined the profession. I think that We are at a point in the economic cycle, as regards
whilst I accept that mature, second career entrants the attraction as a teacher, where more people want
are very valuable to us, I would want some to be teachers than did in the boom years of the
discussion at some point or other as to what the economy at the end of the last—
balance of the profession should look like to ensure
aswell that we do not get back into a yo-yo situation,

Q119 Chairman: But we are still in a boom, are wewhere we yo-yo from a very old profession, with
not? I think the unemployment figures fell yet againmost people coming up to retirement, to a very
last month.young profession with everybody under 30, and how
Professor Howson: But we are being told that thewe can get back to a more balanced profession with
City is shedding labour.a reasonable number in each of the age cohorts.

Q120 Chairman: There is very little sign on the
Q116 Chairman: From what the two of you have national economic indicators. I have to tell you,
said to the Committee so far, are you saying that the when I drive to Wakefield Station, which is my
situation in terms of teacher recruitment and indicator of the economic state of this country, I
retention is not as bad as we thought it was cannot get parked for the executives still piling on to
comparatively recently? Is that what you are saying the trains to London!
to the Committee? Professor Howson: I think it may be like the housing
Professor Moon: I am certainly saying that of the market, it may be spreading out from London and
mature entrants that we have been studying over the the boom may at last be aVecting those areas which,
last four or five years the degree of drop-out which over the last 30 years, have been called “intermediate
tends to get recorded by oYcial statistics is not borne regions”, “depressed areas” and all sorts of other
out when you look across the first four or five years things. They may have been benefiting more than
of a potential teacher’s career as opposed to where some other areas where we are particularly worried
they are in the first year. about recruiting teachers, which is noticeably

London and the South East. What is clearly true is
that we are attracting more people into applying toQ117 Chairman: And you said you are less worried

about it? do both secondary and primary PGCE courses,
knowing that we have a very large number ofProfessor Howson: Yes. I think you have to

distinguish between recruitment and retention. teachers whowill be reaching retirement age in a few
years’ time. If we were to get to an economicRecruitment is relatively easy to track and, indeed, I

sent your Clerk a copy of the monthly commentary situation where the economy was even more in
balance or overheating in those times and teachingthat we bring out every month when the GTTR

(Graduate Teacher Training Registry) issues its was not attractive as a career, we would struggle at
that point to fill those vacancies. All I am suggestingmonthly figures. It is quite clear that when the

Government finally announced the training grant of is that the Department considers that whilst the
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goose is laying golden eggs we collect the eggs and management posts in primary and secondary
schools than we have at the moment, particularly inmake use of them—if I can use a metaphor there. It

would be silly, for instance, for us to turn away large primary head-ships and so on. I think there is a
danger, when you talk of early retirement, of tryingnumbers of people whowant to be ICT teachers who

went to university on the back of the telecom boom to balance the numbers evenly. There is also a
danger as far as the people who I see as my naturalof the late 1990s, signed up for degree courses in

these areas and are graduating this year and next constituency are concerned, and that is mature
entrants, in always thinking of those as the peopleyear only to find that that market has disappeared.

Many of them will have maths as one of their A who come along when the economic cycle is at the
other point, if there is a problem of supply, suddenlylevels and we would need them, I suspect, to teach

ICT and they would be a valuable source of extra the need for mature students raises its head. I think
mature entrants can make, and do make, a reallymaths and numeracy teachers to us as well.
significant diVerent to the profession; they bring
important vocational, personal experience, and

Q121 Chairman: Professor Howson, very recently there ought to be a steady stream of such people into
people like you—and I am not saying you—were teaching—as I believe there should be in other
telling us that the one way to solve the so-called professions, but teaching we are talking about
crisis—I do not know whether it was a crisis today.
stimulated by John Humphrys on Radio 4 but we
were told it was a crisis—was to encourage older
teachers to stay on for a couple more years, not only Q122 Jonathan Shaw: You have raised this issue

about headships. Can I ask you a bit about that? Isto go to the end of their pensionable period but to go
on for a couple more years. You are saying that that the period in which people are in the classroom

before they go on to senior management—deputy orno longer is what the pundits, and professors like
yourselves, are now recommending, but something headships—coming down?
totally diVerent? Professor Howson: I cannot give you a definite

answer, I can go away and have a look at it from theProfessor Howson: What I think I am saying is that
in a labour market like this it is important to keep it evidence that we have got. My feeling is that most

people are still trying to appoint heads from thecontinually under review. If circumstances change
and you look at the balance of the workforce and 35–45 age group into first-time headship and that

where there is significant pressure they will appointyou find that something like 40% is either over 50 or
approaching 50, and they will retire almost certainly either older or younger people. The interesting test

will, of course, come when the market is regulatedwithin the next 10 to 15 years, if you have a
circumstance whereby allowing some of those to go with the announcement that the national

professional qualification for headship will beearlier allows you to re-balance the workforce and
reduce the demand in a few years’ time, then that mandatory, or working towards it will be

mandatory, for anybody who is appointed to awould a sensible thing to consider. The reason that
we could not do it and the reason that pundits and headship for the first time, I think, in April 2004.

That should mean that the National College shouldpeople like myself were telling you to hang on to
these people was because that was at a point when know what the pool of potential heads is and should

be able to identify whether that pool is big enoughthe number of people applying for teaching was
falling rapidly. It was only when the Government to fill the jobs available around the country. It does,

however, mean that many governors may well findtook heed of some other pundits who pointed out
that transferring the cost of higher education from themselves faced with if not Hobson’s choice

something very close to it, because if you have gotthe state to the individual meant that if people were
going to go into the employment market they would two or three applicants turning up who have a

national professional qualification and, therefore,seek some return on that investment, and that
expecting them to train on a PGCE course and bear have in a sense been certified by the National

College, it will be very diYcult for the governingthe whole cost of that training and the risk of trying
to find a job at the end of it might not be attractive, body to turn them down; they may find their hands

tied. I think where the diYculties particularly lie arethat the training grant appeared miraculously about
five days before the end of the financial year 2000 schools that have had a chequered past in terms of
and has made a significant diVerence. special measures, failings and schools, particularly

those run by the Roman Catholic Church within theProfessor Moon: I would give a slightly diVerent
interpretation, I think, although we share a lot of the maintained sector, who wish to appoint practising

Catholics with a Catholic Teaching Certificate, whosame ideas. I think John is over-engineering things a
little bit rather in the way, 20 or 30 years ago, we are frequently the sort of schools we see re-

advertising once, twice or sometimes even more intried to get exactly the right number of people into
the classrooms—there were tight limits on the places order to fill their head-ship posts. This is where I

disagree with Bob slightly about this question offor teachers—and each year it proved problematic.
One of the concerns I have around that is the mature entrants and the need to balance, and why I

made the comment that about 14,000 people (on thecompetition there is within the profession for the
higher management posts. So I would say if we have last year available) coming in were already over 30.

If you want to appoint somebody as a head youthe resources and we have the means, let us have as
many people coming into the profession as possible. either have to appoint them if they are coming late

with relatively little education experience but lots ofWe certainly need to have more competition for
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other experience, and you have to assume that these always had short-service commissions, deliberately
people coming in actually want to take on targeted to people who only serve a short amount of
managerial responsibility rather than actually time but with the hope that some of those people
wanting to come and be classroom teachers. I think who do a short-service commission will convert to
there is perhaps more evidence in the secondary regular commissions because once they get in they
sector that they may be more willing to take on discover they like it, so they are using it as a
careers leading to managerial and leadership recruitment tool.
responsibilities. I have some queries about what the
data will tell us in terms of the primary sector.

Q126 Jonathan Shaw: So a National Service for
Teachers, do you think?

Q123 Jonathan Shaw: So this is an issue for us then. Professor Howson: In a sense, Teach First, having
If the profile of the teaching profession is changing brought the idea over from America, is trading onin terms of when people are coming in, they will have that short-service idea—that you do two years andto form a large part of future management rather then go oV and join your large corporate company.than the traditional pattern. I think it is our I expect that at the back of that there is the hope thatexpectation that someone would have been in the

some of those people who get into these challengingclassroom for 10 years or so before they became a
inner-city schools in London will find the experienceheadteacher. That is, perhaps, not going to be
so rewarding and enjoy working that they willpossible if someone is coming in in their forties, etc.
actually want to convert to be long-term stayers inIt has implications for training and all sorts.
the profession.Professor Howson: One in eight primary school
Professor Moon: That is an indication, I think, thatteachers will end up as probably a head or a deputy.
if we had a mature version of Teach First in aWe do not ask people who come into training
more significant way—teacher scholarships fromwhether they have a field marshal’s baton in their
commerce and industry and so on for two years—knapsacks or whether their aspirations are in there;
that would again give status to the notion ofwe are just interested in whether they can be good
somebody mid-career entering teaching, whereas atclass room teachers.
the moment the policy system still sees that asProfessor Moon: But a lot of those who come as
second-best and forgets about it. The rhetoric ismature entrants do aspire to have that in their
there but the reality of policy development needsknapsacks. You have got the evidence on mature
strengthening.entrants.

Q124 Chairman: Elizabeth wanted to come in. Q127 Jonathan Shaw: So the future is bright,
Mrs Bird: We have evidence for secondary, not for Professor Moon, or is the future grey?
primary, of aspirations for careers of these people Professor Moon: I am much more upbeat about
coming in as mature entrants, and it certainly was where teaching is going than some of the rhetoric
that around 60% of our samples aspired to at least there is around teacher disenchantment and teacher
head of department, with a significant number morale. I have two daughters who are teachers who
looking for deputy or headship roles in the future. give me front-line experience, which reinforces it.

When I talk to the hundreds of people who are
aspiring to be teachers coming from the medicalQ125 Jonathan Shaw: I have gone a little away from
profession, the legal profession or bringing upthe script. I was a bit shell-shocked that youwere not
children through the Open University route way it isable to park up there! I cannot quite get over that
diYcult not to be a little bit inspired by that.you have not got your own space. Have there been

any other comparisons between other professions in Mrs Bird: The future may not entirely be grey but I
terms of recruitment and retention? do think it is important to keep track of the
Professor Howson: I had a quick scout around recognition that many people no longer see a career
within the limits that I could find and in a previous as being for life and that while we are attracting
incarnation of this Committee when it looked into young people in, who may be leaving after 10 or 20
teacher recruitment there was some discussion about years, perhaps to other educational jobs but actually
the medical profession by one of the witnesses, and leaving the chalkface, equally we need to have the
the evidence then tendered was that 20% of those people who are doing other jobs coming in to
who trained as doctors left within the first five years, balance that out.
and that rose to about 25% after ten years. The
Association of Graduate Recruiters did some

Q128 Paul Holmes: Just a very quick one tosurveys some years ago which looked at turnover in
Professor Moon. You have just said you are verythe private sector and suggested that something like
optimistic and inspired by talking to Open50% of new graduates were not with the same
University students, many of whom are saying thatcompany five years on—of course, they may be
they want to go into teaching, but you have saiddoing the same job butmay havemoved fromMarks
quite early on in the evidence that although 60% said& Spencer to Debenhams in the retail trade or from
they would like to get into teaching, in fact a farthe Hilton to de Vere or somebody else in the hotel
smaller number actually did. How far do thetrade. It is very diYcult to calculate that sort of
statistics bear out the optimism that you getthing. Some parts of the public sector make a virtue

out of a vice in the sense that the armed forces have anecdotally?
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Professor Moon: We have nearly 800 people stay, and those people who have trained in what one
might describe as cathedral cities but find themselvesapplying for 100 science places, we have 700 people

applying for 100 maths places. That is a quite good teaching in urban and inner-city settings and
whether or not they are more likely to leave becausestrike rate in terms of a barometer of interest. We

have not got the data on it but we do train classroom there is less of a relationship between the training
and the employment? So we need, I think, betterassistants as well as teachers, and a lot of those

people who are in the process of gaining an Open data both on the system, therefore, and also at the
institutional level. If we can use the opportunitiesUniversity degree also train with us to be classroom

assistants, and that has come in in the last three or which ICT give us to be able to work as a profession
at all levels to be able to use that sort of data which isfour years, and I think that will be another route into

the profession that will be an important one to useful both for managers and leaders of institutions
staYng their own institutions, but also thosewho areexploit.
operating on a wider canvas, that would be helpful.Mrs Bird: On that line, looking at the research we

have just done, it is interesting to note that of the
people coming in as mature trainees, a very large Q130 Mr Chaytor: Given the enormous amount of
percentage of them have already had some data the Department collects on pupil achievement,
experience of working in schools, not necessarily in for example, why is the Department, do you think,
teaching in schools but technician and support roles. reluctant to have a simple system of data collection
So they were aware of the reality of schools and still for each individual school in respect of all aspects of
found it an attractive proposition and wanted a recruitment?What is the blockage there? Looking at
route along which that they could train flexibly it from the outside, it seems such an obvious thing
alongside, perhaps, the work they were already to do.
doing. ProfessorHowson: I think youwould have to ask the
ProfessorMoon: School governors is another group. Department, but if you are asking me to speculate I

think it is probably to do with the way that the
education system in England is conceptualised andQ129 Mr Chaytor: One of the issues that has come
the roles of the various parties involved in it, and theout in discussion so far is the lack of reliability or the
way they have been evolving, essentially, over thevariability of the data that we collect. What would
last 20 years from the days when I first came intoyou suggest needs to be done to get a more reliable
education administration when it was described asand consistent set of data on all issues of teacher
either a national system locally administered or arecruitment and retention?
partnership. If we have new roles we have newProfessor Howson: I think, ideally, it is to get to a bit
responsibilities and we need new structures. I thinkof joined-up thinking between the various players in
that the information part of those new structuresthe system. If I could have a sort of magic wand and
(the system we have got) may have been one of thewave it around, the schools need to collect human
things that not as much attention may have beenresource data about the people they employ and how
given to as might have been.they deploy them in the system. If that could be
Professor Moon: One of the things we have to becollected electronically, as more and more schools
clear on in relation to this is that theGTC—who youare doing, in such a way that the data is available
were talking to last week—is setting up their ownto policy-makers both locally, regionally and
database, and certainly for registered teachers thatnationally then we may be able to get management
ought to be a pretty accurate plotter of where peopleinformation which is useful to understanding the
are going. How that then relates to DfES collectiontrends in the labourmarket so that those people who
of statistics—and the TTA is doing its own thing asare working on the levers associated with
well—is an area where there are problems.recruitment are able to recognise what is happening

as it is happening and not after it has happened. It
worries me, as I said in the introduction, that much Q131 Mr Chaytor:Can I come back to the question
of the data we have got inevitably looks backwards of the evidence over time about teacher recruitment
for quite a long period of time; for instance, the data and retention and ask has there been any analysis of
that I put in the report on 1996 completers on the the relationship between the labour market within
first five years through to 2001 is the latest that the teaching and the wider labour market at particular
department could give me earlier this year. That points in time? I suppose the purpose of my question
period is a particularly diYcult period of history of is, is not the easiest way for any Government to
teacher supply, for all sorts of reasons. What we improve recruitment and retention in teaching
want to know is has it improved since then? What simply to jack up unemployment to 3 or 4 million?
has happened to the 2002 completers who have been ProfessorHowson: I think, when I first gave evidence
working in schools in the last year? How many of to an inquiry in early 1996 on this, that was one of
those are intending to stay? Can we distinguish the issues that came out—as towhether teaching and
between what I call in my paper organisational the public sector were counter-cyclical to the
factors and institutional factors—the extent to economic cycle. Since the economic cycle, as the
which the work that the London Institute has done Chairman has already alluded to, appears to have
on what they call rogue leaders (those heads who do disappeared in terms of the labour market since
not follow the rules on induction, do not give then, and labour market growth has held up very
inductees full timetable relief and do not send them strongly (I think we probably still have record

numbers of people in employment) we may not be inoV to training courses) produces people less likely to
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that situation in the future, particularly since we are Q135 Chairman: Before we finish this session, the
big question we start with, the answer to which wetrawling in that portion of the labour market which
want to discover in the course of this discussion: Isis probably the most rapidly growing, which is the
there a problem in teacher recruitment and retentiondemand for graduates. If we have an education
at the moment or not?system which either releases people on to the labour
Professor Moon: In terms of the statistics overmarket at 16 with virtually no qualifications or at 21
recruitment, at the moment I think things areor 22 as graduates, then more and more employers
looking quite buoyant. Underneath that there areare trawling in the graduate market, which has
some issues. We have talked about the primarytraditionally been important to us as the largest
headship issue. Another issue is teachers who areconsumer of graduates in that market. We are
teaching outside their area. One of the diYcultiesfinding ourselves in a more and more competitive
that we have had over the last few years is headmarket.
teachers—-

Q132 Mr Pollard: I was interested when you said Q136 Mr Pollard: Do you mean geographical area
that about 75,000 aspired to be teachers and then or subject area?
you are turning out 5,000 at the end. Professor Moon: Subject area—and that applies in
Professor Moon: I did not say “aspiring teachers” I the primary school as well as the secondary school in
said they had teaching as a possible career. I think if terms of specialism. Head teachers are having to flex
you decide to do a degree when you are 34, which is their curriculum and their timetable to do that. This
the average age of somebody entering anOUdegree, is one of the reasons why I think over-engineering in
then it might well be that that sort of profession is terms of entry would be a negative thing, because
something that you have in mind. those people who are teaching maths who really do

not want to be teaching maths are better not
teaching it. It would be better getting more mathsQ133 Mr Pollard:Why do not more of them go in?
teachers into the classroom. Those are the sorts ofIt would seem it would solve all our problems if we
areas that I think are more subtle issues of concerncould get more of those in, particularly if you have
than the big questions: Are teachers leaving thegot a steady stream of mature folk. I am an OU
profession? Are we getting enough people wantingperson, I dabbled in that some years ago. Can I also
to be teachers?say that I was looking at my own career and after

training I went two years, four years, two years, four
Q137 Chairman: But you would like a more diverseyears and the longest job is the one I have got now
stream of entry.which is six-and-a-half years.
Professor Moon: Absolutely. Yes.Jonathan Shaw: And for years to come as well.
Mrs Bird:My background is in physics teaching. To
back up what Bob was saying, there are several

Q134 Mr Pollard: It is not looked upon as a virtue heads of departments in local schools who every
in industry and commerce: if you stay longer than time I meet them say, “You don’t want a job, do
three or four years, you are stuck and you are not you? I can’t get physics teachers.”
worth employing. This is the standard. In the Chairman: They rarely say that to Kerry and I—and
teaching profession it does not appear to be the I am an economist.
standard.
Professor Moon: I think it is the way the policy Q138 Jonathan Shaw: On the image thing,
system faces on to recruitment. If you look at the Chairman, do you think the Department are
adverts that are on the television at the moment to projecting the wrong people?
attract teachers, there is nobody with a waistline of Professor Moon: No, not the wrong people.
more than 30 inches, for example, and they are all
actors—I think they may be models, even, judging Q139 Jonathan Shaw: Thirty-inch waists, you say.
by the people you see. That is the sort of imagewhich Should Charles Clarke be on there saying, “Do you
may attract a certain group but I think there is look like me? Come into teaching.”
another group in society that would be very Professor Moon: Some of us looked like that 30
motivated to go into teaching. I think we ought to be years ago. I think there are homely figures in
encouraging schools to take mature entrants into teaching towhich people respond, I think there is the
teaching because one of the great diYculties we have mature person who has the knowledge in a
is that nationally—because we place teachers right particular area as a result of vocational experience.
the way across the country and therefore we are All those could be demonstrated.
having to place teachers in parts of the country
which have not had a tradition of teacher training— Q140 Jonathan Shaw: It is a serious point.
we encounter some worries about doing this. Some Professor Howson: The teaching awards
financial incentive to schools to play a role in that I demonstrates that by having a cross-section of
think would be important. I have talked about the teachers, real teachers, who get into the media. I
idea of teacher scholarships, as well, coming out of think, Chairman, there are two separate issues here.
industry. One is recruitment and the other is retention. On
Mrs Bird: If I may clarify, Bob is talking about recruitment, the short-term news is good and we

should make use of that wherever possible. But weplacing teachers in training within schools.
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cannot be complacent because with the very large caring role in the community—because they will
inevitably want to be taking maternity leave—thannumbers of teachers who will retire from about 2005

onwards, the recruitment levels are going to have to there may be men in the same circumstances. I have
to say, the thing that worries me in strategic termsbe at or above the sort of numbers that we are

talking about at present, which is 32,000/35,000 into more than anything else would be a change in
society’s attitude to women and lifelong careers,training each year.
because one of the things that we as a profession in
education have benefited from is the change inQ141 Chairman: That is the irony of your point,
female participation rates during what might bethat you would actually stimulate early retirement
described as the second half of their working life. Ifnow and get new blood in, so the balance was better
you go back 30 years to the big changes around andfor when we hit a more diYcult time.
about the equal opportunities legislation and theProfessor Howson: Yes.
employment rights legislation in the 1970s, before
that it was quite common for women to leave the

Q142 Chairman: Interesting. labour market at some point when they started their
Professor Howson:On retention, because the quality families, and, if they came back, only to come back
of the data is so poor, the jury is still out. We do not part time, and for many of them never to become
really know, for instance whether the introduction economically active again. We have benefited as a
of the proper induction year from 1999 onwards has profession by the first generation of women who
made a significant change to that. One of the things have been in large numbers economically active for
that clearly the research evidence from the London the whole of their working lives. Indeed, we are
Institute and elsewhere is showing is that where the seeing the first of that generation of female teachers
induction year works properly, then it is more likely coming towards the end of their careers. As a
that people will stay in the profession at the end of profession it has become increasingly feminised. If
that year. Where they have a very diYcult induction societal attitudes to that were to change in any way,
year—either because the circumstances are diVerent it would have a profound eVect on professions like
from where they trained or because frankly they are teaching. I see no evidence other than the occasional
not being given what they should be in terms of books that come out recalling the blissful days of
assistance during that year—they are more likely housework in the 1950s or whatever, that living at
to quit. The Scottish Executive, who are very home and bringing up your family is a good idea.
concerned about the relationship between training Attitudes are changing. I merely raise this as
and employment, have a system whereby you can something which has an implication for professions
nominate in which authorities you want to work at like teaching as it does for nursing.
the end of your training. The press release which Chairman: A good long-term point. We are moving
came out yesterday suggested that 96% of new on to teacher training and I am going to ask David
primary teachers and 94%of new secondary teachers to lead us on this.
gained a job this year in either their first, second or
third choice authorities. That is 2,000 new Scottish

Q144 Mr Chaytor: The evidence on recruitment asteachers who will be teaching where they want to
a result of the new incentives is fairly clear. You haveteach. In a structured way, moving between training
said that there has been a substantial increase. Couldand employment will assist their induction year and
I ask about the quality of the new recruits; that is toensure that that goes smoothly and they complete
say, have the new financial incentives improved thetheir training. One of the problems that we have is
quality?—however you define quality, whether it isthat we have a free market where the risk is all borne
over the point scores or class of degree or whatever.by the student. By whatever system, whether it is the
Is there anything we know about that?GTP in schools or a traditional higher-education
Professor Howson: I have to say I do not know. Thebased training course, at the end of that you are on
TTA would be able to tell you this more accurately,your own in terms of finding a job. If the market
I suspect, than anybody else. The only measure I canworks eYciently, the best quality students will get
think of is that admissions tutors are clearly lookingthe jobs that are there first, and then the market will
over their shoulder at Ofsted inspections of initialsort itself by taking the less well qualified students,
teacher training, and the quality of applicants is oneand the least well qualified may have to wait before
of the things that is inspected. Therefore it is not inthey enter the market, during which time their skills
the interests of an institution to take people whomay go backwards because they are not practising
Ofsted would query if they wish to keep up theirthem.
grades. There is information that is not in the public
domain which the Graduate Teacher TrainingQ143 Chairman: That is a very good point. I want
Registry have andwhich they share with the Teacherto move into teacher training, but, before we do, one
Training Agency on a weekly basis.of our specialist advisers has passed me a note: Are

there gender diVerences in terms of how you view
both recruitment and retention? Q145 Mr Chaytor: On a weekly basis.

Professor Howson: On a weekly basis—and I get itProfessor Howson: On the Department’s evidence,
there is little diVerence, if you look at the 2002 on a weekly basis, but it is confidential. It relates not

only to the number of people who apply but the rateworkforce statistics volume, on leavers by gender in
terms of roughly their percentages. There will be at which those applications are translated into

acceptances by institutions. What is interesting meundoubtedly be more women who are leaving for a
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on the confidential evidence I have seen so far this it is management information rather than statistics
year is that that translation appears to be slightly that is up to date, it may not be 100% accurate but it
slower than in previous years, even in some subjects at least tells us broad trends—ought to be feeding
where the rate of increase in applications has been back through the loop to policy makers who are
significant. All I can say in research terms is that making decisions. I assume that the Government
some years ago an American researcher at Harvard increased the number of places on the Graduate
who did a lot of work on teacher supply discovered Training Programme for employment-based
that when applications were low you got a very high training on the basis of evidence that that
proportion of people who might be regarded as programme produced a better retention rate than
vocationally interested in teaching (in other words, university-based courses, but I have actually never
teaching was something they had always wanted to seen a piece of research—I do not know whether
do) and they were more likely to stay there six years ProfessorMoon has—that comes to that conclusion
after. When applications went up significantly, in the public domain. Otherwise, why are we
institutions had no more money to make decisions spending money asking schools to do that
about who they took into the profession but, programme? Similarly, with school-based training,
because they were having tomake those decisions on like the SCITT courses, interestingly, if you look at
a larger number of people, they were more likely to primary teacher training courses, where at the
get it wrong and more of those people were likely to beginning of this month every single university
quit within the first six years. It would be interesting course was full (apart from those that were looking
to know whether or not the fast-track scheme, on for specialist language teachers or, outside of
which theGovernment spends an enormous amount England, the Welsh and Gaelic courses), the other
of money, in terms of assessment centres for courses that were still looking for people were
selecting people compared with what the average school-based training courses. Is this because they
institution like Professor Moon’s or any other are looking for a better quality of applicant than the
teacher-training institution has in terms of selecting, other courses or is it because people do not want to
is any better able to spot people who will stay in the go on to those courses or is it because they just do
profession than the very small amount of time that not know about them?
universities are able to spend on it. Professor Moon: I think it is important to look at

what happens to people as they come out of the
Q146 Mr Chaytor: It is too soon, presumably, to individual institutions. For example, there are some
assess whether those who have come in as a result of institutions for historical and geographical reasons
the new incentives are more likely to stay.We just do that attract people into doing a PGCE. Competition
not have the data yet. to get into those institutions is greater. Whether
Professor Howson: How much of it will be the new three or four years down the line the people that that
incentive and how much of it will be the improved institution trained are still in the teaching force is
induction schemes and how much of it will be the something which I think is important. They can be
possibility of other employment elsewhere. It is a very successful there with very good students . . .
combination of diVerent factors. How do you This is from a head teacher in Oxford, for example.
winnow out without a significant research project on I know that the Oxford Department gained
this? I am not privy to the extent the Department absolutely splendid students, but in some subject
that is conducting research is asking those specific areas I had the feeling, anecdotally, that a few years
questions. I do not have any research data because down the line there would not be that many left in
nobody has funded me in the private sector to do it. the profession as they moved oV into other things.

Q147 Mr Chaytor: Given that we now have a great
Q148 Mr Chaytor: Is it not almost inevitable thatvariety of ways into teaching, has someone done
the most high-flying recruits are going to move on?some analysis of the impact of these diVerent ways
It is just the nature of life and the labour market:in on teacher retention. We have some figures on
those who have the highest level of talent andmature entrants, but do we know if people are more
therefore the greatest opportunities open to themarelikely to stay if they come in as mature entrants or if
less likely to stay in the job they start oV with at thethey come in through the old BEd route or through
age of 22 or 23.the PGCE or through the graduate Training
Professor Moon: It depends how quickly they go.Programme? Are there any emerging patterns here?
That is one of the things we are concerned about.Professor Moon: I think the answer to that is no,
ProfessorHowson:This is one of the policy decisionsalthough the Department is launching a major
that was anguished over in the mid-1990s when theresearch project as we speak in that area to plot that.
Advanced Skills Teacher grade was created. ThisHow that research project handles the data issue,
was a centralised policy decision deliberatelywhich we keep talking about, is going to be a
determined, I think, to attempt to keep morecrucial issue.
teachers in the classroom by oVering that careerProfessor Howson: I think it is something people
route. Judging by the numbers of Advanced Skillsshould know. It seems tome rather bizarre that if the
Teachers we have and the targets which theTeacher Training Agency spends several million
Government has set over time, it has not been forpounds on television advertising it does not know at
some reason or another the most successful policywhich segment of the market it should be aiming.

This sort of market research data—and this is where initiative that has ever been promulgated.
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Q149 Mr Chaytor:Could you expand on that? You Q151 Chairman: I do not think we want to go as far
as the French.said, “judging by the numbers of Advanced Skills

Teachers we have,” how many do we have? Professor Moon: No, but I use that to illustrate the
point: that implies a degree of managerialism fromProfessor Howson: I believe we still have less than

2,000. I believe that whenMrBlunkett was Secretary the centre or from somewhere that is not part of the
English tradition in terms of the way education isof State we had a target of 2,000 by September 1999

or 2000, and I believe the current Minister of State currently organised.
last year said that he wanted 5,000 by a certain
date—which looks as if it will be diYcult to achieve.

Q152 Chairman: Do you think it is something weIt is interesting to compare that with the relative
should attend to, Professor Moon?success of theAssistantHeadship grade, which is not
Professor Moon: I personally think that we shoulda top-down initiative but is actually a bottom-up
have a much more regional sense of what isinitiative which allows schools the freedom to add
happening to teachers. I think looking at other partsextra posts into their leadership, which has probably
of Europe is instructive in that sense. If you areproduced more posts than the AST grade in a
training to be a teacher in France or in Germany,shorter period of time. Government initiatives as
you very much do associate with your academy orwell take people out of the classroom. The whole of
your länder: the inspectors of that area are thinkingthe literacy strategy and numeracy strategy
about you, the teacher trainers are thinking aboutproduced a significant number of coordinator posts
you, the head teachers are thinking about you, thethat have taken people out of the classroom. One
teachers unions are thinking about you. Whether weonly has to look around about, whether it is Sport
can do that in England—I thinkwe can inWales andEngland or Healthy Eating or something else, there
we do it in Northern Ireland—is something which Iis a whole raft of trained teachers being stripped out
think would need more structures than we currentlyof the classroom and the schools to operate those
have. There are some universities where not a singleposts. Clearly there is a necessity for that. There are
graduate from that university is doing a PGCE inothers posts, allied to teaching, for which we need
that university; they have come from all over thepeople to have been through the teaching workforce
country. If you went in mid-September to stand atto be successful at. For instance, for educational
Spaghetti Junction in Birmingham, you would seepublications, it is helpful if their editors have been
potential PGCE students streaming past each otherteachers. We would not be able to staV Ofsted
up and down the motorways. Some head north andwithout people who have been through the teaching
some head south, so they do not have an associationcareer. So there will always be 400,000 people in
with the locality in which they do their trainingteaching and almost as many people not in teaching
necessarily. Once they have done that training, whobut many of them doing jobs allied to teaching.
do they go to? There is nobody looking after them at
all. They are on their own. I think we could put some

Q150 Chairman: The fact is that at the moment we structures in there to support people.
train twice as many teachers as we need in order to Professor Howson: I think I said a few minutes ago
get the number we want. That takes in a lot of that the risk is with the student in teacher training.
taxpayers’ money to be spent on people who are not We have a free marketeers’ dream in the labour
going to use those teaching skills. The Scottish market for education, in that all posts are advertised
experience towhich youwere alluding seems of great and anybody may apply for any of them, and there
interest because it has always seemed to me—and I is no or virtually no intervention in that market to
think other members of this Committee share this ensure that it works. I think that the relationship
view—that having someone come through a between what one might now call stage 1 training,
university course and then into a teacher training which is the formal training course, and stage 2
year and then being dropped almost training, which is the induction year, is totally
indiscriminately, that any major company with a haphazard. As Professor Moon has said, you finish
recruitment policy would not do that. They would your training course, you go to your training year in
actually take a graduate entry programmeover three school or a course in a university, and you apply for
years, where you would develop the talents, put posts. If you are lucky, and you are in the primary
someone not in the most diYcult school in the world sector and you apply to an authority that still has a
to start honing their skills, and then you wouldmove pool application system, you are vetted by the pool
them around until they are a rounded teacher. We and then oVered to schools to pick from that pool,
have the Teacher Training Agency and all these as to which school wants to take you. For the
other diVerent agencies, we have Government secondary sector, where pools have largely not
initiatives, but no one seems to have grasped the existed for the last quarter of a century, you just
nettle that dropping people into the teaching apply for a job that you see in the Times Educational
experience is not a way that most others who Supplement and keep applying until somebody
professionally train people would do it. appoints you. If you are lucky, you end up in a

school which has a good induction programme andProfessor Moon: If you look at other countries, the
status of teachers can impact on that process. Where is used to dealing with newly qualified teachers and

all goes well. But, particularly in the primary sector,you have teachers as civil servants, as you would
have in France orGermany, for example, you would where more schools do not have newly qualified

teachers each year and may struggle to keep up tohave exactly what you have just described in terms
of control. date with what the latest training is, where your
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mentor may also be your appraiser because the Q154 Paul Holmes: Is there any noticeable
diVerence, therefore, between courses which spendschool is so small that the head is doing both roles,
more time in school and the graduate teacherthe possibility of people getting a bad experience
training programme which is all employment based?during that year may be causing us to lose people in
Are some more successful than others within thatwhom we have invested quite a lot of money during
overall figure?their training, who have invested their own intention
Professor Moon: Certainly people think much moreto want to come into teaching and be teachers and
highly of their PGCE courses than they used to.are then put oV by the failure of the system at the
Evidence from the University of CardiV is quiteinstitutional level at that stage. Whether there is
significant in this respect. Good, robust studies. Thesomebody in the locality that can intervene, in terms
percentage satisfaction rate amongst students—andof local authorities or some other body, or whether
I do not have the figures to hand at the moment—we can improve that system, it would certainly cut
has leapt up from 50% feeling they have a good dealdown what you are alluding to and produce the sort
to something like 90%. The more practically based,of practice that in the private sector they would
school-based courses have been a big success withregard as the norm in their large graduate career
the students themselves and I think with schools.development programme.
Professor Howson: It is almost one of thoseChairman: I am conscious that we have to move into
problems, as well, that it is the way you ask people.a rapid question and answer session to get all the
If you ask people immediately after training, theyquestions in. I am going to call Paul on this subject,
want to be able to be successful practitioners in thethen David, then Andrew, and then we are on to the
classroom at that point. If you ask them five yearsnext topic.
later, they may well say, “That was terribly useful
but I did not get anything about the philosophy of

Q153 Paul Holmes: A few years ago there was a lot education which underpinned my values and I now
recognise the importance of that sort of thing.” Thatof discussion about teacher training courses and
of course feeds through to the importance of apeople in the Government and the media saying we
significant continuing development programmeneed a lot more in-school training and a lot less
which I think the Government has recognised oversitting back in the university doing BEds or PGCEs
the last two years.in a theoretical way. Starting with that viewpoint,

what statistics do we have on howmany people start
teacher training of any kind and never complete it? Q155 PaulHolmes: I would imagine that the answer
I recall a figure of about 40% being published to this is that it is too soon really to tell statistically,
sometime this last year. but, in terms of the financial incentives, the hellos
Professor Howson: Your adviser will probably be and so forth, they are time restricted: if you leave too
able to give you more up-to-date statistics than quickly from teaching you have to pay the money
anybody else on this. My feeling is that you have to back or you lose the money. Is there any evidence
distinguish between the undergraduate training that people are taking advantage of those financial
course for primary—because virtually all the incentives because they have student debts, student
secondary training is either in school or on the one- loans, etcetera, but as soon as the time limit is up
year PGCE—where a significant number of people they are oV, out of teaching, and it is just a way to
who are taken in may lose their vocation at some minimise their graduate debt?
point during that course for all sorts of diVerent Professor Howson: I do not have any evidence of
reasons, and a drop-out rate of 40% might not be that. I would think that the PGCE course is so

intensive now that if you have done any research andunexpected. For the one-year PGCE course, now
understand what the training course is like youthat the £6,000 training grant is there and there is
would be unwilling to do it, as people use to, forhelp for people in other subjects through other
instance, as an insurance policy or because theymeans as well, I would expect the drop-out rate
wanted to stay in the same university because theirduring training to return to its long-term norm,
current partner was finishing oV. That has longwhich is probably somewhere round about 10%, and
gone. The course is so demanding that you do notthat would be made up of those people who clearly,
put yourself through it unless you actually want toonce they get into the course, discover that they do
come into teaching. The evidence suggests that thenot have one or other of the attributes that are
conversion rate at the end of the course of peoplenecessary, and those people who unfortunately fall
looking for jobs is high.sick or for some other reason are unable to continue

during the year. I would regard that sort of in-course
wastage level, which is historically what it has been Q156 Mr Turner:How can you describe something
on PGCE courses, to be probably about tolerable as a free market where there is a control of supply,
and unlikely to get it down very much more. I think the price is totally controlled and there is a
people coming on a one-year course like that are significant lack of information about the institution
making a commitment, know what they are coming in which you are going to work.
to, know the PGCE course is not (as it might have Professor Howson: I think the market is quite free
been described in the past) a relatively easy year. It because all jobs are advertised in eVectively the
is an extremely diYcult, hardworking year of Times Educational Supplement. The price is not
preparation for teaching and people will not do it controlled, in the sense that you can go and barter as

to what the school is prepared to employ you at,unless they actually want to do it.
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whether they would give you recruitment and road, scale 2,” the head would say, “I’ll write you a
reference.” He knew there would be another newlyretention points, what else they would do in terms of

a relocation allowance, when they will start paying qualified teacher around who could fill the English
post but he was very doubtful whether he would getyou if you are a new teacher, what responsibility

points they will give you if you are a teacher already a maths teacher or a design and technology teacher.
To that extent, within the framework that wasin the profession. I would have said it is a fairly

classic open market, in that sense. Yes, there are allowed, there has always been the ability to tweak
the system. I suspect much of it has been doneimperfections in it, but it is not regulated in the way

that many, for instance, in American school boards, covertly and much of it is probably done with the
benign connivance of the professional associations.regulate their labour market, where you can be rung

up out at 11 o’clock in the morning and told, “We Unfortunately, when local management of schools
came in, the market was thrown into some degree ofare taking you out of this high school and putting

you into another high school.”We have amuch freer confusion. Previous to that, you could regulate how
many promoted posts there were in each schoolmarket. It is one of the things which attracted me

into teaching as a young graduate, that I could be in depending upon its size and where it was. By giving
the schools the budget, you then turned it into evencontrol of my career. I was not going to be, as in

many other organisations, at the risk of somebody more of a free market because they could choose (a)
how much of their budget they decided to spend onwriting an appraisal report on me with whom I did

not get on, and that potentially blighting the rest of staV and (b) whether they wanted to go for large
classes and well paid staV or small classes and lessmy career. I could apply for whatever job at a point

where I felt like it and track my own career well paid staV—the dilemma which always faces the
Government on a national level when it is settingthrough it.

Professor Moon: Although if you joined the teachers’ pay: does it go for more teachers less well
paid or a smaller number of teachers but better paid,profession now you would certainly get an appraisal

report each year. depending on how much money it can get out of the
Treasury. We have always had regional pay, in theProfessor Howson:Yes, you would get an appraisal.

But it is, in my view, a very open labour market sense that we have always had a supplement for
London, and that has been recognised this yearcompared to many others. You can move anywhere

in the country with your qualification. There is within the School Teachers Review Body report,
where there has been the extra pay for peopleprobablymorewe can do tomake it evenmore open.
working in Inner London, which is clearly a
significant diVerence between people working thereQ157 Mr Turner: We have institutional
and working beyond the outer London fringe area.arrangements coming out of our ears in education
It is a macro-economic decision as to whether or notand you suggest more institutional arrangements.
you deal with the diVerences within the economyWould it not be better to pay teachers more where
between diVerent parts of the country throughand when there was a shortage and pay them less
paying people to work in the labour market inwhere and when there is not a shortage?
diVerent areas or you work on the other side of theProfessor Howson: I think we do that anyway.
economy to bring down the prices that are inflatingCertainly if you look at the labour market for heads,
the costs in that area—and that is not a debate, as awhich is the least regulated part of the market and
teacher supply person, which I particularly want tothe nearest to a free market, the first primary school
enter into.to hit the £70,000 pay barrier was in the London

Borough of Waltham Forest just before Christmas.
There are no primary schools of the same size Q159 Mr Turner:You clearly think that the market
anywhere else in the country that are anywhere near is reasonably free and eVective, but that suggests
approaching that in salary. then that there must be some other hidden reason

which is causing the diYculties of some schools to
recruit some staV. The one which is most frequentlyQ158 Mr Turner: That may be true recently for
cited—and, indeed, is cited by the DfES—issome headships—and I think the London Oratory
workload, discipline, stress. Would you share thatwas the first that was quoted in that sort of context—
view?but at the recruitment end of the market are there
Professor Howson: I think we have all been roundthose freedoms and what would the eVect of the
this agenda many times. I made a note of what, IChancellor’s proposed regional pay negotiation
think, was the second inquiry which this Committeeinformation have on this?
under Margaret Hodge did in 1997, which wasProfessor Howson: If I may, there are two answers to
Recruitment and Retention, and the list of issuesthis. When I joined the profession in 1971, working
which came up there. It started oV with the image ofin a school in Tottenham which, were it still to exist,
the teaching profession, then workload, then pay,would clearly be a failing school—fortunately, it was
then the cost of training to the individuals (since thefailing so much, even then, that it was closed—if you
report was before 2000), then competition fromwere a maths newly qualified teacher or a design and
other employers. I think, if you put all those thingstechnology teacher, at the end of your first year you
together, you get a situation as to how competitivewent to the head and said, “I’ve seen a job down the
teaching is. In the north-east, where the number ofroad, paying (then) scale 2” and the head said, “I’ll
graduate jobs may be a smaller fraction of the totalmatch it.” If you were an English teacher and you

went to the head and said, “I’ve seen a job down the labour market, it is interesting—and the chart is in
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your table—that over 90% of those people who produced an increase in supply of people coming on
to training courses. As soon as you put in even moretrained in mathematics in 1995, despite all the

problems of the period between then and 2001, had diVerential pricing, like the golden hellos . . . I never
quite understood why the Department introducedbeen in a state-maintained school teaching at some

point or other and over 60% of them were still there English as a golden hello subject in January 2002, I
think it was. It seems to me that is a subject that hasby 2001. In London and the south-east, where the

competition for graduates and the opportunities are never failed to recruit to its target. Somebody
panicked, because it was having a slow start thatmuch greater, the percentages who were still there

and the percentages who have been in are very much year, put it on the list for golden hellos and
applications have gone through the roof. We arelower. If we do not remain competitive across the

whole range of diVerent factors, some of which are about 30% up onwhat we were this time last year for
English. It may well be that by doing that wenational, like workload, some of which are specific

to individual schools, like whether it is an “easy” improve the quality: of course price is aVected by
quality because, the more you pay, the rationalplace in which to work or a “diYcult” place in which

to work, we will not solve the problem across the theory of economics would suggest you get a better
quality. The problem about heads of department isboard.

Professor Moon: There are factors that inspire in a slightly diVerent problem. That is a hangover
problem from previous decisions in the labourthat respect, are there not? I was in Hillingdon just a

week ago talking to the Deputy Director of market. If you get the labour market wrong in a
closed profession where people start at the bottomEducation about schools there. Hillingdon is not in

the Inner London area, so the salary incentive is not and progress through, the hangover of getting that
wrong will be with you for generations to come. Weas great there, and it is also quite a diversified

borough, so some schools are able to oVer higher up had a problem at the end of the 1980s. We had cut
back on the number of teacher training numbersthe spine starts for initial entrants, which means that

in the pecking order, in terms of where certain because the birth rate had been falling and the school
population was declining and we were not fillingschools were, they were heavily disadvantaged. I did

not feel that those schools were recruiting actually in even those small revised targets. We had, in a sense,
a double long-term whammy, in that we had lowera very free market, but that is taking another

perspective on it than I think is the notion of market numbers of people than the historical trend in
training, and those training targets were not beingthat is being talked about there. Those schools did

not really have anybody who was applying for them. filled. That is now filtering its way through to people
who have been in the profession 10/12 years who areThey did not have a market to go out to. They could

not get a head of maths and they could not get any the core of the people youwould be expecting to take
middle management and be moving into seniormaths teachers. Nobody was there in themaths stall.
management positions—that is one of the reasons
why we have this serious problem in terms of seniorQ160 Mr Turner: Is not the conclusion from that—
middle management in secondary schools andand I know this is easy to say—that those schools did
deputy heads and heads of primary schools—andnot have enough money to attract people to the
that is a much more diYcult problem to eradicate indiYcult conditions in which they were operating,
the short term.whether because theywere badly run or because they
Chairman: It is interesting that you use Chriswere at the wrong end of the barrel?
Patten’s term “double whammy” about a period IProfessor Moon: Whether the schools did not have
think when he might have been Education Minister.enough money or whether the schools did not have

maths teachers, it is the same thing really, is it not?
Whether you give the money to the school to pay for Q162 Mr Pollard: Could I ask about mature
the maths teachers, to attract that head of maths, or students, mature entrants. ProfessorMoon, on page
whether some other interventionist policy was 6 of your report it says, “Manymature entrants have
pursued that put a head of maths into that school also experienced the demands of other occupations
which badly needed an experienced head of maths and are attracted, despite lower material rewards, to
would be a policy and, perhaps, a political issue. But the lifestyle.” Does that imply that when they come
that school needed a head of maths, whichever way in the grass is not quite so green for one side than
we did it. the other?

Professor Moon: One of the myths about mature
entrants is that they find diYculty in obtaining jobs.Q161 Mr Turner: Surely we are trying to look at is
That has not been the case with the cohort of 5,000what is the best way of doing it.
at which we have been looking: they do find jobs butProfessor Moon: I am attracted to giving a lot more
they accept a position on the pay spine which ismoney to the school, but that is . . .
lower than would reflect the sort of vocationalProfessor Howson: Let us go back to the economics
experience they have had. It is an indication of theirof this. Clearly economics tells us that if you want to
level of commitment to becoming teachers that theyget supply and demand into balance you have to use
are prepared to do that.a mechanism which is frequently price. The best
Mrs Bird: I think we have people coming in asevidence that we have in terms of that, in terms of
mature entrants from a very wide variety ofteacher recruitment, is what happened when we
backgrounds. We do have people coming in fromimproved the price to people who wanted to train by

giving them £6,000. Across the board, the price domestic responsibilities at homewith children, a lot
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of whom have become involved in education Professor Howson: I think the answer to that is
probably inertia. There were significant changes tothrough their own children’s education and have

seen the appeal through that. We have people the pension rules some years ago to allow
segmentation of the pension, so you did not fall intocoming in from other jobs who may have been

disillusioned with the other jobs, may have wanted a the trap of your salary being based on your best pay
in the last three years. You could eVectively ring-change of career, but quite a lot of them are saying,

“Actually, I had always thought about teaching and fence your pension up to a certain point, step down
to another job and restart. When that wasnow seems a good time to make the change.”
announced, some people did it. I see quite a lot of
evidence in primary schools of head teachers and

Q163 Mr Pollard: One of the things teachers deputy head teachers stepping down to classroom
complain about is workload. If people are coming in teacher level again, in the questionnaires that we get
from commerce or industry, their workload has been back from schools. I suspect from the notes that we
high. Industry and commerce demand a lot from get that it is more to do with decisions about
people nowadays. Are the two not equitable, so that workload and lifestyle than it is a positive decision in
when people—not those who are home-carers but in terms of career choice. I think, again, in terms of the
industry generally—leave and move into teaching micro-management of the workforce, given the age
they say, “The workload is not much diVerent than profile of the workforce, if we do not have policy
it was previously. It is about the same.” I think I am decisions about how we want to manage the
asking whether teachers are overblowing this movement into full-scale retirement of a very large
workload compared with industry generally. number of teachers over the next few years, we may
Mrs Bird: My answer can only be anecdotal. We be in some diYculties, and that is something which I
have certainly had some students who have said that hope the Department is modelling in terms of what
the workload is much higher than they had will happen. It will clearly be aVected by this
anticipated. It is more concentrated over the term generation being the generation that will have paid
time and they had not anticipated the level of stress oV their mortgages—in many cases because they
and workload that teaching did demand. But that is were starting to buy their houses much younger than
not all of them. their parents’ generations—by the time they are in

their fifties. If they have made a substantial capital
gain on that, if you are doing the figures it may wellQ164 Chairman: Should we make it easier for
be worth, from 55 onwards, putting that capital gainpeople to transform frombeing a full-time teacher to
into an interest bearing account and going part-timea part-time teacher if they find at a certain stage it is
or going to live in a villa in the south of Spain wherebecoming too stressful for them?
the cost of living is lower. But not all teachers,MrsBird: I think that is probably quite an important
indeed, not all of us are rational beings in terms ofquestion in terms of mature entry to the profession.
working out the finances versus the other sections ofCertainly the data I have suggested that something
lifestyle. If you are happy with what you are doinglike 42% of our trainees actually went into the
and you enjoy the job still, you are more likely toprofession on a part-time basis. There have been
stay. If you find that there are opportunity costs tosuggestions, going back many years now, from
do with something else which you feel are greater,people in the field that more flexible working
you will do something else. Clearly the closure of thepatterns might be instrumental in attracting a lot
funded early retirement route in 1996 had a big eVectmore women with school-age children into working
on the number of people staying/going oYcially.Wein the profession. Recently, that has also been added
do not know—and again this comes back to theto by looking at people at the end of their teaching
statistics’ question—the leakage of people over 50career who may wish to downsize and to teach more
out into just doing supply work, leaving theflexibly. There is an indication that there are a lot of
profession without bothering to collect their pensionpeople who are moving into supply teaching after
but eVectively banking it, and what more we couldleaving full-time employment in their fifties. I think
do in terms of utilising their skills up until retirementit is important that we look at ways that flexible and
age, whatever that is in the future, to the mostpart-time working could be used within the
eVective way for the profession as a whole.profession to keep people in and to attract in people.

Q166 Mr Chaytor: To clarify this point, there isQ165 Mr Chaytor: On this very point, because I
therefore no financial barrier to prevent a teacher inthink this was an issue that we raised with the
a hardship subject in a secondary school, who reallywitnesses from the General Teaching Council just a
feels that in their fifties a full-time teachingfew weeks ago: what is the main problem in
commitment is just too heavy a workload, switchingpreventing a more flexible set of contractual
to a half-term contract, thereby maintaining thearrangements for teachers in their fifties as they
stability and continuity in that school, rather thanmove to retirement? When I put this question to the
throwing themselves on the supply market, workingGTC, the answer was, if you give up your full-time
Tuesday, Wednesday, Thursday, zipping oV oncontract you are worse oV. We all know that. My
Thursday evening Ryanair to their cottagequestion is: Is there something in the teacher’s
somewhere in Andalucia, coming back on Mondaypension that makes it financially disadvantageous
evening and starting again Tuesday morning. Therefor teachers to go to a half-time contract in the last

three years of their employment, for example? is absolutely no problem for someone to do that
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other than inertia. There is nothing in the teachers’ You have to put all those together to answer that
question. We do know, as I think we said at thepension scheme that would make them financially

worse oV, other than the fact that their gross beginning, that the age profile of the profession—
which is well known, which I certainly did not botherearnings are obviously slightly lower.

Professor Howson: As you know, the teachers’ to rehearse it in my evidence—means that from
somewhere round about 2005 onwards, dependingpension scheme is a weird and wonderfully

complicated document, and I would not claim to be on how many people go through to 60 and how
many people opt out from 55 onwards, we will havea total expert in it, but my understanding is that the

mechanisms exist, since the changes that were made a significant number of people leaving the profession
for about an eight to 10 year period and they willat the end of the 1990s, to make that sort of flexible

working at the end of the career a possibility in a need to be replaced. My best guess on the current
mix is that that will mean that we will need to trainnumber of diVerent ways, including the one you

have suggested, and including the stepping down somewhere round about 30,000 to 35,000 teachers
every year into training.where youwant to give up responsibility and go back

to, for instance, classroom teaching without the
extra burden of leadership associated with it, but Q169 Chairman: What about the number of
stay full time. children coming through during the same period?

Professor Howson: The good news from the
educational point of view was that the birth rateQ167 Mr Chaytor: This is a very positive way of

managing the issue. went up marginally in 2002 after several years of
decline. TheDepartment’s statisticians estimate thatProfessor Howson: Yes.

Professor Moon: If I may just come in on that point. the primary school population peaked in, I think,
January 1998, but it might have been 1999. TheI think that is right but I think there need to be

cultural changes in the management traditions in secondary school population will probably have
peaked this January, partly depending on howmanyschools to allow that to happen. The culture of the

English teacher is the all-singing, dancing, doing people stay on in school, sixth forms, and howmany
people go into the FE sector post-16, and, I have toeverything person: the fête, dealing with the dinner

queue, teaching the subject, and so on. I think one of say, partly aVected by the number of children of
asylum seekers and other people who are comingthe, as you call it, stepping down things is that

individual tasks will becomemore diVerentiated and into the country which slightly skews the figures. It
has particular implications for certain regions ofthat is going to require, I think, a diVerent

organisation of schools. For example, we have a the country. Generally speaking, the secondary
population overall, having peaked, will continue togrowing number of people who are taking up

classroom assistant type roles in schools. That is a decline slowly at least until 2011, which is the
furthest period forward that the DfES or ONSpart of policy at the moment. How that group of

people can be incorporated into the workforce in statisticians are prepared to give evidence in their
evidence to the Pay Review Body every year. I canways that allow some teachers to work in the way we

have just described I think is going to be critical. give you the figures. I cannot quote them and I
would not want to oV the top of my head, but it isProfessor Howson: Itmay be a straw in the wind, but

the number of full-time teachers in primary schools quite clear that there will be a loss of a number of
children to the system and that will impact on thedropped by about 1,000 between January 2002 and

January 2003. There was not a similar sort of number of teachers you need if you keep everything
else level. If you want to improve pupil:teachersignificant drop in the number of part-time teachers.

It may be that as falling rolls start to impact, what is ratios, then you will want to keep the number of
teachers the same. If you want eVectively to keephappening is that, because it is impacting on budgets

at the margin in primary schools, they are less likely your pupil:teacher ratios as they are now, you will
need fewer teachers.to take up full-time teachers and more likely to oVer

fractional posts or part-time posts to people because
that fits in with the budget, because of the way that Q170 Mr Turner: Is the achievement of an age
the budgets are constructed. One would need to see balance or for that matter a gender balance in an
some more research evidence on that. individual school something that governors should

regard as important?
Professor Howson: I think this is a philosophicalQ168 Chairman: You have not given much in

evidence on the demographics. Are we going to need question which relates to the whole of the system.
One could take an extreme example: if no governorsless teachers because there is going to be a

substantial fall in the population over the next anywhere in the country bore the slightest interest to
this and said—a hypothetical example—“We arenumber of years?

Professor Howson: If you can answer some other really interested in people who have done lots of
other things beforehand, mature entrants. We willpolicy questions, I would be able to give you an

answer on that. What level of pupil:teacher ratios, take people over 35” the question would be: Where
is your next cadre of leaders going to come from? Iffor instance, are the Government trying to achieve?

What balance between, as Professor Moon says, you are planning an individual school, it probably
does not matter. If you are planning a system as aclassroom assistant, other support staV versus IT

assistants and qualified teachers as we traditionally whole that is employing potentially nearly 500,000
people, I think that some sort of modelling of theknow them, will the mix of the labour market need?
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eVects of not taking any account of that needs to be overall shortage but there is a diVerential quality, to
either to make sure that those schools are first in theunderstood. This is where the free market that we

talked about collides with the planned market staYng queue, or get the best quality teachers. Then
there are various mechanisms you can adopt. One isbecause the significant planned portion of the

market is the fact that the teacher training targets are clearly a price mechanism. We did that in the 1970s
when we had the schools with exceptional diYcultiesdecided by the Department as, if you like, the

manufacturer; they are given to the wholesaler, payment, which was paid for teachers working in
certain schools, where for the first three years theywhich is the Teacher Training Agency, who then

passes it on to the retailers; the retailers diVer from got £201, and once they had been there more than
three years they got £279.everything like a superstore, like the Manchester

Metropolitan University or the London Institute of
Education, with large numbers of training places Q173 Jonathan Shaw: What would that be like in
down, to your corner shop, as you might describe it, today’s prices?
the school-based training programme with 20 Professor Howson: I have no idea, but I would be
places. That is clearly very tightly planned, and in guessing.
some cases you could argue more tightly planned
than is necessary, but I do think that if nobody takes Q174 Jonathan Shaw: Yes. If you said £200,000 to
any account of age profile, you will have a problem anyone, I think—
about where the next generation of leaders are going Professor Howson: Certainly I know—since I was
to come from. working in one of those schools at the time—it was

a significant addition to my salary, and was the sort
of thing that might well have persuaded me to stayQ171 Mr Turner: Professor Moon, would you
there rather than go into a leafy suburb. I think whatagree with that?
also attracts me is the sort of work that is being doneProfessorMoon: I think I would agree with that, yes.
at UCLA with what they call Project X, which is toWe have not come to a conclusion, I should say,
recognise the social justice element of peoplewho arethough.
going to be successful, what we might call theChairman: The last topic we need to cover is school
vocational element.standards, if we can just switch to that.

Q175 Chairman: Is that the one which relates to aQ172 Jonathan Shaw: One of the issues about
former governor who runs Project X, as Idisadvantaged schools is that we know they have
understand it?more diYculty in recruiting and more diYcult in
Professor Howson: Its genesis and history, I cannotretaining and there is also research you have carried
tell you.out, Professor Howson, on the PANDA ratings and

the length of service for a head teacher. Obviously,
Q176 Chairman: Sorry, the Committee maywant towe want to understand what you think about
know more about that. Anything called Project X isimprovements to retaining in challenging schools,
of interest to us.and my colleague was referring to this marking
Professor Howson: My understanding is that it issystem earlier on. The Government is spending lots
based on the concept that if you have got people whoof money with golden hellos, golden comebacks,
are attracted to working in those sort of urban highgolden this and golden that, do you think that they
schools, then you need to be able to give them theare being suYciently imaginative with the sort of
tools to do the job, and it is no good training themmoney that is available? For example, if there is a
in schools where those conditions do not exist. Yougoldenwelcome back, presumably a school in a leafy
need to stand on its head the concepts that some ofsuburb can go out and get a teacher who can go to
these schools are so bad you must not put traineesthis school and get this £4,000, whereas they would
into them, and so you put trainees into them whonot have much diYculty in recruiting someone else,
have expressed an interest to work in those sort ofwould they? Is that the best way to use this public
schools. It is no good putting people in there whomoney, because you were talking about quality and
have no interest in working with those sort ofpay and that was the position?
children.Professor Howson: I think you have to distinguish

between those things which are important for the
system as a whole, like the £6,000 training grant, Q177 Jonathan Shaw:Dowe have any evidence that

newly qualified teachers, trainees, et cetera, whenwhich clearly had a system-wide impact, and those
things which you target as individual institutions for they go into schools like that are more likely to leave

the profession in the way that Paul Holmes waswhatever particular reason you do. Specialist school
grants are one example of that, where you allow asking you about? Someone qualifies, they go into a

very diYcult school and it is horrendous, and theyindividual schools to get extra money if they meet
certain criteria. If one of your criteria is that schools feel all of the pressures that we know about all the

more than your average school, are they more likelyfacing diYculties have traditionally the most
diYculty in getting the most staV and are the first to leave the teaching profession?

Professor Howson: I think it stands to reason if theyones who are most likely to suVer in any teaching
shortage, you have to ask, do you want to intervene have been properly trained for those sort of schools

and are aware of what they are getting into, they arein that market to actually do something about that
if there is an overall shortage, or if there is not an more likely, if the institutional factors are then right
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during their induction year, to stay. If you have was no more money, what would you do diVerently
with it in order to try and address some of the issuestrained in a cathedral city, in leafy suburban schools,

this is the only sort of job you can get because you that we are talking about?
Professor Howson: I thinkmy key concern is that themay not be the strongest person on your course, and

you are not philosophically inclined to want to work most disadvantaged children in the most
disadvantaged schools do not necessarily getwith those sort of children, then you may well find

that as something where you leave very quickly. It provided with teachers who have been trained to
meet their specific needs. We talk about x amount ofwas very interesting that in The Sunday Times last

week there was an article by a teacher who had come the course being in school and the rest of it being in
college or university. If you are going end up in thoseback from teaching in Botswana, and had gone to

teach in some London schools, and had quit after sort of schools, either by choice or that is the only
place where you will get a job, my feeling is that thetwo years. She was complaining about how diYcult

these schools were to teach in, and how everything whole of that course—that is what happens on the
college-based part of the course, and what happenswas stacked against working in them. I felt

underlying that was a philosophical point of view on the school-based part of the course—actually
needs to be focused on helping you to be able tothat actually she did not want to be in that sort of

school, working with those sort of children. work successfully with those sort of children, many
of whom are very damaged in all sorts of diVerentProfessor Moon: There is definitely a greater churn

of teachers in those schools, in those urban areas. ways. Many of them will be damaged in ways that
you, as a successful graduate, will not haveMy own view is that what we have to address here is

a cultural thing, not just a statistical thing. We have experienced in your own lifestyle. Although we have
comprehensive secondary schools, there is still ahad periods when working on the front line in urban

schools was seen as one of the high spots, that you wide gap, I think—
were in the forefront of your profession if you were
prepared to take that on, and I thought like that

Q180 Jonathan Shaw: They have never been onto amyself in the mid-1960s in London. Now, for
council estate in their lives.various reasons, that has disappeared, particularly
Professor Howson: Between the social experience ofin the secondary area, and I think we just have to
being a successful student in a comprehensive schoolregenerate that sort of feeling. There are some
and being in one of our council estate schools in onepolicies that are moving us in that direction.
of our northern cities, or parts of London or, indeed,
in some of our less successful social schools in terms

Q178 Jonathan Shaw:What I was going to ask you of rural areas as well, because it is not entirely an
is, from what you have described, Professor urban problem.
Howson, whether the structures and pay as they are
at the moment perhaps lead to the most least able

Q181 Jonathan Shaw:What would you do with theteachers teaching in the hardest schools in our
money? Would you do anything diVerently withcountry?
the money?Professor Howson: I think because of the way in
Professor Moon: Yes. I think the Government’swhich the nexus between training and employment
inquiry into 14–19 education at the moment isworks, there is that risk. That was what attracted me
actually crucial to the issue andwe are coming to thisto what the Scottish Executive is doing, and
late in the day. In one sense the model of teacheranything that will look at the most disadvantaged
supply is posited on the model of curriculum, but weschools which clearly need people with additional
are going to see change and I think there will beskills to be able to succeed in them, to be able to
cross-party support for this change. It is clear thatprovide them with the tools rather than leave them
we have to have more practical applied relevantto get what they can on the open market. If you are
vocational work in schools than has been the case,going to leave them to the open market, then what
but we have not got the teachers there necessarily toworks in the open market is normally price, which is
deal with that.a slightly curious thing. I think price, by itself, is only

part of the thing; it is not the whole package. We
have seen it with head teachers, and we have seen it Q182 Jonathan Shaw: I agree with that, but neither
with high profile head teachers, who come in from of you have answered my question. If you were in
being successful head teachers in leafy suburban charge of the money, and in terms of what we have
areas, have gone into inner city schools and have spoken about in terms of quality and howmuch you
found the challenge extremely diYcult because they pay, are we distributing the money correctly? When
have not been prepared for it. I gave you the example that you can come back into
Professor Moon: John, you talk about a risk, but the profession, into a leafy school and get £4,000,
that is a reality in a lot of urban comprehensive that does not seem to me the best use of the public
schools, particularly in Inner London. My money when we are talking about your daughter’s
daughter’s year eight tutor group only has one school?
permanent member of staV who teaches them. Professor Howson: In theory, the LMS formula,

topped-up with the special needs’ elements, should
provide for those schools to have more money thanQ179 Jonathan Shaw: If you had the pot of money

that we spend on the golden hellos, the golden the leafy suburb schools in the same authority,
because they will be getting x amount—goodbyes and welcome backs, et cetera, and there
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Q183 Jonathan Shaw: Sixth forms, do you mean? named and shamed, and that they are not going to
be held to account for every mistake that they make.Professor Howson: Which should, in theory, mean
Inevitably, in challenging circumstances, you maythat they are able to oVer more responsibility.
make mistakes and, if you take risks, of course, youClearly, it does not work like that for all sorts of
are more likely to make mistakes. Again, this is areasons, such as whether the school has got a sixth
question for the National College in terms of theform, or other factors, in which case if you want
National Professional Qualification for Headship.them to be successful you have got to find some other
To what extent is that a bland national qualification,way of intervening. I am probably arguing that you
which assumes that in all schools are the same andneed to pay people more to work in the most
should it, or can it, be tailored to recognise thatchallenging circumstances, and you need to find a
challenging schools need their leaders to be able toway of doing that which is acceptable to everybody.
be equipped to take on those challenges during theEven, more importantly, you need to identify, right
preparation stage, just as I think we are arguing thatfrom the word go, people who are actually socially
those people who go in as newly qualified teachersresponsible and wish to take on the challenge of
need the extra support and training that going toworking in those sort of schools, and give them the
those schools demands.training and the support to enable them to be

successful with those sort of children. I suspect a
greater number of people can succeed teaching leafy

Q185 Paul Holmes: Two areas on schools then. Thesuburb children, who are there because they want to
first one is picking up on what you have just beenlearn, are relatively biddable and are not facing all
saying. I was really pleased to hear Professor Moonthese other problems. That is exactly the sort of
say that not that many years ago some teachers wentschool that I spent seven years in at the start of my
into inner city schools. As they say in the survey, itcareer. Professor Moon spent time in London with
was a challenge, they were at the cutting edge, theyhis career. We went there, we enjoyed doing it and
were making a real diVerence, but you said thatwewere—we hope—successful, but we need tomake
various structural changes, or changes in policy, willsure that the generation who are doing it now gets as
work against that for various reasons now. We havemuch help as possible to be successful for the
just heard that a really good head, as a leader, caneducation of these children.
make a big diVerence. Just to take an example. The
Phoenix School in Hammersmith was one of
Labour’s first Fresh Start schools in 1997, andQ184 Chairman: Something that is not coming
William Atkinson, the head there, is seen as one ofthrough from this very interesting set of questions
these really great leaders. His school over the last fivefrom Jonathan in terms of the answers, is it is all very
or six years has got around 11% A–Cs—11% of thewell to juxtapose the leafy suburb school to the inner
children got five A–Cs—although in this last year itcity school, but what is the diVerence, in your
has gone up to 25%, which is a very goodexperience and in your knowledge, of what high
improvement but still way behind what thequality management of that school brings to the new
Governmentwant. 60% of the kids are on free schoolteacher coming into that environment?What I think
meals, 60% have got special educational needs andthis Committee needs to know is if you take two
40% have got diYculty with spoken and writtenleafy suburb schools, or two inner city schools,
English. The last Ofsted report said: “The school’swhich are very similar, what diVerence does it make?
problems were largely beyond its immediate control,Some of the evidence that we have had from you and
staV recruitment and retention in particular”. Howothers suggests that if there is a good head, a good
far do you think things like naming and shaming,management structure, who cares about the
league tables, professional staV performance pay—induction and all the rest, it makes a tremendous
which means you are held responsible for your kidsdiVerence betweenwhether that teacher stays or not.
making certain progress, otherwise you do not getIs that wrong or is it right?
your pay rise—encourage teachers to go into schoolsProfessorHowson: I would say, yes. I would say very
like these, and how far do they discourage teachers?clearly that the leadership role is critical. We are in
Professor Moon: It is in one sense a very importantthe people business in education. We work with
question, but I have to give the balanced answer. Ipeople and most of what we do is an interaction
think the pressure on schools to improve standardsbetween people, and if those interactions in a
across the board has been a positive thing. In thelearning sense can be successful, then everybody will
schools in the most challenging circumstances whatfeel better about it and the outcome, however you
you often require is the most amount of innovation,measure it, will be better. Now, as Professor Moon
and the context in which the schools now operatesays, it may be that for some of the age group we are
actually can constrain innovation rather than openactually doing the wrong thing. So it is going to be
it, so people go for safe options, they go for trying tovery diYcult to make it succeed because we are not
nudge forward, to keep it tight and so on, and I thinkdoing the right sort of thing. I would say you have
that is one of the diYculties that we face with theto have successful leaders, again who are trained to
system at the moment.understand the circumstances in which they find

themselves in, are supported at the local level— Professor Howson: Yes. I was talking about risk
taking a few minutes ago. I think risk taking iswhether it is a buddy system, or whether it is through

some sort of local support network—which allows clearly important there. One of the interesting
questions that one would want to ask the Phoenixthem when the going gets tough, as it inevitably

does, to recognise that they are not going to be School is: “Has your staYng settled down over the
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last year after a period of very great diYculty, and another fast track job. Is there more of a case to be
made for stability and service of teachers and heads,was that one of the reasons why your GCSE results

have started to improve?” It is very diYcult for and heads of department, rather than this sort of
commercial sector pressure that we have heardsecondary schools, in those sort of circumstances,

where its primary schools are facing an enormous about fromKerry Pollard, for example, where, as an
engineer, he would spend two years with one firm,amount of turbulence and, therefore, are unable to

meet the standards that onewould expect of primary four years with another and two years with another?
Arewe undervaluing the idea of length of service andschools normally across the country, for those

secondary schools then to pick it up. This is why it stability with teachers within a school?
Professor Moon: I taught in the same school for tentakes so long—it is a bit like a super tanker—to turn

it round. If your primary schools have stable, good, years when I started, so I would empathise withwhat
you are saying there. Is it not a mix of the two? Ihigh quality staV, able to produce the basics, then

those children transfer into secondary schools with think this issue about heads in posts is a really
significant one, but I would also apply that inthe sort of skills that secondary schools can build on.

If the primary schools have got no secondary staV, secondary schools to those who are in the middle
management area. It is quite clear that the sameare operating on a procession of overseas-trained

teachers from the Commonwealth countries, or thing applies, particularly in the major departments
in a secondary school, the core curriculum areas.itinerant supply teachers who have no commitment

to that school, it is not surprising that the children in Those people who come in to fill those posts may
well have benefited from the sort of moving aroundthose schools (a) do not see education as a very

worthwhile experience, and (b) may not succeed. If that you have talked about, and we do not manage
that very well.the secondary schools are then trying to adopt a

normal secondary school process, they are trying to Professor Howson: No, I think it is the balance.
Some people may want to spend a long time, someimpose success on failure. One of the things that we

did in response to the Bullock Report in the 1970s— people may find it, for all sorts of diVerent reasons,
worthwhile moving around to get the degree ofLearning for Life—was to recognise that 50% of our

intake, in the school I taught in in Tottenham, had a experience. If everybodymoves around at one end of
the spectrum, then you get so much turbulence thatreading age which was two and a half years behind

their chronological age, so we abandoned subject there is no continuity for the children and I suspect
they start to fail to understand the advantage ofteaching. We went back to classroom teaching to

give the children the settled environment where they having a settled thing where they can relate to the
people who are delivering their education. Ifcould actually continue to develop their basic skills.

If the staYng in the primary schools settles down— everybody stays put, the risk is that you get no new
ideas and no fresh blood. If somebody comes in, theyand it has been particularly settled in parts of

London—then that will have a knock-on eVect for are treated like hero innovators and the dragon eats
them as if they are St George, because their ideas dosecondary schools, but it will take time. I think

to expect the secondary schools, in those not fit inwith the conceptual norms of the institution
and, therefore, they leave. The worst possiblecircumstances, to work miracles, and then to name

and shame themwhen they do not, is hugely counter diversion, I think, is an institution where too many
people are there for too long that they becomeproductive.
resistant to new ideas and become antagonistic to
anybody who wants to change the status quo. So it

Q186 Paul Holmes:Yes. You have talked about the is finding that right sort of balance for the institution
importance of stability of staYng, like these that is most critical.
preferred examples. We hear a lot these days about
teaching should not be seen as a profession for life,

Q187 Jonathan Shaw: Were you a history teacher?which perhaps it used to be. We have got the Fast
Professor Howson: I was a geography teacher.Track Teacher Scheme, for example, which the

Government introduced, that emphasises very
much, “We will take these whizz kid new recruits

Q188 Jonathan Shaw: I thought that, because Iand we will put them in one school for two years,
thought St George slew the dragon.then we will move them to another school for two
Professor Howson: Not the hero in the battle.years, then we will move them to another school for

two years, and then they will be fit to be a super head
and so forth”. With some of the old “stick in the Q189 Chairman: Just this last one. We have found
mud” teachers, like I was,—who stayed in one this a very valuable evidence session, that it why it
school for 10 or 12 years at a stretch—we were has gone on for much longer than we predicted, and
always a bit sceptical about this, about wanting a we have learned a lot. Are there one or two aspects
fast churn of teachers all the time, who come in and of this you would be very discontent if, when we
leave before the problems materialise from what wrote this up, we did not include? Is there anything
they have done. Some of the research that Professor you think you havemissed informing the Committee
Howson has done on schools getting A* grades on and you would like to see it in the report?
their PANDAs, on their performance assessment, Professor Moon?
shows they tend to be the schools where the head has ProfessorMoon: I mentioned inmy introduction the
been in post for over six years rather than be issue of ethnic minority communities representation

in the teaching force, and the fact that I thinksomebody who is here today, gone tomorrow, onto
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through mature entrants you will get a greater funded on the basis that it is a training course and
not a higher education course which is subject to theparticipation. I really think that is a terribly
sort of pressures that higher education funding hasimportant point.
been subject to over the last few years, because that
has consequences. It would be interesting toQ190 Chairman: Elizabeth?
compare the cost of training a teacher with the costMrs Bird: Nothing more to add, no.
of training a police constable at Hendon, with the
cost of training an army oYcer at Sandhurst and,

Q191 Chairman: Professor Howson? indeed, the cost of somebody going through the
Professor Howson: I think I would want to put two Marks & Spencer’s-type training programme, to see
in. One is the whole issue of data and information, whether or not the Treasury is still regarding teacher
and how it is managed throughout this large and training as eVectively higher education at low cost,
complex situation that we call the education to get more out of it through economies of scale and
organisation in England. Secondly, this nexus eYciency costs, and whether that is damaging the
between training and employment and the potential recognition of being able to improve the needs of the
risk that getting that wrong for retention involves, individuals who go through the process and who are
and the wastage that that involves in terms of public on their way to becomingmore valuable members of
money that has been spent on producing high the teaching profession.
quality training for people. I think as a caveat to Chairman: Thank you very much for that, Professor

Howson. Thank you.that, I would want to say that the training should be
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Memorandum submitted by The National Employers Organisation for School Teachers (NEOST)

NEOST represents local education authorities in England and Wales on schoolteachers’ pay and
conditions. NEOST has conducted a survey of teacher resignations and recruitment since 1987. The survey
is based on information provided by schools and is supported by the teacher unions and the DfES.

The survey allows detailed analysis of:

— turnover of teachers—this is defined as a teacher leaving a school;

— teacher wastage—the numbers leaving LEA maintained schools; and

— recruits.

In each case the survey shows the destination (or source for recruits) rates by region, age group and salary.
The data is collected for calendar years to match the DfES survey on vacancy rates. Details of the survey
can be found on www.lg-employers.gov.uk.

The survey allows analysis of the factors that aVect vacancies. There is no direct correlation between the
two as high wastage can occur without an increase in vacancy levels, as happened in 1997. The survey can
be seen as providing the detailed background to key factors behind the vacancy rates.

Policy Issues

High turnover rates will have predictable eVects within schools. Disturbances in delivery of education to
pupils and the resources required to recruit and include replacements are obvious factors. Too low turnover
rates can cause problems if it leads to promotion prospects being restricted.

NEOST has used the evidence of higher turnover rates amongst younger teachers to press for the main
classroom teachers pay spine to be shortened. It now takes five years to reach the scale maximum. The
accelerated progression together with the prospect of the threshold, was designed to assist with the retention
of teachers in the critical early years of their career.

The survey points to above average turnover rates for the London and South East regions. The growing
emphasis on the need to improve measures to increase retention as well as recruitment reflects the findings
from the survey.

There is no consistency of turnover or vacancy rates within regions. That has led NEOST to advocate
targeted measures to allow schools to tackle retention.

It has proved diYcult to persuade schools to use the existing flexibility in the salary framework of
recruitment and retention allowances. Only 4.2% of teachers receive these allowances.

Reasons given for the limited use include:

— limited resources;

— concerns about the divisive nature of targeted allowances; and

— concerns, probably misplaced, about equal pay.

The emphasis on non-pay measures has been reflected in a number of national and local initiatives on
training, access to housing as well as on workload.

Workload has been recognised as a major factor in retention. The survey from the GTC in England
confirmed the findings from the Audit Commission across the public sector, that workload is a major factor
in decisions to remain in a major factor in decisions to remain in employment in a sector.

The link with improving retention was one of the reasons for NEOST signing the national agreement
“Raising Standards—Tackling Workload”. The opportunity to allow teachers to concentrate on key tasks
of raising standards is another key reason for supporting the change programme that is now established.
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Conclusion

NEOSTwould value any opportunity to developmeasures to assist in retention. It has to be accepted that
career patterns are changing with greater movement between careers becoming an accepted development.
That must mean that emphasis should continue to be given to maintaining measures for recruitment. Steps
to improve the image of teaching as an exciting career will continue to be important in attracting potential
teachers at diVerent ages.

June 2003

Witnesses:Mr Graham Lane, Chair, Mr Ronnie Norman, Vice Chair, and Mr James Kempton, Education
Committee, National Employers Organisation for School Teachers, examined.

Q192 Chairman: May I welcome our witnesses this some of the problems we now have. We think that
was a significant thing that we did as employers. Youmorning and say that it is a pleasure to see here an

old friend of mine, Graham Lane—that does not will notice from our evidence that we think it is
diYcult to start talking of a shortage of subjectmean that I have known him so long that he will get

any quarter from the Chair, as he knows—and also teachers in secondary schools. Maths is not the
subject with the highest shortage; the shortage ofRonnie Norman and James Kempton, the first team

to bat. I have told my team that we want to get into English teachers is higher. To suggest that certain
subjects receive a premium payment over othersthis hour as much as we can. We want to get a lot of

questions and answers into this hour. We know that would fly in the face of the evidence we produce.
There is a much more even shortage of subjects atyou are very knowledgeable in this field. This is an

inquiry into recruitment and retention of teachers; it secondary level. We also think there is good news on
the horizon. With most of the other unions, bar one,is a very interesting issue and one about whichwe are

particularly keen to learn. I start by asking Graham we played a great part in getting the agreement on
workload signed. As that goes through, there will beLane if he wants to say anything briefly about the

situation. Do we have a crisis? Do we have enough the 24 tasks next year, then the year after there will
be a limit on the amount of cover for absent staV,teachers? Are teachers coming into the profession in

enough numbers? Are we retaining them properly? and then in the third year, which is the most
important move in our view, and we are the onesWhat is the situation from the employers’ point of

view? who pushed for this, the minimum of 10% non-
contact time for all teachers, including primaryMr Lane: The employers’ point of view is much
teachers. We think that will have a significant eVectbetter, I think, than sometimes the media leads
on recruitment and retention of primary teachers.people to believe. First, may I say that we do
Again, as employers, we pushed for that. We had torepresent all teachers in the state sector; that
fight the DfES oYcials on that to get it through. Theincludes the church schools and foundation schools
unions were in favour of it and we got it through asand not just local government schools. One-third of
part of the workload agreements. We think that isour schools are voluntary aided. The situation is
going to be very significant. Finally, there are twobetter than it has been. It is also better than I think
things I would like to mention where we still need tosome people feared. Two or three years ago, I
do more work. We need to see older people, perhapsremember saying on radio that we were not going to
some who have been made redundant from Britishhave a three or four day week because of the
Airways or Marconi, with degrees coming intoshortage of teachers. It is very interesting that this
teaching at a later age. Very often, head teachers andstory keeps re-emerging and over the funding issue
governors are reluctant even to interview suchas well. The biggest problem for some time has been
people. I think we ought to make it easier for peoplethe retention and turnover of teachers. That has
who have had another career to come into teachingdeclined considerably in certain parts of the country.

Even secondary schools in London are now showing in their late 30s or 40s, or even in their 50s. That is a
source of recruitment we should consider. Wemore retention than they did a couple of years ago.

There are reasons for that and one is what we should look much more towards people being
flexible about moving in and out of teaching. Youngactually did as employers. We persuaded the

Teachers’ Pay Review Body to shorten the pay scale teachers tell me they are only going to work in
teaching for five or six years. There is nothing wrongfor younger teachers and those leaving the

profession. Turnover does not mean necessarily with that but can we attract them back for another
five or six years, sometimes in their 30s or 40s? Thethose leaving the profession. You can move within

an authority or to another authority. The highest structures do not make that easy. One area where we
are keen to work, though we need to get the DfESnumber of teachers leaving the profession, apart

from actual retirement, was among 25 to 30 year oYcials more in agreement with us on this, but there
are people interested in doing it, is in the formationolds. Younger teachers for three or four years were

considering leaving teaching for various reasons.We of a proper professional development career
programme for teachers. The London Challengepersuaded the Teachers’ Pay Review Body to

shorten pay scales so that people reached the under Tim Birdhouse is looking at this as a method
of recruitment and retention in London. We thinkthreshold in five years instead of nine. The DfES

oYcials were not very pleased about this, and did not professional development for teachers is still left
very much to individual schools or individuals. Wefund it properly as a result, which may have caused
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think a proper national programme with the authorities have done a lot of work with their
employers working with the teacher unions could do schools to solve some of the problems. Without the
a lot to make teaching a very attractive career in strategic work that local employers have done, you
which people will remain. That is the sort of area we would have seen a more diYcult situation in
would like to move on to but the situation is always certain areas.
one in which we must be careful. We will never have Mr Norman: There are a couple of things in the
enough teachers but in fact there are more people pipeline. Graham Lane has referred to many of
teaching now than there have been for many years. them. One of those is professional development. I
We need to make sure we retain our teachers and am on the General Teaching Council and, as it so
make teaching an attractive profession. Some of the happens, we are advising Government on the
measures in the last few years have been very professional development of younger teachers in
welcome indeed.As employers, we have played a key their first five years. In Kent, for instance, as an
part in that. employer, a local education authority, we are

moving into key worker housing. That involves not
only teachers. We are building cheap housing andQ193 Chairman:You are quite strange employers in
have a housing association joining this so that thereone sense, are you not? I am not going to take a side
can be equity sharing in the housing and cheap rents.swipe at the fact that you all seem to come from
We are also building blocks of flats on schoolLondon and the South-East this morning, or very
grounds, if we can surmount the planning hurdles.close. In terms of employers, normally one
As far as the teacher workload reform is concerned,associates employers with having a much more
there is the work-life balance responsibility comingproactive role in the management of the people
in this September so that head teachers look afterbeing employed. Is there not a sense in which you are

more spectator than employer? On that last point teachers and governing bodies look after head
you mention, that of career development, the teachers. Personally, I feel this is terribly important
Committee has already had evidence that a large in keeping people happy. I believe that we ought to
number of teachers are lost very early on in their allow, as Graham has said, people to leave the
careers. Any other big organisation would look after profession with a smile on their faces. People in
the staV they employ very carefully in those first other professions move around. Accountants and
three to five years, when they know that they are lawyers go oV and work in big businesses and come
going to lose a very large number of them. That back. I feel that one should not hang on too tightly
management of their experience as young teachers, but should make a return back into teaching more
the quality of mentoring and support, would be very easy, as happens with other professions. I think that
carefully looked at. Are you able to do anything is extremely important.
about that? Mr Kempton: It is important to try and set the
Mr Lane: There are 150 employers, if you analyse context correctly. We have provided you with some
local government. You are right that we do not information from our survey, which I think shows
actually decide teachers’ pay; it is decided by a some of the views around in a diVerent light.
Government-appointed body called the Teachers’ Particularly with younger teachers, whilst we would
Pay Review Body. That creates problems in itself want to see that there was some turnover, because
because governments have a habit of not actually you would not find many people staying in their firstfunding the awards that they then recommend to be job for an enormous length of time in any other walkimplemented. A lot of the work is done at school

of life, we need to focus on the amount of wastage.level. Head teachers and school governors appoint
There are teachers who are leaving the profession.and dismiss staV. That does not mean, as national
That is a key statistic, taken alongside turnover. It isemployers, that we do not exert a much more
misleading to look at a person leaving a job in astrategic influence. For instance, we persuaded the
school; we ought to focus on his or her destination.Government to bring back the induction year for
As employers, we are concerned about the peoplenewly-qualified teachers; there was no induction
who are leaving the profession early. As you haveyear. A lot of authorities now ask for exit strategies
heard, we are doing things to support that inquiry.from teachers as they leave the school. We find it
There is a disadvantage in terms of people changingsurprising how many teachers leave because of
jobs and the disruption within a school but we needbullying or the behaviour of senior management.
to recognise that there is a lot of movement withinThat alerts us to do something about it. We have
the career patterns and we should not see teachingnow started in many areas to introduce much more
somehow as diVerent to the sort of career patternssupport, and not just for first-year teachers. We
that young graduates have in other professions.managed to introduce time out of the timetable but

also support by in-service training for second and
third year teachers. Because of a competitive

Q194 Mr Chaytor: You mentioned the changes tomarket, there has been a shortage of recruits. It is
the induction year, the shortening of the thresholdsimportant to retain teachers. Local authorities and
and the importance of the 10% non-contact time asemployers have done much more work with their
part of the new Workforce Agreement. Is that it?schools in order to help recruitment and retention of
What else has your organisation done or achieved instaV. Very often, a school needs more support,
terms of influencing teacher supply, recruitment andparticularly with the recruitment of newly qualified

teachers. Where there were big shortages, some retention? It does not seem very much.



Education and Skills Committee: Evidence Ev 71

18 June 2003 Mr Graham Lane, Mr Ronnie Norman and Mr James Kempton

Mr Lane: There is a number of things that all local again that is high. If you look at the last two pages
where you have an analysis of what we have foundauthorities are doing.One of those ismaking sure we

employ enough teachers each year. Obviously there each year, that goes back to all the people we
surveyed who replied. That is one of the reasons weis always a turnover; that is now down to about 10%

over the country. That is probably not unhealthy. It have a good return; they get some feedback as to
what is happening. This is seen as much moreis only once it goes below that you start to have some

worries. As employers, we actually went to David thorough and giving a fuller picture than some of the
more simplistic surveys that are done. We also shareBlunkett at the time and said we had to reconstruct

and teachers’ pay arrangements. We advocated and this information with the DfES and the Teachers’
Pay Review Body and have close discussions aboutsupported the threshold arrangements. They did

that in bits and pieces, which was not what we what we find.
wanted. If we had been in charge of these
negotiations, we would have had a proper trade-oV

Q196 Mr Chaytor: But the DfES collectsof pay and conditions at the time, andwewould have
information as well?had a much more thought out approach to what
Mr Lane: It does do that.happens post-threshold, which at the moment is still

unclear. We are still trying to persuade Ministers
that there should be two basic career structures post- Q197 Mr Chaytor:How is that diVerent from yours
threshold: one for advanced skills teachers, which is and why do we not just give the job to one of you?
constantly turned on and oV, and one for Why do we have these multiple surveys?
management.Obviously there is a link between them Mr Lane: The diVerence is a series of wastage
and a way of moving to and fro. The advanced skills statistics with those data historically showing a
teacher was a wonderful way—and Estelle Morris higher level of gross wastage than is shown by our
was keen on it—of paying teachers high sums of surveys. They certainly do collect data in a diVerent
money in order to remain in the classroom, instead way but we talk to them about the diVerent figures
of them having to leave the classroom to get the sort we get.
of salaries to which some of them aspire. There was
an opportunity to use that scheme with teacher

Q198 Mr Chaytor: Would it not be simpler just totraining to get them to work with the TTA. We had
have one collection system? I do not see the value ofall sorts of ideas but that has not really caught on as
having two or three diVerent sources of data?much as it could have done. I understand there will
Mr Lane: That is not the only thing that happens.be a proposal over the next few months to phase out
All sorts of people keep asking schools the samethe specific grant-funding through the Standards
questions and schools have always said to us, “WhyFund for that, which I think will be very regrettable.
can’t one person ask us one set of questions withThe reason we went back to the Government and
which we would co-operate fully?”argued for a change in the structure was because we

could see real problems in recruitment and retention
on the horizon with the teaching pay scales locked Q199 MrChaytor:Couldwe deal with the criticisms
into something which did not reflect the 21st of head teachers about excessive bureaucracy when
century. We were the big movers behind the they only have one survey to complete?
Workload Agreement. The employers got the NAS Mr Norman: That is a perfectly fair point but it
and NUT to suspend their action in April 2001. We comes from a great mass of diVerent areas. The
put to David Blunkett then that you have seriously General Teaching Council is doing it, the DfES does
to look at changing the contract and at getting it, and we do it. Personally, I think it would be a
everybody around the table to look at the conditions great contribution to get this into shape.
of service for teachers. We argued that you should
bring into that debate UNISON, T&G and GMB

Q200 Chairman:We have had other evidence, evenaround the same table. At local level, that is exactly
last week, that suggested that the data was not fullwhat should be being mirrored as we now begin the
and good enough, yet we do now stumble on the factchanges in the contracts which start in September.
that not only do you have very good data, but theOur view always is that you have to be doing various
DfES has good data. I think this Committee isdiVerent things both to recruit and retain teachers,
persuaded that the data is out there but do we needbut also to look very much at the way teaching can
schools to fill in countless questionnaires?be seen as a very attractive career for our very best
Mr Lane: There are reasons for relying considerablygraduates.
on the questions we ask. We have a close
relationship with local authorities in dealing with

Q195 Mr Chaytor: The issues for which you have their schools. Heads are pleased to fill in the forms
lobbied are based on the information in the annual we give them because they gain feedback on that and
surveys that you have done over a number of years. it provides very important information, for
The way you collect data is diVerent from the way instances as to the reasons for people leaving the
theDfES collects it. Is that right? Can you remind us profession. The Teachers’ Pay Review Body keeps
of the diVerence? its own figures, as does theDfES, andwe do share all
MrLane:We ask a series of quite detailed questions. that information. We would be reluctant, as
We surveyed something like 10,000 schools, which is employers, not to be able to talk to our schools

about the problems they are facing.a very large survey, and we had a 70% response, and
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Q201 Chairman: We are not trying to stop you movement. I would draw your attention to the lines
at the bottom of the page which look to thedoing anything, Graham. Perhaps we will ask the

secondary heads in aminute whether they would like movements to jobs outside teaching. The change is
around 1%. The diVerence between the two isto see fewer of these questionnaires and requests for

information. probably an important statistic to bear in mind.
Mr Lane: It might be possible to persuade all the
people carrying out the surveys to agree on one Q204 Mr Chaytor: That is wastage and not
survey. I agree that we want to be sure we can agree turnover, is it not? My point is that high turnover in
on the questions that are put. itself is not an indication of crisis. In fact, it is exactly

the opposite; it is an indication of a healthy labour
Q202 Mr Chaytor: To move on to a couple of other market in teaching.
issues, one is the survey that you supplied to the Mr Kempton: It could be that. It is also linked to the
Committee, the December 2002 survey. You have a general health of the economy. I think you can draw
chart here on turnover. I return to your opening diVerent conclusions from that. What we need to
remark, that there is no crisis at themoment, that the look at is, for example, how long teachers are staying
impression of crisis is largely media-generated. You within schools and the levels at which they do that.
are concerned about the implications for the next 10 The churning eVect can be diYcult for schools in the
or 15 years as the age profile of the profession works same way that teachers staying too long in a school
through. In the turnover chart, the lowest level of may have adverse eVects.
turnover would appear to be at the time when MrLane: If you look at page 6, the turnover rates by
budgets are being cut most severely. There seems to regions, you discover that London, the South-East
be a relationship between falling turnover and and the eastern region had a much higher turnover
declining budgets and therefore increasing the in 2001 than the North, Wales and the North-West.
pupil:teacher ratio. My question is: is it not There is some evidence now that the London
inevitable, when new money is going into schools turnover is beginning to decline. There are reasons
and more jobs are being created, that turnover is for that because action has been taken. I understand
going to be greater? Is not turnover a function of the that the authority, for instance, with the biggest
number of jobs in the labour market as much as number of vacancies turns out to be Essex, followed
anything else? Therefore, high levels of turnover are quite seriously by Hertfordshire, which is now
symptomatic of quite a healthy labour market? amongst the highest in turnover terms.
Mr Lane: When unemployment is low, then
obviously turnover is higher. There is a link between

Q205 Paul Holmes: This follows on from Davidunemployment and turnover in the market.
Lane’s argument that the graph in Figure 1 showsMr Norman: May I make a general comment, but
peak turnover at times when there is more moneynot on the specifics? As the City or employment
going into the system and more job creation.outside the teaching profession gets tough, as it is at
Another interpretation of the graph might be, andthe moment, that is the time for us to go out and
I declare an interest in this as I was teachercollect a good second-stage of life set of people who
throughout the period shownon this graph, that firsthave a tremendous amount to oVer the teaching
you go from an average turnover of about 9.5% inprofession. Right now, there is an opportunity to
1987 to a peak of about 14% in round aboutbring in diVerent types of people. They do not have
1990–91, and then you do the same thing from 1997to be 100% teachers from leaving university to the
to 2001 going from about an 8.5% turnover, soaringage of 65, or whatever the age the group is. I think
back up to 14% again. You have two high peaks;that is healthy. If we cannot do something about that
they both coincide with the periods of most massiveright now, we will have failed.
change in the imposition of ideas on schools from
central government. In 1987, we had the NationalQ203 Mr Chaytor: You can only do something
Curriculum, which meant that year by year teachersabout it right now because there is money in the
had big, thick folders about how to mark to levels ofsystem which is creating new jobs and generating
achievement that were then scrapped and replacedopportunities.
the next year and then scrapped and replaced theMr Norman: Yes, and there is a lot more security of
next year. There was a constant imposition of thingsemployment within, say, the teaching profession
from above. Teachers felt powerless and out ofthan there is in the banking system or in industry.
control. Since 1997, of course we have had theMr Kempton: This goes back to the point I was
similar imposition of all sorts of diVerent ideas,making earlier about this particular page 4,1 which
sometimes contradictory, by a new Governmentis about destination. If you look at that, you can see
keen tomake itsmark.How far could you argue thatthat there is currently high turnover and at the end,
those two high peaks of turnover in the teachingwhich is within LEAs, that means teachers leaving
profession come down to low morale, a feeling ofone job in a school and going to another job. That
being powerless in the face of Government’smay well be linked to the increase in the number of
imposition of its ideas and then changing its mind ateaching posts and the opportunities available.
year later, then again after another year?There are pluses and minuses with that sort of
MrLane: I am very reluctant to assume a theory and
look at the figures and try to put the two together.1 Employers Organisation, Survey of Teacher Resignations
One thing which happened in 1996–97 was when theand Recruitment 1985–86 to 2001: Summary Report,

December 2002. Conservative Government, for very good reasons,
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had to stop the flood of early retirements. In 1996–97 certain. It is a huge subject area of trying to
rationalise all the research and information that isthere were over 10,000 early retirements, with 12,000

the year after. The figure dropped in 1998 to 2000. there and make sure it is best used.
The 1997 turnover figure is almost entirely due to the MrLane:TheDfES tends to collect data rather than
fact that there was a last minute rush of early to undertake detailed surveys. Our information is
retirements before the barrier came down.Of course, coming from individual schools. That is one of the

diVerences in the methodology. Therefore, you canteachers will leave the profession if they can. Salaries
draw less particular lessons from it.may have something to do with it. Certainly there

was more turnover; sometimes the turnover is not
because people are leaving the profession but

Q207 Chairman: I hate to do a John Humphreys onbecause of promotion. In a rising roll situation, you
you, Graham, but Paul Holmes is trying to pushare obviously creating more jobs, and that increases
you. What is coming over from the evidence youthe turnover in LEAs because there are more job
have given so far is that you are pretty happy aboutopportunities and more promotion opportunities. It
the situation at present?is interesting that with the increase in teachers’
Mr Lane: We are fairly sanguine about the presentsalaries, which have now been fairly significant since
situation. However, if we do not keep on taking the1997 with the new structure, it is possible for
measures that we are taking, and if we do not keepinstance for people working in London now to be on
on at local level also working with the schools onover £30,000 relatively quickly, certainly within five
this, there is always the danger that we will slip intoyears, and not impossible to be on £40,000 at the age a crisis. There are 24,000 schools out there and it isof 35 to 40 as a threshold for most teachers after six very easy for shortages to appear. Of course, in the

or seven years. That becomes a fairly competitive next few years in some areas of the country, but not
area for teachers working, say, in the London set-up. all, we are going to reach a falling roll situation. That
The situation is similar nationally. Therefore, I think is going to add a diVerent dimension to our issues.
that stops people leaving the profession and We have not had a falling roll under local
encourages people to come into it. Actually, you management for schools. Some of the funding issue
may see a reduction in turnover in the profession in this year was because schools were not getting ready
the next few years. You are right that there are rising to plan for the falling roll situation. That forced
rolls which create more jobs and more turnover. some of them into a serious deficit situation. That is
Mr Norman: There was almost an implied criticism, not the only explanation on the funding issue but it
and fair enough, of LEAs and what they are doing. was an element there in some schools in some parts
I think they can have quite a say on turnover by of the country. Of course, when there is a falling roll
encouraging young teachers to come out of teaching situation, one always asks the question, and
andmove into becoming advisors, thenmoving back certainly the teaching unions do so: is this an
into teaching in promoted situations. We tried with opportunity to reduce the size of classes and keep the
the Peer Review Body to put sabbaticals much same number of teachers with fewer students?
further up the list. This gives people a top-up and a
freshening so that they can start again, if you like,

Q208 Chairman: If that was only one of theand it is a very healthy side of turnover. That is a role
problems we have heard reported, that of the fallingthat LEAs should play and do play.
roll, particularly on Radio 4, what are the other
reasons?

Q206 Paul Holmes: We had the point earlier that MrLane:One of the two reasons why there has been
there are three diVerent sets of surveys: those from a major funding crisis in our schools this year, and it
you, the DfES and the GTC. When we were talking has been a crisis, is that DfES oYcials have totally
to the GTC, for example, and they now have this underestimated how much it costs to employ
survey, we asked if the level of recruitment and teachers. With the shortening of the pay scale, for
retention was good or bad compared with other instance, there was an enormous increase in the bills
professions and good or bad compared to teaching for schools. That was not fully funded or fully
five or ten years ago? They just said, “We do not calculated. The post-threshold payments were not
know”. Apart from the fact that we have three fully calculated. Of course the increase in wages and
diVerent surveys rather than just one, do we need to the increase in the number of staV being taken on as
sharpen up the sorts of analyses and comparisons teaching assistants and learning support staV were
both to other professions and to the historical trends not calculated and so therewas an under-funding for
which you show? the pay bill. The other reason was the way that the

Standards Fund was removed and put into the mainMr Norman: I am almost speaking as GTC here. I
am trying to urge the GTC to get hold of all the stream and redistributed much more thinly. It was

not modelled properly. We all tried to suggest aresearch that was done on these sorts of issues and
make that available on a website so that there is only better modelling. The result is that some secondary

schools in particular lost a large amount of cash. Theone set of information. As the Local Government
Association, we have already asked the DfES if we money had to gomore thinly across primary schools

but not enough to compensate for the loss in fundingcan share their piles of information. The answer
always comes back “yes”.Whether we actually get in that many individual schools had. I think wemay be

coming out of that now that we are getting betterthere and find it and then do share it, I am not quite
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data, but it does need some extra money going into classroom rather than one? Are you promoting that
in your respective authorities or do people just say itthe system, certainly by next April, if there is not

going to be a repetition next year. is a jolly good thing and it needs to be done?
Mr Norman: I have a hunch that the head teachers
are going to have more to say on this than we are. ItQ209 Jonathan Shaw: Do you share good practice
is a fact of good employment, whether it be inwith your competitors in terms of diVerent
teaching or not, with the way the world isauthorities for recruitment and retention of
developing, that there are an awful lot of people withteachers? Do they ring up each other and say what is
many skills and we cannot lose those skills. It isworking in one local authority and what is not
down to the inventive boss to create ways so that heworking?
or she gets the best value out of it. I am sure they willMrLane:Yes, on the whole they do because none of
have very good answers on that. They are wellus is in the business of trying to solve one’s own
prepared now.problems at the expense of those of other people. Of
Mr Lane: I think head teachers are responsible forcourse, you always make sure your own schools are
the way they appoint and deploy their staV. You arefully staVed at the beginning of each year. Good
right that there are some head teachers who will bepractice is shared constantly. One of the reasons we
keener on this than others, who will be reluctant. Allare working together on housing issues is because we
primary schools are going to have to face this issuehave now discovered that is one way of keeping
in 2005–06 with 10% non-contact time, half a day ayounger teachers in the profession.
week or a day a fortnight. That will provide an
opportunity to look at the way the class could beQ210 Jonathan Shaw: You mentioned Essex and
taught by job share for four and a half days a weekHertfordshire were having particular problems.
by one teacher and half a day by another.Why is that?

Mr Lane: The reason Essex is having particular
problems, and it is a large authority, is because a lot Q215 Jonathan Shaw: You would encourage it

generally?of teachers live in Essex but can earn considerably
more money in a London school after a daily short Mr Lane: Yes.
train journey. Housing is cheaper in parts of Essex
than it is in London. Q216 Jonathan Shaw: Generally it is a matter for

governors and the head teacher. Can I ask you about
Q211 Jonathan Shaw: They will live in Essex but targeting eVectively in terms of retention in schools
teach in London? in challenging circumstances? You have talked
Mr Lane: Yes. I can give you similar situations? about London and the South-East. Take that a

stage further down to schools in challenging
circumstances and schools in disadvantages areas,Q212 Jonathan Shaw: What about part-time work

and job sharing? What are you doing about that? which is where we see the highest turnover andwhere
it is most diYcult to recruit and retain. TheWhat are the disadvantages and diYculties in that?

Mr Lane: I remember doing quite a bit of work on Government has various cash incentives with £6,000
for PGCE and the diYcult subjects. There are thingsjob sharing in the London Education Authority

before it was abolished. There was controversy at like the golden come-backs of £4,000. Do you think
that the Government could use the money morethat time about job sharing. Many people do work

part-time in teaching, particularly some who may eVectively with targeting? In a leafy suburb, perhaps
in Tunbridge Wells for example, a head teacherhave left the profession but returned after maternity

leave towork part time.We think there is more room would not have toomuch diYculty but he could give
someone £4,000 to come back, whereas in an innerin that area for people to continue working part

time. The part-time route and job share should be city school in London perhaps that money could be
usedmore speculatively and someone could be givenencouraged. I have now discovered there is a school

where the heads job share; two heads share the job £8,000 to come in. The Tunbridge Wells people do
not need that amount.of being a head teacher. People find this rather

surprising, but I do not see why they should. Mr Lane: There has been flexibility of recruitment
and retention allowances for some time, which heads
of school have been able to use. It is interesting thatQ213 Jonathan Shaw: Do you have any examples
only 4.2% of teachers receive these allowances.from your authorities?
Heads and governors are reluctant to use them, andMr Kempton: I was not going to give you some
understandably because they are divisive.examples. I was going to agree that certainly job

sharing and part-time work is increasing. We have
been working with teacher unions on this and we Q217 Jonathan Shaw: How are they divisive?
have put out guidance on the issue, particularly that Mr Lane: One of the reasons they are reluctant to
of the work-life balance. It is important that we use these recruitment and retention allowances is
provide opportunities for that. I do not have any because they are felt to be divisive, by the staV and
examples to hand. by those receiving them. We share a rather diVerent

view. We would like more flexibility to deal
with specific problems. We have started to doQ214 Jonathan Shaw: Do you think that head

teachers are really keen on job sharing? Is that what this, particularly with schools in challenging
circumstances and failing schools. This is notparents want? Do they want two teachers in the
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without a cost. Often the way a failing school is like that; it is just an internal arrangement that
seems to work very well. You were also talkingturned round is by moving in an experienced

teacher. These head teachers have to be given a about retention and recruitment allowances and
performance pay; that is the ability to head teachersguarantee that they are not going to lose their jobs

if the schools remains in special measures or to pay their staV in almost any way they like. A good
head teacher can structure the pay inside the schoolchallenging circumstances, and very often you have

to put extra money into that particular school in as he wishes. I slightly feel there is a big muddle
about management allowances, which are used toorder to attract the teachers. That is a perfectly

reasonable thing to do because some people enjoy cover extra pay to go somewhere rather than
recruitment and retention or performance. I ratherthe experience of doing that work and then you can

persuade them to move on to another failing school. prefer the latter ones of those and only genuine
management allowances. Imay be being very rude toThis is a job done locally by local government,

working with the schools. National solutions of most schools.
targeting are not targeting at all. In fact, that is not Mr Lane: The point I was going to make about
necessary a good use of money. We are talking to eVective heads is that sometimes you do replace a
Ministers about more flexibility in the local head in a failing school with a more experienced one
management scheme to allow us to do this more but you also have to build up the expertise of the
eVectively at local level. We have had great success staV. What is more common is twinning of schools.
in turning round failing schools but we want to stop You twin a school with diYculties with a successful
them going into special measures in the first place. school in the same authority, occasionally even in

another authority, and the staV interchange byMrKempton: The one area where this has been tried
and has been a resounding failurewaswith thewhole mutual arrangement. That has been very eVective

in getting schools very quickly out of specialinitiative on superheads. There was a feeling, was
there not, that you paid for very expensive and circumstances.
experienced heads and, if you brought them into
schools, they would turn them round? I have

Q219 Jonathan Shaw: You can see a Hackney-personal experience from Islington and from other
Bromley act?places that the whole superhead initiative was not
Mr Lane: I am quite happy to do that. My ownsuccessful. There are issues in that area.
authority, Newham, is now twinning with West
Sussex.

Q218 Jonathan Shaw: Mr Kempton there are
examples, perhaps less high profile than the

Q220 Jonathan Shaw: Schools spend a lot of moneysuperheads, where a head teacher has left because
on advertising. TheTimes Educational Supplement isthe schoolwas in diYculties and a new head has gone
enormously thick. Advertising costs huge amountsin and the school has been transformed. I know of
out of school budgets. As employers, are you doingtwo or three in my constituency. It is not a question
anything about this?that it cannot happen. It does happen. Perhaps it is
MrLane:We do not always leave it to the schools toin the higher profile ones where it is so diYcult.
put an advert in the TES.MrKempton:That is not quite what Imeant. Clearly

schools are turned around by experienced and more
qualified head teachers. The idea of picking out one Q221 Jonathan Shaw: I was advised recently that
or two individuals and paying them a lot of money there was a panel for a new head where the LEA
and assuming that they are going to be able to turn said, “You have to advertise in the TES. If you do
things round is not necessarily something which has not advertise in the TES, no-one will apply for the
been shown to work in practice. As Graham Lane post”.
has said, schools are wary about identifying one or Mr Lane: First, when it comes to newly-qualified
two individuals and paying them a lot of extra teachers, the schools may ask the local authority to
money, which is why the recruitment and retention collect into the pool through the teacher training
issues have not been picked up. colleges and therefore reduce their costs and give
Mr Norman: I was going to pick up on the them much more expertise in that. Local authorities
challenging circumstances, and I guess we are advertise in the journals as well, particularly for
talking about the same county anyway. One thing head teachers, and have successfully tested the field.
that happens in Kent is that there is team of 15 If lots of schools have vacancies, as they often do in
heads, I think, who go around and act as advisors to April/May, sometimes the local authority will buy a
schools that are in challenging circumstances or in whole page and that cuts down costs.
some diYculty. They feel they are being advised by
one of them. These heads are taken out of their own

Q222 Jonathan Shaw: That smacks of desperation,schools for a two-year period, or something like
does it not?that. If the situation becomes worse, it nearly always

happens that the head teacher goes and the chairman Mr Lane: No, it is not desperation. It saves the
schools money; it gives them a help with theof the governors goes, and in comes a head to take

over the school for a couple of years, and this has expertise; and it solves the issue eVectively. Any
good company would do something similar. Also ofnormally worked. It looks jolly good on that head’s

CV if he can be seen to have done this. As you point course, many of us have been recruiting in South
Africa, Canada, the West Indies, et cetera,out, it is not a question of superheads or anything



Ev 76 Education and Skills Committee: Evidence

18 June 2003 Mr Graham Lane, Mr Ronnie Norman and Mr James Kempton

successfully. Local authorities will work with the fromyour earlier comment, an awful lot of statistical
information, which possibly does not get translatedschools to cut the individual costs to make sure that

we get our fully qualified staV for the academic year. into eVective action nationally?
Mr Lane: There are the various networks that local
government runs. NEOST, as national employer, isQ223 Jonathan Shaw:Do you think there should be
constantly in dialogue with oYcers of the authoritiesa DfES website?
and members, and advice notes endorse all sorts ofMrLane: I would not hand it to the DfES under any
things in diVerent parts to spread to good practice.circumstances! It is an interesting idea we might
The answer is: yes, we do that, but we are not alook at.
Stalinist organisation that can tell 150 authorities
what to do.

Q224 Chairman: Graham, there is something
behind this question. If you are a Member of

Q228 Valerie Davey: I think celebrating and goodParliament and you want to advertise a job in your
practice is at least to do with that.oYce, and these days no-one advertises in
Mr Lane: Yes, we do that.newspapers, which is expensive; you go on to
Mr Kempton: The point which probably has not“working for an MP.com” and get hundreds of
come across so far in our evidence is that NEOSTreplies. I think the Committee is suggesting that a
functions as a national organisation but localwebsite might be a better way of advertising
authorities get together on a local basis. Forvacancies.
example, in London, the chief education oYcersMr Lane: There are two matters. First, there is a
meet regularly as a group of London Chieflocal government website, which is increasingly
Education OYcers and members meet regularly,used. There is a problem with headships. We are
too. That works throughout the rest of the country.forced by law—regulation—to advertise all
That is an opportunity where people can share goodheadships in a newspaper. If that regulation were
practice. These are not regional organisations oflifted, and we suggest it is lifted, it might be rather
NEOST because it does not function that way. Ineasier just to use the website. Youmight want to take
terms of employers working together, it works verythat up.
eVectively at that level.

Q225 Valerie Davey:May I return to the FETs, and Q229 JeV Ennis: It is good to see you again,
we have them in there, does NEOST monitor the Graham. My association with Graham Lane goes
induction year that schools are then giving them? back to the late 1980s when we sat togther as
Does it have a role in monitoring the quality of that representatives on the Association of Metropolitan
provision? Authorities. I have a general question to begin with
Mr Lane: The local employer would do that. before I turn to a more specific retention issue. How
Mr Norman: The LEA does that, overseen by the big a problem still is teachers seeking early
General Teaching Council. I happen do be on the retirement? I know it has been reduced over the years
induction panel of theGeneral Teaching Council for since 1997. How big an issue is it still?
any appeals against an induction year. Mr Lane: It has dropped considerably.

Q226 Valerie Davey: I wanted to move on to the Q230 JeV Ennis: I can see that statistically.
fact that some LEAs certainly are doing a second Mr Lane: That is because of the new funding regime
and third year, which in terms of retention seems to that came in. We persuaded the DfES to allow what
me a very good investment. Given your concern for the civil servants have got, actually reduced early
retention, as ours, do you not have any role or any retirements. We could not get it at 50; we could only
comment in that either? get it at 55. We were told that could cause people to
Mr Lane: The reason why some authorities are now leave who would not have done. We did not think it
doing a second and third year induction is because would but it has actually; the numbers increased
they have picked up this information from the when the Government reduced the arrangements at
surveys that they were collecting from staVwhowere 55. We do not think we would persuade the
leaving their employment or leaving their school. Government to reduce the age to 50. I have seen an
One of the things that came out very clearly from indication of some consideration in the new pension
many young teachers is that they found the arrangements that it may be diYcult for new entrant
induction year extremely valuable but then it was all teachers to retire at 60 from the profession. The
switched oV. We would like opportunities to number of people seeking early retirement is not
continue that in the second and third years. That is significant now since they cut oV the early retirement
one of the reasons that many local authorities have arrangements.
actually done exactly that. By picking up the Mr Norman: Anecdotally, I think the issue is more
information, we have actually addressed the issue with head teachers. I think a lot of head teachers
that you raise. start being a head in their mid-40s and, by the time

they get to their mid-50s, they feel they are almost on
burn-out, and I can quite understand that. There isQ227 Valerie Davey: This is then good practice

happening, which is my colleague’s point. Who a problem with getting them added years and that is
becoming tougher and tougher. It is apt to be thedisseminates that? Has NEOST any role in that or

are you simply going to have, as we would assume unsuccessful person who is encouraged to retire and



Education and Skills Committee: Evidence Ev 77

18 June 2003 Mr Graham Lane, Mr Ronnie Norman and Mr James Kempton

who receives the financial package. This is the wrong elsewhere before entering teaching would also show
a positive element in addressing this subject. Thingsway round but it is very hard to know what to do

about it. need to be done to change the culture of teaching and
to make the whole issue of flexibility better. I think
the statistics show that there is quite a large number

Q231 JeV Ennis: My individual perception of the of people now coming into teaching over the age of
situation is as someone who did 20 years in the 30. I think that is very positive but the culture of the
classroom. I am sure everybody in this room agrees teaching profession needs to change in that area. As
that teaching is a very diYcult profession. I have employers, obviously we are working towards that.
nothing but admiration for all teachers in this Hopefully, you will be talking to the head teachers
country. I have quite a few close friends who are still and other representatives about that issue.
teaching in their early 50s. You have used the word
“burn-out”. I think some of my friends fall into that
particular category. They see having to work until Q232 Chairman:What you have been describing this

morning is a very complex management task of athey are 60 or 65 as a big problem. Many MPs carry
on after the age of 65 in this country but very few dynamic profession and a great deal of change. As we

listen to the evidence, particularly on this topic, notteachers do so. You can draw the obvious
conclusion from that. Are we using enough just the evidence you have given today but the

evidence we have taken from other experts, where ismechanisms, for example, to try to get teachers in
their 50s to go part-time, et cetera? What sorts of the competence of employers, of local education

authorities, indeed the Department itself, actually tomeasures are we taking to try to keep the enthusiasm
amongst this older group of teachers and to retain manage the process? It seems to me that you all have

great and good intentions but are you able tomanagethem in the profession, so they are satisfied with the
job they are doing? this, to make sure, for example, that we represent our

constituents who are taxpayers? If you were in theMr Lane: Teachers retire at 60, not 65. We have
private sector—and you do not have to talk about a“step-down” regulations agreed. We put that
Stalinist system—many of your constituents wouldforward and persuaded the Government to bring in
say that it is an enormous waste of taxpayers’ moneystep-down regulations, which some senior staV have
to lose so many teachers. The process seems to beused. That means you do not take the last three
managed ineVectively because no-one seems to beyears’ salary but you preserve what that high salary
able to manage. The LEA is not in control any more.was. There are examples of people choosing to move
The Government does not seem to be able to do thatinto other parts of the educational service. There is
job and nor do you as employers. How will youa problem in doing that with very senior staV

resolve this problem? If you were a private sectorbecause of the salary structure. It is always diYcult
company, spending this amount of money recruiting,to recruit inspectors and advisers, even for primary
training and then losing that percentage of entrantshead teachers but certainly for secondary head
into the profession, you would be in serious troubleteachers, because of the diVerences in salary. The
and it would show in your bottom line.What can youonly way to do it is possibly by a secondment
do about it?arrangement, but that can be quite expensive short-

term. There has been some movement, particularly Mr Lane: This situation is complex, it is true. I think
it is right that we move towards a situation where awith head teachers. If someone is in an inner city

comprehensive schools for 10 or 15 years, he or she lot of the employment decisions are made at school
level andmade obviously by the heads and sometimesmay start to think of doing other things. Other

opportunities are beginning to emerge. Appointing the governors—but that is right, I would not want to
have a system when that was not the case—andadvisory head teachers is one way in which local

authorities have been using experienced head therefore the employment role has changed for local
government and changed in a much more strategicteachers who have successfully run a pretty diYcult

school for a number of years. As employers, this is way. I do share the view—and it is the view shared by
the National Employers—that you have really toan area we need to work on continually.
question whether you need a Teachers Pay ReviewMrNorman:Another thingwe have not really talked
Body. They do not deal with conditions of service, forabout is the use of support staV to help out teachers.
instance. We have found very successful discussionsI suspect that people going through their 50s may
on the workload talks, where they have involved theeasily want to spend their time coming into a school

and lifting the burdens. They may not be qualified Department and ministers, ourselves as employers
teachers, but they may become qualified teachers. and all the unions, including the support staV unions.
That is a very important development that must be Increasingly, I think the schools are no longer going
carefully handled. to be seen as where you just have students and

teachers but you also have a whole group of otherMr Kempton: Your question was addressed to what
may be a short-term issue. I think it is right that you staV, who often are on worse conditions of service,

certainly lower salaries, but you have to see the schoolshould raise that. One of the things we referred to
earlier is getting more flexibility within the staV as a whole, much more interchangeable too in

some of the work that is done. It is quite absurd toworkforce so that there are opportunities for career
breaks and for people to come in at an older age. expect head teachers to be expert in accounts and

finance, when in fact there aremanymore peoplewhoYour experience of clocking up 20 years before
going on to something elsemay actually be a positive could be working with schools to reduce some of that

burden, so they can concentrate on the curriculumone. Somebody clocking up 20 years’ experience
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and the educational leadership. Those changes will MrLane: It would mean a stronger strategic role for
the LEA.obviously make the situation easier to manage. But I

think it was always going to be a complex situation
Q235 Chairman: Ronnie Norman, what do youand I think also we must not assume that teaching is
think?going to be a job that people go into at the age of 20-
Mr Norman: You started oV by saying fromodd and come out at the age of 50-odd, having
statistics you were not quite sure whether theworked in three or four schools. They may do many
teaching profession was any diVerent from otherother things in their lives as well. We need to set a
professions and I am not sure we do know that, butschool system up which reflects that in the current
I know if you try to shackle anybody to stay instructure.
anything you are not going to succeed. You must
allow freedom of movement. I think there are a lot

Q233 Chairman: We understand that. Are you of steps in place at the moment (like professional
being critical, then, of the inability of, say, local development for teachers in their first five years, like
education authorities to manage the staV across a the whole of the teachers’ workload reform) which
local education area? We see from the evidence that are going to help but I would want to make sure that
here we have a young person, who comes through as people can come back in and go out and there is
a trained teacher, goes into the first school, the flexibility of movement. One cannot be a dictatorial
mentoring may be poor, the whole process of career employer or you would be an unsuccessful
development may be poor because of the particular employer. I think teaching, which is becoming
circumstances—you even mentioned bullying of hopefully more professional and being seen as a
members of staV, which is quite an astonishing fact, profession—and it is so important that educators are
is it not?—but there seems to be no process where seen to be a professional in the sameway doctors and
that new entrant into the system is looked after by a lawyers and accountants are—will help people move
competent management system. in and they will go and be successful elsewhere and
Mr Lane:We have a conflict in this country between come back in. It is managing all of that which is not

the role of a strong LEA. They must contribute bywhat is known as school autonomy and schools
helping new teachers in schools to make sure theyworking together. We aremuch keener on getting the
are developed, oVer courses, talk to their headlatter, but we do need to look at some extra flexibility
teachers, et cetera. I am quite buoyant about thethat we can have. I was talking to a senior manager
future role of teachers, and there seem to be enoughin Marks & Spencer. If they have the problem in a
around at the moment, although there is someMarks & Spencer store of weak management, they
disagreement in that, and it seems to be a professionmove somebody to strengthen that management.
that people are likely to want to go into.That is much more diYcult under local management

of schools in this country and it is in fact a downside
Q236 Chairman: Could I thank you very much forof local management that it is not as easy to do it. We
the evidence. We have run out of time. We couldstarted to use those measures to find ways round
have gone on much longer. Thank you very muchthem, but we would like to have more flexibility, so
for the very high quality of evidence and comment.that, where there is a failing school, we can move a
Also, your colleague who was trying to underminesenior member of staV—he could be a good deputy
the whole Hansard system. If there is anything yousomewhere—to get experience of working at
want to add that you think should have been added,headship level in a failing school, of helping to turn it
it can be amended—remember when your colleagueround, advancing that person’s career at the same
started speaking.time as solving some problems.
Mr Lane: Thank you very much for enabling us to
give evidence. You have put some questions which

Q234 Chairman: Would that mean a stronger role we will go away and think carefully about.
Chairman: Thank you.for the LEA?

Memorandum submitted by the Secondary Heads Association

A. Introduction

1. The Secondary Heads Association represents 11,000 members of leadership teams in maintained and
independent schools and colleges throughout the UK. Retention and recruitment of secondary teachers are
clearly of major interest to our members at the institutional level and out of their concern for the education
system as a whole.

2. The age profile of the teaching profession is very worrying:

— 50% of teachers are aged over 45;

— 22% of teachers are aged 35 to 44; and

— 28% of teachers are aged 21 to 34.
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3. The implication is that rates of loss will rise significantly over the next 15 years, even if everything is
done to reduce the incidence of teachers leaving for other professions or retiring early. More than half of
the teaching force of 2015 is not currently in teaching. The problem is not distributed evenly between
schools, between types of school, or between areas of the country. Some schools experience much higher
turnover rates than others; some currently have a still higher proportion of their key staV due for retirement
within the next 10 years.

4. Of particular concern is the inevitable loss of the large number of experienced and highly eVective
senior teachers due to retire during the next 10 years. These staV will be very hard to replace.

5. Some retention issues are common to all age groups but there are particular concerns for particular
age groups.

6. There is some transfer of secondary teachers into and out of the primary and tertiary sectors. Pay and
conditions have been particularly poor in the tertiary sector in recent years, which has tended to favour the
secondary sector. Recent initiatives aimed at allowing college staV to catch up with schoolteachers may
further worsen the supply of secondary teachers.

7. We have organised our remarks as follows:

A. Introduction;

B. Workload;

C. Bureaucracy;

D. Poor behaviour;

E. Conditions of service;

F. Pay and pensions;

G. Recruitment and retention allowances;

H. Particular age groups;

I. Standing of the teaching profession; and

J. Summary.

B. Workload

8. During term time teachers’ working hours are high by comparison with other public servants and the
commercial world. Although the holiday entitlement is good, teachers feel that they need psychological
recovery time because of the high-stress nature of the occupation—even in schools with virtually no
behaviour problems.

9. The recent workforce remodelling agreement is aimed at reducing the workload of teachers and
enabling a greater focus on their main role of teaching. This is welcome, but as yet unproven in practice.
Further, as teachers’ workload is determined principally by the number and size of the classes they teach,
present funding diYculties can only worsen these figures.

10. Teachers come into teaching because they want to work with young people and to have a job that is
creative and challenging. Hard work is not a deterrent. Research into the civil service showed that stress was
not determined primarily by workload but by the level of responsibility and insuYcient freedom to carry
out the role. Initiatives aimed not at supporting and developing teachers but controlling them are very
unhelpful in this regard. There have been too many such initiatives in recent years.

C. Bureaucracy

11. People in all walks of life complain about unnecessary and irksome paperwork, but teachers have
experienced a marked rise in this during the past 15 years. It is a factor often cited by those leaving the
profession.

12. The Ofsted inspection regime in particular, though it has not been alone in this failing, has set
unreasonably high expectations of the extent of documentary “evidence” required of teachers.

13. Emphasis on the progress of individual pupils is right, but the role has changed; instead of being in
charge of one class following one, albeit diVerentiated, programmeof study, teachers now feel that they have
to be prepared to describe 30 diVerent programmes. This has been a major contributory factor to teachers’
dissatisfaction about workload.

14. Teachers rightly feel accountable for raising standards and improving results. But they are often faced
with externally imposed and unattainable improvement targets with cohorts of children who may be similar
to or less capable than last year’s group.
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15. The Secretary of State’s recent announcement in relation to primary education that schools should
be able to set their own targets is welcome, and SHA would hope that this principle will be extended into
the secondary sector as soon as possible. If target setting began with individual teachers instead of ending
with them, they would have a much greater attachment to the target, instead of resenting its imposition as
they frequently do at present.

16. None of this need undermine accountability in its true sense; teachers and their leaders expect to be
accountable. Please see the recently published SHA paper Towards Intelligent Accountability for Schools,
attached as Annex A.1

D. Poor Behaviour

17. There have always been challenging pupils in schools, but the very poor behaviour of a minority is
widely felt to be more burdensome on teachers, and indeed upon other pupils, than ever before. This may
reflect changes in society as a whole. SHAwelcomes the reduction of the number of pupils in special schools
and the trend towards inclusion, but it has tended to be seen by successive national and local governments
as a cost saving measure, with the result that insuYcient resources have followed often challenging pupils
into mainstream schools.

18. Retention of teachers is harder in schools serving disadvantaged communities. Compensatory
funding must be adequate to support teachers in the diYcult task of teaching in these schools.

19. Targets to reduce exclusions, elaborate procedures and intensive monitoring of short term exclusions
have undermined disciplinary systems in schools and the authority of teachers and school leaders. Schools
have been criticised for the number of exclusions they report, even when they are reacting with moderation
to a large proportion of very diYcult pupils. This has resulted in schools keeping pupils who should be
educated elsewhere. In many areas there is a lack of suitable alternative provision. The development of on-
site pupil referral units has benefited the school where they are sited but they have not been the useful area
resources that had been intended.

20. Managing poor behaviour is the aspect of teaching that most often causes young teachers diYculty
and ITT courses should tackle the problem much more fully. New teachers still have to learn all their
strategies for avoiding, containing and reducing bad behaviour during their first years of teaching. Many
young teachers feel as if they are failures if they find some classes diYcult.

E. Conditions of Service

21. Like any other employees, teachers want to work for successful, stable and supportive organisations.
Inconsistency of funding, leading to redundancies of teachers, has been damaging in this respect. When
longer serving teachers entered the profession, redundancies amongst teachers were unknown; in the public
sector as a whole, security of employment and an excellent pension scheme were seen as balancing the
relatively poor pay and working conditions. Although relatively few teachers are made redundant these
factors are no longer seen as compensatory.

22. Professional development is very important to, and for, teachers and this should be available at all
stages of their careers. Recently training has often focused on the most recent government initiative rather
than the professional development of the individual teacher. Funding diYculties in 2003–04 have resulted
in cutbacks to professional development.

23. Decrepit buildings and poorly equipped classrooms are still too common in secondary schools, and
are instrumental in the decision of some teachers to find work in other professions, where warm, dry, clean,
quiet and properly equipped workplaces are taken for granted.

24. Some heads report that increasing the comfort factors for teachers has been helpful; for example
better staV room facilities, readily available tea and coVee, sandwiches at meetings, and occasional social
events in and out of school. These are all good employment practice, but diYcult for heads to justify in some
quarters when funding is tight. These quite inexpensive moves help to give a fully professional experience
for young teachers in particular.

F. Pay and Pensions

25. Teachers still feel their salary levels to be low in comparison with those of similarly qualified and
capable graduates who go into the world of commerce. Especially in the South East there is a very serious
concern about the cost of house purchase, which is beyond many or most young teachers.

26. In the context of pensions problems in other sectors the Teachers’ Pension Scheme is an attraction
into teaching. It would bear improvement, or at least guaranteeing in its present form, and should not be
worsened. In particular, it would be a mistake to raise the normal age of retirement. Whilst this would keep

1 Not printed.
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some teachers working longer, they would be doing so under suVerance, sickness levels would rise and there
would be more cynical and unhappy staV to tell potential teachers and young teachers not to begin, or to
leave whilst they have alternatives.

27. Young people are now thinking about pensions to a much greater extent than in the past, and there
are benefits that could be highlighted. The scheme could be improved in various respects.

G. Recruitment and Retention Allowances

28. Under the School Teachers’ Pay and Conditions of Service Document 2002 (STPCD), relevant bodies
have the discretion to pay teachers any of five recruitment and retention allowances (RRAs). With eVect
from 1 April 2003 the cash value of these has been as follows: RR1 £1,002, RR2 £1,971, RR3 £2,985, RR4
£4,158 and RR5 £5,415.

29. When in April 2001 the previous restrictions on the use of recruitment and retention allowances (the
third and fourth allowances could only be awarded in Inner London and in schools requiring special
measures) were removed and a fifth allowance was introduced, SHA was concerned about the impact of
such measures on schools’ management structures, because a teacher could in theory be awarded a
recruitment and retention allowance that was worth almost as much as management allowance 3. SHAwas
also concerned about the impact on school budgets of spiralling salary costs, due to the operation of market
forces in the context of a severe teacher shortage.

30. In practice such fears have so far proved groundless. The data published in table 11 of the School
Teachers’ Review Body’s (STRB)Twelfth Report (January 2003) shows that 2.9% of teachers were in receipt
of RR1 in September 2002, 1.1% in receipt of RR2, 0.2% in receipt of RR3, a small number in receipt of
RR4 and that 95.9% did not receive a recruitment and retention allowance at all.

31. The research study carried out by PricewaterhouseCoopers for the STRB and published on 12 May
2003 broadly speaking confirms the data provided in the STRB report. Relatively few headteachers use
RRAs outside London and the South East and even in these areas payment seems to be concentrated in
particular districts and particular schools. Where RRAs were used, they were used more widely than to
address teacher shortages in particular subjects (that is to address general recruitment and retention issues).
The case study research indicated that heads disliked using RRAs and felt that they were divisive. As a result
other devices tended to be used for recruitment and retention purposes—for example, payment for new
teachers in July and August (an informal “golden hello”) and the award of management allowances. A
starting salary that is higher up the main scale than is strictly permitted under the STPCD is another tactic
that is often used (the advantage of this and the award of management allowances is that they are seen to
confer status and advancement).

32. Despite the limited use of RRAs, SHA remains very concerned about the potentially detrimental
eVects of RRAs on school management structures and budgets and feels strongly that recruitment and
retention diYculties would be better addressed by means of improved base pay and a far better balance
between base pay levels and discretionary payments than is currently the case.

H. Particular Age Groups

33. Experienced Teachers

To reduce the numbers wanting to take early retirement, there should be opportunities for timetable
variation, for part-time work without any detrimental eVect on pensions, and to becomementors or coaches
for younger colleagues. Some heads of department will eventually have the opportunity to become
consultant leaders and this should have a positive eVect on the morale of the group concerned.

34. We await with interest the outcome of a project between the GTC and SAGA. It is imperative that
teachers with many years experience should feel that they want to continue to make use of their skills, and
that they should not feel dragooned or tricked into doing so.

35. Decent working conditions and a reasonable degree of comfort are likely to be significant for teachers
in this phase of their careers. See paragraph 21 above.

36. Middle Years

Some teachers in this age group feel resentful because the only career development that they see is to apply
for senior posts on the leadership scale or as advanced skills teachers. A more coherent and unified scale
would be helpful in this regard.

37. Opportunities for secondment or sabbatical after a number of years teaching would be welcome, as
available in HE and for school teachers in, for example, Australia.
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38. Decent working conditions and a reasonable degree of comfort are likely to be significant for teachers
in this phase of their careers. See paragraphs 21 and 22 above. Those with extra responsibilities in particular
should have properly equipped workstations with desk space, filing and a computer.

39. Teachers in this phase are also particularly in need of a reasonable degree of secretarial support.

40. Young teachers

LEAs that have piloted special programmes for teachers in their second and third years have indicated
their success. These should be developed nationally. Higher education courses, such as a masters degree in
teaching, may be beneficial for teachers in their second year onwards, but those which begin immediately
after initial teacher training SHA would not encourage; the first year of teaching is busy enough without
this. It may be helpful for newly qualified teachers to retain some link with their ITT provider during the
first year and this could lead to a further degree later.

41. Decent working conditions (see paragraphs 21 and 22 above) are significant for young teachers too.
Clearly, social events are very useful in developing a sense of belonging to the school and to the profession.

I. Standing of the Teaching Profession

42. There has been a period of denigrating the work of teachers that has been very damaging to morale.
Teachers feel that they are not well regarded by the public, though recent research would suggest that this
is not the case.

43. Further eVort should be made, however, to celebrate the excellent work of teachers and schools.
Awards for a few may have some good eVect, but more opportunities should be taken to praise the many.

44. In a much less deferential and increasingly litigious society, parents are much more inclined to
complain about schools and individual teachers than they once were. This may be right, but teachers need
to be better prepared for it, and schools should have the resources to deal with complaints and if necessary
defend their staV.

45. A period of managerialism in education, emanating from central government, has undermined the
sense of teaching as a vocation. We need to try to recover that sense in the profession; we can foster a sense
of corporate vocation by constantly highlighting the student-focused and person-focused approach.
Teachers need to feel that they work to help and support children and do their best for them. This will not
be possible whilst they are subject to a top-down numerical target-driven approach to accountability.

J. Summary

46. Measures required to improve the retention of teachers include the following:

1. Implementation of the Workforce Agreement, signed by the Government, NEOST and unions on
15 January 2003.

2. An improved funding system, which delivers increased funding equitably and transparently to all
schools.

3. A reduction in the number of government initiatives for schools.

4. A change in the target-setting regime from top-down to bottom-up.

5. Implementation of the measures recommended by SHA in Towards Intelligent Accountability for
Schools.

6. Adequate resources to educate children with special needs.

7. Appropriate levels of funding for schools serving disadvantaged communities.

8. Further encouragement from the government in support of good discipline in schools.

9. More attention to behaviour management in ITT courses.

10. Improved working conditions in schools.

11. Improvements in the Teachers Pension Scheme.

12. Maintenance of the existing retirement age.

13. An improved pay structure for teachers, with improved base pay and a better balance between base
pay levels and discretionary payments.

14. Absorption of the Recruitment and Retention Allowances into the main pay spines.

15. Opportunities for timetable variation, for part-time work without any detrimental eVect on
pensions, and to become mentors or coaches for younger colleagues.

16. Better administration support for teachers, as outlined in the workforce agreement.

17. More celebration of the excellent work of teachers and schools.

May 2003
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Witnesses: Dr John Dunford OBE, General Secretary, Rev John Caperon, Chair of Professional and
Management Committee, Secondary Heads Association;Ms Kerry George, Senior Assistant Secretary and
Mr Gareth Matthewson, President, National Association of Head Teachers, examined.

Q237 Chairman: May I welcome you to the going to retain the brightest and the best people in
Committee. John, you are an old friend of the teaching, as opposed to a more creative role that
Committee. We have seen you in front of the you might have. But where the workload bites we
Committee many times. We always get very good feel particularly in secondary schools is on middle
value out of you, I do not know if you do out of us— managers, on the heads of departments
Mr Dunford: Of course. particularly, who have borne a huge load,

particularly in those schools where recruitment has
been very diYcult, where there are a lot of youngQ238 Chairman:—but we hope you do. I have met
teachers, a lot of new teachers, a lot of teachersKerryGeorge before but John andGareth I may not
from abroad and the head of department may inhave met before. Welcome to the proceedings.
fact be the only fully qualified graduate teacher in aMr Dunford: Thank you very much, Chairman.
department of 6, 8, 10 or a dozen people. So that isJohn Caperon, my colleague from SHA is Head of
diYcult. One of the things that has made that worseBennett Memorial Diocesan School, an 11–18
in recent years is the number of governmentschool in Tunbridge Wells.
initiatives which have set up opportunities for localJonathan Shaw: I did know that. One of his pupils is
authorities to create secondments. If you look at,coming on work experience in my oYce.
for example, the Key Stage Three literacy and
numeracy initiatives and the behaviour

Q239 Chairman: In the private session, Jonathan management initiative in secondary schools, the
asked would I get away with asking questions about Times Educational Supplement is full of
access, in terms of admissions, but I said we would advertisements in the back section. I started
have to control that strictly today. John, you and the counting them at one time and I remember one
team have been listening to the previous evidence week there were 33 of these secondments, just for
and you will know that we are keen to learn some secondary pupils, apart from the number in
lessons about howwe recruit and retain teachers.We primary schools. The people who are being sucked
are learning a lot from that process. Would you like out of schools for these secondments are the really
to say how you see it. There was quite a rosy feel good heads of departments, people at that level. I
about the last group of witnesses. They thought the have been advocating for some time, both in the
situation was pretty much all right. Department and to local authorities that these
MrDunford: It does not reflect the picture as we see secondments should be part-time, that people
it. I have to say that I think the essential player in should still be rooted in the schools as heads of
recruitment and particularly retention now are the departments, as deputy heads, as experienced
schools rather than the local education authorities. teachers, continuing to have that experience, and
I think that balance has changed very much in the for perhaps two days a week working for the local
last 10 years. I presume we want to focus on authority, spreading the good practice around, and
retention into the profession as opposed to so on. You could have groups of people doing that.retention into a single school because there is a I think that would be much more eVective and itbalance between retaining teachers, which you

would not have the adverse eVect on recruitmentwant to do in your school, but equally helping them
and retention, because very often under presentto gain promotion and go elsewhere and get
circumstances these people do not come back intodiVerent kinds of experience. A really good staV in
the classroom regrettably. I would just make aa school is a balance of people who have been there
comment, because it was in the evidence of the localfor a good time and new blood that is coming in.We
authority witnesses earlier, on recruitment andwant to focus on retention in the profession as a
retention allowances. A very low percentage ofwhole. I guess one of the worries which was
teachers was quoted. The reason for this is actuallyhighlighted on the front page of our evidence to
outlined in our evidence, that secondary schoolyou, Chairman, was the age profile of the
heads do not like using recruitment and retentionprofession. That is something that clearly worries
allowances because of the inequities that theyyou as much as it worries us over the next 10 years
create in the staVroom. These inequities can beor so. In that context, I think we have come to
hidden in other ways, by paying newly qualifiedrealise in the last two years that actually retention
teachers for July and August when starting inis now a bigger problem than recruitment. A lot
September, and by starting them higher up theof the measures are in place for recruitment but
salary scale than legally the head is really allowedthe measures that would really do something
to do. That is widespread in London and the South-to improve retention, such as the Workload
East, people starting not at point 1 but at even pointAgreement, have not yet started to come in place,
4 or even as high as point 5. That is silly becauseand at the school level I think we feel that retention
they get to the threshold within one year or twois more diYcult than recruitment. Workload is a
years of starting, which is not right. There should beproblem but it is not just a problem in terms of the
a better way of organisingmanagement allowances.amount of work the teachers have, it is a problem
Again, management allowances are used as kindsin terms of the type of work teachers have and the
of recruitment and retention allowances to giveownership that they feel of that work. It is
somebody a higher management allowance. Thesealtogether diVerent if you feel you are a delivery

service for a government curriculum, which is never things should, in our view, be brought into a
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simpler pay structure, a simpler classroom spine— which is not necessarily increasing in number but
actually moving around from school to school andand we could show you the details which we have

worked up. A final two points: no, we would not driving the pay up in the sort of way in which John
was describing earlier. The issue of turnover isabolish the STRB—
indeed a big problem. That is one of the issues that
is highlighted most often by head teachers in theirQ240 Chairman: Get away!
complaints and criticisms of the current situation.MrDunford:—flownmysteriously by the LGA a few
Fast turnover is very unsettling and the turbulenceminutes ago. We believe that the STRB has been a
to schools is quite considerable, and it is not helpedgood independent body that has produced a lot of
particularly by a policy of open enrolment that doesgood recommendations over the years. We certainly
tend to create some schools that are far moredo not want to go back to the collective bargaining
popular than others. Clearly schools that aresituation that we had before. To sum it all up, the
struggling in certain areas because of the nature ofpaper that we have given you on accountability,
their intake will find young teachers movingwhich in fact I think I sent to Members of the Select
reasonably quickly to a school in a diVerent areaCommittee a few weeks ago, I think it is that whole
where life can be less challenging, shall we say. Thatarea of accountability which is reflected so much in
creates problems for some schools and extremeretention—particularly to the question you asked
diYculties for some head teachers as well. I have justabout retention into schools in challenging
one last comment. The appalling situation we havecircumstances, where you particularly want to retain
experienced this year in some parts of the countrya good cohort of experienced teachers to bring some
with regard to the funding of education is actually,stability into the lives of those youngsters. There are
perversely, leading to redundancies and job losses.certainly pay measures that you can take to do that.
We have some areas where the number of teachersI think that the accountability framework is
being employed is falling whilst of course other partsparticularly important in that respect.
of the country are still struggling for teachers.
Chairman: Thank you very much for that andQ241 Chairman: Thank you for that. I am going to apologies again.return to the very patient Meg Munn to open the

questions.
Mr Matthewson: Is it possible for us, from the Q243 Ms Munn: I want to move on to talk about
National Association of Head Teachers, to say a few this whole issue of whether it is reasonable to expect
words at the beginning as well. teachers to remain in the teaching profession

throughout their life. You heard earlier the witnesses
saying that having people feel it is okay to leave andQ242 Chairman: I am sorry. Please, do carry on.
come back is important. Is that your view? If so, howMrMatthewson: I will not say much because I think
does that aVect what you would want head teachersJohn has made an excellent introduction and we
to be doing about this whole issue of retention?fully support what he has to say. The NAHT
Mr Caperon: I think it is very important to try toobviously represents primary as well as secondary
keep the maximum amount of continuity andand special schools, andwe have a lot of information
service. Such is the movement, such is the pace ofcoming through from our colleagues about the
change in schools, that I think even a relatively shortsituation as it exists across the country—which is a
break is going to be diYcult sometimes for a veryvery mixed picture as you could probably imagine.
professional person even to be able to negotiate.Some areas, for example, when advertising for
Therefore, we need to try to ensure, while there areprimary staV, are receiving anything up to 100
obviously going to be, if you like, flexible structuresapplications and other areas of the country—and I
for working practices generally, I think we need toprobably do not have to tell you where those areas
try to ensure in schools the maximum degree ofare—might receive no applications at all. The point
continuity of work. Obviously, through issues likemade by John at the beginning is absolutely right: it
maternity pay and maternity leave, the provisionsis the schools that are responsible for recruitment
now exist for people to move to a part-time post atand it is the heads who have the responsibility each
some time and then perhaps back to a full-time postyear to make sure that their schools are fully staVed
subsequently. That is the kind of arrangement whichand that there are teachers in front of children;
is actually very helpful, but I think schools, as Johnotherwise, they are the ones who carry the
said earlier, do need continuity and I do not thinkweaccountability for that. In many places, they are
would want to get into a culture of schools wherecovering up the cracks brilliantly. I think that is
there was a great deal of onward movement year byhiding a lot of the problems. A colleague to whom I
year. Children and school communities need aswas speaking only a moment ago, who is sitting
much stability as possible.behindme, said that recently he has had tomake two
Ms George: I think part of the issue also is that thephone calls in themiddle of the night to Australia, to
expectation that young people have of the way thatcarry out interviews over the phone in order to
work actually works, if I may put it that way, hasrecruit staV for his school. That is the sort of work
changed massively. Very few young people nowthat is being conducted by head teachers in order to
expect to go into a job and stay in the same place formake sure they actually have teachers in their
15, 20, 25 years. They just do not. They expect toschools in these diYcult and challenging areas.
move around. If we do not recognise that, that willThere is also an issue, particularly for London and

the South-East, where you have a body of teachers be something that we will fail to learn at our peril.



Education and Skills Committee: Evidence Ev 85

18 June 2003 Dr John Dunford OBE, Rev John Caperon, Ms Kerry George and Mr Gareth Matthewson

The critical issue, however, my colleague has raised had a bad experience, they feel bad about the job,
and they do not come back five or 10 years later.is the business of saying how, if people are to come in

and out of the profession, you ensure that someone Perhaps if they have been anMP and lose their seat,
then you never know, but . . .coming back does not then immediately face things

that they simply cannot deal with because they are
out of touch with the changes that there have been, Q247 Ms Munn: I am worried about these two!
and the non-stop change that we are becoming There are two issues. One, sure, if people have had a
hardened to, shall we say. There are massive issues, bad experience and/or they discovered teaching just
it seems to me, around saying, “Yes, we have to is not for them, that might be the right thing, both
recognise that people will come and go, but, equally, for them and the profession to move on. If they have
we have to be very, very clear about how you re- had a bad experience, that is about what your group
induct people into schools.” Some of the keeping in as head teachers and everybody can do to improve
touch schemes that some authorities did were fine, their experience. But there is the other end of that,
but they were very, very, sort of, small beer, in the which is what should your organisation be doing to
sense that they tended to concentrate on the one say to people who have left teaching and are doing
group which people think of as coming in and out of something else, “Come back.”
the profession: the maternity leavers. The reality is, MrDunford:Crucially, we have to be able to say that
as my colleague said, that has changed. People do you are coming back to a more attractive profession
not leave now by reason of maternity. They take a than you left. We, as associations, have been
reduced post and they stay around and come back. working incredibly hard on that over the last two
An awful lot of them, frankly, cannot aVord to leave years, particularly in discussions around workforce
completely. So that has changed and it has changed remodelling and reducing workload. We really do
quite markedly. It is something which I do not think pin high hopes on that in terms of making teaching
we have yet got to grips with, but which we will lose amore attractive profession and actually the benefits
completely if we do not recognise that young people to us, first of all, will be for retention.
do want to come in and out of diVerent sorts of
work.

Q248 MsMunn: That helpfully moves into my nextMrMatthewson: Flexibility is key. The opportunity
question really, which was around what is the role ofto be able to say yes to a colleague who has been on
head teachers in managing and reducing teachermaternity leave and wants to come back on three
workload? It is very easy and legitimate to say thedays a week or four days a week. To be able to
Government should do this, theGovernment shouldaccommodate that I think is very helpful. It keeps
do that, but what is the head teacher role in that?that person in the profession and then they gradually
Mr Dunford:We certainly have what is potentially alater on go back to being full time. But it requires a
diYcult situation to manage in September this year,lot of skill, I think, on the part of heads, in
with the so-called 24 tasks being taken away fromparticular, in schools to be able to manage that.
teachers, which head teachers will no longer be able
to require those teachers to do. During the course ofQ244 Ms Munn: We seem to have a bit of a
the last few months, heads have been meeting withdiVerence of opinion here, with this end of the table
staV to try to see the distance between where thesaying, “This is the expectation we have, that people
school is now and where the school is going to be inmight want to do something else,” and the other end
September. But in September they will have tosaying, “Really, we want to keep them in.” Do you
manage the consequence of that situation and thatnot see that perhaps there is some value, for
could actually be quite diYcult, particularly ifsomebody who has maybe been in teaching for 10 or
relationships within the school are not so good. It is15 years, actually going oV and doing something
also, I think, not just a matter of these 24 tasks; it iselse, getting diVerent experiences, perhaps feeling
actually about a culture change in school. At amotivated and refreshed and then saying, “Actually,
meeting of head teachers the other day, I asked aI am going to take that experience back into the
head teacher sitting in the front row, “How manyclassroom.”
staV do you have in your school?” He said, “177.”Mr Matthewson: I do not think we are disagreeing,
Two years ago, he would have said “65” meaning 65actually. I am saying that by being flexible we are
teachers.He now says “177”meaning all staV that hekeeping them.
has at school. That head teacher has made the
cultural leap that probably a lot of us do not often

Q245 Ms Munn: No, what John Caperon said was make and will have to make very quickly in the
very diVerent from what Kerry George said. autumn term.
Mr Matthewson: All right. Ms George: If you are going to have this kind of

culture—and, I agree with John absolutely, it is a
cultural change—it is also, as far as I am concerned,Q246 Chairman: I think it is up to us to decide

whether witnesses agree or disagree! We will have a refocusing ofwhat teachers should be doing, rather
than a whole pile of stuV they have picked up overthe transcript. John, you wanted to come in.

Mr Dunford: The problem, I think, is that they do years because schools have been underfunded and
they have not brought in support staV and theynot come back. If people are going to go part-time

or onmaternity leave and so on, they come back into have collected jobs. Anyone who is addicted to
photocopying, for a start, is going to find life veryteaching. People who leave teaching and go to

another job are very often leaving because they have tricky from September onwards. They really are.
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Mr Matthewson: They will still do it! the big schools—and I am head of a pretty big
school—it is going to make a tremendous diVerence.Ms George: Yes. But, realistically, it is about

changing the culture completely and that has to start I think where the problem is going to come this year,
and hopefully we will get over it in future years, is inwith the leader of the organisation. It is head

teachers who actually work more excessive hours smaller schools where the budgetary restraints are
not necessarily going to allow them to employthan any other group of people in the entire system.

Price Waterhouse Cooper’s report demonstrated additional non-teaching staV in order to take on
these tasks, and they could find themselves in a verythat. They themselves have to think diVerently and

operate diVerently. The governing bodies are going tricky management situation where you have
possibly a union rep saying, “We are not doing theseto have to think diVerently. We cannot seriously

have situations where meetings start at 7 o’clock in any more,” and you have the head teacher saying,
“Who is going to do them?” Of course, who will endthe evening and go on until midnight on a regular

basis. That is no way to run schools. There is a up doing them? The head teacher and the senior
staV. That could be a problem. I am hoping that willmassive culture shift that needs to take place. I think

what John originally said is right, the way you get not create the sort of diYculties at the beginning of
this new agreement that will sour it for the rest of thepeople back into the profession when they have left,

assuming that they have not left with broken legs, is years to come, when I think there are big gains to be
made by all of us.that they will come back to something that they see

as more attractive and much more of a profession
than a job where they are picking up all sorts of Q251 Chairman: That is very interesting, but you
things they should not be doing. have sort of side-stepped the question. You manage

a big school, you have just said.
Mr Matthewson: It happens to be, yes.Q249 Chairman: Going back to the point I tried to

raise with the witnesses at the end of the previous
session: who manages that process? If you are going Q252 Chairman: Where did you get your

management experience?to give new experience, it is going to be better, but
who manages it? At the moment, with the relatively Mr Matthewson: I picked it up along the way, I

suppose!independent role of schools and the weakened role
of LEAs, it does not look to us, or certainly to me,
that there is anyone out there who actually canmake Q253 Chairman: In any other business, Mr
sure that process is managed. Matthewson, running a big, complex organisation,
MrDunford:As two associations, we are supporting to say that would have people laughing in the aisles.
our head teachers in managing that process. We Mr Matthewson: Perhaps it was a flippant remark.
want the Government—and in this case it is not
just the Government, it is us all working with Q254 Chairman: John Caperon, where did you get
the Government by agreement—to create the your management experience?
framework in which the head teachers manage the Mr Caperon: Chairman, thank you. I got my
situation. We are saying that, that framework will management experience in the relatively early days
be radically changed, culturally changed, this of my career in what was then a pioneering school,
September and through the next couple of years, in Banbury School, in Oxfordshire. That was, I think,
ways that would be helpful to head teachers to one of the first major comprehensive schools to
manage that situation. Managing any kind of become a seriously professional organisation. I
change is not easy, particularly where, as Kerry think throughout my work in that school and
points out, there are working practices that teachers subsequently, added to with reflection and higher
are not always going to want to give up these things. degree study time (as it happens, in my case, the

University of Oxford), I was able to move through a
range of management posts, gaining experience,Q250 Chairman: It is a very complex management

task, running a large school, and even a small school. gaining perspective and gaining, if you like, as a
consequence of the way the ladder works, increasingAre you satisfied that the quality of training in

management is there? This symptom that Kerry responsibility. Head teachers nowadays obviously
have a far greater support than was the case when IGeorge mentioned of someone having meetings that

start at seven and run until midnight, is that not the was coming through, through NPQH and through
all the other support mechanisms for head teachers,sign of poor management?

Mr Dunford: I have two good heads on either side both before headship and, indeed, subsequent to
their appointment. I think it would be veryof me.

MrMatthewson:We do have to meet until midnight misleading, Chairman, for you to assume that a
lighthearted remark from a colleague here—sometimes—but that is more because governing

bodies want to talk a lot, and for various other MrMatthewson: It was not quite meant in that way.
Mr Caperon:—was meant in any way to be anreasons. With regard to the implementation of an

agreement on workload, that we are going to be accurate description of a whole complex of very
serious management training arrangements whichmoving on to in September, there is a slight

diVerence perhaps for larger schools which are used are in place for the profession. Increasingly, the
work of NCSL (the National College for Schoolto employing a fair number of non-teaching staV,

and probably in many large schools the 24-tasks are Leadership), and you will know, Chairman, of the
shift that has now very significantly taken place fromnot being carried out by many teachers anyway. For
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an emphasis upon management to an emphasis on teachers in their induction year and, indeed,
leadership. I do not think that means that the subsequently. Most schools, I am quite sure, are
management of schools is any less important than it keen to develop or have already developed a
ever was. Clearly, we have huge issues to manage. structure in which there are very specific
Mr Matthewson: Could I add something. responsibilities, as, for example, professional tutor,

staV tutor, subject mentors and so on, very specific
professional structures within which the early yearsQ255 Chairman: Could I just say before you do—
of teachers can be supported and made moreMr Matthewson: I made what appeared to be a
eVective. Clearly—and I think you are absolutelyflippant remark and I would like to expand on it.
right to challenge on this—unless there is in all
schools an eVective, positive culture of ongoingQ256 Chairman: Gareth, would you be quiet for
professional development, then people are going tojust a moment. I want to make clear that this
be saying, “This profession is not actually helpingCommittee and certainly the Chairman does not say
me to move on as a professional, it is not helping meanything, in terms of the management, in terms of a
improve the quality of my work, and the quality ofnegative. You have absolutely the greatest of
my rewards, therefore”—which must be seen insupport. I believe that heads should get all the help
human terms rather than monetary terms—“is notthey can in a complex management task. Gareth,
adequate.” Professional support is absolutelysomeone who learns management on the job, I
essential. I am sure all the associations would agreewould not decry at all. I hope we get that straight.
on that.MrMatthewson:Yes. What I said actually was true:
Mr Matthewson: That is absolutely right. I will notyou do pick it up along the way, because that is the
add at great length because I think that has summedway head teachers of my generation did learn. It has
it up pretty well, but what you are finding these daysbeen described in amore expansiveway, but it is very
is more and more schools are actually going for themuch a case of learning on the job. I can remember,
Investors in People Award, which I think is a verywhen I first became a head in Newham, one of the
clear indication of how seriously they take theother head teachers, who had recently had a
business of the professional development of theirsecondment for a term, had written a very good
colleagues. If you are going to go for an award ofthesis on becoming a head. She could not think of a
that sort, then clearly the professional developmentproper title for it but her husband came up with one:
and the support you are giving to new colleaguesBang, Bang, You’reHead. I think it summed it up.At

that time, you were a deputy one day and you coming into the profession is absolutely crucial.
became a head the next. A lot of it was brand new to Certainly it is in all our issues to pursue policies of
you. Although you had been a deputy and you had that sort, because we want these youngsters to stay
picked up a lot of management experience, all of a in the profession. We do not want them to leave, we
sudden this was a totally new job that you were do not want them to be attracted to go elsewhere,
taking on. It is changing today because of the and we need to make sure that if, for example, they
national professional qualification for headship and might be having some particular diYculties, perhaps
the sort of work that is being done in order to with behaviour problems with youngsters and so on,
prepare people for the situation. they get the full support in the early years while they

develop and mature and become competent
teachers.Q257 Chairman: Here we have a tremendous waste

of our nation’s money, in terms of losing people
from the profession and, as John said, who never

Q258 Paul Holmes: You talked in the evidence youcome back. We are trying to dig under the surface,
have given about the importance of the newto find out in terms of the quality of management
workload initiative in helping to retain teachers withexperience. Should it not be very very high, for a
better conditions of service and so forth. Thehead as a manager, to ensure that a young member
employers group also said the same thing. Butof staV coming into the school does have a very
Graham Lane said that, for example, the shorteningpositive experience. If he or she is in the wrong niche,
of the pay spine from 9 to 5, which is one initiative,if the experience is not going well in the first
had been underfunded and that is part of the crisisyear . . . . We have examples of a recent survey,
this year. Of course the largest teachers union hasabout to be published, by one of our specialist
not signed up yet to the workload initiative, becauseadvisors that gives cases studies of people getting to
one of the things they say is that it is not going to bethe profession. Their mentoring is nominal,
funded: it is not going to work because the money isminimal, if it exists at all, and there they are, cast
not there. Are you confident that themoney actuallyaway, from the case studies we have in front of us,
will be there in September and the year after and theand they get no support. Then after three years, they
year after to make it work and therefore to retainleave the profession and never come back.
teachers in the profession?Mr Caperon: Chairman, if that is the case, it is a
Mr Matthewson: We are not confident it is going tomatter of extraordinary regret. I would say to you,
be there in September but we are working on orcertainly from the perspective of the Secondary
hoping that the guarantees that we have been givenHeads Association and, I have no doubt, from
that it will come through in future years will actuallyNAHT’s perspective as well, one of the key priorities
materialise. We can only go by what governmentfor all school managers is to ensure that there is

eVective, adequate support, both for newly qualified ministers are saying to us.
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Mr Dunford: For both NAHT and SHA this has about 1990. Graham Lane said the thing that is
going to solve this is things like the workloadbeen of huge concern, and right from the beginning

of the negotiations we have been saying, “Yes, this initiative. But you are saying there is a grave danger
that, even from this September, if you do not knowis fine provided we have the resources to deliver.”

That is a major worry. the money is there—and we are already in that
financial year—there is a grave danger that, far fromMsGeorge:The essence of our concern, and we have

said it right from the start—neither of the solving the problem, the turmoil that could come
from it being underfunded will make the problemassociations ever had the slightest diYculty with the

agreement itself and the principles contained within worse.
MrMatthewson: It could be very diYcult during theit: they are absolutely sound and we have got to

deliver them—is that it is members ultimately, first year.
Ms George: And as much in the primary sector aswhatever the LEA said earlier—and I was impressed

by some of the things they said—who will have to anywhere else because of the diVerences in terms of
the extent to which support staV are employed. Thefurther that. It is the heads in schools who will need

to deliver that and make sure those changes occur. smaller the school, the less likely it is that you have
a massive support staV handy. You simply will not.The risk for our members has always been that they

would end up piggy-in-the-middle, that they would That aspect of it is going to be diYcult, that these
funding problems came at a time when an initiativenot have the suYcient resource to deliver the things

that are needed, that they would have members of of this importance is just starting to hit the schools.
Absolutely desperately unfortunate.staV on their handswho, quite rightly, have had their

expectations raised and want to see changes. They MrCaperon:Could I add a further comment on that
with your permission. I think it is enormouslywant to see changes with eVect from 2 September.

That has all been of huge concern for us. The important that all of us recognise that this is a three-
year programme of reform which does need, asGovernment, I think, in fairness, has recognised that

there is a major problem this year—we all recognise colleagues have said, to be very adequately funded,
but it is not something which relies simply on headit is an extremely diYcult year.We also know thatwe

will have schools that will be going into deficit teachers. It is, I believe, essential that head teachers
and governing bodies are working very eVectivelybudgets this year because they are determined to

make sure that they will deliver the changes. We are together to ensure that the culture of schools has
changed and that the employment practices andreally pinning our faith at the moment—and I have

to say it is our faith—on the idea this will not be assumptions of schools are brought into linewith the
new expectations. But, if I may, let me just return toreplicated and we will get the money sorted out

properly for years two and three of the agreement. the issue of the retention of youngermembers of staV

and the workload implications of this. I am actuallyThe problems that will ensue if we do not, do not
bear thinking about. The agreement, frankly, will this year, in the school I lead, losing only one

youngermember of staV. This is somebodywho is anfail unless it is funded.
Mr Matthewson: We are concerned about extremely able and talented teacher, who has had no

broken legs or other diYculties during the course ofrecruitment and retention but recruitment and
retention of senior staV as well, head teachers and so her two years with us. She happens to be married to

a junior hospital doctor.When explaining tome thaton. If this agreement turns out to reduce the
workload of teachers but at the expense of increased she felt it was time for her to move on from the

profession and return to academic study, she madeworkload of the senior staV, then clearly that is
going to have an eVect on the recruitment and it very clear that one of the key reasons was that, by

comparison with her junior hospital doctorretention of heads. There is a concern that unless it
is properly funded there are dangers that senior staV husband, she was working excessive hours, and she

had no opportunity except during holiday times toin schools could end up picking up some of the
pieces, ending up with a greater workload have a life of her own. Unless that situation is

changed for young and, indeed, more experiencedthemselves. If I could just quote an example, we will
have a situation in a few years time where teachers teachers, the drift from the profession will continue.
will not be required to invigilate in examinations,
but if you do not have suYcient funding to be able Q260 Jonathan Shaw: Could I ask you about job
to recruit enough good quality invigilators you share. It would be an interesting concept for
could end up with heads and senior staV having to Members of Parliament to be job sharing. I wonder.
fill in lots of gaps in situations like that, which clearly More realistically, I asked the question of the
would be an increase in their workload in which they employers, and they said, “Yes, good” but it is up to
are not currently engaged. My worry may be you guys, eVectively.
unfounded but it is those sorts of concerns that are Mr Dunford: It is.
nagging away at us at the moment, and that is why Mr Matthewson: Yes.
we want to be certain that the agreement will go
forward—that it will go forward and reduce

Q261 Jonathan Shaw: There we are, there isworkload across the board, not just in one sector of
agreement.the service.
Mr Dunford: It is not easy. It is not easy to organise
job share. We support the aspirations of people toQ259 Paul Holmes: The employers’ statistics
come back in, particularly people who have hadshowed that turnover in teaching has shot back up

to 14%, which is the high level it was last at round maternity leave and come back in part-time and so
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on. The legal framework now is such thatwe actually have to think about things diVerently, you have to
have to grant people part-time work and try to come at things from a diVerent perspective. Your
organise two part-timers to do a full-time job, even perception that you would rather have two good
if it is not a formal job-share, under many teachers than one indiVerent teacher—it would be
circumstances. In some subjects in a secondary wonderful to get two excellent and one really good
school, that is perfectly satisfactory. The geography to choose between—seems to me realistic. In those
teachers meet their classes once a week, and part of circumstances, a head has to get over the attitudes of
the job share can do one set of classes and another other members of staV—which, surprisingly, can be
part of the job-share can do another set. quite negative, and this has always impressedme but

it is there—and the attitude of parents. Again,
particularly in the primary sector, there is a powerfulQ262 Jonathan Shaw: Do you think Reverend
belief that if children see a diVerent face on aCaperon and Mr Matthewson could run a school
Wednesday morning, somehow or other this willtogether?
mean that their entire lives will be ruined. ChildrenMr Caperon: Indeed, Chairman, just to take that

illustration further, as it happens in my own schools I think have probably demonstrated they are rather
this coming September we shall have one absent more adaptable than that and they can cope with
colleague and two part-time job-sharing colleagues these things. Certainly there is no evidence to show
to take over that absence. It may be easier in a anywhere that flexible working, job-share working
primary school situation, where there is more damages children’s education. I deal with a primary
contact with the same group of people throughout school which, for the last five years, has only had one
theweek and to divide between two teachersmay not full-time member of staV, and that full-time member
be a huge problem. But if we are talking about, shall of staV is the head. By means of flexible working,
we say, an English timetable or a mathematics they have managed to get greater specialism into a
timetable, you are down to issues of timetabling primary school, they have delivered all sorts of
where it is obviously extremely unsatisfactory for, diVerent things in all kinds of ways. It requires a lot
shall we say, a year 9 maths class to be taught by two of communication and a lot of planning: once you
or three diVerentmaths teachers during the course of get into that, it is wonderful. By the way, they have
a single week or a cycle of the timetable. It does not not had a single supply teacher in that school for the
make for continuity, and, as we said before, last . . . heaven knows how long, because people do
continuity is essential. not go sick.

Q263 Jonathan Shaw: It does not make for
Q265 Jonathan Shaw:What about the issue of earlycontinuity, but, if we are talking about trying to
retirement of head teachers? Howdoes that compareretain very experienced and able teachers . . . As a
now to a few years ago?parent, if I had to choose between one pretty good
Mr Dunford: There is now an increasing number ofmaths teacher and two exceptional ones, I know
things that head teachers can do if they wish to retirewhat I would choose. You are putting up those
early. Heads who have been in post for a long timepoints almost like the reasons not to do something.
are now looking, in their mid-fifties, very often toThat is how it feels.
cease to be full-time heads and to becomeMr Caperon: I am sorry, Chairman, if that came

across as a negative; it was not intended to be. consultants, threshold assessors, advisors and so on,
Mr Dunford: We had discussed this beforehand—I on a part-time basis, and to build up a portfolio and
was a head teacher, as you know, formany years and a career in their late fifties. If we tie that in with the
faced exactly these situations—andwewere trying to National College’s development of consultant
illustrate simply that it is easier in some areas of the leaders, which is the top end of their professional
curriculum than others. But, yes, it is one of the development scale, that is actually quite a good
weapons open to us to solve recruitment problems. development, if those people are then spreading
It is increasingly being used in schools, so, if you good practice back into the system, either by staying
have to do it, then you have to try to do it well. in post and doing that consultancy work part-time
Ms George: Just to prove that we do not always or by actually retiring early and doing these jobs.
agree on these things—

Q266 Jonathan Shaw: We heard from the OpenQ264 Jonathan Shaw: Yes, I saw you disagreeing
University last week. They said that in terms ofwhen the comment was made that it was easier in
mature entrants into the teaching profession, 60%primary schools.
were seeking to achieve head of department or seniorMs George: I would say it is not necessarily easier in
management positions within two years ofprimary schools, but I was about to say—and this is
qualification. That changes the picture, does it not,really quite worrying—that I remember what
from what Mr Matthewson told us about, yourGraham Lane was talking about in negotiating job-
management development? You have had ashare agreements in the ILEA because I was one of
traditional route, you have been in teaching all yourthe people who did it. I have been involved in job-
life and acquired management skills over a period ofshare working, flexible working for the last 20 years,
time. If we have mature people coming in fromwhich is slightly worrying, but, essentially, the issue
various diVerent backgrounds—which is a goodis actually all tied up with this whole business of

saying you have to have a change of culture, you thing, as I think everyone agrees—what do we need



Ev 90 Education and Skills Committee: Evidence

18 June 2003 Dr John Dunford OBE, Rev John Caperon, Ms Kerry George and Mr Gareth Matthewson

to do to ensure that those people who are ambitious Ms George: The new regulations, the staYng
regulations which will be applied in schools shortly,are going to have the necessary depth and skills to

manage our schools in the future? still require that the head teacher has to go into a
printed publication, so theTimes Edwill still keep itsMr Dunford: We have the flexibility within schools
place, I think, for some time. The second point aboutat themoment, when really good people come in like
early retirement which we skipped over ratherthat, to fast-track them. The way we fast-track them
quickly, is that we have always said that the prospectis not by joining any government scheme, but by
of early retirement actually enhances people’sgiving them posts of responsibility and actually
capacity to stay on. There is something encouraginggiving them really good jobs to get their teeth into at
about being able to see the finishing tape, as mya very, very early stage. Yes, it is perfectly possible,
colleague behind me just said. Ironically it can workparticularly in certain parts of the country, where
that way. We would also like to see considerablyheads of department posts can be very diYcult to fill,
greater creativity, as, for example, there has been infor these people to become heads of department very
Scotland, where they now have a much betterquickly indeed if they have the talent to do it.
winding down scheme than anything we have in
England and Wales. They do actually have

Q267 Jonathan Shaw: The Times Educational something that means in the last few years you can
Supplement, your schools, the 24,000 schools, spend reduce your teaching, you can work diVerently, but
enormous sums of money. Can we do it any you do not lose out in pay terms. Graham Lane
diVerently? Or was the advice from my LEA, that described the stepping down scheme. Stepping down
you have to advertise if we are going to have any is fine, but, depending on when you do it, you lose
head teachers respond to this advertisement in the out in pension terms ultimately.Wewould like to see
TES. a bit more creativity there.
Mr Caperon: The situation, Chairman, is that there
are a number of diVerent advertising possibilities at Q268 JeV Ennis: I wonder if our two sets ofthe moment. I think the vast majority of schools are witnesses could very quickly outline and rank instill using the Times Ed, which is of course available priority order the main issues that they feel areas a web site as well as a newspaper, so it is simply a impeding successful retention in schools today.bit of old technology and it does I think at the Mr Dunford: Workload; accountability—excessivemoment still provide for the vast majority of schools accountability . . . What is my next one?the place where they would probably, on balance, Mr Matthewson: Perhaps I could come in!want to advertise most, if not all, of their full-time Mr Dunford: Sorry, behaviour.permanent posts—although obviously the local Mr Matthewson: That is exactly what I was goingpress tends to be used for short-term and part-time to say.advertisements—at a cost, however. One of my Mr Dunford: Behaviour; and pay. In that order.colleagues in Hampshire tells me that over the last
year he has spent way in excess of £25,000 on

Q269 JeV Ennis: Teacher behaviour or pupiladvertising in order to try to attract froma very, very
behaviour?sparse field.
Mr Dunford: Pupil behaviour; and pay.MrMatthewson:There are other ways of advertising

for staV, using the E-Teach, for example, which
Q270 Chairman: Gareth Matthewson?operates a system via the website. You can advertise
Mr Matthewson: The same. I think the issues arethrough them very, very cheaply. But, although
pay; workload; behaviour, definitely; accountability—many schools are using them because they are so
which is a big issue and getting worse, particularly forcheap, they are worried about whether to not it will
head teachers. When you asked the question, I couldactually go to all the people that they think it should,
not quite work out whether it was heads and seniorso theTimes Educational Supplement continues to be
staV you were talking about or teachers generally.used, I think, by the overwhelming majority of head

teachers when they are advertising for staV, because
you want to get the best feel and you do not want to Q271 JeV Ennis: Teachers in general.
lose out because you failed to advertise in the right Mr Matthewson: In which case, then, all of those,
place. In my part of the world, I have to say, if you and the whole business about house prices in certain
are advertising for a Welsh teacher you advertise in parts of the country. I really do feel that we have to
theWestern Mail. I am sure John would know that. keep that in mind. It is interesting that you go to
May I make one other point which is quite some schools, particularly, say, in Inner London,
important. I do not want us to lose sight of the fact, and you will find that they survive largely obviously
John is right, that people are leaving for further with lots of Australians and so on but also large
development and professional enhancement in other numbers of youngsters, who, in many cases, are
ways, but we are still losing many heads because of happy in their early years of teaching to continue to
burn-out, the stress of the job and so on. I really do live like students. Because of that, living in shared
feel that that should not be lost, because it is a factor accommodation and so on, they can manage to
in retaining good staV, good head teachers. In terms continue to live reasonably cheaply and they are
of the costs, going back to the Times Ed, a colleague happy to stay in London. But, of course, there is a
sitting behind me says it costs him the equivalent of time when they eventually wish to leave London and
two teachers a year because he has to advertise for so our view tends to be that once somebody has left

London they do not come back.many teachers.
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Ms George: Perhaps I could just add very quickly doing all the exam work in the school, doing all the
daily cover work and all those sorts of task whichthat yesterday I had a call from a school in London

where they were asking whether it was okay to give were previously done usually by a senior member of
the teaching staV and they are done just as eYcientlya newly qualified teacher a management allowance

because they had no one else to carry out by somebody who is specialised in that area.
management responsibilities. We had a long
discussion about it and I suspect that if they do that,

Q273 JeV Ennis: In Barnsley and Doncaster, thethat is going to be one of the NQTs who will go, but
two local education authorities I represent, we havethey are desperate. It is that sort of situation that we
a number of schools in challenging circumstancescope with because particularly in London we have
and the sort of variation in retention rates betweenyoung staV who do not stay.
the schools in challenging circumstances isMrCaperon:Could I just make one further response
enormous. What would you think are the mainto the issue about concerns and could I add the issue
factors in terms of a school in challengingof public esteem. It does seem to me that we need, as
circumstances being able to keep its retention ratesa society, to continue the eVorts to recreate public
high as opposed to some others where the rates areesteem for the role of the teacher and I am
low?encouraged to say that recently in attempting to
Mr Dunford: I think it is partly a funding issue andrecruit for the graduate teacher programme in our
I think the Government’s Excellence in Citiesschool, we had an excellent response to a single
programme has put a lot of money into schools inadvertisement and several of those whom we
inner cities, schools which are in challenginginterviewed said that it was that advertisement
circumstances and has helped them to employ awhich said, “Those who can, teach”, which got me
much wider range of support staV. I think that hasthinking. Perhaps we are moving in the right
been hugely helpful as well, but I think the thing thatdirection, but until there is a real understanding that
works most against retaining people in schools inteachers are doing a most valuable social role, then
challenging circumstances is the accountabilityI think there will be diYculties in retention.
regime which I put pretty near the top of my list
because over-accountability, as we said in our paper,

Q272 JeV Ennis: To change the subject slightly, one is evenworse in schools in challenging circumstances
of the initiatives the Government have really than it is in other schools.
brought in, which I think has been quite successful, Mr Caperon: There is also the whole issue of league
has been the real expansion in the number of non- tables and I think it is exceptionally diYcult for
teaching assistants and curriculum support schools in diYcult circumstances who are seen both
assistants. Has that had any eVect on the ability of by themselves and by external observers to be less
schools to retain staV? successful, going down the tube, at the bottom of the
Mr Dunford: I think it is early days to say. It is pile. Wherever we have a hierarchy of schools, that
something that both secondary and primary schools is going to be very, very destructive to professional
have been doing of their own accord in recent years morale for those working at the lower end and it is
and clearly it will be accelerated considerably by the enormously important that we do all that we can to
new agreement. Anything frankly that makes a ensure that those schools which are perceived as, in
teacher’s job easier and makes it easier for the some sense, at the bottom of the pile are given those
teacher to concentrate more on the teaching and the additional resources to enable extra staV to go in,
learning and to get away from the administrative and it is not of course the case that Excellence in
tasks is helpful. Cities universally applies to all such schools.
Ms George: I think the evidence is that teachers
absolutely value the classroom assistants and the

Q274 Chairman: I certainly appreciate thosesupport that they get. The mere presence of other
comments with the particular diYculties of my ownadults in the classroom assists with a whole mass of
constituency. Can I just push you on one pointthings, including pupil behaviour which causes
though, Gareth and John. In terms of yourenormous diYculty. There was reference earlier to
hierarchy, in behaviour, what is interesting aboutthe NUT’s position on the Workload Agreement
behaviour is that you go to two schools that lookand I think it is sad that the NUT manages to
broadly similar on most of the criteria, specialproduce evidence that suggests that some of our
educational needs, free school meals, whatever theteachers see this as creating workload for them to
criteria, similar sorts of parts of cities or towns. Onehave additional people to work with in the
has excellent behaviour, excellent behaviour, andclassroom because certainly everywhere I have been

to, talking to headteachers in the country and the school in exactly similar circumstances has
talking to deputies and teachers, they have not said appalling behaviour. Now, what is it? Is it something
that at all. They value these people hugely and they about the quality of management, leadership from
wish there were an awful lot more of them. I think it the head or what is it that you notice as soon as you
is starting to make a diVerence and to see how it go into a school where you immediately see that the
works over the long term will be interesting. staV are in the corridors, in the playground and the

head is everywhere? You say it is behaviour, but veryMr Matthewson: There has of course been a
big move, particularly in large schools, of often the behaviour is a factor very related to the

management of the school, is it not, the quality ofadministrative tasks to non-teaching staV. For
example, I have a non-teaching member of staV management?
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Mr Matthewson: What you quote is something that the time or is inspirational or whatever, but it is
about a whole staV commitment to sharedyou can see clearly because you will go to some

schools in similar areas and yes, the behaviour in expectations and values and without that, then
clearly the culture is not going to work. It issome schools is good and the behaviour in others is

not so good, but I think we need to look a little bit essentially about culture and underpinning that
culture has not only got to be a set of sharedbelow the surface and see why is it that perhaps this

school is diVerent from that. Very often, once one assumptions about what we do in school and what
we do not do in school, but there has got obviouslyschool has gained itself a sort of reputation of

perhaps being the better school, it attracts per se the to be the parental support. Unless there is a clear
understanding and agreement between parents,better children and there is no doubt that the whole

business of open enrolment and the fact that there teachers and students about what students are in
school for and how they need to behave in order toare in some areas schools where perhaps there is a

surplus of places, you are going to find that some benefit from it, then obviously we get the diYculties
of which you have spoken, but there is a significantschools are going to benefit by recruiting the better

kids, the ones from families where they take more minority of youngsters forwhomwhat perhapsmost
people in this room this morning would regard asnotice about education possibly, and other schools

are left with the more diYcult children to deal with. normal and acceptable canons of behaviour do not
exist and it is with that very small minority ofThose present particular challenges, particularly in

terms of retaining teachers because if teachers can go youngsters that there is, I think, a very particular
problem and the need for very well resourced, veryto the school up the road and earn exactly the same

salary and have less challenge andmore professional adequately staVedwith good ratios specific attention
given to, if you like, the process of re-education andfulfilment, then clearly that is a choice that they

might well be inclined tomake rather than stay in the socialising so that the educational enterprise can
actually continue eVectively, but that is a smallschool which is extremely challenging. I think there

are issues about looking at theway inwhichwe allow minority, I believe.
pupils to go to schools because even those that have Mr Matthewson: I think the diYculty about the
been quite well publicised, those schools that have small minority is that it is concentrated all in one
had so-called ‘superheads’ installed which have school and I think that is where you have the real
managed, if you like, to pull themselves up by their problem.
bootstraps, even they have had great diYculty in
maintaining a very high standard over a very long

Q277 Mr Chaytor: Just pursuing Gareth’s point,period of time because the problem persists.
surely what you are arguing is a circular argument,
accepting that the immediate neighbourhoods of

Q275 Chairman: So you are saying that whatever schools vary significantly. If we are comparing like
the quality of the head, the quality of the with like, the school that is getting a better
management, the behaviour will remain the same? reputation and, therefore, attracting a greater
Mr Matthewson: No, I was not saying that. What I number of applications is doing that precisely
was saying is that the system of open enrolment can because of the quality of the headteacher and senior
create diYculties. management?

Mr Matthewson: It may well have started oV there
and that is absolutely possible, but do you want toQ276 Chairman: No, you have just said that.
accentuate that and have a situation where youMr Matthewson: I said that the system of open
create, one does not like to use the term “sickenrolment can create particular problems for certain
schools”, but you have schools that have diYculty inschools because once schools in one part of the town
breaking out from the situation that they are inperhaps are perceived as having a better reputation,
because all the circumstances are contriving againstthey are likely to attract the better pupils which
them? There have been many examples, have therecreates particular problems for other schools. The
not, of superheads going into schools, being paidschool which has got the more challenging
large sums of money, but not actually being able tocircumstances could have an excellent headteacher
do a great deal because we have found that it is notand excellent staVworking there, but if they have got
just the head, but it is the whole team that reallymore challenging children, I am afraid you may well
needs to be looked at and the additional resourcessee, particularly in the locality around the school,
need to address those issues as well. There is anothermore evidence of misbehaviour far more than you
two-pronged attack, I suppose, on the issue of pupilwould see in another school. I do not think it is as
behaviour and that is actually putting into placesimplistic as you described originally of saying that
policies which will support and help youngsters inif you go to two schools in similar areas, the
controlling their behaviour and seeing the benefits ofbehaviour is good in one, bad in another and it must
a proper social existence with their peers in schoolbe something to do with the head and the staV.
and the normal respect that we would expect to beMrCaperon: I want to put a complementary view to
shown from youngsters. Generally speaking, LEAsthat. It is not an opposite view, it is a complementary
I do not think have the resources necessary in orderview. I would say that most children in my
to be able to provide the back-up that we need. Justexperience, most children, will behave properly,
getting an educational psychologist to come and seepositively if eVectively led and managed, most
a child can be a major undertaking in some localchildren, but eVectively led and managed does not

just mean having a head who is on the corridors all authorities because the resources are not there and
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that creates further problems. It leads on to all sorts professionalised, but would you agree that people
have not been professionals for the last 20 odd yearsof diYculties about exclusions and so on,
and whose fault is it that it is seen that way?particularly in the upper part of the secondary
Mr Caperon: I think there has been a growingschool, which I think have been created largely
culture of professionalism over the last 30 years inbecause of a lack of resources earlier on.
the education profession. I think the issue is, if you
like, an issue of perception rather than an issue of

Q278 Mr Chaytor: Yes, but at the end of the day I actuality and I have to say that the press or certain
am just anxious that you are trying to abdicate the sections of the press have not always been as positive
heads of responsibility. in their presentation of the education system and

those who work hard within it as they might haveMr Matthewson: No, I am not doing that.
been and I think a lot of very regrettable
assumptions have gone around on that basis.

Q279 Mr Chaytor: At the end of the day these Ms George: I also do a lot of work particularly in
things must remain the head’s responsibility within Northern Ireland and the diVerence I see there is that
the overall financial context and within the nature of education itself is highly respected. There is a
the immediate catchment area. What I am trying to massive diVerence in terms of the culture in which
say is do you not accept that at the end, it is the head people are working and that is something again
who determines the culture and policies of the school which I think we have damaged in this part of the
and determines the overall ethos and, therefore, sets world very much at our peril because it is actually

important. The Workload Agreement, just to comethe standards of behaviour?
back to that very briefly, again is actually aboutMr Matthewson: No problem. I fully support what
refocusing the teaching profession on teaching andyou say.
not being distracted by other tasks which actuallyMr Caperon: I think that is absolutely true, but to
seem to me, and I think a lot of teachers have saidestablish that culture and ethos positively in some
this and a lot of heads have said it, to have taken usschools is far more diYcult than it is in others.
down roads which have been deprofessionalisingChairman: Well, we go to a lot of schools as well as
rather than anything else.you, John, and the fact is that the most depressing
Mr Matthewson: A recent survey of the quality ofschool to go to is where the head and the staV say to managers and so on put headteachers in a very high

you sometimes straight and sometimes in code, position as being trusted, honest, eYcient and
“What do you expect us to dowith these kids coming whatever, so I think that did quite a bit of good for
from this sort of background?” That is the most heads generally. I sometimes think that the
depressing thing that anyone who visits a school profession think less of themselves than others do.
might face. Generally speaking, parents will always, or almost

always, be highly complimentary about the school
that their children go to and certainly are not criticalQ280 Paul Holmes: Just returning to a point which
of the teachers in the overwhelming majority ofwas raised earlier about trying to get some respect cases, although they may make general comments

back for the profession and that that was a key about teachers having long holidays and things of
factor in recruitment retention, when the Committee this sort, but, generally speaking, they do show
visited Dublin and Belfast recently to look at respect to the teachers in the school where their own
schools, one of the big things which struck us over children attend.
there was where they were saying, “Teachers are Chairman: If I can draw this to a close, perhaps I can
respected. The brightest young graduates apply for say as Chairman of this Committee that I think the
teacher training”, and they were comparing that to teachers in this country are fantastic and do a
here. Ronnie Norman, at the end of the first session, wonderful job, but sometimes around about Easter
was saying that he thinks that we are just getting perhaps they give the press an opportunity. Thank

you very much. It has been a very good session.teachers to the point where they can be
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Memorandum submitted by the National Union of Teachers (NUT)

Introduction

1. The National Union of Teachers welcomes the opportunity to submit evidence to the Education and
Skills Committee Inquiry into Secondary Education: Teacher Retention.

2. The NUT commissions regularly research and carries out its own studies in order to inform the
development of its own policies.

3. In order, therefore, to provide the Education And Skills Committee with objective and independent
information on the recruitment, development and retention of teachers which its inquiry seeks, the NUT’s
response draws substantively on evidence from recent relevant research reports, including those initiated by
the NUT. The main body of the report draws attention to the implications of this evidence.

Summary

The evidence submitted describes a general picture of recruitment and retention of teachers to the
profession with reference to the particular circumstances facing secondary recruitment and retention.

Evidence from bothGovernment studies, such as that commissioned from PricewaterhouseCoopers, and
the NUT’s own studies and research point to four reasons for teachers leaving the profession. They are:

— excessive workload;

— unacceptable pupil behaviour;

— government initiatives; and

— low salaries.

It is these reasons which have to be addressed.

— The arguments for ensuring that teachers’ pay is competitive are well rehearsed. In the long term,
recruitment diYculties will not be ameliorated by devices such as “Golden Hellos”. The
submissions by the National Union of Teachers to the School Teachers’ Review Body have
consistently drawn the Government’s attention to the impact of low salary levels on both teacher
retention and recruitment. This is highlighted graphically in the latest figures for recruitment to
secondary PGCE and ITT courses. According to theMay bulletin of Education Data Surveys, the
majority of secondary courses still have vacancies.

— The need for a planned approach by Government to the introduction of any new initiatives it
contemplates is essential. Before any initiative takes place, Government must audit the capacity
of schools to introduce that initiative both in the terms of financial costs and time available. Both
the Qualifications and Curriculum Authority and Mike Tomlinson are conducting inquiries into
the future of public examinations for the 14–19 age range. Nowhere is there a greater necessity in
secondary education for proper planning and auditing than in this area. The NUT believes that
there must be a period of stability before the introduction of any new public examination.

— Unacceptable pupil behaviour impacts on all school communities, particularly teachers.
Secondary schools face some of the toughest challenges. Despite welcome initiatives such as the
Improving Behaviour and Attendance programme, both headteachers and classroom teachers in
secondary schools are still unclear about the support available to them externally when school-
based strategies dealing with unacceptable behaviour do not work for individual pupils. Schools
still receive mixed messages about whether or not exclusions are acceptable. Those messages are
compounded by the eVects of the current schools’ funding crisis. Local education authorities have
been encouraged to expand and strengthen behaviour support teams and pupil referral units. As
a result of the Secretary of State’s recent statement on funding to Parliament, local authorities are
now being told to transfer as much funding as possible to schools.
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— Entitlement to professional development is fundamental to the eVective retention of teachers in
secondary education. The NUT has expressed deep concern about Government decisions to
dismantle its continuing professional development strategy. It is essential that teachers in
secondary schools feel that they have control over their professional development. Evidence from
the NUT’s own professional development programme demonstrates that professional
development focused on teachers’ needs such as the need for professional development in the
management of pupil behaviour is eVective and raises teacher morale.

— There are specific implications for secondary schools arising from the School Workforce
Agreement. Most secondary teachers already receive non-contact time. Any attempts to reduce
current non-contact time which exceeds the minimum guarantee of 10% would increase teachers’
workload and undermine consequently their morale and confidence.

— Attempts at remodelling job descriptions against the wishes of secondary teachers will have the
reverse eVect of that intended. Attempts may be made to remove the responsibilities of
examination oYcers, for example. Examination oYcers have a crucial role in schools; a role which
involves decisions on teaching as well as on administrative arrangements.

— No less important is the need to ensure that those in management and leadership positions receive
their promised management, leadership and headteacher time. This is important in secondary
schools, as well as in primary schools, because of the numbers involved in the management and
leadership. No detriment in current allocations must apply to these groups of teachers as well.

— In addition, the introduction of cover supervisors as opposed to using qualified teachers for cover
could have unfortunate eVects on teacher workload and standards. The NUT supports proposals
made by Ofsted for integrating the work of temporary cover teachers and ensuring their
development and training.

— The greatest threat to the implementation of changes to the School Teachers’ Pay and Conditions
document arising from the current consultation concerns the availability of funding for secondary
schools. In general, secondary schools are experiencing rising pupil rolls. The inadequacies in
school allocations for 2003–04 brings into question whether intended allocations for 2004–05 and
2005–06 are suYcient. The NUT believes that the Government must provide additional funding
to those schools and local education authorities, including secondary schools, which have had to
reduce the number of teaching and support staV posts as a result of insuYcient funding.

— The Government promised unprecedented increases in school funding for 2003–04. The National
Union of Teachers does not accept arguments which point to falling rolls as a reason for losing
posts. Increases in funding should have been used to cushion the eVects of reduced pupil numbers
and also to provide funding headroom for the introduction of the School Workforce Agreement.
The funding crisis is not only devastating for those who face redundancy, it has undermined the
confidence of schools in the Government’s commitment to provide stable and suYcient resources
for schools.

— The NUT’s submission, DEMOS’s conclusion that:

“In order tomaintain amomentumof education improvement and reform, policy makers will
have to find ways to overcome both the cyclical and long-term weaknesses in the supply of
high quality teachers.”

— Secondary schools need stable staYng and guarantees that contractual changes which reduce
bureaucratic burdens, introduce a work/life balance, and which guarantee planning, preparation
and assessment time will not be dependent on the vagaries of school funding. It is essential that
the commitmentsmade by theGovernment when it launched the currentComprehensive Spending
Review are kept to. Unless this happens, teacher retention and supply will continue to be
bedevilled by cyclical and long-term weaknesses.

Recruitment and Retention—the General Picture

4. There are many inter-related factors which contribute to overall teacher supply. No single factor is, or
should be regarded as, a pre-eminent measure in assessing the true position with regard to teacher shortages.
The NUT’s work has concentrated upon uncovering the whole picture. The DfES, by contrast, in focusing
upon vacant teaching posts (and upon a particular selective definition of vacant post), has in reality
obstructed a wider understanding of the current situation.

5. An example is the age profile of the profession, the age imbalance of which continues to be a matter
of serious concern. InMarch 2000, whereas less than one-fifth of full-time teachers were aged under 30, 59%
were aged 40 or over, it follows from these figures that the profession is likely to lose themajority of teachers
over the next 20–25 years.

6. In their study, “Teachers Leaving”, Smithers and Robinson showed that, of every 100 final year
teacher training students, 40 did not enter the profession. A further 18% left during the first three years of
teaching. Thus, over half of the trainee teachers were soon lost to the profession.
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7. In the same study, Smithers and Robinson found that the resignation rate for schools was rising
sharply. They identified a range of reasons for teachers leaving. Among secondary teachers, there were a
range of reasons for leaving, including: workload; pupil behaviour; government initiatives; pay; stress;
status; career prospects; and facilities.

8. Research commissioned by the NUT from Smithers and Robinson investigated The Reality of School
StaYng in the autumn term of 2002.1 The research findings contrasted the reality of school staYng with the
Government’s optimistic view of teacher recruitment and retention. Key findings are presented below.

— Secondary schools experienced a high level of turnover in some parts of the country. Poaching
from other schools was used by headteachers as a coping strategy and this in turn added to the
general turnover problem.

— In terms of recruitment, there remained considerable concern about the low number of applicants
for each post.

— Vacancies in some subjects proved particularly diYcult to fill, including vacancies in mathematics,
English,modern foreign languages and physics.Management and, in particular, headteacher posts
remained diYcult to fill in some areas of the country.

— Headteachers’ solutions to the impact of turnover and recruitment problems ranged from
increasing teaching hours of staV which often involved staV being asked to teach outside their
specialism to employing more part-time and temporary staV. Shortages were continuing to have
an impact on the shaping of the curriculum oVered in schools.

— Many schools reported that the above problems were becoming more acute.

9. The authors concluded that the reality of school staYng in the autumn of 2002 remained a chronic lack
of stability, with continuing high turnover stemming in part from shortfalls in teacher supply.

10. Competition from independent schools was also found to be a significant factor by Smithers and
Robinson in their study of September 2000, “Coping with Teacher Shortages”. In particular, they oVered
not only better salaries but also housing and other benefits, as well as better working conditions as
exemplified below.

“As well as enhanced salaries, many independent schools can oVer help with housing and have a package
including other benefits.” “Iwas just seeing in the local newspaper thismorningmy colleague down the road,
at the grammar school, at his prize day, bemoaning the diYculty of attracting appropriate members of staV

because of the cost of housing around here. We, like most boarding schools, oVer housing and the great
majority of those who join us do go into school housing and we find ourselves buying or renting properties.
I think it is a crucial element in attracting the right quality of staV” (H25). “We have retained about half a
dozen of what we call starter flats and that actually is a big selling point” (H24). “Probably the biggest issue
in people moving here is the accommodation one. We do have a very small number of school-owned flats
and we can oVer youngsters accommodation to start with in some instances, but it has been an issue” (H27).
The other benefits can include “discounted education for sons and daughters and health insurance”. (H10)
(Smithers and Robinson, “Coping with Teacher Shortages”, paragraph 10.16, page 50).

Teachers Salaries and Recruitment and Retention

11. Teachers start at a salary disadvantage relative to other graduate professions and then fall further
behind. The starting salary for teachers in 2002 was £17,595, compared to the average starting salary for
graduates generally of £19,714, according to Incomes Data Services (IDS).

12. The IDS data is based on graduate pay in companies which have specific graduate development
programmes. Given that teaching is a graduate profession, the kind of companies surveyed by IDS provide
the appropriate comparators for teaching. The IDS data is not based on the highest-paid graduate jobs, but
on a range of graduate employers. The findings of the research conducted by IDS is similar to that carried
out by the Association of Graduate Recruiters (AGR) and CSU.

13. Despite recent increases for new entrants to teaching, teachers’ starting salaries continue to lag well
behind those of other graduate professions. The relatively low level of teachers’ starting salaries continues
to hinder recruitment to the profession.

14. The figures for teacher starting salaries compared with those of other graduates are the latest in a now
established pattern of a decline in the relative value of teachers’ salaries. In 1994, the starting salary for
teachers was worth 96% of median graduate starting salaries. According to IDS, in 2002, teachers’ starting
salaries declined to just 89% of average graduate starting salaries.

15. Teachers have lagged behind other graduates in terms of salary progression for a number of years.
This disadvantage compared to other graduates continues, according to analysis of the latest data.

1 The Reality of School StaYng, Alan Smithers, Pamela Robinson, Louise Tracey, Centre for Education and Employment
Research, University of Liverpool, 2003.
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16. The table below illustrates the poor position of teachers relative to other graduates even when the
shortening of the main pay scale for teachers is taken into account. The figures for graduates generally show
salary progression rates in 2002 from starting salaries for two groups: those recruited in 1998 and those
recruited in 1996. The three-yearly figures are for the former; the five-yearly figures for the latter. These are
then compared to teachers’ rates of salary progression after three and five years respectively. Two examples
are given for teachers: a teacher without a management allowance and a teacher with such an allowance.

Salary Progression After Three Years

All graduates 45%

Teacher (no management allowance) 26%

Teacher (one management allowance) 35%

Salary Progression After Five Years

All graduates 70%

Teacher (no management allowance) 46%

Teacher (one management allowance) 55%

17. Like salary levels, poor relative rates of salary progression send the wrong signals to potential recruits
to the profession.

Recruitment of Black and Minority Ethnic Teachers—A General Picture

18. The NUT believes that there is a particularly urgent needs to recruit and retain black and minority
ethnic teachers within the teaching profession. Evidence from the NUT2 and others3 show that black and
minority ethnic teachers leave the profession earlier and at faster rates than white teachers. A perceived lack
of promotion prospects is a major issue hindering the recruitment and retention of teachers from some
minority ethnic groups and needs a concerted and focused strategy from the DfES, NCSL and the TTA in
order to redress the relatively low numbers of such teachers in the profession.

19. How to support isolated minority ethnic teachers in all white schools is another area which needs
attention. The DfES with LEAs and schools needs to explore new ways of providing support for such
teachers, including creating networking opportunities for minority ethnic teachers.

20. Although statistics on this issue are not easily available, it is the case that a disproportionate number
of black and minority ethnic teachers are engaged in work funded through EMAG. There is a vital need to
support black and ethnic minority teachers’ aspirations for moving into management. The NUT itself has
jointly organised with NCSL “Black Teachers into Management” courses.

21. An NUT survey on EMAG4 itself showed that it was diYcult to retain well-qualified minority ethnic
staV employed by EMAGbecause of the lack of job security and perceivedmarginalisation.Developing and
identifying clear career paths for teachers employed under EMAG and linked with comprehensive training
and continuing professional development would go a long way towards encouraging more staV to continue
providing support to children and young people from minority ethnic groups.

The DEMOS Report—Classroom Assistance: Why Teachers Must Transform Teaching

22. The NUTwould draw to the attention of the Select Committee the report commissioned by the NUT
from DEMOS on the future of the teaching profession, based on detailed interviews and workshops, with
more than 150 teachers drawn from a range of primary and secondary schools around Britain during 2000
and 20015. This report’s insights and conclusions continue to remain relevant.

23. The report warned that the teaching profession would, on current trends, be unable to attract and
retain enough teachers to sustain itself in the long term. The generation of teachers who entered the
profession in the 1960s and 1970s would retire in the next 10 years, which would place extremely serious
demands on supply teachers, irrespective of specific fluctuations in labour market conditions. The report
said that:

“In order to maintain the momentum of educational improvement and reform, policymakers will
have to find ways to overcome both the cyclical and long-term weaknesses in the supply of high
quality teachers”.

24. The report found that teacher shortages and lower morale were closely related. The danger was that
teacher shortages placed even greater strain on serving teachers and further constrained opportunities for
creativity and professional autonomy.

2 Black and Minority Ethnic Teachers into Senior Management: An NUT Survey, May 2003.
3 For example, “Towards a Representative Teaching Profession: Teachers from the Ethnic Minorities”, Ross, A, University of
North London.

4 Race Equality Funding Survey, NUT, 2001.
5 “Classroom assistance: Why teachers must transform teaching”—DEMOS: 2001.
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25. The report emphasised also that the most common reasons for entering the teaching profession were
job satisfaction and working with children. Prospective teachers were also attracted to the profession
principally by the rewarding nature of the work rather than by pay.

26. According to the survey, decliningmoralewas related to external factors such as themedia’s portrayal
of teachers, poor working conditions and a high-pressured environment.

27. The research found that teachers felt undervalued. Teachers believed that their comparatively low
pay reflected and reinforced the low value placed on teaching by society. Improving the conditions under
which teachers worked was considered as important as the need to improve pay.

28. The research also showed that younger teachers were more concerned with pay than their more
experienced colleagues. Many younger teachers pointed to the huge diVerences between their salaries and
those earned by their university peers. The younger generation of teachers were more likely to compare their
pay levels with graduates working in the private sector than was previously the case. Younger teachers also
felt strongly that they were capable of earning much more money outside teaching if they had to.

29. Some experienced teachers, however, were prepared to trade higher earnings for an improved quality
of professional life. Nevertheless, money seemed to have become an increasingly important factor and it was
likely to become evenmore so as a result of reforms that encouraged a more explicit link between individual
performance and financial reward.

30. Nearly all the teachers interviewed during the research expressed frustration at the limited
opportunities they had to reflect on and develop their own practice, which they saw as a result of excessive
workload. There was also dissatisfaction with an increasingly centralised, standardised system of training
and guidance. Teachers also seemed to be seriously frustrated by the lack of opportunities to engage in
debates about teaching and learning. Several remarked that participating in the research project was the first
time they had participated in the long-term discussion about the future of education.

31. Although reflection was a defining characteristic of their professional identity, many teachers felt that
opportunities for critical reflection had been reduced by increased workload. One teacher stated:

“What has gone missing somewhere along the line is a chance to reflect. I mean, how can you? I
think I know a lot of people who are very professional, and are very committed to the job and who
do reflect on their teaching, and do think about what they are doing and how they do it. But the
more pupils get swamped, the less they do that, and you get good people who give up, or get tired,
or whatever, and then somebody comes along with a big stick and hits them”.

Excessive Workload and Retention

32. At the start of the 2000 Easter term, the National Union of Teachers sent questionnaires to 500
teachers in secondary schools and sixth form colleges in England andWales, asking them for their views on
the aspects of their job which they most enjoyed or created the greatest pressure.6

33. The questionnaire also asked for their views about what changes would improve their working
conditions and the running of their schools and colleges. When asked which of the top three pressures they
faced that particular term, respondents said that the greatest single area of pressure was some aspects of time
management, with 76% of respondents giving an answer which fell into this category. Responses were as
follows. They included:

(a) overloaded timetables;

(b) a lack of non-contact time;

(c) the length of the working day;

(d) the diYculties of filling the broad range of responsibilities with which teachers are entrusted over
and above teaching, such as paperwork and administration; and

(e) engaging in the “pastoral elements of school life and the social development of pupils outside the
formal classroom setting”.

34. Respondents cited also the pressures to set and achieve targets and to demonstrate “added value”
through their teaching as further principal pressures.

35. Respondents viewed managing some aspects of change as one of their top pressures.

36. Unacceptable pupil behaviour also represented a significant pressure for respondents in the survey.
This included disruption in class and perceived inadequacies within the school discipline policies, including
eVective sanctions for ill-discipline or truancy.

37. A substantial amount of the major external pressures for teachers, as they themselves reported them,
included the introduction of new examination specifications, education initiatives, target setting
requirements and aspects of monitoring and inspection.

6 “Trust us to do our job”—NUT survey of the views and attitudes of teachers in secondary and sixth form colleges in England
and Wales. (2000)



Education and Skills Committee: Evidence Ev 99

38. When asked the question, “In a sentence, what would you say to government ministers to help them
understand the current ‘mood’ amongst secondary school teachers?” The following quotations represented
a selection of the responses received to this question.

“Teachers do an important job. Value them by giving them the necessary time and resources to do
their job properly”.

“Make us feel you value us. Stop the constant criticism”.

“Overworked, underpaid and fed-up with other people’s views of my profession”.

“I need more time to do my job properly. I would like to feel trusted as a professional”.

“Get oV our backs and trust us to be creative. Fewer tests and fewer checks please”.

“Let us (teachers and pupils) enjoy learning again”.

“If you constantly denigrate a profession and interfere critically with the business of that
profession, you will not only lose the goodwill of those people, but also their own sense of
professionalism”.

“How can all the recent changes to the profession be a good thing when the extra pressure has
driven five members of staV at my school to be oV with long-term stress, and classes, therefore,
have a diVerent teacher each lesson. This is a day-to-day reality of schools”.

“I now hate the job. I want to be made redundant and given early retirement because I’m
overworked and underpaid”.

“My young daughter wanted to know the meaning of the word ‘hobby’, and then went through a
list of the hobbies of the adults she knew; when she said ‘Mummy’s hobby is marking’, it made me
feel something isn’t right”.

39. Other evidence complements the findings of the NUT’s survey and PricewaterhouseCoopers’ study
on Teacher Workload7 came to a number of conclusions. They are included within this submission for ease
of reference.

— Teachers and headteachers worked more intensive weeks than other comparable managers and
professionals. Secondary teachers were found to work longer hours than their colleagues in other
sectors both during term time (56.1 hours per week) and during school holidays. For example,
during the summer holidays, secondary teachers were found to work, on average, 36.1 hours.

— Teachers in many schools perceived the lack of control and ownership over their work,
undertaking tasks—particularly documentation—which they did not believe were necessary to
support learning or which could be done by support staV rather than by teachers, or more
eYciently, using information and communications technology (ICT).

— Although, in general, teachers, headteachers and senior teachers welcomed the spirit of many
government initiatives, they felt that the pace and manner of changes were working against
achieving high standards. They felt that they were insuYciently supported to meet these changes
and not given the professional trust that theymerited. This was notwithstanding the resources that
in recent years had been made available to schools.

— Teachers believed that headteachers did not always recognise the need to have to manage the
workload of their staV, which was led by approaches driven by a desire to maintain “high quality”.
This was not always balanced by a need to ensure sustainable workloads.

— Secondary headteachers’ workloads were higher than average annual hours worked in the UK by
some 300–400 hours a year. The pressures on headteachers related to the need to support their
school in a changing environment with changing initiatives. They believed there were high
expectations and levels of accountability (in particular through Ofsted inspection reports and
school performance tables). They, like teachers, believed that the pace and manner of
implementation of change had added significantly to their workload. Some of them also perceived
themselves to be inadequately supported by staV and ICT.

— Secondary schools were found to havemore “hard to fill” teacher vacancies, to have a greater level
of teachers leaving each year and to employ more supply teachers, for longer, than other sectors
and that these trends were increasing.

40. The NUT would also draw the attention of the Select Committee to the research it commissioned
from the University of Warwick in 2002, which focused on the impact of the National Curriculum tests,
national targets and performance tables.8 This provided overwhelming evidence of the detrimental eVects
of the tests of the curriculum, teacher workload and the morale of pupils and teachers. Almost three-
quarters of secondary teachers (64.1%) felt the eVects on their workload had been detrimental, including
some who had not spent any extra time on marking and administration.

7 “Teacher Workload Study: Final Report”—5 December 2001—PricewaterhouseCoopers.
8 National CurriculumTests: A survey analysed for theNational Union of Teachers’—Dr SR St JNeill: Institute of Education/
University of Warwick: 2002.
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41. Additional marking and/or preparation for end of Key Stage tests was found to be a significant factor
in excessive workload. 22.9% of secondary teachers reported spending between five and ten hours extra on
such work, whilst 30.8% spent over ten hours. 38% of secondary teachers spent between two and five hours
on administration connected with the end of Key Stage tests, with 13.3% spending over five hours on
such tasks.

42. The NUT is deeply concerned that the Government’s policies on School Workforce reform as a
means of tackling teacher workload may in fact compound the recruitment and retention diYculties faced
by many schools. Many teachers join the profession largely because they enjoy working with children.
Despite the fact that bureaucracy and regulations inflicts excessive workload, working with children is the
reason why teachers stay in teaching.9

43. A survey on members’ experiences of working with and perceptions of teaching assistants,
commissioned by the NUT from the University of Warwick,10 found that, if teaching becomes a job where
more time is spent on planning work, which classroom assistants get the satisfaction of delivering to
children, some potential applicants to teaching may consider becoming assistants instead, especially if the
proposed improvements in pay and conditions for support staV are actually delivered. The study’s principal
conclusion is set out below.

“Indeed it already appears that some teachers, who can aVord to do so, have left the stresses of
teaching behind, and are now working at the more congenial job of classroom assistant. The
Government’s drive to compensate for the teacher shortage by increasing the recruitment of
classroom assistants could, if not handled carefully, itself increase the teacher shortage. AsMorris
points out, many other career openings are now available to graduates, with the result that
recruitment to teacher training courses sometimes has to draw on applicants with lower
qualifications—precisely the group who might be tempted to take up a post as a TA instead.”

Recruitment to Initial Teacher Training

44. Teaching is the biggest recruiter of graduates in the UK. It needs to recruit 12% of the graduate
population a year in order to maintain numbers, but the profession is facing increased competition from a
booming service sector and from the small-business sector, which is recruiting graduates in an
unprecedented scale. To recruit teachers, schools also have to compete with the growing sectors of further
and higher education in the UK and other English-speaking countries.

45. Trends in recruitment to teacher training show that, except in times of economic recession, there have
been severe shortfalls, particularly in subjects likemathematics, the physical sciences andmodern languages.
Smithers andRobinson11 have reported that the application pattern is remarkably like that for new graduate
unemployment. It appears that teaching can attract applications when opportunities elsewhere are limited,
but when the economy is strong teacher training providers struggle to fill its places.

46. Men and ethnic minority groups are under-represented on ITT courses. Since 1997, the TTA has
taken a number of steps to address this issue but there is limited research evidence available.

47. The evidence which does exist suggests that some black and Asian trainees are attracted to teaching
by the prospect of becoming role models for minority ethnic children12 although this is not accepted by all
minority ethnic entrants to the profession, who resent being cast as advocates for black and Asian pupils or
viewed as experts on their cultures.13

48. The NUT considers it important that minority ethnic pupils are able to see minority ethnic people
as role models at all levels within the education service. Currently minority ethnic staV are severely under
represented in the teaching profession. Research14 estimates that minority ethnic teachers comprise 2% of
the teaching profession, as compared to 12%minority ethnic pupil population.Whilst welcoming the eVorts
made by the TTA to remedy the situation, the NUT is concerned that the TTA’s strategy is having limited
eVect. The NUTwelcomes the TTA’s target of 9% teachers fromminority ethnic backgrounds. Schools and
LEAs, however, should be made aware of their important role in helping the TTA achieve its target.

49. Statistics from the GTTR indicate that some HEIs are more successful than others in recruiting
minority ethnic students to initial teacher training. The extent to which, once recruited, on completion of
their course, these students will remain in the teaching profession is partly dependent on their experience at
the HEI and on school placement. The NUT believes that much more needs to be done, both at HEI and
school level, to ensure that minority ethnic students have a positive experience which encourages them to
make a long term commitment to teaching as a career.

9 Smithers A and Robinson P, Teachers Leaving, University of Liverpool, 2001.
10 Neill S, Teaching Assistants, University of Warwick, 2002.
11 Smithers A and Robinson P, Coping with Teacher Shortages, University of Liverpool, 2000.
12 Gariewal, “Experiences of Racism in Initial Teacher Training” 1999.
13 Wolverhampton Race Equality Council Consortium, “Recruitment and Retention of Teachers from the Ethnic Minority
Communities”, 1999.

14 Ross, Alistair (2002) Towards a Representative Profession: Teachers from the Ethnic Minorities.
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50. It has been evident over a number of years that the teacher training institutions have been struggling
to meet the secondary teacher training targets, particularly in certain subjects. If the number of places
allocated truly reflected schools’ needs then we would expect there to be severe consequences for schools.

51. As Smithers and Robinson15 have pointed out, however, it is not only the overall targets that are
important, but also how they are met.

“Teaching’s lack of success in tapping the widest pool of potential applicants maymean the profile
of those accepted on training courses for the secondary age range does not adequately reflect the
needs of schools in terms of gender, age, ethnic background and location.”

52. The table below provides details of recruitment as a proportion of target in 2002–03 by subject. The
figures for 2002–03 became available recently and are taken from an article by John Howson in the Times
Educational Supplement of 13 December 2002.

53. Howson commented that recruitment to teacher training was at its highest level for 12 years. Trainee
numbers had started rising two years ago and increases were particularly marked for secondary
postgraduate courses. Increasing numbers of trainees were on the employment-based route, with 4,350
places this year compared with just over 2,000 places last year. There was a continuing decline in the number
of secondary teaching students taking undergraduate courses, though the number taking primary
undergraduate courses increased by 2%.

54. Howson concluded that secondary schools are unlikely to be able to domore thanmaintain the status
quo on the basis of the latest figures. Despite the increase in trainee numbers, the Government’s targets had
been missed in 8 of the 12 secondary subjects (see the table below for details). Targets in mathematics had
not been met for almost a decade.

Subject Area Recruitment as (%)
of target 2002–03

Physical Education 110
English & Drama 106
History 105
Art & Design 104
Technology 96
Geography 94
Sciences 94
Citizenship 93
Mathematics 87
Music 87
Modern Languages 85
Religious Education 82

55. According to the latest monthly commentary on ITT applications produced by John Howson,16

which is based upon the figures for applications to PGCE courses in England and Wales provided by the
GTTR, despite the increase in applications compared to last year, the majority of secondary courses still
have vacancies. Only History has more than 50% of courses now full. More than a third of courses are full
for citizenship, drama and dance, English, Italian and Spanish. By contrast, fewer than 5% of courses in
Mathematics, Modern Foreign Languages and Religious Education are full at present. Howson voices
particular concern about Music, where despite an improvement in applications during the past month the
total is still below what it was at this point last year.

56. From Howson’s statistics, it is clear that, although total numbers of applications for initial teacher
training have increased this year, it is uncertain whether recruitment targets will be met. In Mathematics,
for example, applications are up by over 36% on this time last year but are still more than 1,000 below the
recruitment target. In addition, although applications for Religious Education courses are up by some 15%,
this takes them back to the levels of 2001 and they will still be insuYcient to fill all the places available.

57. Howson has also identified some emergent regional trends in secondary ITT. Over 40% of secondary
courses are already full inWales andNorth East England, compared with 9% in the EastMidlands and 16%
in London and theWestMidlands. This finding has important implications in terms of providing a suYcient
supply of NQTs in areas of the country where there is most demand, as the increasing emphasis on mature
entrants to the profession, compounded by regional diVerentials for the cost of living, in turn means that
there may be less mobility amongst NQTs when their training has been completed.

58. Although the commentary principally deals with PGCE courses, Howson noted that applications for
most undergraduate courses are down on three years ago, which he linked to those students’ ineligibility for
the training grant and requirement to pay tuition fees.

15 Smithers A and Robinson P, 2000. ibid.
16 Monthly Commentary, Volume 3, Issue 4, Education Data Surveys Limited, May 2003.
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59. A feature of the last decade has been the decline of the B.Ed. In 1990, for example, a total of 11,838
students were recruited to B.Ed courses (9,524 primary, 2,314 secondary) compared to 11,956 PGCE (4,806
primary, 7,150 secondary). By 2000, the number enrolling on B.Ed courses had dropped dramatically: 8,960
(7,330 primary, 1,630 secondary) compared to 21,150 on PGCE courses (7,090 primary, 14,060 secondary).
The growth in ITT has, therefore, been exclusively in terms of PGCE courses, highly influenced by
Government financial incentives aimed exclusively at students on such courses.

60. TheNUThas held the view consistently thatmany of the recentGovernment ITT recruitment policies
appear to be “quick-fix”, oVering only short-term solutions and disregarding the need to value and retain
experienced, committed and dedicated teachers—at whatever stage of their career—within the profession.
The NUT has, on many occasions, raised particular concerns with the Secretary of State about the
implications of the introduction of the PGCE training salary for the future of B.Ed andBA/BScQTS courses
and has urged the Government to ensure parity. The financial incentives for PGCE courses, although
welcome, compound the existing inequity whereby B.Ed and BA/BSc QTS students must pay tuition fees,
which PGCE students do not.

61. TTA data demonstrates that about 12% of trainees drop out during their ITT course, with non-
completion regularly higher for secondary courses.17 Ofsted have also reported that 15% of secondary ITT
trainees left their course before it was completed, due to a wide variety of personal reasons.18

62. Surprisingly, however, recent pronouncements by leading policymakers such as the Secretary of State
for Education and the Chief Executive of the TTA have encouraged people to think of teaching, not as a
career for life, but as an occupation which might be undertaken for a period of years, before turning or
returning to another occupation, having oVered “public service” as teachers.

63. The quality of support trainees receive whilst on school placements may also be compromised by
teacher shortages. Ofsted has reported that high turnover of schools in training partnerships in some parts
of the country, coupled with school staYng shortages in subjects such as mathematics and science, means
that experienced teachers are not always available to act as mentors for trainees, thus comprising the level
and quality of support experienced by trainees.19

64. Around 30% of those who successfully complete ITT do not teach full or part-time in State
education.20 Approximately 4% teach in independent schools or in FE/HE, leaving 26.5% not in service. The
NUT believes there is an urgent need for research into the reasons why such trainees do not enter the
profession.

Effects on Pupil Achievement

65. It is evident that continuing shortages of skilled teachers in some areas of the curriculum have led to
the need for secondary schools to develop alternative strategies for delivering the curriculum ways of
relieving teachers of non-teaching duties. These have involved use of associate staV in a variety of
supervisory roles and as associate staV or instructors in areas like modern languages, computer studies,
business studies and music.

66. Ofsted have consistently identified a number of ways in which diYculties in recruiting and retaining
teachers have had a detrimental eVect on the quality of education experienced by pupils. In some schools,
staYng diYculties have led to a large proportion of the teaching being graded unsatisfactory; inconsistencies
of teaching approach; teachers teaching outside their specialisms and to inexperienced staV struggling to
come to cope with “tough” conditions. Ofsted also reported that

“Teachers recruited from overseas are often less eVective because they lack familiarity with the
National Curriculum”.21

67. Of particular concern to Ofsted was the use of non-specialists in secondary schools. The match of
teachers to the curriculumwas found to be unsatisfactory or poor in 23% of those receiving a full inspection
(compared with 18% in the previous year). It was reported that secondary headteachers in areas of high
turnover increasingly saw the school timetable as “a short-term programme with substantial revisions
necessary term by term”.

68. Significant diYculties in the recruitment of specialist teachers of non-specialists, particularly in
mathematics, modern foreign languages, science, design and technology and ICT were found to be having
an adverse impact on pupils’ standards of achievement. Examples given in the 2001–02 Annual Report
included:

— “the quality of mathematics teaching at Key Stages 3 and 4 suVers in many schools because the
limited amount of specialist teachers’ expertise is deployed largely on post-16 courses. As a result,
non-specialist teachers undertake a significant minority of the teaching at Key Stage 3, where they
find it diYcult to respond eVectively to the demands of the Key Stage 3 Strategy.

17 Teacher Training Agency Performance Profile 2002.
18 Ofsted Annual Report 2001–02.
19 Ofsted ibid.
20 DfES Statistics of Education 2001.
21 Ofsted Annual Report 2001–02.
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— high staV turnover and staV shortages are also having a negative impact on Key Stage 3 Strategy
development work in science in a minority of secondary science departments”.22

69. In addition, Ofsted reported that the highest level of teacher turnover is often found in schools facing
challenging circumstances or where a high proportion of pupils are entitled to free school meals, forcing
such schools to rely on temporary and/or unqualified teachers.

Funding Issues

70. A survey conducted by The Times newspaper and published on 22 May 2003 concluded that at least
3,000 teachers would lose their jobs as a result of the current education funding crisis and that significant
numbers of teachers employed on temporary contracts would not have these renewed, although these would
not appear on redundancy notices. In the London Borough of Hillingdon, for example, 16 secondary
schools were reported to be reducing the curriculum oVered to pupils, increasing class sizes, leaving 40
vacancies unfilled and not renewing 17 temporary teaching contracts.

71. John Atkin’s study for the NUT of the causes of the schools’ funding crisis for 2003–04 illustrated
dramatically the eVects of underfunding in relation to costs on schools including secondary schools. The
NUT’s own survey of potential teacher redundancies came to similar conclusions.23

72. This situation not only undermines the Government’s manifesto commitment to provide an
additional 10,000 teachers during the lifetime of Parliament, but also presents a genuine threat to the quality
of education that could be oVered by schools and to eVorts to reduce teacher workload. The Government
has not provided suYcient money for schools to avoid job losses and worsened conditions of employment.
Teachers will take their half-term break wondering whether they will return to school to face redundancy
notices for September.

73. Not only will the uncertainty caused by the prospect of redundancy demoralise staV across the
country, it is also likely that the public’s perceptions of the attractiveness of teaching as a career would be
damaged. Research by the Teacher Training Agency24 has found that job security was a very important
factor in recruitment, with 47% of people viewing a teaching career as oVering long-term employment. This
was found to be especially attractive to men and chief income earners who had children, a key target group
in terms of recruitment.

74. In addition, there is concern about the job prospects of some of those who will qualify as teachers
this summer. As noted above, total applications for secondary courses were at record highs for this point
in the recruitment cycle. In certain parts of the North and South West of England and in Wales, however,
NQTswill be facedwith a very limited number of teaching posts for which they can apply. At best, especially
for those training in popular subject areas, NQTs would have to be prepared to teach subjects other than
their specialisms in order to meet schools’ requirements, a situation which is undesirable for both the NQTs
themselves and the pupils that they would teach. Without the provision of additional funding for 2003–04,
it is likely that uncertainty about teacher job security will act as an inhibitor to maintaining, rather than
increasing, numbers entering the profession.

5 June 2003

Memorandum submitted by the Association of Teachers and Lecturers (ATL)

Summary

Recruitment

— ATL commends the Government on existing teacher recruitment and retention initiatives to
provide financial incentives to enter teaching and we would urge the Government to revisit tuition
fees for newly qualified teachers working in the public sector.

— ATL would like to be assured by the Government that there will be suYcient and timely
monitoring of movement from higher education into employment in the public sector, particularly
the teaching profession.

Retention

— ATL fully supports the GTCE’s view that every strategy related to education should at one and
the same time be a retention strategy. At the heart of retention is an eVective system-wide human
resource management strategy that recognises the role of support, developmental opportunities
and personal and professional recognition as key elements sustaining and enhancing motivation.

22 Ofsted ibid.
23 Guardian 23/03/02.
24 TTA Press Release 16/01/02.
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— It is our view that that the DfES’s record in this respect is highly variable. Many initiatives, such
as the introduction of performance management and the performance threshold, have had, and
continue to have, an adverse or neutral eVect.

— Retention is critically related to the level and quality of support provided in every school and to
the professional opportunities for both career progression and for a sense of growing professional
competence, esteem and value.

— Retention of teachers in their early years cannot be addressed until the capacity, both in terms of
skills and expertise and working conditions, of those who support them is taken more seriously.
This is not an issue which can be addressed by the present conception of workforce remodelling.

— ATL recommends, as it has on many previous occasions, that the training of induction tutors,
team leaders and mentors is given a high national priority and that it is fully recognised in a
framework of Standards and career progression, since the support of a trained and accessible
colleague is a key issue in the retention of teachers in the early years.We consider that a date should
be set by whichASTs, induction tutors, team leaders andmiddle managers should hold a coaching
and mentoring qualification or by which a coaching and mentoring module should be an element
of the relevant quality assured Standards.

— ATL recommends that, as a contribution to retention and to the wider benefits to the school
system, funding for the development of each teacher in the first five years is ear-marked separately
for every primary and special school and that a substantial proportion of the funding should be
for use at the discretion of the individual teacher. Secondary schools should be required to identify
separately in their budgets the funding allocated to teachers’ CPD for those in the first five years
of teaching and make available a substantial proportion for the discretionary use by the
individual teacher.

— The revision of the NPQH should look critically at whether suYcient attention is paid to
developing the skills of human resource management, especially those skills which relate to
establishing a positive organizational culture and developing and motivating professionals.

— The DfES should continue to promote IIP and quality systems which continue to put personnel
development at the centre of management.

— ATL considers that not until accountability for teacher retention is incorporated intelligently into
the accountability structure will there be qualitative changes to the negative experiences which
encourage teachers to look for alternative employment options.

— ATL has cautioned the DfES against policies such as the professional bursaries, which we applaud
in principle as a motivating and imaginative scheme, but which are not available to teachers later
in their careers. There are severe dangers in providing new and individualised opportunities for
those in the first five years of teaching, but leaving a missing generation of teachers in their thirties
and forties to the vagaries of the decisions school management makes about the allocation of
resources for professional development.

— Funding for sabbaticals, secondments, international opportunities, research scholarships, and for
individually determined development opportunities, which is open for application by the
individual teacher and not under the control of the school must be seen as a retention issue. It will
also be necessary to incentivise training for middle management and leadership and to ensure that
is it compatible with a reasonable work/life balance and for those with family and other
responsibilities.

— ATL welcomes the DfES consultation on Subject Specialism. We support the proposals for
National Centres of Excellence and we agree that subject associations, too, have a key role to play.
However, we believe there could be an adverse eVect on both the recruitment and retention of
secondary teachers if it appeared that the DfES was seeking to influence the subject associations
towards a centrally-determined view of the subject, curriculum materials, teaching methods or
shared values.

— The issue of attracting, developing and retaining eVective secondary teachers is central to the
Government’s stated aim of raising standards and providing diVerentiated and individualised
opportunities for each young person. Central Government initiatives, DfES implementation
strategies, local education authorities, school governing bodies and headteachers must all co-
ordinate to ensure that secondary teachers do not leave teaching because of negative experiences.
Teachers’ experience of teaching must match or exceed their expectations and this requires
strategies to ensure that the working environment does engage, enable and support staV. This, and
not a climate of constantly proving competence; being regarded as under-trained and un-modern;
and of inspection and monitoring, is what is needed to secure recruitment and to encourage
retention.
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Main Evidence

1. ATL agrees with the Audit Commission’s summary in Recruitment and retention; A public service
workforce for the twenty-first century (2002) that public sector staV want to “make a diVerence” in a job that
satisfies them, and with a reward package that meets their needs. But . . .

— People are leaving the public sector because of negative experiences rather than compelling
alternative options.

— Most public sector employers do not know why their staV are leaving.

2. We also agree that there are no simple solutions:

— Recruitment and retention are issues that go to the heart of how organisations are led. Pay is one
but only one aspect of this.

— Government and national bodies can play a key role in creating a positive image of public
service work.

3. And that critical success factors include:

— People’s experience of work must match their expectations.

— Their working environment must engage, enable and support staV.

— StaV need to feel valued, respected and rewarded.

4. Those who might and do enter secondary teaching are influenced by precisely these factors. They are
highly educated and have readily available employment alternatives. Other employers recognize the worth
of personable graduates, with good communication and inter-personal skills and adapt rapidly and flexibly
to social and legislative developmentswhich aVect their recruitment pool. InATL’s view there remainsmuch
to change in order to maintain the teaching workforce even at its present level.

Recruitment

5. We do not wish to reiterate here the endemic problems of recruiting teachers, especially in the shortage
areas of mathematics, science and modern foreign languages, which in Time for Standards the Government
appears to accept are insuperable and concerning which there is information readily available to the
Committee, for example, in the OECD Country Background Report Attracting, developing and retaining
EVective Teachers in the United Kingdom of Great Britain and Northern Ireland (Ross and Hutchings, 2003).
Our concern is with Government initiatives where an undesirable impact on teacher recruitment could be
avoided. Most recently ATL has expressed its concern for the impact of the proposals in the White Paper,
The future of higher education.

The likely impact of changes to the funding of students in higher education

6. ATL is disappointed with the Government’s thinking in this area. The teaching workforce is an ageing
one: its replacement demands amore strategic approach than has been demonstrated to date. The proposed
funding changes, we believe, will have significant and damaging eVects on teacher recruitment. The need
to repay higher levels of indebtedness will weaken the flow of people choosing to work for a teacher’s salary
in the public sector. Government action might, of course, move towards schemes of debt relief for teacher
entrants; but it seems likely that these would focus on alleviating eVects in the more desperate areas of
recruitment (such as London). The general eVect nationally would still be significant and damaging.

7. ATL commends the Government on existing teacher recruitment and retention initiatives to provide
financial incentives to enter teaching and we would urge the Government to revisit tuition fees for newly
qualified teachers working in the public sector. ATL would like to be assured by the Government that there
will be suYcient and timely monitoring of movement from higher education into employment in the public
sector, particularly the teaching profession.

Retention

8. ATL fully supports the GTCE’s view that every strategy related to education should at one and the
same time be a retention strategy. At the heart of retention is an eVective system-wide human resource
management strategy that recognises the role of support, developmental opportunities and personal and
professional recognition as key elements sustaining and enhancingmotivation. It is our view that theDfES’s
record in this respect is highly variable. Many initiatives, such as the introduction of performance
management and the performance threshold, have had, and continue to have, an adverse or neutral eVect.
Retention is critically related to the level and quality of support provided in every school and to the
professional opportunities for both career progression and for a sense of growing professional competence,
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esteem and value. It is important throughout a teaching career but we wish to divide our comments into
factors which aVect teachers in the first five years of teaching, described now as Early Professional
Development (EPD), and factors which influence teachers we describe as Career Professionals.

Early Professional Development

9. It is clearly critical now to retain amuch higher percentage of thosewe recruit. Attrition rates in the first
five years of teaching are unacceptably high. ATLwelcomes the national extension of the Early Professional
Development (EPD) programme from 2004 but there are lessons and concerns from related initiatives that
must be taken into account.

Induction

10. ATL welcomed the introduction of an induction year, with its specific provisions for induction
support and a reduced time-table for each newly qualified teacher (NQT) but it is clear that it may not have
made the contribution to retention and motivation that it should have done. The evidence of the variability
from school to school is extensive, including the DfES Research Report 338 Evaluation of the EVectiveness
of the Statutory Arrangements for the Induction of Newly Qualified Teachers (Totterdell et al, 2002).
However, two of the researchers have gone on to investigate “rogue” school leaders who “treat new teachers
badly or unprofessionally, wasting public resources and, in some cases, hindering or potentially ruining
individuals’ careers and losing them to the teaching profession” (Bubb et al, 2003).

11. They found that the extent to which NQTs enjoyed their first year of teaching appeared to be related
to factors, such as, the extent to which they felt their induction tutor had been accessible, their individualised
induction programme and the behaviour of their classes. For example, of those that said their induction
tutor had been accessible for support and guidance, 49% enjoyed their first year “verymuch”while only 13%
whose induction tutor had not been accessible said this. As the researchers say, and as ATL agrees, the role
of the induction tutor/mentor is complex and crucial in induction. Yet teachers undertake the role for no
extra money and are allocated little, if any, time to support their less experienced colleague. Researchers
found that 15% of induction tutors had not been on any training for the role.

12. This situation was foreseeable since the initial introduction of the Regulations for induction was not
accompanied by system-wide awareness raising and training for teachers in the schools who would be
responsible for NQTs. Furthermore, there are two recent examples of how schools are left unprepared to
support theirNQTs. Fromnext SeptemberNQTs are to be assessed against a new set of Induction Standards
and it is said that these Standards represent a progression from the Standards for Qualified Teacher Status
(QTS), which are used for the assessment at the end of initial teacher training (ITT). Yet the new Standards
have only been available since April 2003, leaving little time for schools to be aware of the changes let alone
consider or deliver the necessary training for their induction tutors. In the week of 19May 2003 the Teacher
Training Agency (TTA) also held conferences on its revised Career Entry and Development Profile which
is to be used from September 2003. It was emphasised that the change this is intended to bring about is to
promote a “process”, as we understand it, this is to promote induction as a means by which the NQT is to
become more reflective, more self-evaluative, more able to consider their long-term career aspirations and
to promote a constructive dialogue between NQTs and their induction tutors.

13. ATL fully supports induction as this professional process, and indeed, would argue that this should
have been the conception and intent from the outset. However, schools are not even to be sent the Career
Entry and Development Profile, induction tutors are receiving no advance notice of these changed
expectations and, most critically, schools and LEAs have little time and even less resources to adjust the
skills profiles of those selected to support NQTs or to adapt their training programmes. Furthermore, the
issue of training for induction tutors is still not being addressed by the TTA and DfES. If the TTA and the
DfES really appreciated our new teachers as the essential resource they are we do not think that such
arrangements would be so belated and ill-thought through. We hope the Committee will think fit to make
forceful recommendations about improvements in this area.

14. The research also identified a key area of concern for induction for secondary NQTs in that 37% of
secondary NQTs said that they had taught outside their subject, but only half of these said they had extra
support. This is clearly a deficit which can be demotivating and adds additional stress and vulnerability in
the first year of teaching.

15. Retention of teachers in their early years cannot be addressed until the capacity, both in terms of skills
and expertise and working conditions, of those who support them is taken more seriously. This is not an
issue which can be addressed by the present conception of workforce remodelling. ATL recommends, as it
has on many previous occasions, that the training of induction tutors, team leaders and mentors is given a
high national priority and that it is fully recognised in a framework of Standards and career progression,
since the support of a trained and accessible colleague is a key issue in the retention of teachers in the early
years. We consider that a date should be set by which ASTs, induction tutors, team leaders and middle
managers should hold a coaching and mentoring qualification or by which a coaching and mentoring
module should be an element of the relevant quality assured Standards.



Education and Skills Committee: Evidence Ev 107

The variability of school management and leadership

16. But the issue of “rogue” schools, in our view, goes deeper. The researchers illuminate their findings
by the following example:

Beta is a very well-managed school, which gets good results from a socio-economically deprived
group of students. It is recognised by the DfES as a very good school and has Beacon status.
However, its management of human resources is less impressive. It employs large numbers of
NQTs. Over a third of the teachers are fresh from training college. This appears to be a deliberate
policy that allows salary costs to be kept at a minimum.

NQTs tend to teach the lowest streams and all are expected to do a lunch duty, even though this
is not usually a requirement of any teacher let alone a new one. NQTs have no written contracts.

There are meetings with induction tutors but they are not supportive, nor are they intended to
be. They are line-managementmeetings to ensure that theNQTs are conforming to school policies.
No staV have attended induction tutor training.

Observations are carried out by people within the school, but they are done to monitor and
assess, rather than support and so NQTs dread them rather then seeing them as helpful.

Within the school there is a climate of bullying that results in fear of senior management and a
distrust of being too open with other teachers. StaV are discouraged from talking to each other.
One NQT was admonished for talking to other new teachers.

Almost all the NQTs (10 out of 11) leave during or at the end of their first year at the school.
The four NQTs who had left who we interviewed spoke of severe bullying, having to ensure that
students were quiet, even in the playground. “They (the principal and deputies) made my life
miserable.” They found the experience damaged their self-confidence enormously. One said that
she was unable to work for a month.

17. Although in our experience this is an extreme example of poor human resource management, there
are many aspects that illustrate a more general lack of concern in many schools for the impact of their
demotivating conditions on retention across the system as awhole.We agreewith the researchers thatOfsted
inspections are not an eVective deterrent, because they take place infrequently (every 4–6 years) and it is clear
that unless the school is seriously failing to provide an adequate education for the students, the inspectors are
incapable of exerting the pressure needed to ensure compliance. We note with interest their comment that:

NQTs are dissatisfied with the inconsistency of provision, which they see as unfair and bringing into
question the status of induction as a whole. Individual new teachers appeared highly aware of the provision
other NQTs were receiving because they stayed in contact with college friends through networking sessions
and courses. Indeed, the most common area needing improvement identified by the NQTs surveyed was
tighter monitoring of school provision.

18. This concurs withATL’s view, which we set out later in relation to the need tomakemore transparent
the arrangements for ensuring the accountability of schools for factors which influence teacher retention.

Funding

19. The means of funding EPD, in ATL’s view, is closely related both to what has been said above in
relation to “rogue” schools and to the impact EPDwill have on retention rates. ATL was dismayed to learn
that what had previously been ear-marked funding to support individual NQTs is now to be submerged into
the general school’s budget.We regard this as a retrogressive step. Formany years we argued that eachNQT
deserved direct funding and that only in this way could the funding for the reduced time-table and supportive
induction programme be provided without adverse impact on other colleagues’ opportunities for
professional development, especially in small schools and in schools with a highly mobile teaching force,
heavily dependent on new entrants. We believe that it is unfair on the new entrant if the funding for their
support appears to be in competition with other pressing priorities. We are also concerned that schools
which do not put the proper value on a new entrant, or indeed on investing in and motivating its people
generally, will use the lack of transparent funding as an excuse not to provide high quality support and
development.

20. The recent publication, A Report on the Award-Bearing INSET Scheme outlined, too, the problems
of devolving professional development monies to schools when it said that there are risks of undermining
system-wide capacity bymaking decisions on teachers’ further professional development too “subject to the
aggregated eVects of decisions made by individual headteachers concerned wholly or mainly with the impact
on their own school development plan, budget and staYng.” The authors pointed out the contradictionwith
the Government’s CPD strategy, which aims to open up more scope for meeting teachers’ individual needs
for professional development, “since heads will understandably tend to allocate resources to improve their
school, rather than individuals or the wider system.” (Soulsby and Swain, 2003)

21. ATL believes that, combined, these are pressures that suggest seriously that, unless there is specific
funding, any funds for CPD may get diverted away from teachers in their early years or away from
individual development which could benefit not the school but the profession—both of which will down-
play the contribution professional development makes to retention across the system.
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22. ATL recommends that, as a contribution to retention and to the wider benefits to the school system,
funding for the development of each teacher in the first five years is ear-marked separately for every primary
and special school and that a substantial proportion of the funding should be for use at the discretion of the
individual teacher. Secondary schools should be required to identify separately in their budgets the funding
allocated to teachers’ CPD for those in the first five years of teaching and make available a substantial
proportion for the discretionary use by the individual teacher.

The proposed website to support career progression for teachers in the first five years of teaching.

23. ATL supports the development of a website to inform teachers in the first five years of teaching of
possible career paths and of professional development opportunities. However, we suggest that the DfES
and CfBT, which has been commissioned to design and create the website, maintain close contacts with the
likely users to ensure that it is attractive, user friendly, and, above all, a good use of their time. We are less
confident of the ability of a website to audit a teacher’s strengths and weaknesses, to develop self-evaluation
skills, and to identify professional development needs. ATL has argued for the benefits of, in eVect, a careers
service for teachers, since not all schools, headteachers or team leaders have access to the full range of career
routes and opportunities. But we do not think that it will contribute to retention if the DfES sees this as
a cheap alternative to enhancing the capacity of the profession to support less experienced colleagues and
providing the time for them to do so. It is widely felt that such developments may motivate confident,
aspiring and extrinsicallymotivated young professionals, butmay have less to oVer those who aremotivated
by the intrinsic challenges of classroom teaching and the collegiality of working with their professional
colleagues.

24. Valuable though they may be, not everything can be achieved by virtual activities and we would
suggest that themotivation and support that underpins morale and retention is one thing that requires inter-
personal skills and human qualities in the real working environment. As the Audit Commission concludes
“the working environment must engage, enable and support staV”. ATL considers that it is precisely the
working environment that has the greatest eVect upon the recruitment and retention of secondary teachers.
When it is unsupportive it can have a powerful negative eVect on those who would otherwise consider
themselves career professionals.

Career Professionals

Management and the conditions in schools

25. ATL is fully appreciative that many Government initiatives influence a school’s environment. They
can impact upon workload, professional autonomy, the need for retraining and the resources which each
school has available to alleviate pressures and to provide a positive environment for teachers. The Ross and
Hutchings report states that teachers are leaving the profession because of frustrations about their
professional autonomy and the ability to be creative in their work. However, it is also widely recognised that
the “organisational culture” of a school has a very significant eVect on a teacher’s sense of well-being and
on the opportunities for professional development, both related to motivation and retention. Some of the
characteristics of such a culture are an atmosphere of trust, good communications, recognition for good
work, an emphasis on enhancing everyone’s confidence, supportive colleagues and encouraging professional
development. This is supported by the DfES’s own strategy for professional development. Yet poor people
management persists, notwithstanding the introduction of the NPQH and the work of the National College
for School Leadership.

26. We would argue that day-to-day management has the greatest eVect on the retention of career
professionals, as well as on their morale and productivity. We welcome the DfES Research Report 336
Establishing the Current State of School Leadership in England, (Earley et al, 2002) which provides a relevant
bench-mark. For example, the research established that 30% of secondary headteachers identified the
standard “lead, support and co-ordinate high quality professional development for all staV, including your
own personal and professional development” as an area in which they would welcome further training and
recommended that leadership development programmes need to ensure that they are paying suYcient
attention to the management of interpersonal relations and that a key component should include managing
professional development for others. We hope that the proposed revision of the NPQH will see new
opportunities for these issues to be remedied. It is also clearly necessary to continue to promote positive
approaches to human resource management in schools.



Education and Skills Committee: Evidence Ev 109

27. We, therefore, conclude that:

The revision of the NPQH should look critically at whether suYcient attention is paid to developing the
skills of human resource management, especially those skills which relate to establishing a positive
organisational culture and developing and motivating professionals.

The DfES should continue to promote IIP and quality systems which continue to put personnel
development at the centre of management.

Intelligent accountability

28. It has recently been suggested that we need a new concept of “intelligent accountability”. ATL
considers that not until accountability for teacher retention is incorporated intelligently into the
accountability structure will there be qualitative changes to the negative experiences which encourage
teachers to look for alternative employment options. Like the NQTS above we are now led to the view that
the most common area needing improvement is the tighter monitoring of school provision.

29. We, therefore, propose the following:

A key performance indicator for the DfES should be to narrow the gap in the developmental capacity of
school leaders as demonstrated in, for example, Establishing the Current State of School Leadership in
England.

The DfES should incorporate into all its policies the clear message that headteachers and governors are
unreservedly accountable for the continued development and career progression of personnel and that this
is a key issue in raising standards.

Accountability for all teacher development (pedagogic and leadership) should be reported on by Ofsted.

Ofsted should comment on:

— Each school’s provision of CPD for teachers in their first five years of teaching, in secondary
schools this should include provision for subject support and development.

— The level of the school’s involvement in educational research; networked learning communities;
international opportunities and with higher education institutions and subject associations.

— The extent to which the school’s self-evaluation had honestly evaluated the conditions in the
school which support a positive working environment.

Headteachers should be able to demonstrate that all staV have been consulted on the School Improvement
Plan and its implications for professional development.

Headteachers should be required to report to the governing body on the programme of support for each
teacher in the first five years of teaching and on why any teacher fails to succeed against the Performance
Threshold Standards.

The missing generation

30. The Ross and Hutchings report identifies the retention of this “missing generation” of teachers in
their thirties and early forties as the issue which may prove more intractable. We agree with this report that
the retention of those who are in this cohort is critically important, since they form the principal pool from
which future professional leaders andmanagers will be drawn. ATL has cautioned theDfES against policies
such as the professional bursaries, which we applaud in principle as a motivating and imaginative scheme,
but which are not available to teachers later in their careers. There are severe dangers in providing new and
individualised opportunities for those in the first five years of teaching, but leaving this missing generation
to the vagaries of the decisions school management makes about the allocation of resources for professional
development. Once again we would argue for funding, for sabbaticals, secondments, international
opportunities, research scholarships, and for individually determined development opportunities, which is
open for application by the individual teacher and not under the control of the school. It will also be
necessary to incentivise training for middle management and leadership and to ensure that is it compatible
with a reasonable work/life balance and for those with family and other responsibilities.

The emphasis on subject specialism

31. We believe that these proposals have the potential to encourage retention in the secondary sector.
ATLwelcomes theDfES consultation of Subject Specialism.We support the proposals forNational Centres
of Excellence, linking teachers with higher education institutions, although we consider that the concept
should be extended to all subject areas and not only science and mathematics. We agree that subject
associations, too, have a key role to play. However, our members value above all the independence and
autonomy of their subject associations and the extent to which they maintain the integrity and values base
of their area of specialism.We believe there could be an adverse eVect on both the recruitment and retention
of secondary teachers if it appeared that the DfES was seeking to influence the subject associations towards
a centrally determined view of the subject, curriculum materials, teaching methods or shared values.
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Secondary teachers do indeed have a passion for their subject, which is often what takes them into teaching,
but to destabilise this “subject professionalism”will adversely influence theirmotivation to enter and remain
in school teaching.

Conclusion

32. The issue of attracting, developing and retaining eVective secondary teachers is central to the
Government’s stated aim of raising standards and providing diVerentiated and individualised opportunities
for each young person. Central Government initiatives, DfES implementation strategies, local education
authorities, school governing bodies and headteachers must all co-ordinate to ensure that secondary
teachers do not leave teaching because of negative experiences. Teachers’ experience of teachingmust match
or exceed their expectations and this requires strategies to ensure that the working environment does engage,
enable and support staV. This, and not a climate of constantly proving competence; being regarded as under-
trained and un-modern; and of inspection and monitoring, is what is needed to secure recruitment and to
encourage retention.
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Supplementary memorandum from the Association of Teachers and Lecturers

Teaching in London

Transforming London Secondary Schools

Although it is a yet untried, we believe that this strategy is promising.

The retention of middle leaders, for example, has long been an issue in London and we would support
examination of the possibility of mortgage subsidies for experienced teachers, particularly those working in
challenging circumstances or in areas with real problems of retention who commit to a long-term career
working in London schools.

Teach First

This scheme is at any extremely early stage of development. We caution against the assumption that it
has the capacity to be a panacea. It would be wiser to allow the scheme time to be properly evaluated before
putting too much reliance on further expansion.

Chartered London Teacher

We are more tentative about this proposal because of the proposal to link this with pay, the details of
which are not yet established. It is not clear to us how this new status will promote professional development.
Wewould also question how this is diVerent from the intention to establish Early Professional Development
(EPD) for all teachers nationwide in the first five years of teaching. There are also assumptions built in to,
for example, a contribution to extra curricular activities, which we believe may not be an attractive retention
issue for London teachers, particularly if this means that their conditions of employment are substantially
diVerent from those of teachers in other parts of the country.

We would also want to have far more detail about the assessment process.

May 2003
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Memorandum submitted by the National Association of Schoolmasters and Union of Women Teachers
(NASUWT)

Summary

The NASUWT submission highlights a number of key concerns relating to teacher retention in the
secondary sector. In addition, it highlights the areas where progress is being made towards resolving the
diYculties and others where further action is required.

The NASUWT submission can be summarised as follows.

— There is clear and demonstrable evidence of serious diYculties with the recruitment and retention
of teachers.

— At the root of the diYculties are the issues of pay, pupil indiscipline, excessive workload, lack of
professional autonomy and the perceived low status of teachers.

— A simple, transparent and fair national pay structure must be introduced which recognises the
central importance of the classroom teacher and appropriately rewards those who remain
committed to classroom teaching by providing access to higher salaries without either unnecessary
barriers and complications or the need to take on additional management responsibilities.

— The Government has recognised the debilitating and demoralising eVect on teachers of pupil
indiscipline and its consequent impact on recruitment and retention. The introduction of strategies
which support teachers and schools in promoting high standards of pupil behaviour have been
welcome but these need to be developed and enhanced.

— The implementation of the National AgreementRaising Standards and TacklingWorkload has the
potential to make a significant contribution to addressing the problems of excessive workload and
will refocus the skills and expertise of teachers on the all-important task of teaching.

— Under the terms of the National Agreement, regulations will be made under Section 133 of the
EducationAct 2002 to protect the pedagogic role of qualified teachers, confirming them in the lead
role for teaching and learning activities. This will help to enhance the role and status of teachers.

— Although the Government has a national strategy for CPD, including programmes of early
professional development opportunities for teachers two to three years into their careers, the
provisionwithin and between schools is patchy. This cannot be coherently addressed until teachers
have a contractual entitlement to CPD within working time.

— The regime of testing, performance tables and target setting has undermined professional
confidence and led to reduced levels of professional esteem. There is an urgent need to review these
issues. In relation to performance tables the Government should follow the example of Northern
Ireland, Scotland and Wales and eschew their use.

— With the exception of the pay, positive steps are being taken to address the key factors aVecting
retention; but there remains more work to be done, particularly in the areas of reinstating
professional autonomy and addressing the oppressive systems of accountability.

Background

1. That problems exist with teacher recruitment and retention is undeniable. A wealth of information has
been produced by a range of organisations, including Ofsted, TTA, the University and Colleges Admissions
Services (UCAS) providing data describing the trends in teacher recruitment, particularly Initial Teacher
Training (ITT) courses.

2. The diYculties in recruiting to ITT courses were evident throughout the 1990s, particularly in relation
to secondary courses.

3. In 2002, UCAS released figures which demonstrated that overall applications to higher education had
risen by 1.9% compared with the same period in 2001. There were significant increases in applications for
many subject areas, particularly law, medicine and history but the number of applications for teacher
training courses had barely changed.

4. Analysis of the figures in the 2002 report of the School Teachers’ Review Body (STRB) on recruitment
to ITT courses compared to ITT places allocated showed a 9% increase in the number of students recruited
to secondary ITT courses in 2001–02 but this represented only 92% of the places allocated, a shortfall of
1,500.

5. AnOfsted analysis of recruitment and retention strategies used by LEAs found that a number reported
diYculties in recruiting highly qualified teachers and identified that schools were making increasing use of
non-specialist teachers or placing teachers on temporary contracts.
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6. Data indicating the diYculties of teacher retention is also readily available. A high proportion of
entrants to the profession leave in the early years of their career. Between three to five years in the profession
is the most common time for departure. A survey of postgraduate teacher training students conducted by
Exeter University found that only a third expected to be in the profession after ten years and one in ten
planned to spend no more than five years in teaching.

7. A feature of recent years has been the recruitment and retention problems associated with particular
subject areas. Whilst some have been more severely aVected than others the expansion in the number of
subjects defined as shortage demonstrates that problems are not confined to a small number of subjects.

8. There have been serious problems identified by the Teacher Training Agency (TTA) and Ofsted in
english, mathematics, science, modern languages and design and technology. Some areas of the country,
notably London and the South East, report problems in all subject areas with the exception of history.

9. There are equally worrying trends associated with the retention of senior staV. Professor JohnHowson
of EducationData Services has conducted an annual analysis of headteacher vacancies since 1985. He states
that 2002 had the highest number recorded. In a report in June 2002 Ofsted confirmed that the number of
applications for headship was in decline and that there were fewer applicants for senior posts in schools.

10. It is clear from the analysis of this information that there are problems of recruitment and retention
at all levels within schools. The issue of teacher supply is compounded by the implications of recruitment
and retention problems for equality issues and the age profile of the profession.

11. There are marked imbalances in the profession in terms of gender and continuing under
representation of teachers from minority ethnic groups and those with disabilities. There exist clear
diYculties relating to the retention and career progression of these groups of teachers which require urgent
attention, not least by the introduction of comprehensive and eVective equal opportunitiesmonitoring of the
school workforce, able to pinpoint precisely the barriers in respect of appointment, retention, professional
development and career progression.

12. The imbalance in respect of age profile of the teaching profession must also be addressed. DfES
figures published in March 2000 demonstrated that less than one fifth of full time teachers were aged under
thirty and 59% were aged forty or over. This imbalance is a reflection of the inability of the service to attract
a wide range of applicants.

Issues Affecting Recruitment and Retention

13. Extensive and regular surveys of the attitudes of graduates who are considering their career options
and teachers in service invariably highlight that the key reasons for the problems with recruitment and
retention are pay, pupil indiscipline, excessive workload, the perceived low status of teachers and lack of
professional autonomy. It is, therefore, evident that if the problems of recruitment and retention are to be
addressed these issues must be tackled eVectively.

14. These concerns are underpinned by an absence of strategic planning across schools and LEAs to
encourage retention. Instead, schools have been encouraged to concentrate on developing their own pool
of teachers often at the expense of the needs of other schools. Competition between schools has created a
system of poaching.

15. High levels of teacher turnover are a feature of many schools, particularly those in more
challenging areas.

Pay

16. There are serious weaknesses in the present pay structure.

Recruitment and Retention Pay Incentives

17. TheGovernment’s strategy of introducing financial incentives to boost recruitment and retention has
not delivered long-term retention of high quality teachers. They are usually either one-oV or time-limited
payments.

18. Those who benefit from the incentives on oVer, particularly those who have received golden hellos/
golden handcuVs, do not as a consequence demonstrate a commitment to remaining in the profession
beyond the duration of the rewards oVered to them.

19. The incentives lack transparency and equity and have been a source of resentment amongst teachers
who have been ineligible for them. They have served to add to the complexity of the pay structure and
contributed to the dissatisfaction of teachers.
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Pay Structure

20. The pay structure fails appropriately to reward classroom teachers whose role is fundamental to the
provision of high quality education.

21. Too much emphasis is placed on management discretion and flexibility. The existing flexibilities are
unduly complex and lack fairness and transparency. The absence of national criteria governing the numbers
and levels of payment for additional responsibilities demotivates and demoralises teachers.

22. The Government’s current fascination with introducing increasingly higher hurdles for access to
higher salaries, greater emphasis on local pay determination and additional incentives for teachers of
shortage subjects will not address the pressing issues of:

— the poor position of teachers relative to other graduates on entry and salary progression;

— the decline in the value of teachers’ salaries relative to other non-manual occupations;

— the failure of current pay levels to provide a durable solution to the current recruitment and
retention problems.

23. A simple, transparent and fair national pay structure must be introduced which recognises the central
importance of the classroom teacher and appropriately rewards those who remain committed to classroom
teaching by providing access to higher salaries without either unnecessary barriers and complications or the
need to take on additional management responsibilities.

Pupil Indiscipline

24. Research conducted by NASUWT confirms the adverse impact of pupil indiscipline on teachers’ job
satisfaction. The level of pupil indiscipline, violence and increasing levels of verbal abuse have a critical
bearing on teacher motivation. These realities of daily life in school have impacted upon the workload of
teachers and the stress of work in the classroom.

25. The policy of unqualified inclusivity adopted by some schools and LEAs, and until recently by the
Government, has resulted in some pupils with special needs being placed in schools which are ill-equipped
to cater for their needs. This places additional pressure on teachers, other pupils and particularly on the
individuals with special needs themselves who are unable to access the level of support to which they are
entitled.

26. Recent policies adopted by Government to provide more support for schools in dealing with
disruptive pupils, particularly the revision of composition of independent appeal panels and the guidance
given to them and the DfES-funded LEA projects which focus on behaviour strategies, are all very helpful
developments.

27. The landmark victory secured by NASUWT in the House of Lords (P v NASUWT) which aYrmed
the right of teachers to take appropriate action when faced with violent and disruptive pupils has also done
much to raise the morale of teachers in this area of their work.

28. However, more work is needed particularly in securing:

— the provision of appropriate support for teachers within and across schools;

— the removal of the unnecessary bureaucracy and prolonged timescales associated with pupils
referred for specialist support;

— consistent application and monitoring of standards of behaviour across schools; and

— high-quality oV-site support for pupils whose needs cannot be met in a mainstream school setting.

Excessive Workload

29. The problems of excessive workload of teachers have been well documented and illustrated in a range
of reports and studies. The OYce ofManpower Economics (OME) produces an annual report for the STRB
which has demonstrated year-on-year increases in teachers’ working hours. Excessive workload and
working hours have impacted adversely on recruitment and retention and has aVected morale and job
satisfaction.

30. The National Agreement Raising Standards and Tackling Workload signed in January 2003 by the
Government, the Welsh Assembly Government, the Employers, ATL, NASUWT, PAT, SHA, NAHT,
T&G, UNISON and GMB represents a significant breakthrough in addressing this major contributory
factor to the problems of teacher recruitment and retention.

31. At the heart of the Agreement is the concept of teachers being released from tasks which do not
require the expertise of a qualified teacher in order to allow them to focus on the all-important role of
teaching. For the first time the link between high quality teaching and the need for time to plan, prepare and
assess pupil progress has been recognised formally. Amendments to the teacher’s contract will provide
crucial levers for change.
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32. Although, disappointingly, no overall limit has been set on teachers’ working hours the introduction
of a contractual entitlement to a work/life balance, combined with other key strategies in the Agreement to
reduce workload, should exert downward pressure on working hours. Working hours will continue to be
monitored by the OME and the Workforce Agreement Monitoring Group (WAMG) which consists of
signatories to the Agreement.

33. Strategies to reduce workload introduced in the past have invariably failed because of the lack of
appropriate levers for change and the continuing stream of new initiatives emanating from a national and
local level which were introduced without any mechanism for assessing their potential to increase the
bureaucratic burdens on teachers and schools. Integral to the National Agreement is the establishment of
an Implementation ReviewUnit which will operate a “gatekeeper” role, reviewing existing and new policies
and initiatives generated by a range of national bodies. Tackling bureaucracy in schools is an important
strategy for teacher retention.

34. All of these strategies have the potential tomake a positive impact on the issues which aVect retention.
However, there is still work to be done to secure the implementation of the Agreement and rigorous
monitoring of its impact will be necessary.

The Role and Status of Qualified Teachers

35. Lack of professional autonomy is seen by many teachers as a diminution of their role and status. The
regime of testing, performance tables and target setting has undermined professional confidence and led to
reduced levels of professional esteem. The level of external accountability causes immense pressure and
stress. Although the new flexibilities recently announced by Government in relation to Key Stage 1 are
welcome they do not go far enough. Real progress will not be made until the Government follows the
example of Northern Ireland, Wales and Scotland and eschews performance league tables.

36. Castigation of teachers and schools by Ofsted, the media and at times by Government have left their
mark on the profession. Many graduates are influenced by such criticism and deterred from joining the
profession. Teachers in service become more demoralised and disillusioned by persistently adverse
comments.

37. Support for teachers in their early years in the profession has not been consistent. Schools are
increasingly responsible for induction and early professional development. Yet it is evident that the standard
of provision is variable and that some schools do not have the capacity to provide the support needed by
newly qualified teachers.

38. The issue of the inability of some schools to oVer appropriate support is of particular concern for
teachers from minority ethnic groups. There is evidence that these teachers are more likely to leave the
profession than their white counterparts, citing racism and discrimination in career decisions as the reasons.
Teachers from other groups such as women or teachers with disabilities also appear to face similar problems
of discrimination which impacts on job satisfaction and long-term retention.

39. The position of Continuing Professional Development (CPD) in schools is unsatisfactory for the
majority of teachers. Despite the Government’s introduction of a National Strategy, the access of teachers
to appropriate training is extremely variable due to a number of factors including:

— a lack of contractual entitlement to CPD within working time;

— inequality of provision within and across schools and LEAs;

— variations in the provision of funding; and

— restriction of aspects of the national strategy to small numbers of teachers.

40. In principle theNational CPD Strategy has much to commend it. In practice it will make little impact
on the majority of teachers until it is linked to the pay and performance structure along the lines of the
Chartered Teacher Scheme in Scotland and teachers have a contractual entitlement to time to access CPD.

Conclusion

That there are diYculties with recruitment and retention is evident. There is no single solution which will
resolve the problems. It is clear that the strategies adopted must target improvements in conditions of
service, including pay and the restriction of professional autonomy and self-esteem.

26 June 2003
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Witnesses:Mr DMcAvoy,General Secretary, National Union of Teachers (NUT),Mr E O’Kane,General
Secretary, National Association of Schoolmasters and Union of Women Teachers (NASUWT),
Mrs M Thompson, Head of Policy, Association of Teachers and Lecturers (ATL) and Mrs D Simpson,
Senior Professional OYcer, Professional Association of Teachers (PAT), examined.

Q281 Chairman: Ladies and gentlemen, now we are and their desire to stay in it or not and to contribute
to it in a positive way. I do believe that it is importantall settled down, apologies for a slightly later start.

We have just been putting the final touches to the for the Committee to look underneath the surface, as
it were, of the figures and perhaps the somewhatCommittee’s investigation into our Education

White Paper, but we are all feeling very cheerful as more sanguine views of the situation at the moment.
When you look at it, I do believe you do see, not awe now have that behind us and we can get back to

our main inquiry for this year which is on secondary universally depressing picture, it would be wrong to
give that impression, but nevertheless there is,education. Thank you very much, all of you who are

extremely busy people, for spending time to come amongst many teachers in the country at the
moment, a strong feeling of frustration, a feelingbefore the Committee to talk about teacher

recruitment and retention. May I welcome some that their own professional skills, their own
professional autonomy, have been undermined byfairly familiar faces, Doug McAvoy and Eamonn

O’Kane, whom we have seen before, Meryl we all the tremendous raft of government initiatives, which
has come in under this Government and previousknow and I think it is the first timeDeborah has been

before the Committee, so we shall be very pleased to Governments. The issue of the context, the
environment in which many teachers operate, I amhear what you have to say. We have let a couple of

the members of the Committee go because there is thinking here particularly of pupil behaviour and so
on, is one which we find of increasing importance inalso a full debate this afternoon on education, as you

will see from the monitor, on student finance, so the attitude teachers take to their profession. Often
you find, when you question teachers more closely,apologies on that. If witnesses would like to say

anything briefly on recruitment and retention to that underneath even complaints about excessive
workloads, which are real and which are now beingstart, we would welcome that, otherwise we could

get straight into questions. What do you prefer? addressed, there is this issue of pupil behaviour and
the relationship they have with their pupils and theMr O’Kane: I prefer to go straight into questions,
increasing diYculties which many of thembut I cannot speak on behalf of my colleagues.
experience. That is a fundamental issue which is notMr McAvoy: Sometimes you can; I am happy to do
easy to resolve, nobody claims that for a second, butthat as well.
nevertheless it is one which has to be addressed. ThatMrs Thompson: Fine.
is linked to the issue of those teachers who teach inMrs Simpson: Fine.
more challenging schools and I believe they really
deserve special attention in terms of the morale and

Q282 Chairman: Good, we will go straight into the the diYculties of the job which they have. Take these
question session then.We are right into this part. As together, take the question of pupil behaviour, take
you know the year’s report has four headings, so we the question of excessive workload, take the
started with specialist schools and we have reported question of professional autonomy and, not least,
that out and we have written up the pupil ultimately the question of salary and pay, which
achievement part. Now, this one, where it seemed tends not to be at the forefront of their concerns but
only such a short time ago that there was a crisis in is still there, take all these in the round, while the
recruitment and retention, but the evidence we are picture has changed over the last number of years,
getting is that we are not using the word “crisis” any for the better in some respects, I still believe that in
longer, people seem to be much happier about the the bulk of our schools there is a widespread feeling,
level both of recruitment and retention; rather than amongst many teachers anyway, that if they had an
a crisis, people are coming before us feeling opportunity to leave the profession they would
reasonably content about the present situation. probably take it.
Would you agree with that analysis?
Mr O’Kane: In comparison with the situation four

Q283 Chairman: Meryl, would you go along withor five years ago there is a certain justification for
that? It is certainly not exactly what we are pickingmaking that observation. On the other hand, I do
up in the evidence so far.believe that the figures we see sometimes disguise
Mrs Thompson: The idea that the crisis has recededmore than they clarify. For example, on the issue of

retention, when you look at the figures, you do see would be premature. I agree that there is still a very
volatile situation which could very easily be aVectedthat the turnover is increasing, furthermore,

particularly in secondary education, there is a by, for example, the recent announcement of the
extension of teachers’ retirement age until 65, whichgrowing problem in terms of mismatch between the

teachers of specialist subjects and the subjects which may have quite a dramatic eVect on those close to
retirement. Certainly our concerns would be that wethey are down to teach. There has not been a survey

of that in recent years and that is something which do need to watch very carefully the impact of the
funding implications of higher education onwhetherneeds to be looked at. I suppose the most

comprehensive survey of teacher opinion, which was thatmeans that the public sector is disadvantaged by
that and we would like to see that monitored so thatconducted by the GTC and which I know you have

already heard evidence from, did show that there we can see whether the increased burden of debt
which passes to trainees and those entering teachingwas a major problem in terms of teacher morale and

that in itself must aVect their view of the profession impacts on recruitment. One of our major concerns
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at the moment is the amalgamating of earmarked think the factors which are critical have changed
very much. Those factors are: can we recruit enoughfunding for early professional development, for

newly qualified teachers (NQTs) and indeed for the and can we retain those we recruit? There is still a
crisis. The turnover has become a big concern for us.whole of CPD, into school funding, particularly at

a time when schools are announcing deficit budgets. The evidence which was given to you by NEOST
confirms that. They talk about where the areas ofOur members are really concerned that many of the

motivating factors which do support the retention, greatest turnover are and they were geographic, they
were sector, they were subject areas and they wereparticularly of new entrants, could be harmed by the

fact that there is no longer to be separate indications age groups. So there is a pattern there about
retention and turnover. Unless we can solve that,of the funding which will support them. That is

solved when in fact the management ethos supports unless we can declare quickly that we have a
programme for the solution of that, then we are notprofessional development and career progression.

Unfortunately there are many schools, either going to attract more and we are not going to retain
those who come in. I agree with Meryl, that therebecause their budgets are so tight they cannot find

the monies for professional development, or schools must be some mornings when those who work for
the TTA wish they had never woken up. Here theywhere perhaps they are rather more cavalier about

that and we are very concerned that those are to recruit and they read in the press the
declarations of Government on such matters asmotivational eVects of having access to sabbaticals,

for example, professional bursaries, earmarked pensions, or no sixth forms in secondary schools, all
in the sixth form colleges. They must ask themselvesfunding for your own development, may go. We

cannot be quite so sanguine that we have solved the how they can continue to recruit and retain against
this message from Government. They must despair.problems, because there is a whole series of new

potential problems around the corner and those are There are all kinds of things which need to be done,
but I support Eamonnwhen he says that four factorssome of them.
were identified in that very early study: workload,
behaviour, government initiatives and pay. Unless

Q284 Chairman:Doug, would you agree with that? they are addressed, you may find that you can argue
Some people giving evidence to this Committee have the crisis is smaller or bigger, but the crisis will be
suggested that one of the great weaknesses of the there: you will not be able to recruit and retain
professional development of teachers is just that, the suYcient qualified teachers. You then talk about
early years. If you compare what happens to a people being dropped into a school and,
teacher, who comes into teaching, they are dropped provocatively, you say that the teachers’ unions have
into a school. Some of the evidence from Professor done nothing about it.
Smithers’ work and case studies suggests that people
felt they were dropped into a school, very little
mentoring, very little help in settling down, whereas Q285 Chairman: They could perhaps do more.
someone who joins PricewaterhouseCoopers has for Mr McAvoy: We thought we had done a lot when
three to five years constant evaluation of progress, the James report was published in the 1970s. If you,
support, keeping them in the profession and as a Select Committee, could re-visit the James
integrating them into the profession through the report and put it back in place, with the promise
diYcult times and through the better times. Is it not of sabbaticals for teachers, or professional
a comment on teachers and perhaps teacher unions development, which theNationalUnion of Teachers
that you have not actually come up with a kind of wants—we do want it—and be willing to join us in
cohesive approach to those early years and you lose campaigning for that, it would help us to get it. If we
a lot of people from the profession because of that. did get it, yes, it would change the image of teaching.

It would restore some of the professional concepts ofMr McAvoy: May I just address your very first
question? I think there is still a crisis. I do not agree, teaching as a career, because you would be saying to

those who come in, that they are not going to beif you are getting a picture that the crisis has gone. I
suppose you might be able to establish that the crisis dropped in this and left, which they should not be

anyway, because there is an induction programmeis less than it was, but it is still a crisis because we
cannot recruit suYcient numbers and the figures and we fought for induction through the working

parties of ACAS. Some of it is not being deliveredshow that there are still going to be shortages against
government targets for recruitment into secondary because there is not the money to deliver it, because

they cannot be released from the full timetable andteaching posts in certain subjects and we certainly
cannot retain. All of the evidence demonstrates that they cannot have mentors and they cannot visit

other schools. So have a little study about that, findteachers will come in and then they will leave. They
may be here for three years or fewer than that, but out what the shortcomings are. We have no

problems with what we have been arguing for. Theperhaps within three to five years a very large
number will have left the profession. That has not things we think should be in place are a very

professional structured system of induction,changed very much since we first commissioned the
survey and the study from Alan Smithers and linked to progressive, continuing professional

development, with sabbaticals, forwhich they can bePamela Robinson, which in a sense is what has
caused your work. When I read all the other released, not leaving others to carry out their

teaching work, not getting away in some schools forevidence and the questioning, it constantly comes
back to that study.We are glad we have triggered oV professional development and not in others. If you

sign up to that, you might help us to get them. I dothat interest by the work we commissioned. I do not
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not think there is any fault on the NUT—I cannot Mr O’Kane: I think you will find that geography
plays a large part in the schools which are mostspeak for my colleagues—about our desire for a
aVected by turnover, London and the South-Eastproper system of professional development and
particularly have a much higher turnover rate thaninduction.
elsewhere in the country. It is also interesting to noteMrs Simpson: I would echo what colleagues have
that London, unlike the rest of the country, willsaid. It is not so much that new teachers, when they
actually have more youngsters in secondary schoolsbegin teaching are dropped into the school situation,
in 2010 than it has now and that is a contrast to othercertainly they should not be. We feel that the
parts of the country. London inmanyways has quitemechanisms are there to support new teachers and
an important issue in terms of its own future inwe thought we were going along a path of providing
relation to teachers. That is one thing. Themore support for teachers in the first five years of
characteristic of schools where possibly there is atheir careers, which is the timewhen, statistically, the
bigger turnover may well be schools in speciallargest fall-out comes. What we find now is that
measures. Though I do not actually have anybecause of changes in funding, what we thought was
statistical proof of that, my instinct would be that isgoing to be a support package through the CPD
the case because the problems there for teachers arestrategy, is now going to go into school funds and
immense. They are linked to several features, thewhether or not that will find its way into the place for
degree of accountability to which those teachers willwhich it was intended is questionable, with the best be subjected in terms of frequent and regular visitswill in the world. The question of teacher morale, from Ofsted and HMI, which places tremendous

which colleagues have touched upon, is very pressure on them, the degree of record keeping and
important. It is important to give new teachers the target setting that will be an inherent part of a school
right start and the induction process is there and yes, like that, places great pressure on the teachers. This
it is hit andmiss; themessage we are getting fromour big issue of pupil behaviour will of course also play
NQT members is that it is hit and miss. In some a very clear part in that. Something which may not
schools they get extremely good induction and in necessarily be the case, but one suspects it might be,
some schools’ circumstances, be they financial or is when there might not necessarily be a very good
management circumstances or otherwise, mean they join between teacher specialisms and the actual
have a harder time. That should not be the case, but degree or professional skills of the teachers in terms
too often young teachers are left feeling that they of their qualifications. That may disjoint. In many
have been dropped into it. The CPD strategy group, ways it might be a mistake, if I may say so, to
of which some of us here are members, have been concentrate specifically on those schools. They do
putting together a package of support for teachers in have quite specific problems which have to be
the first five years of teaching, which we felt would addressed, in particular, for example, the question of
give them the opportunities that they needed to funding those schools, the question about the small
develop during that period. One of the things which pupil:teacher ratios are absolutely crucial.
contributes to morale is support and feeling support
is there and feeling that the opportunity for Q287 Jonathan Shaw: Do you think we should pay
professional development is there. If that is now teachers in those schools more?
going to be eroded, as some of the sabbaticals and MrO’Kane: In some respects that has happened, but
the research bursaries are being eroded, which were I do believe it is a serious question that we have to
things which fed in to teachers’ careers at various address as a union. It is true that teaching in such
strategic places to raise morale, to give them the schools is extremely diYcult and ought to be
feeling that something is there for them and that they recognised in the salary structure and the salary
can develop and they can move on, it is crucial that structure should be so geared as to recognise that
those kinds of things remain, otherwise we are going fact.
to see morale declining. Although we might not see
such a big turnover of teachers, it has already been Q288 Jonathan Shaw: We heard evidence before
mentioned that morale amongst mid-career teachers eVectively saying that if we are to get the very best
can be so low that they feel and say when asked that teachers into the most diYcult schools then we have
if they had the opportunity to leave teaching they to pay more, but in your written evidence to us you
would. That is not the kind of workforce we want in are saying that the incentives lack transparency and
schools. We want a motivated workforce in schools, equity and are a source of resentment amongst
not one which is looking for the first opportunity to teachers who are eligible for them. You have just
get out. Those support structures have to be there, said to me that it is something we need to look at.
along with solutions, dare we say, to the four points MrO’Kane:No, what we were referring to there was
Doug McAvoy has mentioned. Those are the things the “golden hellos” and “golden handcuVs” and all
quoted by teachers who leave, as being the reasons the rest of it, which have been a mish-mash of
for leaving: workload, pupil behaviour, salary, measures which we believe have had an eVect, not on
etcetera. You have heard it before. retaining teachers, but in creating this quite inchoate
Chairman: Thank you for those opening answers. system of payments which is leading to ill-feeling

amongst teachers. The point I should like to
emphasise is that teachers in schools like this, need

Q286 Jonathan Shaw: What are the characteristics to be extremely well supported. This is where we
touch upon an issue which hopefully may haveof those schools most aVected by turnover?
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beneficial eVects in terms of raising teacher morale. Mr McAvoy: I am sure that is true, but the Alan
Smither’s study in 2001 has a chart which identifiesIt means measures which will address the excessive

workload of teachers. Teachers in schools like that training wastage. It may not take account of those
who come in a year later than expected but they willhave particularly heavy workloads, often a heavy

degree of accountability and there is the whole not account for the tremendous gap between those
who qualified as final year trainees in 1997,question of behaviour management and so on. They

can support them, through the employment of more completed in 1998 and then were teaching in 1999. If
you look at that cohort, there is a tremendous gap.teachers in those schools and also through the use of

other staV to help them in their particular task, and Wemay diVer as to what that percentage is, but I am
sure we would not diVer in our view that there is athat is why I believe at the end of the day it does come

down to a question of funding and a recognition that sizeable percentage of youngsters who get to the
point of being able to teach but who choose not to.such schools have particular problems. I believe that

the LMS system sometimes has a regressive eVect on We should knowwhy.We knowwhy, in terms of our
original survey: it is because of those four pointsthe funding of such schools. Those schools in many
which I identified earlier. If Government wanted toways are entitled to a disproportionate funding in
get them in and make it more attractive to go fromorder to compensate them for the real diYculties
the point of qualifying to the point of work, it mustwhich they face daily. That goes wider than the
address those four issues. That is in advance ofdiVerential payment of teachers in such schools.
answering your question.Mrs Thompson: I should like to turn it round the

other way, not looking at the characteristics of
schools with high mobility, but the characteristics of Q291 Chairman: Just on that point, are you not
those in which teachers want to remain teaching. having your cake and eating it there? Your reply to
From the research by the London Metropolitan Jonathan’s question started by saying that the real
University, what they are looking for is an ethos problem is that they get trained and do not ever
inside the school which is to do with supporting actually teach. Surely theremust be a rather diVerent
teachers and providing provisions for them. Clearly explanation for those people who never use the
in schools which have peculiarly diYcult qualification than for the others who are put oV by
circumstances that is not going to be relevant, but the four areas which you mentioned in your earlier
what we would want to emphasise is what the Audit question?
Commission says and that is that teachers and Mr McAvoy: I think you will find I did not use the
people in the public sector in general leave because word “real”, that the “real problem was . . .”. I said
of negative experiences rather than compelling there was another problem.
alternatives. For example, the research on NQTs
suggests that where in fact you have the support of Q292 Chairman: So what is the distinction between
an induction tutor and they are accessible to you, the two?
49% of those NQTs said they enjoyed their first year MrMcAvoy: I do notwant to be portrayed as having
of teaching compared with 13% when that was not said that the “real” problem is this gap between
the case. You are looking at internal characteristics those who qualify and those who come in. That is
of schools, which actually make them places where “a” problem, not the “real” problem; it is just “a”
teachers want to remain working, which is the problem. We should seek to identify why it is that
reverse of that which makes teachers more mobile. they do not come in. If they get in, what is it which
We would want to emphasise the importance of the might be factors and criteria in some schools which
nature and characteristics of managing schools as make them more willing to stay. We should do that
organisations which do impact upon both retention analysis as well, but in doing that analysis, you then
generally and on mobility. have to question whether you could replicate all of
Mr McAvoy: May I address it from two diVerent the factors in the schools where they stay, such that
positions? The first is in a sense before we get to the they occur in every other school? You could not.
point of analysing what criteria within a school Some of the factors are about the population, about
might attract people to stay, and equally the reverse, the circumstances they face in those schools, more
how can we get more of those who train and challenging schools, more diYcult schools, schools
complete their course into schools? Currently there where there might be a greater likelihood of
is a massive gap between those who complete their behavioural problems.
course and qualify and those who enter.

Q293 Jonathan Shaw: Should we pay teachers more
in those schools than in the leafy suburbs in theQ289 Jonathan Shaw: Some of them do not go in
home counties? Is that what you are saying?the first year, do they? We have questions about the
MrMcAvoy:We tried it; we tried it before.My guesscollecting of data and there have been complaints
answer is that we should make sure that all teachersfrom a number of organisations about the reliability
are properly paid. If you do that, such that you tickof that. We do know that there is a number of
oV that fourth element, or one of those four elementsteachers who qualify who then wait a year or so
and do that and as a result of doing that get morebefore they actually go into teaching.
from the point of qualifying to entering the school,Mr McAvoy: Maybe.
let us see what the problem is then and see what we
need to do.We have tried payment before andwe did
so through the social priority schools approach andQ290 Jonathan Shaw: For sure.
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it was rejected, it was rejected by everybody. It was Mr McAvoy: There would be a tremendous
advantage if a government were to decide it wastried and did not work. You were applying a

diVerent salary element to schools which were going to collect information and hopefully do so on
the basis that it would then discuss with all partnersseparated by the width of a road, because the criteria

themselves seemed to suggest that teachers should be the type of information that would be beneficial and
the publication of that. Over the years thepaid more. Maybe the school needs more support,

maybe that school should have more teachers in Government used to do that; it used to do that on
teacher shortages and then they stopped the surveyorder to deal with the behavioural problems which

might be rife in that school, or maybe there is because they did not find the results very acceptable.
It used to have a staYng survey and, I do not know,another factor. You are into looking for the factor

which causes that school not to retain teachers there might be one currently under way. You read
that kind of study and some tremendous work isagainst this school. If you analyse that, it will come

down to one or two of the four we have identified. being done to which I am privy as president of
ETUCE. This is saying that the lack of statisticalIt will either be excessive workload, because of bad

management, or it will be behavioural problems information reinforces the inward-looking nature of
the discourse. The problem about teacher supply,which are not being properly dealt with. It is unlikely

to be pay because that would aVect everybody. It is teacher shortages and teacher deployment is
European, it is not peculiar to this country.unlikely to be government initiatives, because they

are going to aVect everybody. If you look at those Therefore a study has been undertaken and a report
is to follow, but one of the key issues is that there isfour factors and then do what I have suggested, start

by asking how you get these people from being a lack of statistical information. As I said to begin
with, but for the union commissioning Alanqualified into post, then, why should some leave that

school more quickly than that, you will gradually Smithers and PamelaRobinson, wouldwe be having
this discussion now? I do not know, but we did andcome towards the solution. I do not think paying

them more will necessarily be that solution. as a result of doing that, we hope there can be a
healthy debate. Certainly I go along with a pointMrs Simpson: I would agree with that. Paying more
which comes from your question, yes, a brave andto teachers who are in diYcult schools has been
courageous government would set about a studytried. Mechanisms still exist for doing that through
which was carried out openly and in concert withrecruitment and retention allowances. They are not
partners ready to publish the results.liked, they are not well used and the reason for that

is that the motivation for teachers to remain in a
school like that is not only salary. You can pay a Q295 JeV Ennis: In response to what Doug has just
teacher as much as you like, if they find the place said about the two main factors in terms of
diYcult to work in, if they find the place stressful, if inhibiting retention being workload and behaviour,
they have huge problems with workload and I very much agree with what you have said. Do we
behaviour, they are not going to stay there, however have any evidence to show varying retention rates in
high the salary.We have to look at things other than terms of specialist schools as opposed to non-
salary within the school context and I think that is specialist schools or excellence in city schools in
why in somany cases workload and behaviour come challenging circumstances as opposed to schools
out as the top reasons for teachers leaving a with challenging circumstances outside excellence in
particular post or indeed for leaving the profession city areas?
as a whole. Salary is not up there with those two. In Mr McAvoy: It may be too early, but the initial
the kinds of schools you are talking about, the information we have is that you get less turnover
schools we would class as more diYcult and more there, because those schools are better resourced.
challenging, the major problem that teachers in that You almost get a situation where the teachers want
kind of a situation face is the problem of increased to work in those schools, either because they are
diYculty in pupil behaviour. Initiatives, workload, better resourced, they have equipment they would
yes, pupil behaviour does engender its own not have anywhere else, they have better staYng, or
workload element, but those things remain fairly because they are in tune with the commitment, with
constant. There are other ways of tackling the the philosophy, whether it is excellence in the city or
working environment, for example more support, whether it is specialist schools. The only returns we
smaller classes in that type of school and those are have are proven on a wider scale. You then cannot
the things we should be looking to put in to support ignore the fact that they are better resourced schools
the teachers who are there. I do not think you are and therefore they could provide smaller classes,
going to do that through salary. It has been tried they can provide more support, then, in terms of
before and it has not worked. specialist schools, they may be able to avoid all the

behavioural problems by the selective nature of the
specialist school. Certainly if you then were to takeQ294 Jonathan Shaw: As I mentioned in my
a step further and look at the independent sector,question toMrMcAvoy, there is the question of the
some of the problems do not arise there and there iscollection of information. NEOST and others have
a greater stability of staV.said to us that they collect, the Department collect

and it is important, in order to understand the
problem, to have an exact figure of what the Q296 JeV Ennis: Do they then have a tighter focus
turnover and wastage is. Do any of you have any or mission statement which might assist the

retention policy?comments about that? Should it be one source?
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Mr McAvoy: No, the mission statement would be where the newest recruit was a 53-year-old chap who
for governments to give them more money, to give had been in printing for many years. He said to me
all schools the same amount of funding they give to that he loved the job, it was a new job, he did not
special schools. That would be one hell of a mission think it was an excessive workload and he said it was
statement. no more excessive than it was in the industry he had
MrO’Kane:This is the obverse of the pointMr Shaw just left. I wonder whether we should encourage
was making. The position of schools in challenging fluidity, more transfers across from teaching into
circumstances, which are experiencing diYculties in commerce, into industry and back again. It seems to
retaining teachers, I believe, is that they need me that would enliven things. Nobody has a job for
diVerential funding. The problem is that funding life now. I have had six diVerent careers and 12
goes the other way and in that sense it accentuates diVerent jobs in my life and I still have somemore to
the problem rather than solves it. go. Could you take us through that?
Mrs Thompson: It is not only the turnover in schools Mr McAvoy: The figures are there which show that
it is whether or not that turnover means that they are we cannot recruit suYcient good graduates into
leaving the profession. You can have high turnover teaching; those figures are there. I cannot imagine
schools which is actually a very positive feature anyone on any committee challenging those figures.
because it actually means that the schools are doing We cannot meet government targets for the intake
a great deal to enhance the confidence of the staV in and therefore we are short of suYcient good quality
the schools and those are the schools quite often graduates coming into teaching. We also know we
which do have a high turnover, but not because cannot keep the oneswho come in. They leavewithin
teachers leave the profession, because they go on to three, four, five years, certainly many of them not to
play valuable roles elsewhere in the system. It come back. There is a problem about recruitment,
depends what you mean by turnover I think. there is a problem about retention, which is

statistically and research based and those figures are
there and have been there for a long time. Add toQ297 Jonathan Shaw: Teachers leaving also means
that the fact that we have been given the reasons forthat a lot of them are going to other schools as well;
teaching not being attractive, or being attractive towe are aware of that. I wonder whether you have
begin with, but why people leave. There are four.considered as well, as has been suggested in evidence
They have been there for a long time. I cannot agreeto the Committee, that young people coming into
with the suggestion that maybe we do not have thethe profession these days will have a diVerent
statistics. Whatever Eamonn and I might have saidperspective on how long they might stay in school,
in terms of a previous question, certainly my answerin a similar way that society has changed and there
was not to be hesitant about whether we had theare not so many jobs which are jobs for life and
facts. We have the facts. The National Union ofpeople do have an expectation that they will change
Teachers has long been a supporter of widening thequite frequently. I know that there is a negative
routes into teaching. We want to encourage peopleimplication for that, but nevertheless that is with us.
to come into teaching. We will not be able toMr O’Kane: I know that point has been made on
encourage them to come into teaching withoutnumerous occasions about portfolio careers, as it
necessarily having to uproot their family life and gowere, and teachers moving in and out of the

profession and there may be some truth in that. somewhere for three or four years.Wewant a system
Indeed many presumably do move out once they whereby people can build up through a credit type
have paid oV their student debts and thatmay be one system and develop their qualifications such that
way that the exodus is even an enhancement of the they can become teachers. We have been promoting
profession after four or five years. The point of the that for about 15 or more years. We are not a closed
matter which is crucial is that in teaching you do shop in that respect. We welcome those who have
need a solid cadre of teachers who are there as come in from other occupations. It might be a fact
lifelong teachers. Of course career breaks ought to of life that youngsters do not now come into
be encouraged but at the same time there has to be a teaching for life. If that is a fact of life, let it be a fact
certain cadre of teachers who are committed to the of life. Do not promote it. We have statements from
profession on a lifelong basis. That experience and government ministers which say teaching is not a job
continuity is crucial and it is particularly crucial in a for life, almost encouraging them to believe they can
school which is experiencing real diYculties. It is come and go. How can anyone then budget for the
actually the turnover of staV in those schools which number of teachers we need if you do so on the basis
often accentuates the diYculties. that you encourage them to go or plant the seed that

they might want to go? Surely we should start by
having a system which makes teaching so attractiveQ298 Mr Pollard: Eamonn said earlier on “my
that they want to come in and when they come in,instinct would be” and Doug said “I guess my
nothing, but nothing, would drive them away fromanswer would be” and it seems tome that whilst I am
teaching. That is the kind of vision we need from asure Eamonn’s instincts are first rate and very sharp,
government, of whatever political hue. That is whatwe must not rely on instinct, we must rely on solid
we need. We need that to reassure teachers who aredata to eVect our decisions. I just wonder whether it
in schools now that they do not have to work longeris your belief that there is suYcient data, particularly
to get the pension they have been promised.We needas the only information we have is for first year
that to ensure that those youngsters, who get to thegraduates and after that there is little. I was at one

school this morning, nursery school admittedly, point of qualifying but do not take the next step into
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our schools, come into our schools and we need that which, when taken together, can produce disruptive
behaviour in classes which causes teachers so manyto ensure that those who come into our schools stay

in our schools. That is a fairly simple vision. diYculties. If we can have more people in schools,
helping on all those issues, through learningChairman: Let us shift for a moment. I want to focus

on retention issues which we have obviously touched mentors, through helping with behaviour of pupils,
then I think that is a good thing and that is what parton already: workload and pupil behaviour.
of the BIP is and they have been experimenting with
that in certain LEAs where I have had some detailedQ299 Ms Munn: I am going to go on behaviour.
briefings. That approach is one which we could lookThere is an agreement that behaviour is an issue, an
at. There is a series of other issues, but I will not goagreement generally from the Government and
on to them, because I want to concentrate on youryourselves and you have mentioned it several times
specific question.today. The Government has had a behaviour

improvement programme in place for a year. Is this
the right approach? Q301 Ms Munn: Certainly I know from schools in

my own constituency, when I go into them, that thisMr O’Kane: I certainly welcome what the
Government is embarking upon. First of all, it is a whole issue of learning mentors is probably one of

the single most important things the Governmentrecognition of the problem and that is quite
important. There have been quite unsuccessful have done through all sorts of diVerent programmes

and it is interesting to hear you saying that. Merylattempts in the past to sweep these issues under the
carpet. There have been many examples of schools, Thompson and Deborah Simpson are nodding. Do

you want to say something on the Government’slocal authorities and government ministers
suggesting that the problem of behaviour is an programme?

Mrs Simpson: Any initiative from the Governmentexaggerated one. My own union has on many
occasions been accused of giving an alarmist which actually highlights and acknowledges that

behaviour in schools is a problem . . . As colleaguesmessage when we have reflected only too accurately
the strong feelings of many teachers confronted with have said, it has been something that teachers have

known for a long time, but is all too easily sweptthis diYcult and pervasive problem. Therefore it is a
useful step that the Government have recognised under the carpet or the blame has been laid at the

door of the individual teacher or indeed thethat this is a problem and have begun to institute
measures to address it. Whether the measures they individual school. Anymeasures which highlight the

problem and actually go out to tackle that problemare producing will in themselves deal with the root
of the problem, remains to be seen. It is a pilot are welcome. One of the things with behaviour is

that a lot of the causes of bad behaviour in schoolsproject as you know and obviously there are lessons
which need to be learned from its implementation. If come from outside the school, so in a sense it is very

diYcult in that context for schools to provide a totalI may make a couple of observations in a rather
more general way on this issue. solution. I do not think schools can. To provide a

solution within the school setting is a time-
consuming thing. The experience I have had fromQ300 Ms Munn: Can we just deal with the
our members who have worked with learningprogramme?
mentors has been that they have found itMrO’Kane: Indeed. I was going tomake a point that
overwhelmingly positive. Encouragingmoves of thisone of the ways in which I think the BIP programme
type, which give other adults time to spend withhas looked at this issue of managing pupil behaviour
diYcult youngsters, are to bewelcomed. It is anotheris the ability of schools to be able to tackle it on an
way in which teachers are supported. Initiatives suchindividual basis, for example to have considerably
as this, which are actually targeted at improvingmorementors, to havemore adults being able to deal
pupil behaviour within the school context, are to bewith problems, try to nip them in the bud before they
welcomed. They should be expanded and built upon.develop. Frankly, teaching, because we simply do
One of the things in the remodelling agenda is thatnot have enough teachers and they do not have the
adults with specialist training are going to be theretime because of the pressures they are under from
in schools working alongside teachers, working withtheir other responsibilities, simply does not give
teachers to help those pupils who have thesethem that opportunity. I think that one of the
behavioural diYculties. In some schools it is ratherpositive aspects of the proposals for remodelling the
a large proportion of the school.profession, which I know are a touch controversial,

one of the useful developments which will take place
there, is bringing more adults into the schools, Q302 Ms Munn: What about the issue of school

leadership in relation to this? When I was a schoolproperly trained, who can help and complement the
work of teachers in tackling problems which often governor in an inner city area, one of the things I

found that made the biggest change to behaviourderive from the youngsters’ own particular
diYculties in their individual home backgrounds or was actually when they introduced a whole school

behaviour policy. I am talking about the primarytheir relationship with other youngsters and,
incidentally, could also touch upon the issue of school level now and I know it is more complex at

secondary school. That had a significant impactbullying, which is an important point which teachers
again may simply not have the time to concentrate because the rules for the kids were the same

throughout the whole of the school and there was aon and identify the causes of bullying and help the
youngsters deal with it. There is a series of issues clear understanding about that. How important in
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your view is that school leadership approach of Q304 Ms Munn: And they are all perfect and they
never get it wrong.actually saying this is how this school deals with

behaviour, or indeed maybe even on a wider basis Mr McAvoy: All kinds of people get things wrong;
MPs get things wrong.than just one school, given that schools inter-react?

Mrs Thompson: As long as that is accompanied by
the relevant training for teachers. Some of it is

Q305 MsMunn:We know that but I do not want toactually to do with the understanding of behaviour
go too far down that road. A blind acceptance thatmanagement that teachers themselves have. They
they are always going to get it right is surely notneed to have a range of strategies to deal with
right.behaviour and sometimes it is not recognised that
Mr McAvoy: The appeal panel, if it does exist,you may have been in a career for 30 years and
should have the power to ask for a particular case toduring that time the behaviour of children has be looked at again, but it should not have the powerchanged enormously. There needs to be an adaptive to call for a pupil to be reinstated when it is clearly

process in the methods you might need, provided it the view of the professionals that that is not in the
is accompanied by empowering teachers to deal with best interests of that pupil and certainly not in the
behaviour. One thing that some GTC research best interests of the other pupils in the school. The
showed recently, which is quite interesting but does Government have moved some way towards us on
not oVer any solutions, is that really there are some that issue but not yet far enough. The key point
teachers in schools who have very little experience of however is that there needs to be an acceptance.
highly motivated pupils. The pupils they have met What is the purpose of people becoming qualified
have always been those who are reluctant. To have teachers? It is because, having got the qualification,
had a whole career in which you have not met any it brings something with them to the job. Part of the
eager and curious children, but have always had thing is to identify behavioural problems before they
problems with behaviour and getting them get to the point which causes them to be a real issue
interested is actually quite a challenging life to for the school. That needs to be recognised. At the
experience. We do need to try to find ways of same time, however, there will be diVerent problems
supporting teachers in these areas, perhaps in in certain schools. Certain schools are more likely to
recognising that there are diVerences in the havemore behaviour problems over a period of time
challenges in some schools compared with others. than others and there is this other dimension which

perhaps has been never identified very much
previously of the teacher who is suddenly in aQ303 Ms Munn: You have raised an interesting
situation where the challenge is not keeping theseissue there, because it is one of the issues we talked
kids in order, but trying to respond to the needs of aabout in a previous session, the diYculties of youngster who wants to learn and wants to goindividual schools helping teachers have successful further and further. By and large the qualification of

fulfilling careers without there being any overview teachers should prepare them for that.
which might, whether it was an LEA or some other Mr O’Kane: I want to pick up on one of the points
mechanism, actually say what this teacher needs is a Ms Munn raised about the collaboration which you
diVerent school. Do you have any views on whether mentioned earlier on. First, your point that a
that could be put in place to deal precisely with that behaviourmanagement policy should be common to
kind of issue? schools is absolutely crucial. Recently my own
Mr McAvoy: We would support totally what has association and the Secondary Heads Association
been said. The attempts to provide more support for produced a jointmodel whichwe thinkmeets exactly
schools are welcome. We do need more learning the sort of points you are making. The other thing is
mentors, we need to have the facilities which the that when you have a policy of inclusivity in schools
school can turn to and use if they get to a point of where you are arguing that every child, irrespective
exclusion, pupil referral units and the rest. There of their particular needs must be educated in a
needs to be an acceptance, which is not there yet mainstream school, that can place enormous
generally among the public, that really the decision diYculties on schools. The NASUWT is very clear
about the pupil or pupils who are causing the that of course we are in favour of trying to include as
behavioural problemmust be left to the professional many children as possible in schools, but sometimes
judgment of the head teacher and teaching staV. there are some youngsters whose behavioural
There still is the problemof the prospect of an appeal diYculties and problems are such that to teach them
committee getting involved and forcing in a mainstream school presents such huge problems
reinstatement of the pupil which will not help that it is certainly not in the interests of the child and
education in the school. If you then have all those certainly is not in the interests of the other children.
ingredients in place, are there other things? One of One way in which we could look at this in the future
the things is to accept that the professional is to develop amore collaborative approach between
qualification a teacher has should prepare the schools. That is why the idea, for example, of
teacher in most cases for the behavioural problems federation is one worth thinking about. I know that
which occur. If they do, that is why the professional there are all sorts of diYculties with it and I know
judgment of the teacher and the head teacher should there are all sorts of questions which need to be
be acceptable. That is part of the qualification of asked before it is ever rolled out. For example, if a
teaching, that is what they have been trained for and child is experiencing diYculty in school A which is

part of the federation, itmaywell be that tomove thewhat you should expect from them.
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child from school A to school B could solve the share their assets—why would they?—if by so doing
they do not get on the bandwagon of the specialistproblem. It could also transfer the problem, which

could be resisted by the teachers in school B. At least school as quickly as they otherwise would.
it gives the opportunity for children to move around
schools and indeed the teachers to move around the

Q308 Paul Holmes:Moving on to workload issues,schools—the point Mr Shaw made earlier on about
in the evidence session last week we heard fromteachers being able to move around diVerent
Graham Lane from the employers’ association andschools. If you concentrate all the time on individual
he said yes, there had been a problem in the last fewschools, this is what LMS, indeed the whole funding
years of teacher recruitment and retention and wething does, it causes great problems. If you miss out
might be turning the corner now. He thought thatthis collaboration, you miss out this movement
some of the measures in place or about to come onbetween schools, the opportunity for the
stream might transform the situation, although heprofessional development of teachers and in this
did only saymight. He was thinking of the workloadparticular case the youngsters could move around
conditions and the fact that from September thereand in this way the child is not necessarily excluded
would be 24 things that teachers do not have to dofrom school, they are not excluded from the system;
any more such as putting up displays, counting thethey are excluded from school A, but they are not
lunch money and doing the filing and theexcluded from the federation. The federation may
photocopying, all the things I loved in the 22 years Ibegin to develop a mini-LEA, but so what?
was a teacher and this army of classroom assistants
were going to come in and take all the pressure oV in

Q306 Ms Munn: That helps me move on to my last the classroom and allow the teachers to nip out and
bit of questioning on this issue which is around key have a cup of coVee while they marked some exam
factors which influence pupil behaviour. A number papers. It was going to be teacher heaven from the
of you referred to what kids are bringing into school sound of it. Do you have any comments on that?
eVectively. I suppose I just want to widen out this Mr O’Kane: Yes, I have. I have been striking a
discussion to perhaps even go beyond the school slightly more optimistic note than Graham Lane,
federation in terms of tackling and looking at the who is of course a signatory to the national
causes.What involvement should schools be having? agreement to bring in these measures. Yes, the issue
How should they be dealing with this issue in we are all agreed upon on this side of the table is that
relation to other ranges of professionals and even one of the problems we face in future was the
support for individual children with problems, question of excessive workload and that came out of
bearing in mind that one of the positive things for every survey which has ever been conducted in the
children is, if they can be in mainstream school, it last number of years on teachers’ attitudes to the
does bring lots of other benefits, but it needs to be profession. I do believe that the extensive and
done in a way which supports the whole of the detailed discussions we have had with the
system. Government over the last number of months which
Mrs Thompson: One of the positive things about did lead to the national agreement on raising
workforce remodelling is that you can actually look standards and reducing workload have both the
for ways in which you can support children which is potential in the long run to bring down theworkload
not left solely to teachers, so you can bring in expert of teachers and in the short term certainly will, in the
support of a variety of kinds, including learning ways you have described, in the 24 tasks which have
mentors, which can provide that support which been transferred. It is even more fundamental. What
young people need. we are seeing is indeed a remodelling of the
Mr McAvoy: I certainly think schools should be profession which is an uncomfortable process for
working with other agencies. I just want to make a some and I can understand that. The fear is that in
comment on the federation approach. I think it is a bringing other adults into the school to complement
good approach, but, if at the same time specialist the work of teachers there could be a danger that
schools are being promoted as theway forward, then those adults would be substituting for teachers in
you will not get schools co-operating. carrying out a pedagogic function of teachers which

rightly should remain the prerogative of qualified
teachers. I believe that the national agreement whichQ307 Ms Munn: Except in SheYeld.
has been negotiated, which has now been rolled out,MrMcAvoy:Generally schools will want to become
will protect the role of the qualified teacher, but atspecialist schools because they can see the financial
the same time will relieve them from a whole raft ofattraction. They are going to get more money. They
tasks which you quite rightly say have been the banewill not get more money by co-operating with the
of teachers’ lives for many years. Furthermore Ischool down the road because they have lost the
hope it will also help teachers in terms of some of thereason why they get more money. The whole drive
onerous duties they have already had to carry outtowards specialist schools works against any kind of
when teaching, very specifically, for example, theircollegiate approach with schools; that is what it
obligation to cover the classes of absent colleagues,does, that is the consequence. It is a dreamland to
which has been one of the things teachers mostbelieve that whilst the Government promotes one
cordially detest when they have to fill in for absentconcept and says to the secondary school population
colleagues. That is something which needs to bethat it wants them all to become specialist schools,
addressed and I believe the measures we have putthey should get in their bids, they are then going to

share their problems and share their expertise and into place will do that. I do believe, and I say this
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quite explicitly, that the Government deserve credit because if they do it themselves they give a message
in this regard. It is not something which teacher to the kids in their class that they treasure their work
unions have been noted for saying in recent years, and they do not want someone else to put their work
but I do believe that in this context they do deserve up. That is what they want to do. If that is what they
credit. There are conditions of course which underlie want to do, they can do it, but they cannot be
this and the most fundamental is the problem of contractually required to do it and that is the
what is going to be a very extensive reform position of the National Union of Teachers. We
programme and if the funding is not put in then welcome the commitment to transfer that work, but
clearly the measures will not succeed. It is absolutely sadly the draft contract is written such that for the
crucial that that happens. I do think that for many first time teachers will become contracted to do the
teachers this is the first chink of light in this very, work other than routinely. That is a worsening in
very important issue of reducing the excessive their contract, but that is a minor point. The
workload of teachers, of concentrating the work of principal point is that raised by Eamonn. How can
teachers on what it always should have been, that is you aVord to transfer the work because the funding
the primary task of teaching, that these extraneous crisis has caused local authorities and schools to
duties and responsibilities which have been piled make redundant or to decide not to replace not only
upon them over the years through the activities of teachers but support staV. When Dave Prentice and
various governments should be stripped down and Imet last week, the issue for us was howhismembers
can be easily transferred to colleagues, who can take on this work in September when there are
themselves will hope to have a career structure in fewer of them. That is a very diYcult equation to
which they will be able to contribute to the life of the balance. There are fewer of them because of the
school. I do actually think it is a recognition, as it is funding crisis. Can it be done? I do not know the
in other professions, that there is nothing answer to that. What I want to encourage you to
intrinsically wrong with widening the group of look at is the 15 January agreement. If you read that,
people who are involved in a certain profession. It you will find there is an annex to it and the annex
has happened in medicine and it is happening in identifies and puts figures against all the ongoing
teaching and in my belief, provided the proper costs, not just for 2003–04, but also 2004–05 and
safeguards are put into being, it will not undermine 2005–06. For 2003–04 it identifies all these costs
the job of teaching, in fact in many ways it will which are expected to increase and then says that
enhance the job of teaching. That is something leaves us £1.1 billion for the workload reform
which needs to be recognised.May I just conclude by agenda. However, at the local government
saying that I would love to see that simple role of the association conference two weeks ago, the Secretary
teacher as the pedagogic leader being reflected in the of State was proud to say that we have £250 million
whole salary structure so that all the accretions of for the workload reform agenda. So between 15
salary for management and administrative posts January and twoweeks ago he had lost £850million.
which have been the major way in which teachers I met David Miliband last week and he would not
have made their careers in the profession, will be tell me which of those budget heads—and there are
swept away and we do concentrate on rewarding five—had been increased except one. He said they
teachers for that primary task of teaching? I do think had budgeted for a 2.5% increase on teachers’
these measures are very helpful in that regard. salaries and it is 2.9%. But he would not give me a

figure against any of the other budget heads. I invite
you to get the figures, because if, instead of £1.1Q309 Paul Holmes: I wonder whether there might
billion for workload reform this year, we have onlybe another point of view.
£250 million, every one of those budget heads is theMrMcAvoy: I was certainly going to give one and I
base for next year and then the base for the yearshall do it now. Your question was based on the
after. That is why David Hart has gone public andtransfer of tasks and the transfer of the tasks is not
said that we are short of £2.2 billion. That is thecontentious. It is something where I do not think
arithmetic. That is not the fault of the Chancellor, itthere is any diVerence between the National Union
is not the fault of the Treasury, it is the incompetenceof Teachers and those who signed the agreement on
of the DfES and the Secretary of State. Unless that15 January; I think we are all agreed on the tasks
money is put in now, how can you transfer work towhich should be transferred. The NUT view is that
people who have gone, because they have either beenthey currently are not a requirement for teachers.
made redundant or they have not been replaced. TheTeachers do them because nobody else is there to do
transfer of the 24 tasks is not a contentious issue atthem, or because they want to do them, but nowhere
all, but if the money is not there for that, nor for thein the current contract for teachers is there a
rest of the workforce reform agenda, then whatrequirement for teachers to undertake those tasks. It
chance is there of teachers getting their marking andis not there.We have a pay and conditions document
preparation time, limits to cover and a reduction inwhich is based on the Pay and Conditions Order
workload such as was recommended by the schoolwhich goes through Parliament and that contract
teachers’ review body. The school teachers’ reviewdoes not require teachers to do those things which
bodywas very careful, cautious. It suggested that theare covered by the 24 tasks. So to transfer them is no
Government should agree targets for overallbig deal in terms of the contract: it is a big deal in
workload and it put figures in. The NUT believeswhat they do. There may be lots of teachers who still
those targets should be in the agreement but they aresay—and I have met them in meetings—that they

still intend to put up their children’s work in the hall not, which is one of the reasons we did not sign, not
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just because the targets are not there, but because the specialist knowledge is suYcient for you to have
confidence and take accountability forwhat it is theyreview body said why they thought targets should be
are going to be teaching.there. If they are notworking, theywould come back

and re-visit the issue with a view to putting
contractual limits on the number of hours a teacher

Q311 Paul Holmes: So while improving educationalcan be required to teach and that is the issue.
delivery, it could actually increase teacher workloadTeacher workload relates directly to the number of
rather than decrease it.hours required to teach and the number of pupils
Mrs Thompson: It is an open question yet as tothey teach. That determines how much time they
exactly what it looks like in the future.have to spend on marking and on preparation and
Mr O’Kane: I am sorry, I entirely disagree. I find itthe other activities they need to do to discharge their
a remarkable proposition that teacher organisationsprofessional responsibilities. If you do not address
would sign up to an agreement which actually endsthose, you cannot drive down workload in the way
in increasing their workload rather than decreasingin which theNASUWTand theNUTfirst embarked it when the whole point of the exercise is to reduceon a joint campaign to get teachers in England and workload. I know some curious descriptions are

Wales the same benefits in their contracts as had attached to teacher unions at some times, but I do
been agreed in Scotland. not actually believe they are incapable of
Mrs Thompson: The Committee is particularly understanding their real interests. I do not accept the
looking at secondary teachers at the moment and proposition that you are advancing. I understand
there are probably arguably diVerences between the that in certain circumstances there could be a
impact of the workforce remodelling on the problem in allocating work of non-teaching staV,
secondary sector compared with the primary sector but the agreement provides and the new regulations
because it is common for secondary school teachers which will come in on the higher level teaching
to have non-contact time. I agree that the issue of assistants, for the supervision of many of these
cover is likely to be very important, but the sorts of support staV by other support staV. One of the
issues which our members are now beginning to be things which is missed here is that you are creating
concerned with are what their involvement might be career structures for other adults. For the first time,
in the training of other staV who have worked with the work of other adults in schools has been
and supported them and whether there will be time recognised in a way which I find remarkable and is
to liaise appropriately with other staV who might be shared by my colleagues elsewhere. It is a good
taking over their teaching responsibilities. There is development, it is not a threat. We have had people
also some concern about the necessary level of helping out in secondary schools for years, lab
subject specialism of anyone who is going to be assistants, language assistants, and the idea that they
working, for example, as a higher level teaching have added to the workload of teachers is a
assistant in the secondary sector where certainly that nonsensical proposition with the greatest respect.
is now beginning to be a concern. Like many of my colleagues, we find ourselves

having great diYculty absorbing the message we are
getting from some quarters that, whatever

Q310 Paul Holmes: The suggestion is, in terms of reservations one might have about the funding, the
classroom assistant, that they will save teachers measures which have been brought in, which
work. In my last year in teaching one of my classes actually reflect the objectives of every teacher
had 32 kids in it and four other adults apart fromme organisation sitting at this table and which have
in the classroom supporting kids in wheelchairs, been passed at conference after conference since
with learning diYculties, etcetera. Certainly having time immemorial, are now actually being
those four classroom assistants helped enormously implemented, that is then to be met with a whole
in doing the job in the classroom.What it did not do range of doubts and hesitations. I just frankly find
was reduce my workload because of exactly what this a negative message to give to those of my
you were saying about the amount of preparation colleagues who believe in trade unions.
and training and this was at secondary level where as Mr McAvoy: I just want to come back on the
a subject specialist with secondary school kids you question you asked from your own experience. We
have to make sure that the support staV were have said all along that we welcome the use of
actually delivering at an appropriate academic level teaching assistants and in our primary schools our
as well. Do you want to expand on that side of it, the members are encouraged to work alongside the
classroom assistants? teaching assistant, particularly in the literacy and
Mrs Thompson: Less work is being done on the numeracy areas and they do so and they enjoy it and
arrangements in the secondary sector and for some they benefit from it. They do not necessarily benefit
secondary teachers working with any other adult in from it by a reduced workload, but they do benefit
the classroom will be quite new. There is a learning from it by seeing the benefit the youngsters in the
curve in the secondary sector which possibly is not classes get by having that other person there.
there in the primary sector. What you said Because they are professionals, they say that is good,
essentially would reflect what ourmemberswould be but it is not because suddenly their workload is less,
concerned about, that it is a more complex task to because all the time they have to be sure that the
direct and supervise the work of others, particularly people who are working alongside them in literacy
when you need to be reassured both of their skills, if and numeracy understand what the next stage is and

what they are going to be doing with a small groupyou are not in the class with them, and also that their
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of pupils. There is nothing wrong with that. There is will also identify and reflect that importance. Where
no reasonwhy teachers should not be doing that, but some schools are doing it and some schools are not
not if the belief is that you have solved their doing it, then that creates enormous tensions and
workload problem, because you have not. Exactly rightly so because one teacher is saying they are
the same would be true in the secondary school. Our doing a particular job and it is the same job as the
view is that at best the solution of more people teacher in the school up the road and for various
working alongside teachers is workload neutral, but reasons the governing body or head teacher in that
it is probably to the advantage in educational terms school has decided to allocate the money in a
of the youngsters both in secondary schools and diVerent way. I do not believe that meets the need of
primary schools and we go along with it for that. a national educational system.
However, we resent the idea that I think was in the Mrs Simpson: Within a national structure the
PricewaterhouseCoopers’ report, which said that if flexibility which is there, if you look at it in detail in
you transfer the 24 tasks, you will save 10% of the the pay and conditions document at the moment, is
workload of teachers. That is the analysis in their huge. It is not being used to its full degree by schools.
study. So you would have primary school teachers The reason it is not being used to its full degree is
having their workload reduced from something like partly because of funding, but because some of the
56 hours to something round about 50 hours. That flexibilities which are there are very unpopular. Just
would be a tremendous achievement and that would to quote one, it is the recruitment and retention
not be something which added to their management allowances, because they are quite rightly found to
time because somebody else would just do it; they be divisive. Our position is that within the national
would collect money and do the other things. Then, pay structure there should be some sort of guidelines
when you have teachers working alongside support as to the implementation of the flexibilities so that
staV, the same equation does not work. What you they are equitable and it is not sheer chance how a
have is certain things being shared and potential to manager in one particular school exercises the
do things they could not do otherwise, but not to the flexibilities, whereas in a school down the road very
benefit of reduced workloads. I am not against the similar jobs may be done for a good deal less money.
agreement to do that, I am against the sale of it as That kind of inequity is not going to get anybody
going to reduce another chunk of 10%, which it will anywhere.
not do.

Q313 Mr Pollard: In St Helens a three-bedroomedQ312 Mr Pollard: Is flexibility in school pay a semi-detached house would cost £115,000. In myrealistic strategy for managing retention given the
constituency of St Albans, the same house wouldpotential divisiveness of pay diVerentials?
cost £360,000. How do the unions and organisationsMrMcAvoy:Not at all. What we are going to see in
suggest that recruitment and retention is practised tothe next few weeks is that because of the imposition
get over that problem, bearing inmind that all of youof an inner London salary scale, there will be people
said you do not like regional pay when that wouldfrom the outer boroughs moving into London in
seem to me to be one of the answers which wouldorder to benefit from it, then people from the fringe
lend itself to this housing diYculty.also benefiting from it. If you have any shortage of
Mr McAvoy: One of the things is that you have toteachers, regional pay, this kind of pay structure
locate the present allowance system. Your reportwhich benefits certain locations, certain schools, will
last time conceded the claim of the NUT that annot work, it will simplymove people fromA to B. So
allowance for inner London of around £6,000 wasthere is no solution in regional or localised pay, none
needed. That is what a teacher who is above thewhatsoever. It is not being used in the public sector.
threshold will now get in inner London, but as partMrO’Kane:Yes, a fair degree of flexibility was in the
of the inner London scale. We think the £6,000 isexisting school teachers’ pay and conditions
deserved by all teachers in inner London, we thinkdocument, but it has not actually solved that
there should be a massive increase in the allowanceparticular problem. In fact in many cases it has led
for the outer London boroughs and, equally, ato a series of anomalies and contradictions between
massive increase in areas on the fringe such asschools. Clearly any national pay system has to have
Hertfordshire. You start with that but you still havea degree of flexibility; it would be nonsensical to
certain areas within any of those bands where thereargue that it never has any flexibility. Quite bluntly,
will be hot spots in terms of housing costs and wethe teaching profession is best served by having a
may need to devise a means by which we assistsalary structure which is recognisable and one which
teachers to buy houses in those areas, not necessarilyis understandable whether the teachers are in
things which have been suggested such as cheapCornwall or in Cumbria. This may not be something
housing, but to have some assistance withyou particularly wished to raise but, bluntly, I
mortgages, with housing associations, with sharedbelieve the way in which, for example, we move
mortgage purchase, a variety of options. Once wethrough the threshold and then to the upper pay
then get the teachers into Hertfordshire—I used tolevels, if we can ensure that teachers continue to
live in Harpenden, so who would want to leave Stmeet the standards set down for the threshold, after
Albans—as long as we have all the ingredients inall they are reasonably rigid standards, if they
place so they can enjoy the job, why would theycontinue to meet those, we can create the salary
leave? In time their investment in that housing willstructure which does honestly reflect the importance

of teaching; I hope the workload reducing measures pay oV.
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Q314 Chairman: Did you say who would want to Mrs Simpson: Just to support what Meryl was
saying, certainly to retain teachers and that is what“live” in St Albans, or “leave” St Albans?
we are talking about, one of the ways in whichMr McAvoy: I said, who would want to leave St
teachers can be retained is to oVer themmore flexibleAlbans? Having enjoyed its attractions from only
ways of working and to open things such as jobfour miles away in Harpenden, I could not imagine
sharing. In order for that to happen, there has alsopeople wanting to leave, but they have to get there
got to be a flexibility on the part of management infirst and it is diYcult to get there if they are coming
schools. We find with our members that the greatestto their first post as a teacher. You have to get them
problem is not with the teachers themselves, who inthere. I thinkwe can do that by allowances which are
some cases find themselves a job-share partner andin line with what we have been jointly demanding
have it already set up, but the inflexibility of some—and if then, on top of that, where necessary there is
I amnot saying all—schoolmanagement teamswho,some assistance with first purchase.
to take a very extreme position, say they do not haveChairman: I want to cover career patterns in
part-timers in their school. As long as you haveteaching and Val Davey has been very patient
entrenched attitudes like that, you are not going towaiting to ask her questions.
reap the full benefit of teachers who are there in the
job market, if they can find employment which will

Q315 Valerie Davey:First, may I register an interest fit in with their life responsibilities as well. To retain
as a member of the NUT and then say that I am teachers and particularly women teachers who
somewhat dismayed at the tenor of this afternoon’s perhaps have young families and other
session. It does not seem to me to reflect the fact that responsibilities or even teachers who are caring for
the numbers of teachers have gone up dramatically elderly dependants, we have to look at being more
in the last few years and that the standards they are flexible and that flexibility has to come from within
achieving with their young people have gone up. the school management.
Therefore we are attracting teachers, larger numbers
of them, across the spectrum. In that situation, what

Q316 Chairman: Are you not dodging thewe ought to be doing more, is the issue today. The
beginning of the thrust of Val’s remarks in the senseend I should like to take up is the flexibility in hours,
that the way you come over this afternoon is as apart-time teachers, job sharing. Is that being
glass half empty rather than glass half full sort ofencouraged by the trade unions or is that looked on
profession, in the sense that here we are, theas perhaps the standard mould which we have
Government has pumped enormous amounts of newtraditionally grown up with?
resources into education, it has had a theme ofMrs Thompson: Particularly in relation to the
education free at times and a lot of very good thingsposition for older teachers, who perhaps are finding
are happening in schools, but by and large you havethat what they do not want to do is to carry on with
come over as glass half empty, have you not?the level of responsibility they currently have, or
Mr O’Kane: I do not think so. I thought Mrperhaps with the amount of time they are teaching.
McAvoy was making a point which was advertisingWe have always felt that a whole range of much
the Government’s virtues. Val’s is a very fair point.more flexible alternatives for teachers, which will
You are looking into the question of retention ofinclude being able to move down without an overly
teachers in the secondary sector in particular. All ofadverse eVect upon your retirement position, the
us have pointed to statistics which do show agreater flexibility particularly for women when they
problem. That is the point and because there hashave family responsibilities, or indeed anyone who
been a problem and are problems—we havehas a responsibility other than teaching, to balance
identified four—we have been exploring thoseyour working life, is something which we have
problems and seeing how they can be dealt with. Itpropagated for many, many years. There is a
is entirely reasonable, if I may say so, for us totendency for both government bodies and teachers
respond to your questions on where the diYcultiesto be somewhat reluctant to be creative in the way
are and I hope we have put forward solutions tothey think of these solutions and I do think this
those. I do recognise that since 1997 the general levelmeans that the teaching profession is less well placed
of teachers’ salaries has increased in a way we maythan many other occupations are, particularly
not have anticipated before 1997 and while the wayperhaps for women in their twenties and thirties. It
in which that has been done may have beenis a very inflexible profession in terms of being able
controversial in certain parts of the profession,to have time oV to go to see your own child on the
equally there is a recognition there. My point tosports field or whatever itmight be.We are not really
Kerry was that we want to build upon that in termsimaginative enough in looking at a whole series of

things which would impact very greatly. The recent of the upper pay spine, but I do make the point, and
I thought I was trying to say it, on the issue of theexample I have seen, because I have been involved

with the Pathfinder project, is a school which has national agreement, when you decide the ins and
outs of that particular debate and obviously it is ahad the imaginative idea of providing for the ironing

of all the teachers on the staV. You bring your debate we continue to have with our colleagues in
the National Union of Teachers and so on,ironing to school. There are issues of that kindwhich

would actually do things which would make your nevertheless I do genuinely believe that that will be a
hopeful development and one that we can vote upon.teaching life easier, which at the moment we are only

really just thinking about and not just formal things We are not painting a universally negative picture,
but nonetheless I thinkwe are attempting to describebut informal things too.
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a realistic picture inmany schools in the country.We entries of teachers withQTS is 11,940 since 1997, but
overall pupil numbers have increased during thatdo have these diYculties, which it would be foolish

of us to pretend do not exist. That does not mean period. The number of primary pupils fell but the
number of secondary pupils increased. If youwere tothat because we are concentrating by the very nature

of a discussion like this on the problems that we are take that balance and look at the PTRs in 2002
against 1997, we needed 13,166 more teachers todismissing the positive aspects. There have been

positive aspects of the national agreement. I just keep pace with the staYng we had previously. The
net change, if you look at the extra teachers due tohope we can persuade the Government to go a little

further and try to move to a much more relaxed change in pupil numbers set against the actual rise of
11,940, is less than 1,000; it is 968 extra teachers.degree of accountability for schools, for example,

which in turn will have a significant impact in terms Those facts are readily available to everybody. You
simply have to ask: how many QTS and how manyof government initiatives and perhaps tackle this one

issue we have not addressed, which is this concept of without QTS?
professional autonomy, a diYcult concept, but
nonetheless one which is deeply at the heart of a Q318 Chairman: There is a little bit of sleight of
teacher’s self-esteem and the perception of how they hand there is there not?
are doing in their profession. If they believe that Mr McAvoy: No, not on my part.
everything they are doing in eVect is being dictated
from the outside and the degree of choice and the

Q319 Chairman: The people without QTS do theydegree of autonomy they have in their working life,
not include qualified teachers from abroad, fromwhich can be often to do, if I may say so, not
Australia and New Zealand and South Africa andnecessarily with the Government, it can often be to
you just wiped those out? Most parents woulddo with the way in which the school is managed . . .
recognise those as qualified teachers, would theySchool leadership is actually crucial here and
not?identifying and developing a collegiate approach in
Mr McAvoy: You either believe that the diVerencethe running of the school. If teachers do not have
between 1997 and now is as told, 20,000 extrathat degree of involvement, of positive involvement,
teachers, or you are willing to question it. If you arethen all these negative aspects of the job, which are
willing to question it, question it against all the factspresent, create or produce a greater feeling of
you want to introduce and see what figure you enddisaVection than they otherwise might have done.
up with. It will not be 20,000 because many of themThere are ways in which we could develop a person
are needed to maintain the existing PTR and takeand I suspect it might need another session to
account of increased pupil numbers. That is not andevelop those, but certainly as far as my own
advance in provision, but we welcome the fact that itorganisation is concerned, we do see ways in which
has not got any worse. To talk about extra teachers,we can develop amuch greater involvement, positive
what does “extra” mean? Extra over and above theinvolvement of teachers in the running of the school
numbers or extra over and above those which areand a much greater degree of professional
going to be needed. If it is the latter, then it falls shortautonomy, which would go a long way to countering
by some 1,800. Forgive me if I am not enthusiasticthose feeling of disaVection which unfortunately are
about the claims of Government, because they dopresent in the profession.
not add up.

Q317 Valerie Davey:May I just come back on part-
Q320 Jonathan Shaw: It is a fair point. You talktime working? I decide I want to do three days a
about QTS, QTS, QTS and the Chairman askedweek and you are telling me management will not
about Australians and New Zealanders? If at onelike that, it is going to be diYcult. As trade unionists,
point you are complaining about the Government’sare you going to support that approach to my
presentation of the figures, then it might bemanager as being new and flexible and diVerent? If I
suggested that you have presented them perhaps inam in the trade union and I am coming to you, that
not the most accurate way.is my position, am I going to get support or not?
Mr McAvoy: No, what we have got is a diVerence.Mr McAvoy: Yes.

Mrs Simpson: Yes.
Mrs Thompson: Yes. Q321 Jonathan Shaw: No? Australians, New
MrO’Kane:Absolutely, we support that all the time. Zealanders. I have seen them perform and some of
Mr McAvoy: Going back to the first point you them are fantastic. You were not including those in
raised, it may seem as though we are always your figures.
opposing things, sometimes that is because the way Mr McAvoy: I am doing it no diVerently from the
in which it is presented is not necessarily accurate. way it was done in 1997.We have a figure nowwhich
There is a claim which has been made that we have is based on exactly the same categories as used by the
20,000 extra teachers. You then have to dissect that. previous administration up to 1997. As I understand
Let me give you some facts. In 1997 there were only it, from the then Secretary of State, Labour in
2,940 persons employed as teachers without QTS, so government said they could not change the way they
fewer than 3,000. By 2002 this number had risen to counted because if they did it would look as though
11,450, an additional 8,450 people being counted as they had fewer teachers than they had. So we have to
teachers but who did not have QTS, part of the go on counting as they did and that is what they are

doing, but they do not have 20,000 more teachers.20,000. If you take those out, then the figure for
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Mrs Thompson: Surely it does not matter how many and our view is that if you were to do lots of things
more teachers we have recruited, the issue is whether in those areas, the need to contemplate the changes
we actually have a teaching workforce which is in the regulation, which is part of the 15 January
suitable to provide a high quality for all of the areas agreement, which allows anyone to teach, would not
in which we need those teachers. If you want be there.
additional information, the Ofsted report on
secondary training, for example, has said that two

Q322 Valerie Davey: As well as teachers comingthirds of the courses have not recruited to their
here, of course we are sending teachers abroad andallocation, so they are still not recruiting to that
that is part of their development and it is a goodlevel. Perhaps it has gone away, but I certainly did
positive aspect. I am delighted you mentioned thenot realise that it had and that is the demographics
supply issue and the need for us not to get into theof the teaching profession and the rate at which
nursing situation of the agency staYng, because itteachers will retire, bearing in mind that half of the
seems to me that if we go down the extremes of thatworkforce is over 45. If the question is that we are
position, and I am delighted therefore you havenot sure that we have a recruitment and retention
mentioned the SouthWest situation, so those are allproblem, the very first thing to do is to establish
good points and I am glad we are coming towardsexactly what the position is and to model for the
the end on something very positive.future what teachers we are going to need.
Mr O’Kane: I can give one practical example inMr McAvoy: What we do know is that schools in
answer to your question about part-timers andLondon are heavily dependent on recruiting
whether the unions would be encouraging that. Inteachers who are coming from other countries and
fact, under the national agreement, for the first time,indeed people go out from their staYng oYces to
the new contract for teachers will specify contractualrecruit from other countries. It does not in any way
gains for part-time teachers who, at the moment, aremean that those teachers are not qualified, nor that
simply mentioned in salary terms but none of thethey are not valued when they are in the schools. If
conditions and terms apply to them. The agreementyou were to check what then tends to happen, they
will for the first time be specifically rolled out forare here for a short space of time. They come and
part-time teachers, so that will be quite an explicitthey move on. They do not provide the stability of
recognition of the importance which Valerie quitestaYng that comes through other sources. You only
rightly places on their contribution.have to ask questions of schools in and around the

London area to have that confirmed. This is not an
attack on those who are teachers and gained their Q323 JeV Ennis: Changing the subject slightly,qualification in Australia, but in fact they will come

there seem to be more opportunities these days forunder a particular scheme, they will be registered
mature teachers to come into the profession. Do ourunder a particular category so they will be identified.
trade union colleagues view that in a positive lightWhat I am saying is that the NUT, because it has
and what dimension does that add to anyasked for the figures to be analysed, knows that the
recruitment or retention issues within the profession,presentation of 20,000 more teachers begs lots of
if any?questions. Ask the questions, get the answers for
MrMcAvoy:We welcome it as part of our view thatyourselves and then you will find out whether you
there should be the broadest possible routes intowill be cheering as much as Valerie hoped I would
teaching. We would encourage people frombe. I can cheer and hope she will cheer on another
industry, from commerce, from Parliament. Youpoint. The NUT is totally supportive of job sharing.
would be in the PITs. Do you know about the PITs,We want job sharing and we will campaign for that.
the pool of inactive teachers? I think you couldWewant those teachers who are employed on a part-
envisage New Labour putting through regulationstime basis to be employed not just for the hours they
which allowed them to direct anyone in the PIT toare in the school. Just as other teachers have to have
go and teach. I think you would be top of the pile.time to mark and prepare, so do they. You could
We welcome them in, they bring their own expertise,have a part-time teacher who moves from one local
bring a tremendous amount of knowledge about theauthority to another and finds himself or herself very
outside world and they can contribute that in theirmuch worse oV financially because the basis on
lessons. We are totally for that as long as they arewhich they are paid changes and that is because of
qualified.the inadequacy of the employment legislation
Mr O’Kane: I entirely agree. We do see moregoverning that category of teacher. So we should
colleagues coming in from outside. They do bringlove your support in dealingwith that.We are totally
another experience and sometimes an unjaundicedsupportive of more use of part-time teachers, more
eye to what is going on in schools, which is veryjob share and of course we want to have more
refreshing. Teachers can sometimes fall intoteachers coming into supply teacher pools, not
somewhat conservative habits and people comingemployed through private agencies but employed as
from outside can challenge those in a very helpfulthey are being employed in the South West, by a
way. At the same time, if I may say so, while that isfederation of local education authorities. They are
obviously something we do genuinely welcome, wenot making a killing out of it and they have some
still have to go back to this question at the end of theconcern for how those teachers are developed, how
day of whether we need a cadre of lifelong teachersthey are managed and how they are deployed,

consistentwith theOfsted report.Wewant all of that and I think the answer to that must be yes. That
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23 June 2003 Mr D McAvoy, Mr E O’Kane, Mrs M Thompson and Mrs D Simpson

should be supplemented by all the various measures have been identifying and discussing this afternoon
will pale into insignificance in the reaction ofwe talked about earlier, including bringing in

mature entrants. teachers. Of that I have absolutely no doubt.

Q326 Chairman: On the other side, most people weQ324 Chairman: Anything our witnesses think we
have missed today that we should have asked you? have had in front of us up to now would welcome

incentives to encourage people who wanted toMrs Simpson: No, I do not think so.
continue teaching after 60. If the incentives are right,
if the pension can be arranged, most of them seemedQ325 Chairman: Do you think we have covered

most of the issues as far as you are concerned? to believe that was a very good option.
Mr O’Kane: We believe there are several ways—Mrs Simpson: Yes.

Mrs Thompson: I think so. Certainly, as far as our colleagues are much more expert on pensions than I
am—in which we could facilitate the necessarymembers are concerned, the issue of opportunities

for professional development, wherever they are and flexibility for those who wish to do that. That is one
thing and we can look at it and I am sure people willnot to forget that older teachers, even those very

close to retirement, still benefit from it, it is still a look at it very seriously. What is being suggested,
that the retirement age be pushed up formally tomotivating factor and that things like this can aVect,

perhaps marginally, whether you stay in the 65—
Mr McAvoy: The perception teachers have is thatprofession for two or three more years, is actually

going to make a very big diVerence. We should not after 40 years they are entitled to their full pension.
If 40 years takes them to 62, that is when they wantignore the motivating eVect on teachers, wherever

they are in the profession. it. If it takes them to 64, that is when they want it. On
top of that, if they are being told that we would likeMrMcAvoy: I think you have covered all the things.

I just want to appeal to you that wherever you have them to stay longer and these are the things they
could benefit from, because I am now nearly 65 Ithe ear of an MP, you just ask them to be cautious

and think again on the pension issue. I think that believe no one should have to finish employment at
65. I shall try to persuade members of the Nationalwould be disastrous. The motivation of teachers will

plummet overnight, we will not keep people in, they Union of Teachers to that view.
Chairman: I was the only one who did not have towill get out as quickly as they can and the whole

exercise in trying to improve staYng in schools will declare an interest today, because I am still a
member of the Association of University Teachersbe in jeopardy.

Mr O’Kane: I really would like to endorse what and of course I never trained to teach. Sometimes
reflecting on the evidence we have taken on higherDoug says. This is a really dynamite issue and I

know it extends beyond teaching, but quite frankly education, perhaps you guys should have been in
charge of that union. Thank you very much for yourthe perception in teaching is that retirement age is at

60. If that is tampered with, the sort of problems we attendance, it has been a good session.



Education and Skills Committee: Evidence Ev 131

Monday 7 July 2003

Members present:

Mr Barry Sheerman, in the Chair

Mr David Chaytor Mr Kerry Pollard
Valerie Davey Jonathan Shaw
Paul Holmes Mr Mark Simmonds

Memorandum submitted by the National College for School Leadership

Summary

1. The National College for School Leadership wishes to highlight the following key points from the
following evidence:

— There is a need to ensure excellent leadership in schools—to inspire, nurture andmotivate teachers
and through this raise standards of achievement. This raises the status of the profession,
encouraging individuals to become and remain teachers.

— For headteachers, the priority is to support their school staV in a changing educational
environment, tomaintain a clear focus on their school’s strategy for improvement, and to give their
staV confidence about the clarity of direction and encourage every teacher to feel that he/she is
making a diVerence to the lives of the children in their care.

— Teachers should think of their careers as a leadership journey, at whatever level within the school,
and continuing professional development (CPD) opportunities need to be available to underpin
this belief.

— Teachers must be valued and supported, and also challenged.

— Headteachers have a role in reducing teacher workload, by removing unnecessary administrative
burdens and ensuring that non-teaching tasks are transferred to support staV.

— The College seeks to provide school leaders with the opportunity to develop the interpersonal and
technical skills they will need to continue to inspire, motivate and influence both their staV and
pupils. Excellent school leaders will provide good role models, whichwill be crucial to encouraging
teachers to stay in the profession and aspire to be leaders themselves.

— The College programmes are organised to ensure that school leaders are able to benefit from a
professional development ladder (the Leadership Development Framework), in order that
individuals are able to receive support at diVerent stages in their careers starting from early on in
their career.

— Making mandatory the National Professional Qualification for Headship for new headteachers is
a key advance in ensuring high quality leadership.

— The College also provides programmes for other school staV, such as the Bursar Development
Programme, which develops bursars to be leaders in the business management of their schools.

Introduction

2. The National College for School Leadership (“the College”) was launched in November 2000 under
a remit set out by the then Secretary of State for Education, David Blunkett. Under this remit, the College
has three specific aims:

— to provide a single national focus for school leadership development and research;

— to be a driving force for world class leadership in our schools and the wider education service; and

— to be a provider and promoter of excellence; amajor resource for schools; a catalyst for innovation;
and a focus for national and international debate on leadership issues.

3. The College operates under the direction of the Leadership Team, chaired by Heather Du Quesnay,
Director and Chief Executive of the College, with strategic guidance and support provided by its Governing
Council, chaired by Richard Greenhalgh, Chairman of Unilever UK.

4. Leadership and vision are crucial to raising standards and aspirations in our school education system
and the College has a key role to play in the Government’s transformation agenda.
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5. To bring about the transformation in leadership practice which is crucial to developing a school
workforce with higher morale, greater self-esteem and enjoying a stronger sense of job satisfaction, the
College’s core purpose is “to develop individuals and teams to lead and manage their schools to be the best
they can be”. Our key goal is to have “every child in a well led school, every leader a learner”.

Background

6. In the recent MORI survey of teachers conducted on behalf of the General Teaching Council (GTC),
33% of the respondents cited the “creativity, mental stimulation and challenge” of teaching as one of the
three key factors which motivated them to become a teacher. However, only 25% of the respondents cited
this as a factor which continues to motivate them as they mature in their role. If we are to ensure that our
teachers retain their enthusiasm for their role, we need to make them feel more highly valued and more able
to use their personal creativity, both in their teaching and learning.

7. In the same MORI survey, workload (including unnecessary paperwork) was cited by 56% of the
respondents as the main factor which de-motivates them as a teacher. This is clearly another key area
requiring attention if we are to ensure that we are able to continue to recruit and retain excellent teachers
and to ensure that we develop and nurture our school leaders of the future.

8. The above data also corroborates the work published by PricewaterhouseCoopers in December 2001,
which looked at teacher workload. Their research found that teachers worked around 52 hours per week
during term time and for headteachers this figure rose to an average of around 60 hours per week (as
compared to an average 45 hour working week for managers and professionals in other occupations across
the UK). The research also found that one of the key reasons for this high workload was that teachers were
carrying out tasks that could be better undertaken by other staV. This highlighted the need for better use of
in-class support, administrative, clerical and specialist support.

9. The PricewaterhouseCoopers report also looked at the role of the headteacher in the management of
teacher workload. Only a third of headteachers believed that the workload of their staV was their
responsibility and actively managed it. However, while some headteachers attempted to support the
reduction of workload for teachers, they were hampered in doing this by the need to respond to external
pressures to deliver improved standards. For headteachers, the pressures are of a diVerent nature but include
the need to support their staV and school in a changing educational environment; maintaining a clear focus
on the school’s strategy for improvement; responding to external research, advice, guidance and
requirements relating to local or national priorities for improvement.

10. In addition to the above data, the College is currently undertaking a small internal review of the latest
figures available from the “Statistics of Education: School Workforce in England” 2002 edition, which is
based on teacher numbers available in March 2001. This review has found that, of the total number of
389,737 teachers in March 2001, 27% of the teaching population was aged 50 or over, with 45% of heads,
deputy heads and assistant heads also aged 50 or over.

11. The above figures highlight the urgent need to recruit and retain teachers beyond the early years in
their career and to encourage teachers to be ambitious for a headteacher role, both to ensure that our school
children have access to the best possible educational experience and to guarantee a cadre of future school
leaders to replace those who will be retiring over the next 15 years.

12. In respect of the recruitment and retention of school leaders, the College has a good relationship with
Profession John Howson of Education Data Surveys, and has access to the database he holds on
headteacher and deputy appointments. The College’s report “Staying Power”, which reported on the
relationship between headteachers’ length of service and PANDA (Performance and Assessment) grades,
was built on data supplied by Professor Howson.

13. Also on the issue of ensuring the availability of the next cadre of school leaders, the College has
commissioned the Hay Group to carry out a study on leadership succession practices. The study aims to
examine current practices in this area outside the education sector, as well as what processes some schools
and Local Education Authorities are beginning to develop, to see what might be done to secure a steady
supply of school leaders for the future.

14. The College’s online communities have hosted a number of “Hotseat” discussions, where school
leaders have been able to question experts and oYcials at the Department for Education and Skills about
a range of current issues. One of the recurring issues highlighted during these discussions has been the
amount of time teachers spend undertaking administrative duties, which adds to teacher workload and
which in turn is a major de-motivator for teachers.

15. These “Hotseat” discussions have also focused on the issue of performancemanagement, particularly
in relation to teacher retention. There are concerns among the teaching profession about performance
management, particularly the link to performance related pay and especially where there are concerns about
budgets. However, if undertaken as an integrated process, rather than an add-on to existing appraisal cycles,
performance management ought to be an excellent aid to developing a new culture, where teachers feel
valued and their work and achievements celebrated. The College believes that education has some lessons
to learn from the performance management philosophies and activities of organisations in other sectors.
Research undertaken as part of the College’s Research Associates programme indicates that performance
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management itself can be highly motivational and in schools can have a positive impact on exam results.
The key appears to be a people-centred process, which provides time for reflection and discussion. Highly-
motivated, positive-thinking leaders created a climate where employees lived up to their leaders’
expectations.

The Role of the National College for School Leadership

16. There is general agreement that eVective teaching in a school is unlikely without strong and eVective
leadership and management and we also know that there is a clear link between eVective teaching and pupil
achievement. Therefore, it is logical to suggest that strong and eVective leadership in our schools is central
to improving the opportunities for and achievements of our school children.

17. The College believes that there is much excellent leadership already being widely demonstrated in our
schools, a belief that is also held by the public. A survey undertaken by MORI on behalf of the College in
February 2003 showed that there is no profession regarded as providing a better example of good leadership
than headteachers.

18. TheCollege is pleased thatOfsted’s new framework for school inspections, whichwill be implemented
in September 2003, will place greater focus on the quality of school leadership by diVerentiating between
governance, leadership and management. One of the criteria on which school leaders will be assessed is the
extent to which they “inspire, motivate and influence staV and pupils” and another is the extent to which
they “provide good role models for other staV and pupils”. The College welcomes the inclusion of these
criteria within the framework as we believe that it is the excellent interpersonal skills of our school leaders,
as well as their technical expertise, that will be crucial in encouraging teachers to stay in the profession and
aspire to be leaders themselves, at all levels in the school.

19. Since the College’s inception in 2000, we have undertaken the following major activities to aid in the
transformation of the education system:

— Within the context of the Leadership Development Framework, we have reviewed and improved
the pre-existing national programmes and developed new programmes which target specific
groups of school leaders.

— We have begun to bridge the gap between educational research and practice, providing school
leaders with resources that challenge, inform, build confidence, guide and inspire.

— We have brought increasing numbers of school leaders together in innovative ways, promoting
collaboration in order to develop capacity and giving them opportunities to contribute to the
education debate.

— We have developed critical strategic alliances, increased our profile amongst key stakeholders and
set up a robust business infrastructure.

The Leadership Development Framework

20. The College’s Leadership Development Framework, published in 2001, proposes five stages of
leadership, which provide a context in which to think about leaders’ development and training needs:

— Emergent leaders (for teachers who are beginning to take on management and leadership
responsibilities).

— Established leaders (for experienced leaders who do not intend to pursue headship, including
assistant and deputy headteachers).

— Entry to headship (for those preparing for headship and keen to take up a headship post in the
near future and for newly appointed headteachers to support their induction to headship).

— Advanced leaders (for headteachers with four or more years experience, looking to refresh
themselves and update their skills).

— Consultant leaders (for experienced headteachers who are ready to take on training, mentoring
and coaching roles).

21. The College provides a wide range of leadership development programmes within this framework,
which encourage teachers at all levels to see themselves as leaders early in their teaching career. Through its
programmes, the College is seeking to promote a positive environment in schools through the development
of eVective leadership styles and skills and to provide an opportunity for school leaders to develop and
discuss ways of addressing the leadership and management of retention issues. These programmes include
the three national headship training programmes for which the College took over responsibility in 2000 from
the then Department for Education and Employment:

— the National Professional Qualification for Headship (NPQH);

— the Headteachers’ Leadership and Management Programme (HEADLAMP now known as the
Headteacher Induction Programme, HIP); and

— the Leadership Programme for Serving Headteachers (LPSH).
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From 1 April 2004, it will be mandatory for all first time headteachers in maintained schools to hold
NPQH or to have secured a place on the programme.

22. In addition to the above programmes, the College has also developed a range of programmes to
address the specific needs of school leaders at diVerent stages in their career:

— Equal Access to Promotion—this programme gives black and ethnic minority teachers in middle
management positions in schools an opportunity to explore their successes and challenges and
supports them in moving on to senior management and leadership roles.

— Women in Leadership and Management—this programme addresses issues related to women
teachers’ career development and provides support in helping women middle managers in
overcoming barriers to promotion and developing their leadership skills.

— Leading from the Middle—this programme provides leadership skills and support to middle
leaders in primary, secondary and special schools.

— Established Leaders—this programme is aimed at deputy and assistant headteachers who are not
currently seeking headship but wish to enhance their leadership skills.

— Consultant Leader Development Programme—this programme aims to encourage and enable
experienced school leaders to take a prominent role in facilitating the learning of others in school
leadership positions and senior management teams. Consultant Leaders will be key to helping
school leaders to develop the skills they will need to transform the school system by promoting a
school environment that will encourage the recruitment and retention of excellent teachers.

23. In support of these national programmes, the College also oVers a range of strategic programmes,
which focus on issues within leadership or on particular types of schools. eg the College’s Bursar
Development Programme is aimed at practicing bursars and school business managers and those who have
worked in schools in administrative and support roles. The role of the bursar in schools will be a vital element
in removing some of the administrative burdens of headteachers.

24. The College is also building strong links with colleagues and leadership centres worldwide through
a variety of mechanisms, including international conferences, seminars and international speakers, as well
as the international aspects of the College’s programmes. These links enable both the College and school
leaders to learn about and share knowledge and best practice with our colleagues overseas. Through its
“International School Leaders Placement Programme”, run with the British Council, the College is also
providing opportunities for groups of heads to undertake study visits to other countries. The College will
also continue, through our network of leadership partners, to provide business placements for school leaders
to learn from best practice in business.

25. At the heart of the College’s programmes is a recognition that leadership needs will diVer according
to context and need, such that a school leader is likely to have very diVerent requirements according to
whether they are in a rural primary school or an urban secondary school. The importance of interpersonal
leadership is one of the many themes covered in the programmes, all of which aim to enable leaders to build
the confidence, skills and understanding to transform the quality of learning for all pupils.

The range of College activities

26. In addition to the programmes oVered by the College, there are also a range of other activities, which
all contribute to the College’s aims and objectives in developing excellent leadership in our schools:

— Research and development: the College’s Research Group:

— commissions professional research exercises and literature reviews to help build a knowledge
base on which to develop programmes and other activities;

— supports a Research Associate Programme to enable school leaders to contribute directly to
the College’s work;

— organises regular “Leading Edge” seminars to look at new issues in school leadership; and

— undertakes in-house research and evaluation projects to obtain and analyse data to help the
College to develop its work.

— Online communities: the College’s Online Learning group:

— maintain and develop the College’s website, which provides school leaders with information
about the College, wider educational issues and access to learning resources for its
programmes; and

— co-ordinate a number of online communities, within its talk2learn environment, which are
providing school leaders across the country with an innovative method of communication
and collaboration, which is vital to ensuring that good leadership practice is shared and
utilised. These communities are:

— Talking Heads

— Virtual Heads
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— DfES in Dialogue

— NCSL in Dialogue

— Networked Learning Communities—the College’s Networked Learning Group focuses on the
development of schools and school leaders within networked communities of practice. Networked
Learning sees schools working smarter together rather than harder alone. Networked Learning
Communities work in interdependent and mutually supportive ways to act as a positive force for
knowledge-sharing and innovation.

— National Remodelling Team—the College has responsibility for running the national programme
“Remodelling the SchoolWorkforce”. The overarching aim of this programme is “freeing teachers
to teach”, by eradicating time-consuming activities, facilitating the use of new technologies to
improve eYciency and optimise the use of resources, sharing innovative and eVective practices,
enabling schools to deliver solutions to workload issues and encouraging school leaders to take
control of and lead the change agenda.

The College’s reach and engagement with its customers

Reach

27. The above-mentioned survey undertaken by RBAResearch on behalf of the College in February this
year showed that 51% of school leaders had taken part in a College activity during the past 12 months.

28. The three largest programmes oVered by the College are the National Professional Qualification for
Headship (NPQH), the Headteacher Induction Programme (HIP) and the Leadership Programme for
Serving Headteachers (LPSH). The numbers of school leaders who undertook these programmes last year
and the projected figures for this year are as shown in the table below. In addition, it should be noted that
the 1,000 Primary Strategy Consultant Leaders have the potential to engage a further 5,000 schools through
their work.

Expected
Number of number of
participants participants

Programme 2002–03 2003–04

National Professional Qualification for Headship 4,438 5,000

Headteacher Induction Programme 1,507 1,500

Leadership Programme for Serving Headteachers 1,371 1,400

Leading from the Middle 180 2,750

Consultant Leader Development Programme 254 1,400 (including 1,000
Primary Strategy
Consultant Leaders)

Totals 7,750 12,050

29. The College has also established a network of nine AYliated Centres, which will greatly increase the
College’s capacity for the provision of its programmes and courses across the country. The AYliated
Centres will be valuable partners for the College in enhancing and building our links with key partner
organisations such as Local Education Authorities, Higher Education Institutions, Diocese and private
sector education companies. The AYliated Centres will make a significant contribution to informing our
thinking and development of practice and they have an essential role in building capacity for leadership
development in the regions.

30. Since taking responsibility for the College’s website from the Department for Education and Skills
in 2001, the NCSL portal has seen a 711% increase in the number of visitors. There are now over 24,000
members of the online communities, which include headteachers, deputy heads (undertaking NPQH),
bursars (undertaking the Certificate of School Business Management Programme), middle leaders
(undertaking the Leading from the Middle Programme) and those involved in Networked Learning
Communities and the College’s other programmes and initiatives. Recent research by Bristol University has
shown that the College is at the forefront of online learning community development.

31. The Networked Learning Communities Programme is one of the largest network-based initiatives in
education in the world, working with nearly 1,000 schools in England and more than 30,000 teachers and
500,000 pupils. The programme emphasises the value of collaborative learning and the benefits that school
leaders’ involvement with the communities can have on the learning of young people in our schools. The
third cohort of Networked Learning Communities is due to start in September 2003 and has drawn 172
submissions (covering a further 1,800 schools).
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Engagement

32. The feedback the College receives from participants in our programmes demonstrates that school
leaders are benefiting from their engagement with us on these programmes and are applying their
experiences to the benefit of their schools and pupils.

For example, 90% of participants in the NPQH last year found the diVerent elements of the qualification
either excellent or good. Some of the quotations we have received are as follows:

“NPQH remains the best training I ever had. It stood me in good stead for my first headship.”

“NPQH has been instrumental in helping me respond to the many and unexpected pressures of being a
headteacher.”

The feedback gained from participants on the “Leading from the Middle” pilot programme has been
equally positive:

“I feel I have grown personally. I looked at ways I could do my job diVerently.”

“It has helped me stand back and be more eVectively proactive.”

Participants on the Consultant Leader Development Programme have also found the experience
rewarding and challenging:

“The most significant development for my personal needs. I leave feeling aYrmed, skilled up and hungry
for more!”

“I felt I have professional development for the first time—I felt challenged.”

The Bursar Development Programme has also provided a valuable experience:

“I now, suddenly, have access to a wealth of knowledge and approaches which I could never have gathered
individually.”

33. The feedback received from those involved in our online communities demonstrates the value of
allowing school leaders easy access to key information, encouraging the sharing of ideas and knowledge and
of ensuring that school leaders’ opinions are heard by those at the heart of educational policy development.
Some of the quotations we have received are:

“The National College’s website has made my life easier; it’s made information more accessible. Any new
policies, anything that I need to inform myself or my staV or my governors about is there for me to use.”

“We have all become more open with each other . . . It has also led to the sharing of good management
practice, with honest advice being given and sought. The loneliness of headship has reduced as
communication has developed . . . We are all committed to the development of this facility—it has become
part of our working lives now . . . It is fair to say that Talking Heads has been responsible for a major shift
in our working patterns and plays a significant role in future plans.”

“It really drew our attention to issues that we needed to spend more time on . . . It reinforced our policy
direction and thoughts.”

34. The Network Learning Communities have also been a source of enthusiastic feedback from those
already engaged with the programme:

“The significant element that is distinctive is engagement around the levels of learning and the emphasis
upon whole school ownership . . . letting the schools take the ownership in driving it forward.”

“It gives us a chance to look at what we do well, it’s enabling, confidence building.”

“Getting out of school, meeting new people, getting new ideas, you feel refreshed, the loads feel lighter and
that feeling comes back into school with you.”

35. In determining the eVectiveness of the College in meeting the needs of school leaders, we have also
undertaken annual surveys of school leaders’ opinions of the College (undertaken by RBA Research). The
latest survey by RBA, conducted early in 2003, demonstrated the following key findings:

— In the survey of 800 school leaders (including heads, deputies and subject heads), 88% of all school
leaders had heard of the College andmore than half (54%) said they have a great deal/fair amount
of knowledge about the College.

— 80% of school leaders believe the College will have a positive impact on education and 69% expect
the College to have a positive impact on them as individuals and their personal and professional
development.

— 72% of school leaders perceive the College as a source of support for school leaders and over half
(54%) perceive the College as an independent voice for the profession.

— 7 out of 10 school leaders surveyed believe that the College: will help to raise standards: supports
them in their work and is already the national focus for school leadership.
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Discussion

36. The College believes that there are a number of issues which need to be addressed in order to ensure
that we recruit and retain the excellent teachers we need to ensure that every child has access to the best
educational experience possible in their formative years. These issues are:

— the need for excellent leadership in our schools—to nurture and develop teachers to drive forward
the transformation agenda and to raise standards for pupils;

— the need to reduce teacher workload—by removing unnecessary administrative burdens and by
introducing practices which encourage teachers and school leaders to work smarter, not harder;
and

— the need to re-educate teachers to think of their career as a leadership journey, at whatever level
within the school, and to provide the frameworks and continuous professional development
(CPD) opportunities to underpin this belief.

37. The College has a key role to play in all of these, in particular to provide school leaders at all levels
and at all stages in their careers, with the resources and development opportunities they need to increase
pupil achievement, lead and manage their staV and to steer their schools into the future of education. The
College’s programmes and associated activities are all aimed at providing school leaders with the means to
work smarter, share their experiences and ideas and to help each other find solutions to problems. The
College is also continuously working to ensure that its programmes encourage teachers to think about
leadership early on in their careers and to understand that the interpersonal skills and attributes of
leadership are applicable at all levels of leadership and are crucial to developing our schools as truly learning
environments, for both the staV and pupils.

38. Finally, the College believes that all who are involved in education world-wide have an increasing
responsibility to ensure that the theory and practice of school leadership and pupil learning are shared, such
that good practice can be implemented and built upon in supporting the right of every child to the best
possible education. The College’s programmes and activities are all developed to accommodate the needs of
today’s school leaders, whilst recognising that tomorrow’s school leaders may be working in a very diVerent
system. School leaders all over the world are facing similar challenges, as their national education systems
are moulded to meet the needs of future societies and the College has a key role to play in enabling networks
and encouraging collaborative working between school leaders in England and internationally.

39. The National College for School Leadership will continue to work to ensure that all school leaders
and those aspiring to leadership at all levels can be proud of their achievements, confident of their potential
and enthusiastic about their role in education.We are confident that our work with leaders and their schools
will help to mould a system where teachers once again feel that they have the best job in the world.

June 2003

Memorandum submitted by the Teacher Training Agency (TTA)

Summary

1. The TTA is primarily responsible for initial teacher training and for initial recruitment into the
profession. Recruitment has improved markedly in the last three years, mainly due to better financial
incentives and because we have opened new routes into teaching. TTA has adopted modern campaigning
and recruitment methods to exploit the better competitive position that teaching has achieved in the
graduate labour market. The quality of new entrants has never been better, although there is always more
to be done to keep training up-to-date with the challenge of the classroom. TTA supports retentionmeasures
by ensuring new trainees are well prepared, by providing guidance to schools and by supporting the
remodelling agenda for schools.

TTA and its Responsibilities

2. The Teacher Training Agency is an executive Non-Departmental Public Body established by the
Education Act 1994. Its purpose is to raise standards in schools by attracting able and committed people to
teaching and by improving the quality of teacher training.

3. Our five strategic aims, agreed byMinisters in the context of their commitment to the delivery of better
public services, are to:

— increase the number of able and committed people recruited to teaching;

— improve the quality of initial teacher training and induction for newly qualified teachers;

— ensure a suYciently wide range of good quality ITT provision to meet trainee needs and
national targets;



Ev 138 Education and Skills Committee: Evidence

— communicate clearly, eVectively and persuasively with all audiences and stakeholders; and

— plan and use resources eVectively, seeking to improve the quality of services.

4. The TTA works closely with the DfES at the gateway into the profession. The Agency undertakes
marketing and recruitment activities designed to attract teachers to take up places on teacher training
courses. It develops new routes into the profession, in order to attract more graduates in a very competitive
labourmarket. It purchases training for the new entrants fromhigher education, school and other providers.
Through funding, allocations, inspection and other means, it works closely with providers and Ofsted to
improve, and assure, training quality. It works closely with schools and LEAs in ensuring the eVectiveness of
the induction year. Additionally, it provides some support toLEAs in the formof funding local Recruitment
Managers in areas with high vacancy rates.

Improving Numbers and Quality of New Recruits to the Profession

5. The TTA contributed data and information to the written evidence on teacher recruitment which the
DfES provided to the Committee (see paragraphs 1 to 13, DfES). The main points of that evidence were:

— Teaching has become an increasingly attractive public sector career, although the graduate labour
market remains very competitive.

— Recruitment has risenmarkedly in the last three years, partly due to improved financial incentives.

— The teaching force has been growing and the number of training places being allocated by
Government is rising.

— New routes (such as the Graduate Teacher Programme which provides “on-the-job” training)
have been particularly eVective in attracting career changers.

— New schemes (such as the undergraduate credit scheme) are endeavouring to widen the
recruitment markets from which we draw.

— Targeted financial measures (such as Golden Hellos and student debt repayment) are helping to
improve recruitment in priority subject areas in secondary education.

6. Recruitment to teacher training in secondary specialisms has always been more diYcult than
recruitment to the primary sector. Secondary trainees are more likely than primary to be attracted through
the postgraduate route, which means that the supply of new trainees depends to some extent on the
buoyancy of recruitment to diVerent first degree courses. In some subjects, such as mathematics and science,
this provides a serious challenge to trainee recruitment. It has been estimated, for example, that to fill all of
the places for new secondary mathematics recruits from a single cohort of graduates, some 40% of those
taking mathematics would have to choose to teach.

Promoting the Profession and Attracting New Recruits

7. The TTA undertakes recruitment campaigns each year, designed to boost interest and enquiries about
teaching. In the last six years, two campaigns—No-one forgets a good teacher and Those who can, teach—
have emphasised the idealistic dimension which attracts people to teaching (the opportunity to “make a
diVerence in young lives’). More recent campaigning has also promoted the improved material rewards,
shifted focus more to secondary and priority subjects, and introduced a stronger call to action.

8. The campaigns are just the first step in a recruitment process, which is designed to enable individual
training providers to fill their allocated places. A Telephone Information Line (0845 6000 991) provides
professional guidance to those seeking a career in teaching. Increasingly, it is focused on direct marketing
and “outbound” activities, using customer relationship management techniques to help ensure that we
convert as many as possible of those with ability and interest in teaching into new recruits each year.
Recruitment also takes place online, in collaboration with the Graduate Teacher Training Registry (which
is part of UCAS)

Impact and Improvements

9. Since the introduction of improved financial incentives, secondary recruitment has risen significantly.
In the last full recruitment cycle, secondary recruitment was 17% higher than in 1998–99. In the five priority
subjects (mathematics, science, design and technology,modern languages andEnglish), 11,057 trainees were
recruited in 2002–03, compared with 8,871 in 1998–99. In this year’s recruitment cycle (2003–04), the signs
are that this positive trend is improving.

10. The TTA provided the following table which was incorporated into the DfES written evidence. It is
repeated here for ease of reference:
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Table 1

THE NUMBER OF INITIAL TEACHER TRAINING PLACES FILLED BETWEEN 1997–98 AND
2002–03

1997–98 1998–99 1999–2000 2000–01 2001–02 2002–03

Secondary
Mathematics 1,464 1,120 1,302 1,290 1,559 1,681
English and Drama 2,142 2,133 2,030 2,029 2,247 2,499
Science 2,789 2,279 2,362 2,413 2,614 2,724
Modern Foreign Languages 1,799 1,657 1,469 1,635 1,715 1,748
Technology 1,982 1,682 1,702 1,855 2,161 2,405
History 964 898 816 913 933 998
Geography 850 747 872 899 1,035 949
Physical Education 1,644 1,491 1,190 1,205 1,330 1,326
Art 896 903 799 851 843 885
Music 498 493 518 560 656 599
Religious Education 641 620 528 573 588 576
Citizenship 147 185
Other 297 356 283 319 231 174
Total secondary 15,966 14,379 13,871 14,542 16,059 16,749

Source: TTA
Note:
1. For 2001–02 and 2002–03, 83 and 87 fast track trainees respectively are included.
2. Technology includes design and technology, business studies and information technology.
3. 2001–02 was the first year for recruitment to citizenship, and before 2002–03 the allocated places for citizenship

were included along with economics in “other” subjects.

Quality of Training and New Recruits

11. On Friday 20 June, Ofsted published Quality and Standards in Secondary Initial Teacher Training
(HMI 546), which summarised their findings from the inspection period between 1999 and 2002. Key
findings include:

— The quality of secondary ITT is good and there is much that is very good.

— Quality has improved significantly since the last inspection cycle and today’s newly qualified
teachers are the best trained that we have ever had.

— 9 out of 10 trainees showed good knowledge and understanding of their specialist subject.

— Training in how to plan and teach lessons had improved significantly.

— The majority of trainees used a variety of teaching approaches, managed classes well and
maintained an orderly learning environment.

12. The report also identified a number of areas where further improvements need to be made. Notably
these include: planning for low attaining and very able pupils; behaviour management; and assessing and
recording pupils’ progress. These findings accordwith informationwe receive fromnewly qualified teachers’
about their training. Accordingly, these are areas which are prioritised in the TTA’s support programme
for providers over the next three years.

Retention Issues

13. While TTA does not take a lead on teacher retention, we are aware of the contribution that we can
make to teacher retention by:

— ensuring that those entering initial teacher training are as fully prepared as possible for the
experience—for example, we provide taster courses and we run an “Open School” initiative
designed to oVer potential new recruits some school experience prior to their ITT courses;

— ensuring that training is a thorough preparation for the challenges of the classroom—setting
recent improvements in quality to one side, there is always more to do to make sure that initial
training keeps up-to-date and in step with changes in schools, and the TTA has prioritised extra
support to the sector in such areas as behaviour management training, training for work with
pupils of diverse backgrounds and abilities, and preparing for managing a range of adults in
schools;

— increasing the range of enhancement programmes available to trainees—for example, we provide
a range of subject knowledge enhancement (or extension) courses and we are piloting
communications skills courses;
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— providing best practice guidance to LEAs—we published a 36 page guidance booklet earlier this
year (see below); and

— supporting the remodelling agenda—the DfES has asked TTA to carry forward the work on new
Standards and Training for Higher Level Teaching Assistants (HLTAs) who will be a key part in
diversifying the school workforce, in keeping with the terms of the National Workforce
Agreement.

14. A recent study by TTA (2002) of withdrawal on postgraduate courses provided insights into
improvements we could make to retention through the training period. It highlighted that:

— money is not the most significant factor although the training bursary is removing a barrier for
people who would otherwise not train to teach;

— tutor support is crucial;

— a reduction in paperwork and general workload will help;

— special preparation and support are needed while trainees are on school placements;

— people who move their residence to start training are more likely to withdraw in the early
stages; and

— managing childcare is a particularly influential factor.

These findings have been shared with training providers, and TTA has been taking further steps—for
example—to improve trainees’ preparation for training, strengthen tutor support in schools and reduce
burdens.

15. TTA’s new guidance to LEAs and schools, Keeping good teachers: eVective strategies in teacher
retention, is based on an investigation into best practices and oVers step-by-step advice on ways to improve
retention. The areas covered include: equipping teachers for their work (focused on induction, clarifying
roles and responsibilities, collaborative working, and continuous professional development)); workload
management and support (using support staV, flexibility and work-life balance, creative timetabling,
managing problem behaviour, dealing with stress, and ICT) motivating and empowering staV (involvement
and ownership, rewarding teachers, innovation); and implementing and monitoring your strategy.
Teachers’ perspectives are set out and school examples are used as illustrations. A self-evaluation exercise
is included, as are links to other organisations and resources.

June 2003

Witnesses: Mrs Heather Du Quesnay, CBE, Director and Chief Executive, National College for School
Leadership, Dame Patricia Collarbone, DBE, Director of Leadership Development, National College for
School Leadership, Mr Ralph Tabberer, Chief Executive, Teacher Training Agency, and Miss Mary
Doherty, Director of Teacher Supply and Recruitment, Teacher Training Agency, examined.

Q327 Chairman: Can I welcome today’s witnesses? comprehensive range of leadership development
programmes. We have put enormous emphasis onMost of you are well known to this Committee and

some of you have given evidence before. On social encouraging all teachers to see themselves as leaders.
For those who are taking on a formal leadership roleoccasions I think I have teased Ralph that he has not

yet had the pleasure to appear before our Committee for the first time at head of department/head of
subject level, subject coordinator level, those peopleand he said he could not wait to appear. We are

coming to the end of our inquiry into teacher should not just see themselves as leaders and be
acknowledged as leaders but also have some formalrecruitment and retention. I suppose we are at that

stage where we are getting dangerous because we training provision. We piloted quite a sophisticated
programme for those people which will be rolled outnow know something about the subject. On some of

the questions that have been left unanswered we will from September. Part of what the college has done is
about enhancing the skills, the knowledge, thebe looking to you and theMinister onWednesday to

reveal all. Heather, in terms of the National College understandings, the behaviours of leaders within
schools and the other part is about enhancing theirfor School Leadership, can you tell us what impact

you think you have made? I remember when I first self-belief, their status if you like, because the whole
notion of leadership is somethingwhich is enhancingmet you. I think I was about to be elected Chairman

of the Committee and we were across the road at a in terms of people’s confidence, people’s sense of
having an ability to aVect their environment, toschool together. Very shortly after that, you moved

on and now you are in this very important job.What influence others. As I think you have probably found
out, one of the issues that aVects teachers’ moralesort of diVerence are you making to retention and

recruitment of teachers? and possibly demotivates them from time to time is
that they do not feel that sense of control and thatMrs Du Quesnay: It is a good question. We have

been in existence for just over two and a half years ability to shape their work. We would want very
much to counter those kinds of impressions. Weso we are still quite a new organisation. We are not

going to claim that we have everything taped. We have just published the first report that we have
compiled about our work. At the moment it is stillhave not cracked it all but where we are making a

diVerence is that we can now oVer a fairly fairly partial but we have a good picture of very
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positive reactions to the college’s work from those message that will motivate people and move people
forward to do things that they might otherwise havewho have engaged with us. We have had well over

10,000 people engaging in major programmes over thought were unthinkable.
the past year coming to our building in Nottingham,
which is a splendid place that oVers an environment Q330 Chairman: Why do we have a special college
that will encourage pride in the teaching profession. like yours for education? We have the National
We have many thousands more people engaging in Health Service University coming in to see us on
college activities all around the country through our Wednesday. Why would not a provider like
aYliated centres and through the other leadership Ashridge or Cranfield or even a private sector
providers who work with us. supplier be just as good at providing management

and leadership rather than setting up a special
college in this exclusive zone of education?Q328 Chairman: How long do people come for?
Mrs Du Quesnay: There are an awful lot of thingsWhat sort of courses do they do?
that we have in common with other providers. WeMrs Du Quesnay: It varies very much. We do not
just saw Bob Fryer, the chief executive of theoVer long programmes. People do not come for
National Health Service University, before we camethree or six months and spend time continually at
here. We have tried to learn fromwhat is going on inthe college. All of our work depends on what we
the private sector. We have a number of privatecall “blended learning” which means that people
sector members of our governing council, includinghave the opportunity to access learning materials
our chair, Richard Greenhalgh, who is chairman ofthrough our website, which is quite extensive and
Unilever UK. The whole notion of a coordinated,sophisticated. They also have the ability through the
coherent framework for developing leaders wewebsite to engage in discussion with others through
borrowed from the private sector and from whatsome of the most extensive online discussion
they do in companies like Unilever. We do spendcommunities we believe exists anywhere in the
quite a bit of time trying to find out what is going onworld. We have 28,000 leaders registered to
among other leadership providers both in thisparticipate in those discussion communities. They
country and internationally. We try to learn fromwill also spend some time at the college or in some
the best. We also hope we have some practice toother residential provision but thatmight only be for
share with them. The big diVerence is that if you aretwo or three days at a time. Then there will be a
leading a school you are leading pupils as well assignificant component of the study that they do
staV and you are leading learning. Most leaderswhich depends upon them doing work in their own
would say you have to be committed to learning ifschool. They will do a school based improvement
you are going to be an eVective leader these days.project. I have mentioned already the programme
There is something special about the role of thefor middle leaders, subject leaders and others. That
school in terms of its role to educate and instructis Leading from the Middle. Then there is the
pupils and that does require some special skills,National Professional Qualification for Headship
knowledge and understanding.which becomes mandatory in 2004. There are three

routes for that. The length will depend upon how
much prior experience people have and there is a Q331 Chairman: There seems to be a problem
variety of other programmes of varying length, but emerging that we are not getting enough female
mostly a relatively limited residential component, heads coming into secondary education. Are you
coupled with web-based learning and time spent in addressing that in terms of the kind of work you
school on a particular project. are doing?

Mrs Du Quesnay: Yes. It is an issue that does
concern us. We do have data. I am afraid I do notQ329 Chairman: People outside looking into the
have all the data about the gender split just at myeducational sector might say about institutions like
fingertips but you are right. We have a lot of headyours that they are a bit special and focused.What is
teachers of primary schools who are women butthe diVerence between someone like yourselves who
there is still an issue about the number of womentalks about leadership and other providers in other
coming forward to headship roles in secondarysectors who talk about management?
schools. We are researching and have already doneMrs Du Quesnay: It is a good old chestnut that we
some pilot work in terms of developing acan spend a lot of time thinking about. We would
programme that would encourage women to comewant to argue at the college that leadership and
forward into secondary, formal leadership roles andmanagement are closely intertwined but that
particularly headship, just as we are for people frommanagement probably puts more of a focus on
ethnic minority groups as well.processes, structures, the maintenance of good

systems, day to day operations, all of which are
absolutely essential to make a school work well. If Q332 Chairman: Ralph, in terms of the particular

niche that you have in the education empire thatyou are going to look for a situation where you are
going to get widespread and radical change—and I we jointly have this interest in, what is your

special contribution? What is your unique sellingthink we are signed up to the notion that that is what
the public education service needs—you have to point?

Mr Tabberer: The Teacher Training Agency is anthink of leadership in a more profound way. You
have to think about the way in which leaders can executive agency charged to deliver at the gateway to

the profession on targets for recruitment to thereally exert a powerful influence and give a powerful
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profession. We have to bring in about 35,000 people Q335 Chairman: The evidence we have taken so far
suggests that here we have people training to beto initial teacher training a year. Our other primary

charge is to ensure that the quality of the initial teachers. They are bright, young undergraduates.
Many are committed to teaching. They come intoteacher training is the best we can make it. That is

most of our remit. We have additional areas where teaching and they are very quickly dropped into
schools. Many of them have very little experience ofwe contribute towards overall teacher retention

policy, for example, by supporting LEA and school teaching in a range of schools, perhaps socially
deprived schools right through to more aZuentlocal initiatives to hold onto and recruit staV and

also by overseeing the induction year. We are very schools and so on. It does seem tomany of us on this
Committee that the evidence we are getting is thatmuch a gateway organisation.
the management of their first three years is pretty hit
and miss. Is that not something that your agency

Q333 Chairman: How do you benchmark your should be looking at?
success? When I was an undergraduate and coming Mr Tabberer: I do not want to say there is not a
towards the end of my undergraduate studies, there concern. We believe that as a profession structurally
were a lot of people round me who did not quite and by institution we should set out to provide
know what to do with the rest of their lives and they the industry best practice, human resource
signed up to initial teacher training because it staved management. We ought to work at everything we
oV the fearful day when they had to decide to go out can in order to hold on to the precious graduates that
to work. I say that only in a slightly humourous way we get. It would certainly make our job of
in the sense that still, despite your best eVorts, we recruitment easier. Indeed, we look at what we can
have an enormous amount of wastage out of the do to hold on to people better in those early years.
profession in the first three years. First of all, people All those things are true. We have to look at the
come in; they take the initial teacher training and issues that have been raised by other people giving
they never teach. Others do not stay the course and evidence to your Committee and by theGTC survey.
drop out during the first three years. If you were a We have to look at issues of workload, behaviour
commercial organisation and you had that track management, but we also have to recognise that
record of getting bright, young graduates in; they there are limits to what we can do, particularly
stay with you such a short time, you would be asking because these days when we talk to young people
some pretty hard questions of your management and career changers about their outlook on career
team about why that was happening. It still seems to there is a very diVerent attitude these days from the
be the same sort of problem with large numbers of one that would have existed, say, 20 years ago. There
people going out of the profession very quickly. is much more expectation of high occupational
Mr Tabberer: You started with a question about mobility. If we go back to industry colleagues, many
how we judge our success. You have gone into the of them would be assuming, if anything, higher
particular of what we do about people in the first churn in the future rather than lower. We must do
three years. We judge our success and our things but also we must not pretend that there is a
performance against the government targets and magic bullet or that we have unique problems which
howwell we have done over a period of 10 years. We somehow, if we just did this or that diVerently,
judge against the quality of the intake, how many would be solved.
people have had 2:1s and better, for example, and
also we judge against the quality of people in their

Q336 Mr Chaytor: Can I ask about yourfirst year of teaching. We use several yardsticks for
projections for the future? You have said that at thejudging how well we are doing. Coming to your
moment we are recruiting 30,000 teachers intospecific question about people leaving in the first few
training for each year but what is the pattern likelyyears, when I talk to industrialists about what
to be in the next decade in terms of the demographichappens in teacher recruitment and in early years
patterns in schools? Will that 30,000 a year figureretention, the sort of dropout that we have is not
remain constant? What will happen to the numbersunfamiliar to them. It is true that early in a career
of pupils and how are you planning for that?people are still finding their choice of career. If there
Miss Doherty: The first thing we have to take intois going to be turnover anywhere, it is early while
account is pupil numbers. They are a major driver.people are beginning to understand their choices.
In terms of primary pupil numbers, we already know
they have started to decline and secondary pupil

Q334 Chairman: Unilever, Shell, Pricewaterhouse- numbers will decline from 2005. They are not the
Coopers lose 50% of the graduates they take in? only things which make demand for teachers. The

other factor you have to take into account is the ageMr Tabberer: It is very diYcult in practice to
compare figures. There was the Audit Commission profile of the teaching profession. We are recruiting

at the moment because we are aware of thereport 2002 on several public sector recruiters and
we have discussed recruitment with a number of demographics of the age profile. It is characterised at

the moment in a sphinx shape where we have a largeprivate sector recruiters as well. I knowwe should be
doing everything we can to hold on to everybody we number of people at my sort of age in their career,

moving forward, who will be retiring over the nextcan. That is exactly what the best companies are
doing but this comes up every year with industry 15 years. The supply model we work to from which

the targets are set is derived from taking into accountcolleagues from STRB. My experience from
industry is they find our problem unremarkable. the number of people who will be leaving, the pupil



Education and Skills Committee: Evidence Ev 143

7 July 2003 Mrs Heather Du Quesnay CBE, Dame Patricia Collarbone DBE, Mr Ralph Tabberer and Miss Mary Doherty

population numbers, the demands for teachers. That including government policy.We have had to recruit
more primary teachers because of the expansion ofcomes into the work that the Government is

developing now on remodelling the profession, primary education in the early years. If there are
decisions taken about changing the nature of rangelooking at the demands being made on teachers and

looking at the work that teachers are doing and the of qualifications for secondary education, that could
aVect things but there are no proposals that I knowconcerns teachers have about workload. All of those

factors are taken into account in the numbers. That of in that area at the moment.
comes back to us being allocated numbers by the
department to recruit to. That is the next challenge. Q341 Mr Chaytor: In terms of the scale of the
Recruiting to secondary priority subjects has been problem of recruitment at the moment, we have had
very challenging. We have made headway in those varyingmessages during our inquiry but how do you
areas. We need to continue to look at the judge the scale of a problem between nirvana and
introduction of the training salary and golden hellos. crisis?
The repayment of the student loan has helped, as has Mr Tabberer: It is often observed that the business
a starting salary which appears competitive and a of recruitment is one of flood and drought. If you
shortening of the pay scale. We cannot let up. We have slightly too many teachers, there can be media
have to be unrelenting in working to fill all those stories about people who are not finding jobs. If you
allocated places in a very competitive job market. have slightly too few, it is amajor problem. This is an

issue because in many schools one teacher not being
Q337 Mr Chaytor: In terms of the annual figures, there can mean a whole class is not covered. The
are you saying therefore that the 30,000 a year will projection at the moment on recruitment is, over the
remain constant because that takes into account the last few years, we have donemuch better. Everybody
compensatory eVects of declining school numbers recognises that the numbers are up considerably.
and the large numbers of teachers declining in the The view that generally there is now as much a
next 15 years? problem to be focused in retention as in recruitment
Miss Doherty: The aim will be to have a flatter age is a very good position to be in.
profile rather than the sphinx shape we have now.
The numbers we recruit each year are reflecting that. Q342 Mr Chaytor: In terms of recruitment it is

really: crisis? What crisis?
Q338 Mr Chaytor: In terms of the interrelationship Mr Tabberer:No. I would not say that. We work in
of the diVerent factors, what assumptions are being a very competitive labour market. These days,
made about the role of non-teaching assistants? everybody wants graduate labour. There are
Miss Doherty: The major issue for teachers and industries who would have accepted intermediate
retention is workload. You want teachers to be qualifications a while ago who now compete for
doing the jobs that only teachers can do. We have graduate labour. Frankly, if we let up with any of
seen in other walks of life—I am grateful to my our aggressive campaigning or incentives we would
colleagues in the TTA—a whole range of jobs which be concerned that we could slip back very easily into
enable me to do my job and that is equally true in what may be a crisis for individual schools.
teaching. The remodelling agenda, bringing in the
high level teaching assistants, is going to enable the Q343 Mr Chaytor: In respect of turnover, this is the
teachers to do that job. issue that is worrying you more at the moment but if

we accept we are living in an era where most people
Q339 Mr Chaytor: Within the model are there assume they will not do the same job for life and if
assumptions made? We know about the importance we accept that teaching is a demanding profession,
of relieving teachers of jobs that non-teaching where we need a constant influx of new blood
assistants should be doing but are there assumptions anyway, how do you balance the healthy eVects of
made about non-teaching assistants taking on a turnover and injecting new blood at all stages of the
teaching role? teacher’s career and the need to ensure stability and
Mr Tabberer: At the moment, we have our avoid unnecessary wastage?
provisional allocations only within this spending Mr Tabberer: These are the very challenges.
round, so it is for the next two years, both for Structurally and by institution, it seems to us the
secondary and primary. In both cases, we have been only way you can go is to improve across the whole
asked to bring in additional teachers. The general sector and in individual schools the quality of
climate at the moment is verymuch one of recruiting human resource management, so these things are
more teachers andmore non-teaching assistants and managed locally as well as possible. If we do not plan
teaching assistants. succession, if we do not recruit actively and

positively, if we do not look after our staV as well as
industry is planning to, we will find things more andQ340 Mr Chaytor: Can I pin you down on this

30,000? It is not 30,000 until 2011 but it is 30,000 for more diYcult. The conditions at the moment that
seem likely in the labour market, with higherthe current spending round?

Mr Tabberer: Formally, we will have provisional occupational mobility, the right way to go is to
improve leadership and management, not makingallocations only for this spending round, but it

would be reasonable to assume that the figures will movement in and out of the sector more diYcult.
That would be taking a risk, not least withbe in the region of 30,000 over the next 10 years.

There are a number of fluctuating considerations recruitment. These days, if you ask large numbers of
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young people about coming into teaching, if you you think the current arrangements are satisfactory.
If not, how can we improve our data collectionsaid it was a career for life, you would find the

numbers who perhaps are now willing to commit to systems for teacher recruitment?
that in the terms that they might have 20 years ago
are far fewer. Lots of people want to teach. They Q346 Chairman: Is the data good enough? Some
enjoy the idea of making a diVerence in young people will tell you, “We have all the data we like.”
people’s lives, but it is far more likely these days that Others tell us it is insuYcient and they do not really
young people will seek maybe four or five career know what is going on. Who is right?
changes in their lives and we are very much in favour Mrs DuQuesnay: They are probably both right. I do
of an open market and a sector competing well. not think our data is good enough. We have been in

existence for just over two years. We are refining it
all the time.We will have a muchmore sophisticatedQ344 Mr Chaytor: Your solution to turnover is to
means of collecting data about the people whoimprove the quality of management of each
engage with us next year but in terms of overallindividual school but are there not patterns between
predictions about the shape and structure of theschools? There are patterns of turnover that vary
teaching profession we depend very much on thehugely between schools. What can you tell us about
Department for Education and Skills. There is lotsthe variable forms of turnover that we have?
of data. The problem is it is not always processed inMr Tabberer: There are structural issues for the
a way thatmakes it very usable and accessible for thewhole sector as well as institution by institution
particular needs of particular agencies. I am pleasedissues. There is very clear evidence that the more we
to say we have just managed to get into much closercan do to reduce burdens on teachers, the more we
discussion with the Department about that and wecan do to reduce the workload, the more we can do
are hoping to do some work with analytical servicesto improve work/life balance, the more we can do to
in the Department, which we hope will satisfy ouroVer extra support and behaviour management,
needs better in the future. There may be more workwhen we survey new recruits and when we survey
to do.people in the profession, these are the critical issues
Mr Tabberer: We are in a diVerent position in thewhich keep coming up. Just as if we were in a
initial recruitment and the early years of thecompany, we should be listening to our employees
profession. TheTTAhas been around for nine years.and taking their views into account in future policy.
We have been building data sets quite elaborately forMiss Doherty: There are also hot spots. London and
quite a while. The data we need to take decisions inthe south-east are clearly areas of great turnover and
our area is pretty good. Recently there was a studywe are heartened by the introduction of the London
of data availability across Europe and I think onlyChallenge and the opportunities that is going to
four countries had data sets of any strength. Ourspresent. Turnover there, where you already have
compared well with those other three. We feel thatconsiderable turmoil in pupils’ lives, can be a useful
broadly we have data to take the decisions we need.thing but it can also be detrimental to the well-being
There are always areas where you collect it whereof the learning experience of the pupil; so making
you would like more because you are drilling intosure that the focus is on retaining the good staV and
issues more deeply. A bit more comparative datahaving a core of sound good staV, but also might help us so that we could cope better withwelcoming others back. We have a programme for questions about the relative performance in teachingpeople returning to the profession, encouraging and other professions but whenever we have gonepeople who have had experience to come back. The looking for that we get very clear advice from people

number of returners has increased over the last few about being very cautious about the comparative
years, and they have opportunities through basis. The other area where we could do with more
returners’ course provision. data is simply long trends over time. We have now

built up some pretty healthy data sets tracking
inquiries about teaching into acceptances onQ345 Mr Chaytor: In London and the south-east, is
courses, into applications, into acceptances and intothe issue the nature of the school systems and the
registrations and then through. In the next few years,individual schools or is it the competitive pressures
we will be able to use that data to look back andof an economy that has a very, very high level of
understand a bit better than we do at the momentunemployment?
which routes and which types of people to drill intoMiss Doherty: I think it is a range of factors. When
further but broadly we have the data we need.the housing prices in London are, on average,

£100,000 more than elsewhere, that is going to be a
major factor. There are also other things in terms of Q347 Mr Chaytor: Your data systems are largely
the amount of investment in London in education about recruitment and not so much about turnover.
compared to, say, the police or other services. There In terms of the monitoring of what happens post-
are major challenges for London schools also. The recruitment, who is collecting and analysing that
London Challenge is going to be very welcome in information and is that satisfactory?
that area. Mr Tabberer: The responsibility for that lies largely
Mr Chaytor: We have a confused picture of the with the Department. It works with pensions data
availability of data on teacher recruitment and and with GTCE because it is now collecting data.
retention and I would like to ask the TTA and the We all link up and try to make sure, within the

compliance of the Data Protection Act, we can useNational College what your views are on this and if
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and share data and drill into it. There is certainly cannot aVord to have such a churn that you never
achieve that. That is one of the issues in London andmore to be done in tracking on from the early data

and following it over time so that we can really get it is particularly an issue if people leave after three or
four years and they never really move on to middleat trends. There are quite extensive data sets within

the profession, age profiles etc., but that is probably leadership roles. You have that hole in the middle.
You might be able to get a headteacher. You get thesomething that you ought to ask the minister.
youngsters or the Australians or New Zealanders
coming in, but you get that hole in the middle whichQ348 Mr Pollard: I am delighted to see Heather Du
is where so much of the quality of the school isQuesnay in her new role. When she was director of
driven. That becomes a real problem.education in Hertfordshire, she was inspirational

and showed great leadership. I have followed her
career with great interest. Ralph suggested earlier Q350 Chairman: Is not one of the problems that so
that there would be more churning in the system in much of your management and leadership is
the future and there will be pressure on class sizes education specific? Many teachers seem when you
coming down. Is that likely to require more than the talk to them to be worried they are going to be
30,000 you were talking about? Mary mentioned the trapped in teaching only for the rest of their lives. If
overall pupil numbers dropping. Thatmaywell be so you gave them a more transferrable skill, perhaps
in certain parts of the country but in the South-East they would feel more confident. If the trend is that
where the new build is likely to take place the people move in and out of careers, if you gave them
population is likely to go up, so there will be regional less specific training and more general management
diVerences. That would need to be taken into training but with education as a main focus, they
account as well. would have more self-confidence in their ability to
Miss Doherty: I think you are right about regional move in and to move back. Is there not something
diVerences. It is very important to take account of in that?
them. When I was talking about the pupil numbers, Mrs Du Quesnay: The leading of teaching and
I was talking about nationally. We know in London learning is only a part of what we do at the College.
and the eastern region that pupil numbers are going A lot of what we do would be verymuch shared with
to increase there. That is where things like the pay other kinds of leadership organisations. We look at
and awards and the progression are important in strategic planning, managing the organisation,
attracting people, because we can attract people to interpersonal skills, self-awareness so that you know
London for several years in the beginning stages but the sort of impact you have on others. All of that
as they reach diVerent stages in their life cycle they kind of activity and understanding would be shared
are tending to want to move out. We have to make with all sorts of leadership development providers.
it attractive for people to stay in the profession at We are also looking very hard at how we can get
those stages and we have to respond to the regional higher education accreditation for some of the
variations and diVerences. Much of our work with leadership qualifications and programmes that we
recruitment managers is funded from the TTA oVer again in order to give them greater currency
through a grant from theDfESwhere 97 recruitment and status so that people would feel confident that
managers work in 107 LEAs. They are working very they could move into other spheres, other
much at making sure that they have a staYng professional areas.
population which is appropriate to their school Dame Patricia Collarbone:What we are trying to do
needs. They are doing some forward thinking in with the programmes more and more as we develop
terms of the demographics you are talking about is work very much with management consultants
within regions. and others, putting together programmes which do

bridge that gap so it is not purely educational. You
can take the best of the best from Ashridge orQ349 Mr Pollard: When we talked to Doug
Cranfield or wherever to make the programmes aMcAvoy a short while ago he said his ambition was
good balance. That is very important indeed. Oneto have every teacher staying in the profession and
thing I would agree with Doug McAvoy on is thathaving to be dragged away, kicking and screaming
we do want teachers to say that it is really good tofrom it because it was so good to be a teacher. It gets
be a teacher. That is very much to do with providingback to the churning. I have had seven diVerent
things which are motivational, with the right kind ofcareers in my time and no doubt I will have a couple
support and career progression. Indeed, there aremore before I have done. I am not sure that Doug
many more teachers these days who will talk aboutMcAvoy’s hypothesis was entirely right. What
transferrable skills because they realise the skills thatwould your view be about that?
they have gained as a teacher are very marketableMrs Du Quesnay:We need a mix. I do not think it is
and transferrable, particularly those which are to dorealistic to think that anybody is going to sign up to
with interpersonal skills, emotional intelligence.a job for 40 years. I have had three or four diVerent
There I go back to data because the one thing wejobs myself but when I went into teaching there was
need to remember is that schools are very data rich.a sense of probably embarking on something that
More and more these days there is a lot of data andmight be a career for life and the world is not like
information that schools can use, both about thethat anymore. It is absolutely true that you have to
individual as well as about the class and the school.have a suYcient, stable core of people who children
That means that we can know a lot more about whatget to know, who parents get to know, who create

the community and the ethos of the school. You we want to do. That is specifically important in the
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programmes where we do a lot more work on hellos. Certainly in my constituency, which is part of
rural Lincolnshire, it is not part of the Londonemotional intelligence and thinking about what does

this 360 degree feedback mean to me. We are trying problem but there are terrible recruitment issues.
Nothing seems to be specifically being done for theto get heads to look at that so that when they take

360 degree feedback from their staV and staV give particular area that I represent where maybe all the
focus tends to be on providing London weighting orthem messages they can say, “Hang on. What do I

need to do to make this school much more whatever where perhaps the more visible problem in
the South-East is. Is there more that can be done?motivational for my staV? Oh God, I did not realise

this behaviour was producing this kind of eVect for Miss Doherty: There are recruitment managers in
my staV.” There is a lot of work we are doing, Lincoln so they are working in Lincolnshire in order
borrowing from the work of Daniel Goleman from to attract people, but there are particular areas
Harvard and those places around those which may find it very diYcult to attract people.
interpersonal skills. There is more to do and of Schools have at their disposal recruitment and
course there always will be but we are certainly retention allowances which they can use to
beginning to bring those things into programmes. encourage staV to apply for posts but there is some

reluctance on the part of head teachers to use those
recruitment and retention allowances. That is theQ351 Mr Simmonds: I want to follow up one or two
first thing, using all the opportunities and incentivespoints that David raised with regard to recruitment.
that head teachers have at their disposal. Secondly,I was very intrigued by one of the exchanges that
in terms of Lincolnshire, it may be worth tappingtook place when there seemed to be a general
into the returners. If schools can respond and haveacceptance that recruitment was fairly acceptable at
more job shares and flexibility in terms of workingthe moment, except at the margins. I want to give
hours, there are probably more people to tap into.you the experience in my constituency. Governors,

head teachers and teachers say to me that 20 years
ago for every job there were 50 applicants. Ten years Q353 Mr Simmonds: Obviously I am talking about
ago there were 20. Now, if you are lucky, you have the whole of the country. Are there other areas that
a choice. Often there is one. More often than not, you think could assist recruiting teachers into the
there is nobody at all. Is that not an abject failure on profession—ie, an allocation of a specific funding
your part? stream that does not exist at the moment? If the
Mr Tabberer: What we were saying on the issue of Secretary of State for Education said to you, “We
recruitment is that recruitment into the profession is have this spare pot of money. We would like you to
now in a stronger position than it has been but I use it in a way that it is not being used at the
would completely accept that there are real moment”, how would you use that money to recruit
challenges in London, the South-East and you can people and in what area?
follow it up through Oxfordshire and other areas. It Mr Tabberer: We have found that the way we have
is true these days that in many schools they will get to approach recruitment—I think the same applies
smaller groups to recruit from. If people are after to retention—is very much thinking about diVerent
priority subjects, maths or science, in perhaps groups of people and diVerent people’s expectations
disadvantaged areas of London in a school that is of work. It is a marketing job. It is trying tomake the
not doing well, it can be extremely diYcult to find proposition of teaching attractive to them in the
people. We would absolutely accept that there are short or long term. What we have done with
real problems and we are working with local previous injections of funding is to look for new
authorities and schools in those positions. What we schemes which are viable at bringing in able and
have to recognise is several things have caused this committed people we have not had access to before.
to come about. Some of it was lower recruitment This is how we started, for example, the graduate
into the profession during the 1990s. Part of it is also teacher programme which is on the job training so
the expanding appetite for teachers in schools. The that a school which is facing diYculty has an
school sector has been expanding over the last five or additional option of going to a career changer and
six years. The amount of expenditure, at least up to saying, “You do not have to go back to college to
this year, has been growing. People have been train.Maybe that is not an attractive option for you.
looking for extra teachers and the demandwithin the You can come into school and we will organise a
system has increased. If you look at teacher numbers training package for you”. We have been able to
compared now with what they were six years ago, expand that scheme over the last three years from
they are considerably larger across the whole just a few hundred people to now round about 4,000.
profession. I am not saying that the situation you We are just about to take that up to about 6,000.We
have described does not exist. We try and do constantly look for these new routes in which attract
everything we can to help those schools. We are diVerent kinds of people. Last Tuesday I was in
starting to help to bring in more teachers now which Canterbury with a new group on Teach First. This is
will contribute towards making this position better a new experiment with a diVerent kind of candidate.
over time. It is trying to recruit some of the most able people

from the universities of Cambridge, Oxford,
Imperial and the like and oVer them a proposition,Q352 Mr Simmonds: Is there anything that can be
which is that they will train for two years as teachersdone in addition to the dedicated resources that are
and work within our most challenging schools. Ingoing to the recruitment process at the moment?

Student loans werementioned earlier and the golden that period, they will also get a business education so
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that at the end of that they can make a choice about a mixture of a national pay which is compelling and
also pay flexibility so that individual head teacherswhich route they want to go down. That is an

experiment that is well worth trying. It currently has can make decisions about what additional bonuses
or wider human resource packages they should be186 people on it and if it proves itself as quality

training and gives us some retention we would look supplying locally in order to tailor to the particular
needs of Lincoln or Birmingham, Cumbria orto come to Government and argue for an expansion

of it, with a proven scheme. There is quite a whatever.
marketing process about trying out new ideas,
watching how they catch. Where they are worth Q355 Chairman: Are teachers well paid now or
pursuing because they give us able and committed generously paid? What is your view?
people, we try and take them to scale. Mr Tabberer: When we are in campaigning mode,
Miss Doherty: The school curriculum is based on a there has never been a better time to be in teaching.
range of fairly defined subjects, whereas in higher In London particularly there is a compelling salary
education people are tending to go in for amalgams and if you are considering a future career in teaching
of degrees and disciplines. Althoughwe have a good, I can assure you it is well paid. We always take our
healthy graduate population, when we are looking advice to the STRB that if there are any additional
to recruit people to particular subjects we are allowances possible then we are interested. It helps
looking for people who perhaps do not have the us to recruit.
subject knowledge in physics and we give them an
opportunity through physics enhancement courses

Q356 Jonathan Shaw: We heard from the Openwhich we are going to start piloting in January. We
University a few weeks ago and the solution,are already under way with maths for those people
according to them, was more mature teachers. Onewho are just below the subject knowledge required
of the criticisms that we had of the Teacher Teachingfor initial teacher training, to have a six months, in
Agency’s adverts was that they did not speak to thedepth opportunity to enhance their subject
people who were potential recruits. The gentlemanknowledge. That is going to be maths, physics and
said it was aimed at people with 30 inch waists andchemistry. For modern languages, we are looking
it was not necessarily the image that people wouldfor linguists with two languages; whereas people are
relate to who might be prospective candidates to gotending to go for a language with economics or with
into teaching in terms of a career change. What dobusiness studies. From next Easter, we will be
you say to that? Is it prospective, mature teacherspiloting an opportunity for people to get up to speed
who oVer the solution? Are we going to have morein a second language for Key Stage 3 by an intensive
places?three month immersion course; looking at all the
Mr Tabberer: Our campaigning in the last threediVerent pools that we can draw upon and
years has been strongly focused on increasing theresponding to those diVerent pools with diVerent
number of career changers coming into theprovision, recognising that there is no one answer,
profession and it has been highly successful atbut constantly examining the data and the statistics
attracting more mature recruits. We now attractand what is going on and then deciding: is the
over a third of our recruits at over 30 and we haveprovision of a one year PGC appropriate to all? Do
something like 12,000 career changers a year,we need to find other ways to support and enhance
choosing teaching as a second career. There aresubject knowledge so that that graduate population
many mature entrants. You could argue that part ofthat is there can be matched to the challenges of the
the increase in the last few years has been because weschool curriculum.
have been particularly successful at going after and
succeeding in getting this group. Our advertising

Q354 Mr Simmonds: You mentioned earlier that takes many forms. It is not just the television and
the recruitment process in the graduate market was commercial advertising. It is press, media, ambient.
highly competitive and you also mentioned some of We even advertise on beer mats, for example, and
the issues that you have to try to resolve to make they have all helped us to attract the very audience
teaching a more attractive profession. You did not that you are talking about.
mention pay. Is that a significant factor?
MrTabberer:Yes, pay is important. It is a factor but

Q357 Jonathan Shaw: So, “Beer Bellies Are Us”.it is not, in our experience, the most important
Mr Tabberer: Thank you for a new slogan.factor. It plays slightly more strongly in our testing

withmen thanwithwomen as a factor. It has been an
advantage to us in our recruitment and campaigning Q358 Jonathan Shaw: Can I ask just following on
over the last few years that there have been comments from my colleague Mr Simmonds, in
improving pay and conditions in the sector. We terms of the money that is available, the golden
promote the starting salary. People ask us about the hellos, the golden come backs, et cetera, I have asked
salary several years in. There is now a threshold a number of witnesses, “are we using the money to
payment which helps us to talk about progression the best eVect?” Some witnesses say that it creates
after several years in. We talk about higher levels resentment within particular schools, but putting
that teachers can aspire to, staying in the classroom, that aside for amoment, if we have a school in a leafy
and indeed the higher headship scales. We also suburb where they have no diYculty recruiting and
recognise that there are lots of pressures on the someone might get £4,000 for coming back is that

really the best use of public money when that moneypublic purse. What we are particularly keen to see is
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might be better used doubling up in an inner city through from initial training through the early years
of a teacher’s life in school and then on to leadershipschool, for example? Do you think there is enough
development.flexibility within the current regime?
Mr Tabberer: If I can add to that, I think theMiss Doherty: I think you probably need both.
challenge is a good one. In a way I want to answerGolden hellos have brought about an increase in
by saying that the system already allows for therecruitment to priority subjects, which is very
situation you describe. Essentially there are twoimportant and very valuable and we would not like
recruitment issues here, one is the recruitment of theto see any diminution of that. Equally to attract
profession and one is the recruitment of a school.Wepeople to inner city schools where they face many
need a set of incentives that we can promote in thechallenges we do need to make sure that there is a
recruitment market, this competitive market, whichpositive drift in that direction. That is where the
are a guaranteed package for coming in. It helps usopportunity for recruitment and retention
for that to be set at a level people can understand. Inallowances was first of all put in place so that head
fact there is already a range of diVerent incentivesteachers could respond to local challenges, although
and we have a job explaining those. We need a sethead teachers are reluctant to use them. STRB is
there. The golden hellos, the repayment of loans forlooking at these longer term issues and looking to see
priority subjects, these things help us to compete anddo head teachers need within a national framework
get people into initial teacher training so that wegreater flexibility for exactly the things you are
have a chance of holding on to them. You are thentalking about. The evidence is, yes, golden hellos
right in saying, “do some schools not need to dohave encouraged more people to go directly because
more on top?” At the moment we have recruitmentthey get paid the golden hello at the end of their first
and retention allowances which they can deploy andyear, at the completion of their first year more are
indeed they can go beyond the terms of recruitmentgoing directly into teaching. Repayment of the
and retention allowances in order to hold on tostudent loan is clearly intended to be a retention
people. Those sort of local pay flexibilities aremeasure over time. I would not like to see us easing
important and in practice schools do use them.up on one to give greater money to another, but
Across the system the more there are flexibilitiesclearly both would be important.
available to disadvantaged schools or schools in
London the more it helps us to get the balance of
supply at school level right across the system. It isQ359 Jonathan Shaw: You would not. Heather Du
only really in the last few years that those flexibilitiesQuesnay, perhaps you might have a comment on
have started to enter. I would not like to see usthis, it does seem to me there is a limit to the amount
becoming uncompetitive at the point of introducingof money that we have. If it is a teacher in a subject
people into the profession, I do not think we want towhere we have shortages they can still get that extra
reduce our funding there because the set ofcash and go to a school where there are not any
propositions we have at the moment are workingshortages, is that the best use of public money,
particularly well. If you are going to look atwhereas for a school in Lambeth or Tower Hamlets
spending additional money one of the issues couldwe might be able to double up that money to make
be more help to disadvantaged schools.sure we get the very, very best in the most diYcult

schools, something that you were talking about in
terms of Christchurch? People are reluctant to Q360 Jonathan Shaw: Can I also ask following on
answer this question, I do not know whether I am what Mark Simmonds asked—he referred to
barking up the wrong tree but it does seem to me Lincolnshire which has a similar system to that of
there is an argument for it. Kent—do you find bluntly that newly trained

teachers are going to work in secondary modernMrs Du Quesnay: It is diYcult. I do see where you
schools? Is the school structure something that putsare coming from, the notion that with limited
people oV? For example a teacher may not get theresource the more sharply you can target it at the
opportunity to teach A-Level, have you anyareas of the greatest need the more you are going to
information on that?get out of it. On the other hand, the more complex
Miss Doherty: Not specifically, no. Recruitmentyou make the whole system of teacher reward and
managers would have but we would not.payment the less flexibility you are creating locally

for head teachers and governing bodies to determine
their own priorities because they are dependent on Q361 Chairman:Who chooses which subjects are so
these extra special things that are particular to a much in demand and if there is a deficiency of
particular school. One of the things that should be recruitment that a premium should be paid: Where
looked at is a muchmore systematic approach to the does that come from? Does it come from Charles
continuing professional development of teachers, Clarke? Does it come from you? Does he take advice
which would lead into leadership development, from the two of you? What I am getting at is some
which is where we are coming from, than what we subjects look obvious others look less obvious in
have at the moment. At the moment so much of it terms of the shortage.
depends upon the particular priority that an Mr Tabberer: The subjects are chosen by the
individual school gives to supporting a particular Department. We will give advice about the state of
teacher. When funds are tight, as they are this year, recruitment in the diVerent areas and that will have
it is a much more threatened area than might some eVect. I also believe that they look at vacancy

data nationally and locally, those are probably theotherwise be the case. We could do more to build
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two most important sets, in other words, where the Mr Tabberer: I cannot think in the three and a half
years I have been at TTA we have not been able toshortages are in the schools on the ground andwhere

the diYculties are in recruitment and out of that they work through the data closely together and come to
a common judgment. There are times when theremove the group from time to time.
may be funding pressures but it is our job to
understand those as well and to make sure thatQ362 Chairman:Who advises? Let us get this right,
money goes into the routes that will give us the bestyou are the experts, is there anyone more expert on
value for money.recruitment than you?

Mr Tabberer: On recruitment into the profession I
would say that we are the best source of advice. Q369 Chairman: There are no specialist subject

areas that you think are now being given a premium
Q363 Chairman: You are the best. for recruitment that should not be in that list?
Mr Tabberer: In terms of recruitment vacancies that Mr Tabberer: No.
is data which the DfES collects itself. It would want
to take both into account.

Q370 Chairman: They are all okay. What about
Heather Du Quesnay and Dame Patricia, here areQ364 Chairman: How big is your staV?
the deficiencies, here are the positive action fromMr Tabberer: Approximately 200.
Government to meet those deficiencies, are they
about right now or is there a gap somewhere?Q365 Chairman: Your annual budget?
Mrs Du Quesnay: In terms of the recruitment ofMr Tabberer: We disburse about £450 million.
teachers they probably are about right. We do seem
to havemade a tremendous amount of progress overQ366 Chairman:You are quite a big operator in the
the last three, four or five years. The situation doeseducational world. It would be a very silly Secretary
look a great deal healthier, which is not to say thatof State who did not say, “I want to know what are
anybody can aVord to be complacent, as Ralphthe shortage subjects. Do we need 10,000 more
Tabberer said earlier, but it does look better to me.medieval historians?” Ralph Tabberer will tell me
Chairman:We got the impression from the Nationalthat his organisation is the natural place to ask, is it?
Union of Teachers that the sky was about to fall onMr Tabberer: Yes. Except I would encourage any
us. No. Okay.Secretary of State to look at all of the data available

and if they have their own data. We may say
recruitment is particularly diYcult in maths, science Q371 Jonathan Shaw: Is there any information on
andmodern languages, if they can see data that says, diVerent routes in? Which has proved the most
“at school level there is a shortage of English successful?
teachers” then I would say that you would want to Mr Tabberer:Do you mean “successful” in terms of
take all of the data into account, not just what we are recruitment and retention or in terms quality, or
saying about what happens in our particular shall I answer both?
frontline. In practice there is a very close sharing of
data between us and the Department and there are

Q372 Jonathan Shaw: Thank you for putting myvery close discussions about any new incentives
supplementary for me.which are introduced. We are very active and
Mr Tabberer: Now we are beginning to track withinterdependent staV working with the Department
better data the recruitment and the retention onbecause that is what the sector wants.
diVerent routes. There is a diVerent story on
diVerent routes. For undergraduate routes in, theyQ367 Chairman: You will know we are a bit
are three or four years courses, the drop-out on thoseobsessed on this Committee about evidence-based
courses will be higher than the one yearpolicy, but what we are trying to tease out here is on
postgraduate routes. We now have on-the-jobthe best of evidence the Secretary of State draws
training routes, the Graduate Teacher Programme.from you and other experts in the field about where
At the moment we are finding the new Graduatethe deficiencies are, where the golden hellos are and
Teacher Programme giving us slightly betterwhatever subjects there is a shortage in and that is
retention rates. To give you an order of magnitude,how he makes the decision.
we could lose about 5% oV GTP, about 11% oVMrTabberer: Largely, yes. It is very evidence-based.
postgraduate and it will be higher, about 20–23% ofWe will also look at marketing data and we will look
undergraduate oV the longer courses. That gives youat what graduates in universities think at the
some feel on recruitment and retention data.moment. We will go into testing ideas. When we

start to develop new routes or new campaignswewill
even go into focus groups. There are many diVerent Q373 Jonathan Shaw: If I may, the diVerence in
forms of evidence, not just one form. terms of the make up those first two groups?

Mr Tabberer: Of the undergraduate and the
Q368 Chairman: Do you ever fall out with the postgraduate?
Department and say, “for goodness sake this
priority is coming up, we can see it coming down the
line, we are very experienced in this”, do you fall out Q374 Jonathan Shaw: The PGC and the Graduate

Teacher Programme?and the Department rejects your advice?
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Mr Tabberer: In their make up both of them will were six countries that reported a surplus of teachers
and in that report they talked about a better qualityhave a fair mix these days of recent graduates and

career changes. The Graduate Teacher Programme of intake. I think in each case we were talking about
a better paid profession with an economy wheredoes not recruit people under 24, but otherwise the

profiles will not be that dissimilar. there were fewer alternative graduate choices. I
think when you are comparing us with Northern
Ireland or with other countries in Europe you haveQ375 Jonathan Shaw: It is not a young person’s, old
to take into account the other graduateperson’s or a more mature person’s. Is the Graduate
opportunities. It is not just about what we do inTeacher Programme in terms of a more mature
teacher training, it is the broad economy which isperson?
aVecting it. The conclusion I reach is that we have toMr Tabberer: It was first set up to attract more
understand our own market, understand our ownmature career changers and it has been successful.
competition and within that learn from others butThe reason I am characterising it as not that
find our own ways of making improvements.dissimilar from postgraduate is because when you

look at postgraduate courses there are a lot of career
changers who choose to do the postgraduate Q379 Chairman: Is there not another way of
training year. interpreting that data? In Northern Ireland and

Scotland they still have the traditional public service
that is much stronger than it is in England, is that notQ376 Jonathan Shaw: £6,000 helps.

MrTabberer:When some people change career they rather nice that we do have a higher level of
dedication to public service, rather than the fastwant to start earning and they work in a school from

day one, others would like to spend some time buck, in Northern Ireland and Scotland? Is that
something that Heather Du Quesnay and Damestudying again, maybe enhancing their subject,

maybe enhancing their pedagogic skills, working Patricia pick up in the National College for School
Leadership in terms of, do you get a preponderancewithin a prudent provider before they go in. It is our

job to oVer both options. of highly qualified Scots and people from Northern
Ireland in percentage terms compared with English
people?Q377 Chairman: Are these more mature teachers
Mrs Du Quesnay: We can only answer that on thecoming in through a diVerent route?Dowe know yet
basis of anecdote. In the College we are onlywhether they are good quality teachers? Are they
responsible for England. I think there is probably abetter than the traditional route or are they worse or
feeling in Scotland that the education policy is a bitare they the same? How do we know?
more sympathetic and comfortable for teachers,Mr Tabberer: We do not know yet. The quality is
whether that is an accurate reflection I am not sure.tested across the sector by the Ofsted inspection of
We would be quite assertive about what is beingnewly qualified teachers in their first year of training,
achieved in England. I do not know whether there isthey do this as part of their school inspections and
a diVerent public service ethos in Scotland andyou can track how the newly qualified teachers are
Northern Ireland.doing relative to experienced teachers. In the last five
Chairman: That is what people told us when we wereyears when there has been an increasing proportion
in Northern Ireland but perhaps they were wrong.of more mature career changes coming in there has
Let us move on to induction, continuousbeen a rise in the quality of newly qualified teachers
professional development and leadership.overall. I am hesitating before I say that is a direct

cause and eVect. In fact it is a very interesting trend
in the quality of teacher training. Now in their first Q380 Paul Holmes: Starting at one end of the
year in teaching if you take the proportion of teaching profession with newly qualified teachers,
satisfactory or better lessons taught by newly and so on, we have already had a number of
qualified teachers against the average in the discussions about where we have a recruitment
profession then the newly qualified teachers in their and retention problem, one suggestion was that
first year are almost as good. We do not think there sometimes we have a flood tide and sometimes a
is a quality problem. I could not say that the mature drought. I know Professor Alan Smithers published
are definitely as good because we do not have that at some research for the Department for Education
the moment and Skills at the end of last month which showed

that the number quitting teaching was two thirds
higher in 2002 than it was in 1996. I do not know ifQ378 Chairman: When the Committee was in

Northern Ireland we were told that the quality of that indicates a flood tide or an ebb tide, but it seems
to be a worryingly high figure?recruits into teaching was much higher in terms of

the qualifications they had, much higher. Although Miss Doherty: I have looked at the recent Smithers
research and the conclusions were that people arewe did not take evidence in Scotland somebody said

the quality in terms of the qualifications coming into not leaving the education sector but they are going
to other jobs within education, either in teachingteaching were much higher than in England. Is that

of concern to you? into the independent sector or to work in LEAs or
other sectors. I think the opportunity comes back toMrTabberer: It is always in our interest and concern

to raise the quality of our intake. I would point you a similar discussion we were having earlier about the
opportunity for employment, and I think that isto a study that was done recently which looked at

recruitment across 31 countries in Europe, there something that we need so start to think about
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because in our recruitment work we like to DamePatriciaCollarbone:One of the things we have
found is really helpful for people is when they receiveencourage people to see being a teacher as being part

of the education sector and we are very dependent in a coach or a mentor, probably from outside
education, maybe from the business world. We havethe education sector on people with previous

experience of being teachers. Many of us here are in had a scheme going with Partners in Leadership and
that has worked quite well in terms of oVering someour positions because of our previous experience as

teachers. The research did not say that people are support for head teachers in fairly complex and
challenging circumstances. We are looking at waysleaving the profession in droves, we are losing fewer

to other employers but it is to other jobs in the in which we can develop mentoring, coaching, peer
support, support with the business world andeducation sector, also to things like travelling. Alan

Smithers very helpfully set out the best bets for support internationally for people to get
refreshment.getting people back, there are important lessons for

us there and there are also important lessons for
policy. It is not leaving the education sector but it is Q382 Paul Holmes: In a previous evidence session
adding to that churn within the teaching profession. Mr Ronnie Norman, who is the Vice-Chair of the

National Employers Organisation, said that he felt
that the teaching profession was starting to becomeQ381 Paul Holmes: There is a much higher churn at
recognised as a profession in the way that lawyersone end of the teaching profession than there was six
were—as somebody who was a teacher for 20 yearsyears ago but you are saying that is not really a cause
I thought I had been working in a profession for afor concern. Going to the school leadership, deputy
long time anyway. Part of improving theheads and head teachers, the National College for
professional status is something like the NationalSchool Leadership’s first Annual Report says on
College for School Leadership, so far how manypage five says, “10% of primary and secondary
deputy head teachers and head teachers have got theschools advertised head teacher posts in 2002, which
National Professional Qualification for headship?was higher than a decade previously, indicating that
Dame Patricia Collarbone: We have 9,000 peoplehead teachers on average are spending fewer years in
who have already got the National Professionalthe job”. It also said that re-advertisements for
Qualification. As we sit here there are 7,000 peopleprimary school heads were about 34%, which was
in addition to that who are on the programme. Thethe highest recorded level and that premature
NPQH is staged in three routes, you can do it fast-retirement is one of the largest causes of vacancies
track in a very short space of time for those who arefor head teachers. Is that something that we do not
nearly ready for headship or you can do it over onereally have cause for concern about or does it show
year or two years.a worrying recruitment and retention problem for

heads?
MrsDuQuesnay:Yes, I think there is some cause for Q383 Chairman: What is that as a percentage of
concern there. We have to bear in mind that people overall heads?
who are headteachers well into their 50s have a Dame Patricia Collarbone: About two-thirds. You
substantial career in teaching behind them. One of have 24,000 heads in the country, give or take a few,
the things that the College has been really working that is a fairly high proportion. We believe we have
hard at is to try find ways we can enable those people over time now been able to develop a pool of people
to feel refreshed and find a new lease of life, if you with a professional qualification to prepare them for
like. Particularly if you are leading a school in headship. Again anecdotally you can get lots of
challenging circumstances, if you do that job for 5 evaluation reports from those who have done
years, certainly 10 years, it is jolly hard, it is real NPQH of late where candidates and people will say
tough work and it takes a great deal out of people, when they go into their job it is the best preparation
both intellectually and emotionally and physically. they have had. I think if we are talking about the
One of the things we have done at the college is to recruitment and the retention of senior post people
look at how we can create opportunities that will that are more prepared, people that have support,
give people the opportunity of refreshment: we oVer people that have on-going support after they have
them part-time research associate-ships, we oVer a finished NPQH when they take up their headship
limited number the opportunity to go and look at they can then go on to the Head Teacher Induction
education systems abroad, we try to give them things Programme (it used to be called Headlamp) where
to do that will open some new doors. We have also they can have for up to three years a sum of money
developed within our Leadership Development they can spend on various modules and visits and
Framework the concept of the consultant leader, it coaching or mentoring dependent on them and their
is the fifth of our stages of leadership, and we oVer circumstance. It is all very well to train people for a
people systematic training (it is a programme that job through NPQH but when they get into the
Pat Collarbone developed) which would enable school they need a diVerent kind of support, there is
them to acquire the skills and understandings and support for three years and then four years in there
behaviours to work with other schools and to work is another programme called the Leadership
with other leaders. Many of them have said that has Programme for Serving Heads, which is a
been some of the best training they have ever done programme about how well you are doing in the job
and it does give them a sense of, we can make a new and it gives them that feedbackwe referred to earlier.
start, we have fresh energy. It is important to do that There is a lot of support we have now put in place for

people to support them throughout their leadershipfor people because otherwise it is a gruelling job.
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career. We believe it is not a one quick-fix, do this Q388 Paul Holmes: This might be an unfair
question but I will ask it anyway, if the Primethen and that is it, they need support of diVerent

kinds as they go through their leadership career, and Minister says that since 1997 they have recruited
25,000 more teachers but it then turns out that onlythat way we hope we will retain more people in the

job. half of those are qualified do you think that matters?
Mrs Du Quesnay: Can I just come in, I may have Mrs Du Quesnay: It depends where they come from.
been misleading there and I did not mean to be, Some of those teachers have come from abroad and
about 16,000 people are either engaged in or have they may have a teaching qualification, they may
already acquired the National Professional have good experience but it is not formally
Qualification. I do not think we know the recognised in this country. I think we need to
proportion of serving head teachers who have understand what the position is so that we do have
already got theNPQHbut by definition certainly the suYcient—I am not going to try and quantify what
7,000 have not yetmoved into headship because they is suYcient—fully qualified teachers to provide
are still doing the NPQH. That is the sort of data we security about the quality and continuity of
do need to be much smarter at collecting. education for children and the relationship with

their parents. For the most part in the country as a
whole we have that. We know there are someQ384 Chairman: How many staV do you have?
schools, particularly in pressured areas like London,Mrs Du Quesnay: We have about 160 people
where that is a vulnerability. We all recognise that. Icurrently.
worked in Lambeth for four and a half years, some
schools are very, very challenged about having a

Q385 Chairman: The budget? suYcient body of teachers who can really provide
Mrs Du Quesnay: In the current year the budget is that quality and continuity.
about 80 million and well over half of that, about 50
million, supports the major training programmes.

Q389 Paul Holmes: Those challenged schools tendThe National Professional Qualification has a
to be the ones that have the highest numbers ofbudget of about 25 million or 26 million a year, and
teachers without qualified teaching status, themost of that is supporting the training of the people
highest number of overseas trained, the highestgoing through rather than paying administrative
number of trainee teachers.costs.
Mrs Du Quesnay: You get this awful syndrome
developing where schools may have vacancies, theyQ386 Paul Holmes: You think at the end of school may draw in the most challenged and challengingmanagement it is important to have on-going children, they find it hard to recruit because some ofprofessional training and qualifications, back at the
the behaviour issues and the fracture issues in societyother end, how important is it that teachers are
make it harder and put more pressure on theprofessionally qualified and have QTS status?
teachers. You do get a spiral which is why I thinkMrs Du Quesnay: For teachers who are full class
that most of us who know London really welcometeachers it is absolutely essential. The College would
the fact we have the London Challenge and there isvery much welcome the emphasis that has been
a recognition of those issues and that we are notbrought to bear through the recent policy moves on
trying to sweep it under the carpet any more anddiversifying the work force in schools. It has been a
pretend we can do the same as we are doing in theludicrous situation. I was a teacher for a long time
rest of the country. I suspect one could argue therebut it is a while since I was in school and for all those
is some very similar pressures on schools in otheryears you see teachers doing jobs which other people
urban areas but it is more intense in London.could probably do better, particularly now as the

environment in schools is changing, there is more
pressure for community involvement, there are Q390 Chairman: Are you saying the worse behaved
diVerent kinds of resources andwith the information pupils in Britain are in London?
and communication technologies we can see far Mrs Du Quesnay: No, but I am saying—I do not
more ways in which adults other than qualified think I said that—you get a situation in London
teachers can support children’s learning, but you where admissions are quite competitive and where
always have to have that core of fully qualified schools that find themselves with a large number of
teachers who can manage and supervise that surplus places (I can think of a couple when I was in
situation and provide an overview, which is about Lambeth) where they are under pressure to take in
the quality of education and children’s learning. children who may have been excluded from other

schools, children who may only have come into this
country as asylum seekers and have gone throughQ387 Paul Holmes:You think it should be a core of
terribly traumatic experiences. It can be extremelyteachers who are qualified teachers as opposed to all
diYcult for the local education authorities and thefull-time classroom teachers being qualified?
governing bodies and the head teachers to maintainMrs Du Quesnay: I think full-time classroom
a reasonably balanced situation for those schoolsteachers should be qualified but it is important they
because you do end up, we know it happens, with ashould be supported by a rich diversity of other
situation where some schools are subject toadults. We can see more sophisticated ways of doing
enormous challenges, much more so than maybe athat now than would have been the case 10 years ago

or when I was teaching. neighbouring school not very far away.
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Mr Tabberer: If I can add to this, I think it is a for periods of time in order to give that enrichment
to the curriculum. Your question is a very good one.concern that schools have had a higher proportion

or higher number of unqualified teachers involved, Your follow up of asking people to unpack that is
also very important.especially in these areas.When we look at the figures

we have to recognise that a lot of those unqualified
are on training courses to become teachers, they are Q393 Mr Chaytor: I have two points following Paul
on our GTP Programme, they are on our Overseas Holmes’ line of questioning, you have said of
Trained Teacher Programme and for some of those the 24,000 serving head teachers you have 9,000
it is an assessment-only period while we can properly individuals who already have the head teachers
validate their qualifications. It is important to say qualification, a further 7,000 are in the course of
that. It is important to add, as Heather Du Quesnay being trained, you do not know howmany are heads
said, for me these are the compelling reasons why we and howmany are aspiring heads, but in terms of the
have to look at both increasing the number of debate earlier about data collection it is not a terribly
teachers we have and what is called remodel the diYcult thing to do when the application forms
profession. In the period since 1997 we have come in to put them in two piles and count this lot
increased the number of teaching assistants and which are heads and this lot which are aspiring
support workers in schools by 80,000. I think the heads, is it? This is a basic data collection task which
more we do tomake our work forcemore diverse the is really quite important?
more we do to introduce flexibilities in schools so Mrs Du Quesnay: It is very important. People apply
that heads cannot only just deploy teachers as a to do the National Professional Qualification and
solution for every problem but also deploy other have been doing that over the last five or six years.
staV and indeed ICT. We will know and we do know whether they have

acquired the qualification, what we do not know is
whether and when they go on to become headQ391 Chairman: I do not think Paul Holmes’
teachers because of course those appointments arequestion was unfair at all, the only unfairness is if we
made by individual governing bodies. At best itgave you a direct quote that Doug McAvoy gave to
would be the Local Education Authorities whothis Committee about unpeeling the so-called
would have that data. That is the area that we have20,000–25,000 extra teachers, and he took them
to get much smarter at. It does not sound thatsliver by sliver and said they come down to almost
complicated but getting consolidated data of thatnothing, if we send you that quote could you try and
kind from LEAs can be quite complicated. We haveunpick it for us because we would like to know
to crack that.whether that was an exaggeration? He did not go

unchallenged on this.
MrTabberer:Obviously that is a question you ought Q394 MrChaytor:At the point of which they are on
to put to us with the DfES because a lot of the data the programme within the college do you not know
on these numbers will be DfES’s who are then heads?
Chairman: If we get your take on it and the Mrs Du Quesnay: Yes.
Minister’s onWednesday we will be belt and braces.

Q395 Mr Chaytor: Fine. It is the follow-up later.
Q392 Paul Holmes: Round 3,700 of the supposed Dame Patricia Collarbone: Yes. We are putting a
25,000 extra teachers are trainees. If you can count process in that tracks people from whenever they
somebody on theGraduate Trainee Programme as a start to do a programme in the college throughout
teacher for the purpose of Government statistics their career so we will have a complete data
why not count all of the ones that are on PGC management set whichwe have not had to this point.
courses as teachers because they are all graduates?
Surely we should count all those and then we would Q396 Mr Chaytor: Of the 16,000 people who have
have far more than 25,000 extra, we would have been through programmes and completed it or in the
30,000–40,000 extra. course of doing so at the moment what is the
Mr Tabberer: There is a diVerence between the on- proportion at the point of entry of heads and
the-job training programme, which puts people in aspiring heads?
schools for full-time or near full-time courses and Mrs Du Quesnay: They would mostly be aspiring
those who are in schools for part of the time. I think heads.
the important thing thatwe do is take a look through Dame Patricia Collarbone: When they take the
the slivers of the onion and show you what these professional qualification they are all aspiring heads,
people are doing and then you can make a rounded they will not have a headship.
judgment about the increase in the profession and,
indeed, the increase in teaching assistants and

Q397 Mr Chaytor:At the point of entry they will allsupport workers at the same time.
be aspiring heads.Miss Doherty: There is also another factor in terms
Dame Patricia Collarbone: Sometimes during theof 14–19 curriculum, when I worked at the QCA we
two years they may get a headship during that time.encouraged schools to diversify the range of people

so they were using instructors and people who have
experience in ceramics and motor vehicle Q398 Mr Chaytor: In terms of current heads,

current heads are excluded from the programmemaintenance or other aspects of the work-related
curriculum so schools were employing instructors completely?
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Dame Patricia Collarbone: From NPQH, yes they Q401 Valerie Davey: You have made a virtue of
that. Can you similarly think through the reality thatare, it is for aspiring heads only. Once they have a
people want to work part-time now and job share?headship they go on to the HIP, the Headship
Is that realism or is that a virtue that you can makeInduction Programme.
of it?
Miss Doherty: You can do both I think.
Mr Tabberer: I think you have put your finger on anQ399 Mr Chaytor: The second point, this does
important issue. We have been following yourfollow on that, in terms of the monitoring of their
evidence and your questioning over the last fewsubsequent performance we were presented with
weeks. The teaching profession as a whole has ansome research which showed a strong correlation
occupational model which in history has beenbetween the length of time a head served in a school
family-friendly, the opportunity for parents toand the PANDA rating of that school, my question
synchronise their children’s holidays with their ownis therefore in terms of tracking the subsequent
holidays. I think there is a lot of scope for more part-performance of people who have been through
time and flexible working within the profession. Ifyour programme are you yet or do you envisage
you look to the health sector and ways in which theybeing in the position of being able to make the
have been developing their work force in that area Icorrelation between the PANDA performance of
think we could do a lot to learn from some of theirthe school and the acquisition of the headship
examples. I think that is an area where we have to bequalification?
realistic and recognise these days that people wantDame Patricia Collarbone: We are looking at all flexibility in their working arrangements, but therekinds of ways now in which our programmes impact really is virtue to it as well, because it can leave you

and what the outcome is. As we are putting this with very good people, a better work/life balance
programme in we are thinking of those kind of and access to other skills.
questions and moving into that domain very, very
seriously to see what eVect those are having, that is

Q402 Valerie Davey: Can I stay with teaching for aa crucial question.
moment, I want to come back to the college in theseChairman: We are moving to career patterns now.
areas, again we are employing overseas teachers, isValerie Davey, who has been extremely patient.
this a dire cry? Is this an extreme situation or is it
again potentially a virtue and a benefit to our
schools and our young people?Q400 Valerie Davey: You acknowledged earlier
Mr Tabberer: In my view it is unquestionably athat the teaching profession has people changing
benefit. I have to say there are some outstandingtheir career, coming in and out of it, I was not sure
overseas teachers in London who are enriching thewhether that was just realism or whether you were curriculum of the children that are there.accepting that this was beneficial. Is career change Occasionally they know even more about the

beneficial or is it just a realism, an acceptance of a communities in London that they are serving, which
situation you are coming to terms with? is one of the great qualities of being a good teacher.
Mr Tabberer: I will start answering that. I think it It seems to me that is a very good quality. We have
starts from realism and a realisation of how people also been looking within initial teacher training and
think about career these days. You must excuse us if routes into the profession for ways we make these
we are prepared to make a virtue out of a necessity. more suitable for people who want part-time
There are benefits. Themorewe have identified them options. We have introduced part-time PGCEs,
and take stories from the people who recruit these flexible PGCEs andwe are constantly trying tomake
career changers we will promote them very actively sure that our recruitment end of the game is as strong
because that is the way to encourage other people as we aspire to be.
to follow.
Miss Doherty: If I may add to that, if you think Q403 Valerie Davey: We have already heard the
about the school curriculum and pupils’ learning international teaching element for training is a very
needs people who come into teaching from a range good plus. I think Dame Patricia Collarbone was
of diVerent backgrounds are going to bring that saying earlier that the international training element
experience and relevance. It is a virtue in many for head teachers in particular has given them a new
respects. Years ago people would criticise the lease of life, a new insight, would you say these are
pattern of people going straight from school to all elements which for the retention of teachers and
university, to teaching. There is the enrichment now. head teachers are potentially valuable so that both
I know a ladywho is a solicitor and she has gone into the career change people, the people who are doing
primary teaching. Her head teacher finds her not flexible working and those who are either teachers
only an excellent teacher but really helpful in terms from overseas or who are teaching themselves
of all of the legal issues the head teacher is overseas, perhaps secondment work, adds to
addressing. She is a very focused classroom teacher, retention?
she loves her job and she is delighted she has made Mr Tabberer: It adds and it takes away. It is going
the change. She has brought the richness of her to play diVerently with diVerent people. Some of the
previous experience into the job, and this is overseas trained teachers will come here for a short
something very important for the pupils well-being period of time, so that will not help retention in our

schools, some of them come and stay. The benefitsand the experience they have.
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to the overall profession is that we end up more we need to do those tasks? Could we employ people
flexible. Amodern employer of any size, particularly diVerently to do it?”, a whole way of rethinking
a sector of our size, needs flexibility, needs about how people use resources, financial and
adaptability. We cannot run a one-size-fits-all human, and thinking about how they might bring in
model, we must embrace diversities. Wemust accept diVerent flexible working arrangements. I do not
that we have to have flows. We must attend to know where all that will go, suYce it to say that
improving retention but not do it in such a way as to people are very excited about it. We have to think
close down some of the very features of the system diVerently for the sake of the young people, that is
which elsewhere may be working in our favour. the important issue, that is why we are doing it.

Q404 Valerie Davey: Can I move on to ask, how do Q405 Valerie Davey: You talk about culture
ensure that your leadership training embraces these change, there is going to be a need for huge culture
as positives for future head teachers rather than the change, we are going to get to retirement as quickly
rather negative image which some of these factors as we can and go, is there a potential in linking up
still have, ie people coming in at a later stage or some of these things we were talking about, namely
people wanting part-time, flexible working or indeed a secondment overseas or part-time teaching or a
coming from overseas? We have heard from Ralph change of profession? How is this being thought of
Tabberer, and I believe very strongly they are all at the stage where you have this fin shaped curve,
positives for a 21st century profession and yet how where you have a large number of people in their 50s
do we make sure your training embraces these and now, are we going to apply some of these principles
makes it a positive virtue for the schools they then to retain them or is that too late or can the ethos still
lead in headship? be changed?
Mrs Du Quesnay: We share Ralph Tabberer’s view Dame Patricia Collarbone: It can still be changed.
that many of these are positive. I think one would One of the programmes we have is a programme for
have to add that schools want to be seen trying to be consultant leaders and it is really aimed at people
as flexible as possible in terms of the way they who are experienced in the role they have,
employ people. You always have that kind of particularly head teachers, and thinking about howlimitation that if you are tied into supporting we capture their wisdom and use it to train theyoungsters through an exam course or a programme

profession itself, getting them to have experiencesleading towards tests there does need to be a degree
overseas, getting them to have experiences inof appropriate continuity there. We have to work all
diVerent places and using their expertise to work asof the time at the sophistication of the way we
consultants, mentors, coaches and trainers withtimetable and organise lessons. For our major
other school leaders. At the moment we are doing itprogrammes we do deal at a pretty generic level so
with head teachers. We intend to roll it out tothat we encourage people to look very hard at the
advanced skills teachers, to deputy heads and evenway they lead and manage staV, the way they deal
to middle level leaders so that we are buildingwith people, the way in which they plan and organise
capacity in the profession. What we found withthe curriculum. I suspect we are going to have to be
people coming on the programme, and we have hadmore sharply focused on some of these issues in the
about 350 through now, if not more, is it is kind offuture. One of the major developments of the last
giving them a new lease of life and they can make afew months is that the Department has set up a
contribution and it is about their own professionalnational remodelling team, which Dame Patricia is
development at that stage.What we are not trying togoing to lead, and that will focus on these kind of
do is take people out of school. We are trying to getissues.
them to remain in school but perhaps take onDame Patricia Collarbone: The idea for a national
diVerent roles with people as well. It has been quiteremodelling team came out of some of the work of

the Pathfinders schools, where we were looking at interesting and successful at the moment.
school work force remodelling and that links
directly to the Workforce Monitoring Group and

Q406 Chairman: Are you worried about the lack ofthe implementation of the 24 tasks—I take it you are
success you are having in recruiting ethnic minorityfamiliar with that—by 1 September. It is this whole
teachers and heads? The figures that we have beenbusiness about freeing teachers to teach in order to
given represent 2.4% of the teaching force comparedraise standards and using the workforce in a very
with 9.1% of the working population of England. Ifflexible way. What we are doing at the moment is
that was police recruitment you would havesetting up a team that will be working with all
recriminations flying round. It is not very good, is it?schools and LEAs across the country in assisting,
Why do you think we are not getting ethnic minorityguiding, giving advice and sharing knowledge on
teachers? Why?how we might go about this. The biggest challenge
Miss Doherty: I think there are two things there,with all of this is breaking down a culture, it is a
firstly, recruitment of teachers into the profession.culture change.We are using the changing process to
We have been working very hard to increase thehelp schools address their own issues and think
number of teachers fromminority backgrounds intoabout how they might take those issues forward and
the profession and our target is 9%. Our target washow theymight creatively think. I fondly call it zero-
6% last year, which we achieved. Our target forbased thinking, theymight take a fresh look and say,

“do we need to go on doing it in that way?” or “do 2005—
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Q407 Chairman: That is new recruits? That is how Strategy was founded, I think it is an incredibly
powerful piece of data because I think what youmany?
learn from that PricewaterhouseCoopers study is
that head teachers who do see themselves asMiss Doherty: 9% of the 35,000 we recruit, we
powerful people, who actively manage therecruited 7.8% last year. We look like we are on
perceptions of the school and actively manage all oftarget for the 9% but we need to be relentless in
the external initiatives and pressures that come intopursuit of making teaching diverse and responding
the school canmake a huge diVerence in terms of theto minority ethnic groups. I think your question
way all those connected with the school perceivemight be more about the progression of those
their situation. The successful head teacher makesrecruits through their career and the opportunity for
teachers and other school staV feel at ease withhaving more ethnic minority leaders.
themselves, they feel powerful, confident that they
can make a constructive and creative contribution,Q408 Chairman: Teachers and heads. However
whereas those heads who allow themselves to be agood you say you are in the last two years the fact is
sort of an open tap through which everything passesit is 2.3% compared to 9.7% of the population. This
through to their staV create much more a sense ofis what we are asking, both in terms of teachers and
people being overwhelmed, victimised, harassed byin terms of leading roles in schools.
other people’s agendas. It is incredibly important.Mrs Du Quesnay: Is it is a huge concern. It is
The message that the college puts across all of timecertainly a huge concern for areas like Lambeth,
in all of our activities is that the role of the headwhere you just do not get people who are visible role
teacher does imply a powerful, leadership role somodels for young people from the minority ethnic
you are shaping perceptions, you are controlling thegroups. We have run two or three pilot programmes
agenda, you are not just letting everything throughwhich we developed with the National Union of
and you have a responsibility to create for yourTeachers, called Equal Access to Promotion, where
school an individual identity and ethos, a culturewe have had a couple of hundred people through,
within which people feel at ease in coping with theand that seems to have been quite successful for
outside world. We have a lot of brilliant headthose individuals. There is a poverty of data about
teachers that are doing that. Clearly the study showsthe ethnic background of head teachers. Plans are
that not enough of them are doing it at the moment.well in hand now for the Department to begin to
We have reason to be confident that there arecollect that data. I would think once we have that we
enough people who know how to do it and throughneed to do training, as the Teacher Training Agency
consultant leadership and through the sort ofis doing, and establish some targets for NPQH
programmes that Dame Patricia Collarbone hasrecruitment, for example. It is not really defensible
talked about, we can spread that confidence andto be where we are.
those abilities through the profession.

Q409 Mr Pollard: Recent research shows that only
one third of head teachers believe that their Q411 Mr Pollard: Being anecdotal, when I was in
workload and management of their teacher Birmingham with the Select Committee we visited
workload was their responsibility, do you have a one school, King Edward VI School and had coVee
view on that? with the teachers and I asked two or three of the
MrTabberer: I saw that statistic and was concerned. young teachers, “what about this workload and
I think this refers back to some of Valerie’s questions form-filling?” They said, “what are you talking
too, there are times when the profession is quite about, we do not do any”. I just wonder whether the
cautious and conservative and is still in the process more mature teachers worry about it more than the
of taking on some of the human resource younger teachers I do not knowwhether they did not
responsibilities that come with the local do it or it was better managed in that school. Clearly
management of schools. That is understandable there is something from what you were saying. Can
because there has been tremendous pressures on I move on really quickly and ask about pupil
schools to learn financial management and to then behaviour, because that is another thing that
take part in a drive to improve standards. I am not teachers say repeatedly puts them oV, the worse an
utterly surprised that at the moment not every head area is the more diYcult it is to recruit and retain.
does so, a small proportion of heads take it as their Who wants to work in a school when they can come
first responsibility. Unquestionably for me we will to my constituency, St Alban’s, and have a
not have an industry best practice human resource wonderful time. All the pupils are excellent, as you
model until structurally we do things in order to well know. What are you doing about that to
make sure that every individual is looked after and prepare our new leaders for this bad behaviour?
institution by institution people accept and exercise How can we get round that?
that responsibility. Mrs Du Quesnay: It is about establishing a positive

ethos and a positive climate within the school. There
is a major component in both the NationalQ410 Mr Pollard: What are you doing at the
Professional Qualification and the Head TeachersLeadership College to promote this responsibility of
Induction Programme that deals with behaviour. Ofhead teachers?
course there are a lot of other support strategiesMrs Du Quesnay: I think this is the
coming through from the Department direct, likePricewaterhouseCoopers study, which was the

research on which School Workforce Reform the behaviour improvement programmes.
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7 July 2003 Mrs Heather Du Quesnay CBE, Dame Patricia Collarbone DBE, Mr Ralph Tabberer and Miss Mary Doherty

Dame Patricia Collarbone: We are linking in with better than that. I do not claim that we have cracked
the problem there.We have amassive culture changewhat the Department are doing in terms of

behaviour improvement strategies that they have to bring about in the profession which will probably
take 5 or 10 years fully to achieve.and all of those things get written into the

programmes. What I should say about the
programmes is sometimes it causes us a lot of work Q413 Chairman:When you teach these heads these
and angst but is so worthwhile doing it because they qualities of leadership if not management—
are dynamic by nature, so we continually review and Mrs Du Quesnay: Both!
update the material. If there are things coming on
line, new pieces of research, new evidence from Q414 Chairman:—would retention be part of that?
schools we include those kind of things within the In most organisations I know a sign of a good
programme so that people have access to very up-to- manager as opposed to a poor manager could often
date material. All of those current initiatives that are be that there is not a high turnover of staV in very
moving in terms of behaviour management are similar schools. I am not comparing a school in
written in to the material. challenging circumstances with one as Kerry

described as the idyllic place he represents in the
leafy suburbs, what I am getting at is we know that aQ412 Chairman: Can we come back to you
good manager enthuses, motivates and retains staV,Heather Du Quesnay and Dame Patricia on the
whereas a poor manager does not. Is that somethingcomment you made about the attitude of head
that you are teaching at your college?teachers. “Research on teacher workload by
Mrs Du Quesnay: We are encouraging heads morePricewaterhouseCoopers showed that only one third
and more to collect data on that kind of thing, so itof head teachers believed the workload of their staV

is not just a matter of impression, because you canwas their responsibility and actively managed it”. Is
fool yourself with impression. If they do thethat a bit of a condemnation of your operation?Here
Leadership Programme for Serving Head Teachersyou are, the National College for School Leadership
they have good 360 degree appraisal data, which isyou said at the beginning of this hearing when I said,
rigorous and tough about their impact, so that they“what is the diVerence between leadership and
collect data on staV absence, staV retention rates, allmanagement?” you said, “that is a bit of an old
of those things, which are really relevant to judgingchestnut” as if it was an inappropriate question to
how successful you are being in creating a healthy,ask. I still do not know the diVerence between what
thriving school.you teach as leadership and what I define, something

I am very interested in, as management. This is an
Q415 Chairman: You are the four most impressiveappalling situation that two thirds of those heads did
people in the whole of the education sector and it isnot think their staV workload was part of their
a pleasure to have you in front of the Committee butresponsibility. Someone is deeply deficient in terms
you are not really what I would call managers, youof understanding what their role is as a school
very much come from an education background. Ifmanager, whether that is leadership ormanagement,
I was really rude, a bit of in-breeding amongst you.but whatever it is it is not good, is it?
That is not meant to be an insult at all. I come backMrs Du Quesnay: It is not good enough, we are not
to the original comment, should there not be morepretending so. We should bear in mind that in terms
management expertise in both your organisations? Iof the college’s responsibility this research was
may have a worry about cooperation with theconducted in the autumn of 2001, so the college was
private sector, I think there are some privatebarely operating by then, we only started in 2000 and
sector recruitment management experts in yourwe started from nothing. Yes, of course, it is a
organisations, do you find that a deficiency?condemnation but it is a situation that has been
Mrs Du Quesnay: Something like 40% of our staVbrought about I think by a decade or more of policy
come from the private sector. Our corporate servicesinitiatives which have really forced heads or allowed
people who manage lots of contracts for us andheads in some cases to fall into a kind of compliance
money, and on so forth, they are all private sectormode so that too many of them have seen their
people. I resent terribly the suggestion that peoplerole as fulfilling other people’s requirements and
whowork in education are notmanagers. I managedfollowing instructions and some of them find it
to the very best of my ability very challengingdiYcult to say no and find it diYcult to shape the
situations.agenda for themselves. This kind of research finding

bears that out. We know that is an issue, we know
that is a significant issue and we need far more heads Q416 Chairman: I am talking about people that you
who feel confident, as I say, about shaping their own would find in the leadingmanagement schools in our
agenda, forming their ownpriorities and recognising country, would they be trained as managers, who
what the national policy thrust is about but seeing have a lot of experience in management and also
how to exploit that for the particular school they are trained to teach managers? I am just wondering how
in and the particular children they are responsible many you have in your organisation? Here we have
for, they create something that is individual and a dire situation, a lot of heads do not realise they are
special to that particular school and to which the supposed to be managers, managing retention,
teachers and the other staV can sign up. That is what managing workload and I am worried that perhaps
the college’s mission is about. I do not know what we are creating government-type quangos that are

not really very knowledgeable about management?the findings would be now, I suspect it would be a lot
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7 July 2003 Mrs Heather Du Quesnay CBE, Dame Patricia Collarbone DBE, Mr Ralph Tabberer and Miss Mary Doherty

Mrs Du Quesnay: I do not think we have anybody a school in challenging circumstances where the kids
are climbing the walls you are probably not going toworking for the college who has experience of a

business school, not working for us full-time as do big, visionary things, you are going to focus all of
your energy on getting those children behavingemployees. We use the business sector and business

school experience all of the time. We have a termly properly, sitting down and getting some basic
learning systems in place. On the other hand theremeeting with key leading edge thinkers from

business schools so they can update us on what is are schools in places like St Albans, but certainly not
St Albans, where there is a degree of complacencygoing on. We regularly meet with people from

international leadership centres from across the and where they want a bomb put under them. That
is precisely what good leaders should be able to do,world.We commission a lot of work from leadership

experts, whether they are in higher education to match the style and the approach and the strategy
they take to the particular circumstances andinstitutions or in business schools and we will do

more of that.We are really trying to pull together the context, and that requires an appropriate mix of
leadership and management.expertise and the experience of people managing in

all sorts of sectors. We have a number of business Chairman: Thank you very much.
people, four significant business people, on our

Q418 Mr Pollard: Sometimes people’s aspirationsgoverning council. Pulling that together with the
do not match their ability, do you get much of thatbest of what is available in education and you create
in your leadership schools? I do not mean from thesomething that is special but also has currency and
trainers, I mean from the trainees. How does therelevance and would be recognised as being of value
weeding-out take place? How do you establish thatby managers in any part of the economy.
somebody will never make a leader?
Mrs Du Quesnay: We just had the biggest

Q417 Chairman: I was in no way trying to recruitment round for the National Professional
undermine or challenge the professional quality of Qualification ever, we recruit twice a year and the
your organisation, what I was saying is the weeding-out process resulted in about 8% of people
Government seems to be sponsoring at the being found not to have the appropriate experience
moment—we as a Select Committee know what and qualities to go forwardwithNPQHat this stage.
management education is about, we know what There will be a few more who will drop out as they
MBAs are like and we know where you can go and go through, perhaps 5% will drop out in the course
get a good MBA—and manufacturing centres for of the programme. I think we want to get smarter at
leadership and it is not altogether clear to many of doing those things all of the time. One of the pieces
the people I represent and to the people who those of research that the college is currently doing is to
round this table represent what the diVerence is look at the whole business of career management
between these leadership courses and good and succession planning, which in many businesses
management? This is what I was trying to tease out. and industries is developed in a very sophisticated
Mrs Du Quesnay: I do not know whether I am way, that is certainly what we understand our Chair
digging a hole here or am I doing all right, I am not does at Unilever. In education it has been pretty
sure! I think you are asking two diVerent questions, neglected, partly because I do not think anybody is
one is about the extent to which the college and other sure whose responsibility it should be.Many schools
educational organisations can draw on generic are too small to do it eVectively. LEAs are not sure
expertise and knowledge about leadership and of their role and their powers in some respects and
management in other sectors. I am saying vigorously you cannot do it at a national level. We want to look
I hope that is what we are trying to do. I think at some of those issues and see if we can do a better
that the dichotomy between leadership and job at helping people to know themselves better, it is
management—forgive me Ofsted—is to some extent much better for you to make your own judgments
a false one, you cannot lead successfully if you about what your capabilities are rather than have to
cannot put in place the processes and the structures be found out by somebody else. We certainly do not
and the systems that will carry your vision into want to waste our resources on people who are just
reality, nor is management going to serve very well if not going to make the grade as head teachers or as
the focus of management is on operational processes any other kind of leader.
that will tend to be more about maintenance when Chairman: Thank you all for your evidence. I often
we live in an age of such dramatic change and when say it is a cruel and unusual punishment to be in
the needs of our children are crying out for us to do front of these Committees for more than two hours.
something more imaginative and more bold and Thank you very much for your cooperation. On
more radical than we have managed to date. It is your way home if you think there is something that
really important for us as a college to try and bring the Committee did not ask youwhich you would like
those two things together and give them appropriate to have been asked and would like to tell us then

please do communicate with the Clerk. Thank you.emphasis in the appropriate context. If you go into
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Supplementary memorandum submitted by the National College for School Leadership

Thank you for your letter of 10 July, regarding our additional evidence to the Committee about teacher
numbers and the comments made by Mr Doug McAvoy on 23 June.

We consider that it is diYcult to compare numbers of teachers over time due to the changing shape of the
profession. A number of those individuals who do not have Qualified Teacher Status (QTS) will be very
experienced teachers from overseas, who do not therefore have a qualification which would be recognised
within our education system. Others will be working towards QTS through new routes into teaching and
we should take care not to undermine the diversity of routes into teaching by questioning the status of those
who participate.

The figures quoted by Mr McAvoy reveal the increasing diversity of the teaching profession which we
believe should be welcomed for its potential to expose our school children to diVerent cultures and
experiences. However, it is also important to retain a core of experienced and qualified teachers who can
assure the quality of education and continuity of pastoral care for pupils, as well as providing valuable links
with parents and the wider community.

We hope that these comments are helpful.

15 July 2003

Supplementary memorandum submitted by the Teacher Training Agency

The Select Committee asked TTA to respond to the uncorrected evidence from NUT questioning oYcial
announcements about the recent increases in teacher numbers. I pointed out during our evidence that the
dispute was over DfES data and I feel it is only proper for the Department to make the oYcial response.
Nevertheless, we have looked into the data ourselves and have drawn the following conclusions:

— Between January 1997 and January 2003, oYcial figures show that FTE teacher numbers rose by
24,700 and this is an exceptional rise in such a short period.

— The increase included a substantial proportion (approximately 12,500) with Qualified Teacher
Status or equivalent from EEA, which appears to go to the heart of the way that the NUT has
posed its question.

— The increase also includes the 3,700 teachers who we referred to in the TTA oral evidence as being
on our employment-based routes (the Graduate Teacher Programme, Overseas Trained Teacher
programme andRegistered Teacher Programme), progressing towards QTSwhile in employment.

— The increase further includes approximately 8,500 FTE teachers with a professional qualification
gained outside EEA, or instructors with special qualifications or experience in a particular skill,
art or subject.

We can find nothing in the reporting of these data by DfES which is inconsistent with their previous
reporting of teacher numbers.

July 2003
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Wednesday 9 July 2003

Members present:

Mr Barry Sheerman, in the Chair

Mr David Chaytor Mr Kerry Pollard
Valerie Davey Jonathan Shaw
JeV Ennis Mr Andrew Turner
Paul Holmes

Memorandum submitted by the Department for Education and Skills (DfES)

Summary

— Retaining good teachers in schools is a high priority for the Government. Having invested time
and money in training people to a high standard, we must make the most of their expertise.

— EVective recruitment is the starting point. Training bursaries and golden hellos have had a
significant eVect on numbers with recruitment in secondary training this year up 16% on 1998–99.
Increasing numbers has not brought a diminution in quality, and this increasing flow of well-
qualified and well-prepared trainees is likely to help retention in the longer run.

— FTE regular teacher numbers are up by 4,300 on last year and by 13,700 since January 2001
bringing the total to 423,900. They have reached their highest level since 1982. Regular teacher
numbers (excluding supply teachers) are up in both primary and secondary schools. Total teacher
vacancies have fallen since last year by 1,140 (–25%). Headteacher, deputy head and classroom
teacher vacancies have all fallen. Classroom teacher vacancies are down 27% on last year. The
national teacher vacancy rate is 0.9%, the first time it has been below 1% since 2000. Since 2001,
total teacher vacancies have fallen by 32%.

— Retention also appears to be getting better. Latest data from the University of Liverpool in the
2002 calendar year suggest that wastage rates from teaching have stabilised or are decreasing, after
rising since 1998. The major reason teachers give for leaving is workload. Secondary teachers also
cite pupil behaviour. Personal factors (wanted change/new challenge, personal circumstances) are
also important. The main reasons for staying are helping pupils learn, love of a subject, a sense of
vocation and school holidays.

— Based on this and other research the Government’s retention policies concentrate on reducing
teacher workload and bureaucracy, and making more time for professional development and
lesson planning; supporting teachers better in managing behaviour and supporting learning and
professional development for teachers, especially in the early years in the profession.

— These are the three national policy strategies, which apply to all teachers. In addition, we have
particular policies aimed at teachers in shortage subjects; teachers in particular parts of the
country, notably London; and teachers at particular stages in their careers. And at the forefront
of ourmeasures tomodernise the profession, to raise standards, to address teachers’ concerns, and
to improve retention is workforce remodelling.

— On 15 January 2003, all national partners, with the exception of the NUT, signed the National
Agreement on Workload—“Raising Standards and Tackling Workload: a National Agreement”—
which represents a broad, deep and determined coalition for a better deal for teachers and pupils.
The benefits to schools and their staV of remodelling will be profound. Schools that have already
addressed the issue of teacher workload will be in a stronger position to retain their staV. Not only
will teachers experience a reduction in workload, their work will also be focused on teaching and
their professional responsibilities.

— Improving schools’ and teachers’ ability to deal with challenging behaviour from pupils is crucial
to raising educational standards, as well as improving teacher retention and job satisfaction. The
Government is therefore investing nearly £470 million over the next three years in a major
programme to achieve that.

— Better human resource management is also vital, reinforcing the reasons why teachers enjoy their
profession. It is here that our strategies for Continuing Professional Development and improved
leadership have a key role to play.

— Pay and pensions have been improved. A good honours graduate who started teaching in 1997,
for example, will have seen his salary increase by 68% in real terms by April this year and The
Teachers’ Pension Scheme, as a final salary scheme providing an index-linked range of benefits, is
an increasingly attractive retention incentive when compared to pension developments elsewhere.
In recent years we have taken action to make the scheme more flexible, so that teachers who wish
to reduce their working week while not leaving the profession altogether are not disadvantaged.
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— The eVects of retention on pupil achievement are hard to establish. It must be true that schools
which are unable to retain high calibre teachers find it harder to achieve high standards for their
pupils. Schools which have high proportions of pupils who enter with low attainment or with
behaviour problems; schools which have poor and decaying buildings and fabric; and schools
whose leadership and management standards are poor are likelier to have diYculties with both
standards and retention. But it is certainly not true that this necessarily applies to all schools
serving “tough” areas, or with high proportions of children entitled to free school meals. There are
plenty of examples of schools which succeed despite these challenges.

— Everyone in the education system has a role to play to ensure the current encouraging trend is
maintained. The initiatives described in this memorandum—on workload, behaviour,
professional development, leadership and so forth—are intended to help schools and those who
run them. But they will not work by themselves. Every school, as an employer, and every LEA
must take responsibility for the way it manages its employees as much of their job satisfaction
depends on the working environment and colleagues that they meet there.

Retention cannot be considered entirely independently from recruitment. The following section and the
associated tables are designed to highlight the impact that recent initiatives have had on improving the numbers
and the quality of recruits into Initial Teacher Training (ITT).

Improvements in the Numbers and Quality of Recruits into ITT

(The tables referred to in this Section are located in Annex A)

1. Teaching is a profession with good job security, comparatively good prospects of advancement, long
holidays and, over the last five years, pay rates that have appeared increasingly favourable by comparison
with other parts of the public sector. Nevertheless, in times of economic stability, public-sector employers
find it hard to compete with the material rewards on oVer in the private sector.

2. The Government and the Teacher Training Agency have taken measures to help ensure that teacher
recruitment over the last three years has been able to buck the economic trend. This has been largely thanks
to the introduction of a portfolio of financial incentives. The upturn in recruitment for mathematics and
science began in 1999–2000 with the introduction of “old-style” Golden Hello incentives for PGCE trainees
in these subjects, consisting of a £2,500 bursary during training and a further £2,500 lump-sum on
appointment to a post in a maintained school. From 2000–01, these payments were superseded by a training
bursary of £6,000 for all home and European PGCE trainees, followed by a £4,000 “new-style” Golden
Hello for those qualifying and completing their induction year in the priority subjects of mathematics,
science, modern languages, technology and English.

3. The eVect of these incentives on recruitment has been dramatic with full-time equivalent regular
teacher numbers up to 423,900, their highest level since 1982. Table [1] shows, in the current academic year,
11,057 trainees have been recruited in the five priority subjects, compared with just 8,871 in 1998–99.
Overall, recruitment in secondary training this year is 16% higher than it was then. The signs are that this
positive trend is continuing. Applications for PGCE courses starting in 2003–04 are running well above last
year’s level overall and in almost all individual secondary subjects.

4. Data on the academic qualifications held by postgraduate secondary trainee teachers by subject as
shown in table [2] are available only up to the 2000–01 entry cohort. Data for 2001–02 will be published this
summer. While there are some year-on-year fluctuations, the figures suggest that about half of new entrants
to PGCE courses consistently hold an Upper Second or better degree, and that the increase in recruitment
that followed the introduction of training bursaries from September 2000 did not bring a diminution of the
academic credentials of trainees.

5. Data on completion and progression among final-year undergraduate and postgraduate secondary
trainees as given in table [3] is also available for the 2000–01 cohort and shows that, while the proportion
who gained Qualified Teacher Status (QTS) fell slightly over the previous year, the proportion of qualifiers
who went straight into teaching jobs rose. The increasing flow of well-qualified, suitable and well-prepared
trainees is likely to help retention in the longer run.

6. The incremental easing of the recruitment position has allowed the Government gradually to increase
the number of training places that it funds,moving away from the concept of an annual recruitment “target”
and towards a system that encourages training providers to raise their aspirations in terms of the number
of places that they fill. Accordingly, the number of places on secondary training courses in 2003–04, at
19,475, will be 10% higher than it was this year and 17% higher than in 1999–2000.

7. As well as seeking to recruit new graduates who are likely to stay, the Government has also sought to
widen the range of recruitment markets in which teaching is active. The QTS credits and Teacher Associates
Scheme are seeking to give undergraduates a taste of what working in a school is like (and, in the case of
the former, academic credit towards a teaching qualification) with a view to encouraging them to choose
teacher training when they graduate. The early results of these schemes show that they are having a positive
eVect on students’ perceptions of the teaching profession, and they are set to expand over the next three
years. Last year’s Spending Review also provided funds for the TTA to develop subject enhancement
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courses in mathematics, physics, chemistry and modern languages. The Government hopes that these will
in due course provide an eVective route into teaching for graduates whose subject-knowledge falls just below
the degree-equivalence needed for admission to a PGCE.

8. The most important of the new markets being exploited is, however, that of mature career-changers.
The Graduate Teacher Programme (GTP), created in 1998, has quickly become a major contributor to
secondary teacher recruitment. Under this programme, mature graduates are able to work towards QTS
while being employed in schools (and paid) as unqualified teachers. Employment-based training options are
now also available to those with HND or equivalent qualifications and overseas-trained teachers who wish
to develop longer-term careers in this country than would be possible without gaining QTS. In 2001–02, the
employment-based routes provided 10% of all secondary trainees, and as many as 17% in the five priority
subjects. TheGovernment announced on 13December 2002 that the number of employment-based training
places on oVer would double by 2005–06. Over 90% of entrants to employment-based training go on to gain
QTS and take up jobs in the maintained school sector.

9. It is clearly desirable to ensure that as many new teachers as possible be encouraged to make use of
their training. In determining whether or not newly-qualified teachers actually take up their first teaching
post and then stay, experience of school life gained while in training and the availability of a suitable post
in a convenient location are clearly important. TheGovernment has also introduced a number of additional,
targeted financial incentives to encourage more teachers to go directly into and then stay in the profession.
Golden Hellos have, in their various forms, been available since 1999–2000. These were supplemented last
September by a scheme to pay oV, over time, the student loan debts of new teachers of the five priority
subjects if they enter and remain in teaching posts in the maintained sector.

10. Newly-qualified teachers are the main, but not the only, component of the supply of secondary
teachers with QTS. Returners to the profession and teachers who move into the maintained sector from
other types of service (for example, in an independent school) also make a major contribution to
replenishing the teaching force. Table [4] shows the numbers of entrants and leavers to the maintained
secondary schools sector over time. They show that in only three years out of ten from 1988–89 were there
more entrants to than leavers from teaching, but that numbers of entrants exceeded number of leavers in
the three years to 2000–01, on the most recent data available.

11. The extent to which the secondary teaching force has grown since 1997 is shown by table [5]. There
are now almost 18,000 more full-time equivalent teachers in secondary schools than there were in 1997.
Although some of this increase is due to changes in the Teachers’ Pensions Scheme, larger numbers of
overseas-trained teachers, employment-based trainees and instructors without QTS, there has also been a
rapid increase in the number of staV with QTS who are, it might be presumed, more likely to stay. Growing
numbers of qualified teachers working part-time suggest that employment practices are becoming more
family-friendly, and that this may be allowing teachers who have taken a break from the profession for
family reasons to return sooner than might have been the case a few years ago.

12. Despite larger numbers of teachers, it appears from table [6] that there is no clear relationship between
trends in numbers of secondary teachers and the number of secondary classroom teacher vacancies. This
may be due partly to the increases in school funding that took place over this period having allowed
headteachers to aspire to a staYng complement closer to their ideal than was possible in less generous times.
Geographical factors may also have played a part in local teacher availability. Of the 2,050 secondary
teacher vacancies (1,940 classroom teacher vacancies) recorded in January 2003, over a quarter were in
London schools.

13. Although steadily growing teacher numbers are welcome in themselves (Annex B provides further
statistical information), the constraints on the supply of new teachers already described and the fact that
teacher superannuation will peak over the next few years mean that this trend is unlikely to continue
indefinitely. This was recognised by the former Secretary of State in her speech to the Social Market
Foundation in November 2001, which heralded a new approach to teacher supply. The Government aims
to continue to focus on bringing teachers into the classroom, but with the aim of using them better,
supporting them more eVectively and retaining them longer once they are there. The remodelling agenda is
covered below.

Teachers Leaving the Profession—Some Evidence

14. Themost recent research on factors aVecting teachers’ decisions to leave the profession is by Smithers
and Robinson at the University of Liverpool, a project commissioned by the DfES. The study involved
surveys of schools and teachers across the three termly resignation dates in 2002.

15. The research found that, in 2002, 14.8% of teachers in primary schools and 12.8% in secondary
schools resigned from their posts, but most of these teachers were moving onto full-time jobs in other
maintained schools (33.4% primary and 38.8% secondary). A significant minority were moving to supply
teaching (10.9% from primary and 3.6% from secondary). Other destinations included:

— 13% were retiring (12.1% from primary 13.5% from secondary);

— 9% leaving for maternity/family care (12% from primary and 5.7% from secondary);
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— 7% were taking other teaching posts, for example in the independent sector and FE (6.3% from
primary and 8.6% from secondary);

— 5% to “other employment” (3.8% from primary and 5.9% from secondary);

— 4% to other education jobs eg LEA advisers (3.8% primary and 4.5% secondary); and

— 4% to travel (3.4% primary and 4% secondary).

16. Secondary schools have lower turnover (ie loss from a particular school) and wastage (ie loss from
the profession) than primary schools. The survey findings identified turnover rates of 15.3% for primary and
13.1% for secondary; and wastage rates of 9.3% for primary and 7.3% for secondary.

17. Those leaving tended to be either very young teachers with a few years’ service or older teachers
approaching retirement, to be female, and to teach in shortage subjects. This was similar across both
primary and secondary.

18. Smithers and Robinson suggest that the rise in teacher loss of the last few years seems to have
improved when looking at DfES and Employer Organisation comparable figures.

Reasons for leaving the profession:

19. For an individual school, it makes little diVerence whether a teacher is leaving to take another post
in a diVerent school or leaving the profession completely. For the Department, our attention is naturally
more focused on keeping teachers in the profession.

20. Liverpool University asked those leaving the profession for their reasons. The main ones rated as “of
great importance” by secondary teachers were: workload (39%); wanting a change (38%); Govt initiatives
(35%); stress (34%) and poor pupil behaviour (34%). The picture for primary schools was very similar, except
that pupil behaviour ranked much lower.

21. These findings echo those of other research and polls, including the large-scale survey by the GTC in
late 2002. This survey with 70,000 respondents, asked why teachers go into teaching, and stay there. The
main reasons are because they like working with children (54%) and they think it is a creative, varied,
challenging job (33%). These factors continue to motivate them during their career—working with children
(cited by 48%), the job satisfaction of teaching (32%) and the creativity and stimulation that it brings (25%).
There are also many teachers (approximately 15% for each) who value their school community/collegiality,
their subject, family friendly hours, the long holidays or simply think it is too late to do anything else.

22. When asked how they think the profession should develop—the largest single request was for
“appropriate support to be able to concentrate on teaching and learning” (59%). 56% of teachers say they
want “ring fenced time for professional development”. 44% want to be free to adapt the curriculum to meet
the needs of individual pupils and 36% want to be “free to use autonomous and creative learning and
teaching approaches”.

23. Based on this research (and, rather more so, the previous studies with similar findings), the
Government’s secondary retention policies concentrate on:

— Reducing teacher workload and bureaucracy, and making more time for professional
development and lesson planning.

— Supporting teachers better in managing behaviour.

— Supporting learning and professional development for teachers, especially in the early years in the
profession.

These are the three national policy strategies, which apply to all teachers. In addition, we have particular
policies aimed at teachers in shortage subjects; teachers in particular parts of the country, notably London;
and teachers at particular stages in their careers. And at the forefront of our measures to modernise the
profession, to raise standards, to address teachers’ concerns, and to improve retention is workforce
remodelling.

Workload and Bureaucracy—Workforce Remodelling

24. Our strategy on school workforce remodelling has been developed over many months, and in close
consultation with national partners with an interest in our schools. It brings together the need to reduce
teacher workload with the need to continue to raise standards in secondary schools. We recognise, above
all, that a tired teacher is not an eVective teacher. And a teacher must be allowed to focus on what is most
important—teaching and learning.

25. The PricewaterhouseCoopers report on teacher workload, commissioned by Government and
published in December 2001, found that teachers were spending 20% of their time on administrative and
supervisory tasks that could be done by others. The subsequent School Teachers’ Review Body report,
building on the PwC work, made plain that teacher workload needed to be tackled. Teacher hours in term-
time were on average 52 hours per week, and in some cases higher. The STRBmade a series of proposals for
reducing excessive workload, including thorough changes to the teachers’ contract. In responding to these
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proposals, the Government entered into detailed discussions with all national partners with the aim of
reaching an agreement on the nature and implementation of reforms that would turn the tide on teacher
workload.

26. In October 2002 the Government published “Time for Standards”—a vision of the future whereby
lessons are deliveredmore flexibly, supported by awider range of adults and ICT, so that teachers havemore
“time to teach” and headteachers are committed to leading change in their schools.

27. On 15 January 2003, all national partners, with the exception of the NUT, signed the National
Agreement on Workload—“Raising Standards and Tackling Workload: a National Agreement”—which
represents a broad, deep and determined coalition for a better deal for teachers and pupils. It set out
particular milestones for implementing the agreement in schools:

— Phase one—2003

— Routine delegation of 24 non-teaching tasks

— Begin to promote reductions in overall excessive hours

— Introduce new work/life balance clause

— Establish new Implementation Review Unit

— Undertake review of use of school closure days

— Leadership Time

— Phase two—2004

— Introduce new limits on covering for absent teachers

— Phase three—2005 (at latest)

— Guaranteed professional time for planning, preparation and assessment

28. Progress on delivery of the proposals in the National Agreement is being monitored through the
establishment of the Workforce AgreementMonitoring Group—a group for Signatories to the Agreement,
but involving other partners as necessary. It will promote theAgreement, help to finalise the new contractual
and legal framework and initiate change on the ground.

29. On 7 April 2003 a consultation package developed in partnership with WAMG was published. It
contains details of proposed changes to teachers’ contracts, regulations on the role of support staV in
teaching and learning and a set of standards for Higher Level Teaching Assistants. The consultation
represents the first concrete step in implementing the National Agreement.

30. A National Remodelling Team has been established as part of the National College for School
Leadership. Under the leadership of Dame Patricia Collarbone; the team will work closely with WAMG,
LEAs and other partners to help schools to remodel. The Team will establish a network of support that will
provide practical guidance on remodelling for the nation’s schools. The NRT will also support school
leaders in managing change within their schools, building on the success of the Transforming School
Workforce Pathfinder project (see case study).

31. The NRT will draw on the expertise and knowledge of LEAs to ensure school successfully remodel.
A network of LEA facilitators will work closely with the team and help schools to deliver the national
agreement.

32. Over the next three years there will be significant extra money coming into the system, with £2.6
billion this year, andmore in the next two years. There have been well-reviewed and debatable issues around
school funding this year. But remodelling has always been about the total amount of resources available to
a school. Schools will need to look carefully at how they use existing resources as well as new funding tomeet
the contractual requirements outlined in the Agreement and to successfully remodel. They need to think in
new ways about how they can best utilise the range of skills within their workforce, both existing and new.
And how they deploy them to allow a sharper focus on teaching and learning.

EVects of Remodelling on Retention

33. The benefits to schools and their staV of successfully remodelling will be numerous. Schools that have
already addressed the issue of teacher workload will be in a stronger position to retain their staV. Not only
will teachers experience a reduction in workload, their work will also be focused on teaching and their
professional responsibilities. Evidence from the Transforming School Workforce Pathfinder project has
clearly highlighted the benefits a remodelled workforce can have. A snapshot shot survey of the 32 heads
involved in the project, taken just 6 months into the year long project, produced the following results:

— 29 heads said that their teachers’ workload had reduced or been redistributed either significantly
or to a large extent.

— Half said their workforce were now experiencing a better work/life balance.
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— All reported benefits on teacher morale and well being with just over a third saying these were
significant.

(Case studies provided as Annex C outline some of the plans implemented by Cirencester Deer Park school
in Gloucestershire and the benefits that they have experienced).

Tackling Bureaucracy

34. The Implementation Review Unit (IRU) is another key component of implementing the national
workforce agreement. A panel of 12 experienced practitioners (nine heads, two senior teachers and one
bursar) will review existing and new policy initiatives by the Government and other relevant organisations
such as QCA and LSC. It will tackle unnecessary paper work, assess workload implications and reduce
bureaucratic processes. We expect the IRU—which will publish an annual report on its work—also to be
vigorous and challenging to the Department in the cause of reducing burdens on schools and maximising
the coherence and eVective communication of DfES strategies and policies.

Behaviour

35. Improving schools’ and teachers’ ability to deal with challenging behaviour from pupils is crucial to
raising educational standards, as well as improving teacher retention and job satisfaction. The Government
is therefore investing nearly £470 million over the next three years in a major programme to achieve that.
The programme has two main elements:

— a universal element, providing every secondary school with review, training and consultancy
support; and

— a targeted element providing intensive support for schools facing the greatest challenges.

36. The universal element is a new behaviour and attendance strand of the Key Stage 3 Strategy. From
September 2003 it will provide every secondary school with materials enabling them to review how they
improve and manage behaviour and to identify staV training needs. It will also provide training materials
tomeet those needs. Every LEAwill have expert behaviour and attendance consultants to help schools carry
out reviews and deliver subsequent training. All this will enable schools to improve their systems and give
staV greater confidence in managing behaviour.

37. The targeted element will extend Behaviour Improvement Projects (BIPs) beyond the 34 local
education authorities (LEAs) in which they have been operating since September 2002. BIPs provide
intensive support for selected secondary schools and linked primary schools. They are packages of
behaviour support measures tailored to local needs, but typically include multi-agency Behaviour and
Education Support Teams (BESTs) to work with pupils with the most serious problems, LearningMentors
and in-school Learning Support Units beyond those already provided by the Excellence in Cities (EiC)
programme and police oYcers based in schools.

38. BIPs are now part of the behaviour and attendance strand of the EiC programme. They will be
extended to 27 more LEAs by September 2003, which means BIPs in all EiC LEAs supporting over 200
secondary schools, and to all Excellence Clusters by September 2005.

39. The BIPs operating in pathfinder LEAs are already starting to show results. London University’s
ongoing evaluation shows fewer exclusions from targeted schools and that teachers welcome support from
multi-agency BESTs, additional Learning Mentors, police in schools and senior staV appointed to take
responsibility for whole-school behaviour management issues.

Continuing Professional Development (CPD), Feedback, Progression and Leadership

40. Workload, bureaucracy and behaviour are reasons why teachers leave teaching, and we are seeking
to reduce them. But it is equally important to reinforce the reasons why teachers enjoy their profession, and
want to continue in it. It is here that Continuing Professional Development (CPD) has a key role to play.
According to the GTC survey, most teachers are looking for “appropriate support to be able to concentrate
on teaching and learning”, and time for professional development.

41. Our current strategy, launched two years ago in March 2001, aims to create better opportunities for
relevant, focused and eVective professional development leading to improved skills, knowledge,
understanding and eVectiveness in schools. There is a range of centrally-funded work-related training and
development programmes and initiatives available to teachers. In particular these create opportunities to
share eVective practice and to learn from other schools, and encourage Heads to develop their schools as
professional learning communities.

42. We are proposing to extend the Early Professional Development (EPD) Programme nationally from
September 2004. This is intended to support teachers better during the critical first five years of their teaching
careers. Interim evaluation of the EPD Pilot by the National Foundation for Educational Research has
shown that the pilot has had a positive impact on the morale of those involved and, consequently, their
commitment to teaching.
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43. In addition, the Centre for British Teachers (CfBT) has been commissioned to design and create an
on-line tool for teachers in their first five years in the profession, which will enable them to be more strategic
when planning their career progression and professional development. The project will provide a
comprehensive digest of possible career paths in teaching and a map of professional development and
employment opportunities. These materials will be launched in September 2004 to accompany the
introduction of the national scheme of early professional development for teachers.

44. All this will, we believe, be welcome to teachers. However, we also know that oVering training and
development opportunities by themselves are not enough; they need to be linked closely to an individual’s
needs. That will sometimes mean their personal needs; sometimes the needs of their job. Teachers, like any
other employees, need suggestions and feedback from managers and colleagues, to help them identify
their needs.

45. This is why eVective and satisfying CPDneeds to run alongside an eVective performancemanagement
system in each school. Performance management, when done well, will raise a teacher’s sense of satisfaction
and commitment. It provides a focus for professional development, and links together the needs of the
individual and the school where they are working. However, Ofsted has found that only 1 in 6 schools have
an embedded system and too often teachers view it with suspicion.

46. We are therefore taking action to improve teachers’ and headteachers’ annual appraisals; to issue
plainer guidance on capability procedures; to streamline the threshold assessment process for experienced
teachers passing the “pay threshold” relying more on school judgements; to open the debate around
performance-related pay; and to improve the link between performance management and professional
development.

47. The aim is for more schools to start seeing performance management as part of a toolkit to support
school and teacher improvement. This should directly aVect staV retention.

Progression

48. For the experienced and competent teacher, fresh challenges help them to stay committed and
enthusiastic. In introducing the Advanced Skills Teacher grade (AST) the Government provided an
opportunity for excellent teachers to gain recognition through enhanced pay and status whilst remaining
primarily in front-line teaching. ASTs have the stimulation of extending their own experience and skills,
because they spend a day a week on outreach work with their colleagues in their own or other schools. As
one head put it,

“The particularly good thing about the AST scheme is that it is a very good device for recruiting or retaining
someone that you know is a good teacher. From the school’s perspective, we get a teacher who can act as a best
practice role model that others can observe and learn from on a much longer term basis than any other existing
methods. But it is also good for the teacher’s own career progression as not everyone wants to go into
management, in which case becoming an AST is the only way to go.”

Leadership

49. Retaining school leaders is an important aspect of overall secondary school retention. Headship is a
demanding job, and heads rightly feel that they carry important responsibilities. But it is crucial that heads
do not feel expected to carry sole responsibility for all aspects of their school’s activities, because such a load,
in a large secondary school, is not sustainable long term. That is why the concept of distributed leadership
is so important.

50. Distributed leadership builds capacity within the school and across the school system. It is about
developing leadership and harnessing energy at many levels, adapting structures, systems and cultures. It
releases and extends leadership capacity now and develops it for the future. In this model, even NQTs can
take some leadership responsibility within their schools from the beginning of their career, maximising their
opportunities to develop the skills that will make them outstanding school leaders in the future. And it gives
a head the support they need to run a large and complex organisation.

51. Distributed leadership is a key concept in the reform and retention agenda. The next phase of reform
needs to be driven by schools which are individually strong and eVective and which come together in
powerful and innovative collaborative groups. Schools cannot be consistently strong, nor can we get
sustained powerful networking without enthusiastic leadership at every level within the school.

52. School leaders, like other teachers, need refreshment and challenge at diVerent stages in their careers.
The advice of the National College for School Leadership (NCSL) have proposed a Leadership
Development Framework, built around five stages of school leadership;

— emergent leadership (when a teacher begins to take on leadership responsibilities);

— established leadership (heads of departments and deputy heads);

— entry to headship (including preparation and induction for headship);

— advanced leadership (maturing leaders widening their experience); and
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— consultant leadership (able and experienced leaders taking on training, inspection, mentoring and
other responsibilities).

53. This framework oVers teachers and heads diVerent supportive routes for career progression, with
training and support programmes on oVer at each stage. This ought, in the medium term, to assist retention.

Targeted Measures

54. The three key national strategies, which will aVect all secondary and many primary teachers, have
been considered above. There are also particular subjects and parts of the country where the evidence shows
that teacher retention can be diYcult, and stages in a teacher’s career when they are likelier to leave.

Shortage subjects

55. Golden hellos and the repayment of teachers’ loans (RTL) were referred to in the section on ITT.
RTL in particular is new, and is an experiment. The scheme has been running for only eight months, but so
far over 5,000 teachers have applied to join it. By the end of the pilot we expect around 20,000 teachers to
be in the scheme. It is naturally much too early to assess whether the scheme is aiding retention, but recent
research among trainee teachers showed that 34% of them thought that having their loan repaid was likely
to encourage them to remain in teaching.

56. We are also trying to help teachers retain the enthusiasm for their subject which, for many, is the
reason they entered teaching in the first place. We issued a consultative document, “Subject Specialism” in
March, and we will be meeting our external partners, including Ofsted, QCA, and key partners from the
subject areas to discuss this. We will be looking at mechanisms, in our consultation meetings, of
strengthening the role of subject associations in providing or recommending CPD programmes, teaching
materials, and general support for teachers in their subject area. The school workforce agenda set out in
“Time for Standards” makes it clear that support staV also need similar access to subject support.

Parts of the country

57. The vacancy data, and anecdotal evidence, confirm that teacher retention is harder in some parts of
the country than others. The statistics show vacancy and turnover levels at their highest in London,
especially Inner London, followed by the South East and Eastern regions. There is a high correlation with
areas of high house prices and general high cost of living.

58. This is recognised through the pay system, on the recommendations of the independent School
Teachers’ Review Body (STRB). This year will see new, higher pay scales for all categories of teachers in
Inner London. These merge the national scales with London allowances. STRB will be examining outer
London and fringe considerations as part of their longer term examination of local approaches to pay, with
the report on this due in January 2004. Given that the standard of living experienced on a teacher’s wage
and the recruitment and retention situation varies from one part of the country to another, we think there
may be scope for more thinking here. Our evidence to the STRB asked them to consider as a long term issue
how we can move to a position where we better reflect local diVerences in costs and rest more responsibility
in the hands of Heads.

59. AVordable housing is a clear concern for teachers living and working in and around London and the
South East. We continue to work closely alongside the OYce of the Deputy Prime Minister (ODPM), who
have responsibility for housing policy. The Starter Homes Initiative has delivered £250 million of funding
helping to support 3,500 teachers in London and the South East to buy homes in areas of high cost and
demand. This has been followed closely by a £300 million Challenge Fund, which will build aVordable
homes for people, including teachers, in London, the South East and Eastern Regions to rent and buy.

60. The concentration of issues that aVect London, including the particular retention pressures, justify a
tailor made programme of work for the capital. The recently published document “The London Challenge:
Transforming London Secondary Schools” sets out our strategy for creating a world-class system of
secondary education in London. Thewide-ranging programme of workwill be led by the first Commissioner
for London Schools, Tim Brighouse.

61. A crucial part of the London Challenge is to make London a place where, as in many other
professions, teachers feel they should come if they want to be at the peak of their profession. At present,
while it remains possible to attract large numbers of teachers to the capital at the start of their working lives,
significant numbers of them do not make their careers there. The impact of this diVers between schools, but
crucial for London as a whole is the reduced pool of potential middle managers and leaders of the future.
Around a third of all London teachers have less than six years experience, and the age profile of London
teachers shows a significant drop in numbers in their late 20s and 30s—crucial years for developing middle
management.

62. Evidence suggests that a variety of factors contribute to this. Crucial are the high costs of living and
particularly the costs of housing. Increases to teachers’ pay (an inner London teacher with no management
responsibility could receive no more than £23,379 in 1997—now, inner London teachers moving to point 2
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of the upper pay spine will receive £35,673) and the Starter Homes Initiative are beginning to have an impact
on these. In tackling the issue of the weakened pool of middle leaders, we are working with the OYce of the
Deputy Prime Minister on a targeted scheme to enable those with the potential to be leaders of the future
in London to aVord family homes.

63. Equally important is to create in London an education service which acts as a magnet for teachers.
There is no doubt that there are considerable pressures on teachers in challenging London schools. The
London Challenge seeks to strengthen the system London-wide, addressing challenges of behaviour,
strengthening leadership development and embarking on the biggest programme of school building and
refurbishment for very many years. These components of the strategy will all have a positive impact on
teaching in London.

64. Equally, we want London to be a place where teachers are keen to come to develop their careers. We
are developing a new status—“Chartered London Teacher”—to reward those who complete a programme
of professional development and achieve excellence in the classroom. And through the National College of
School Leadership and the London Leadership Centre, we are providing opportunities for London teachers
at all levels to develop as leaders. A new cadre of London Commissioner’s teachers, advanced skills teachers
recruited and rewarded for working in the most challenging schools, will act as leaders of the London
system.

Stages in a teaching career

65. It is a truism that new graduates, at the start of their careers, are the likeliest to switch jobs. Formany,
the idea of a lifetime career seems positively unappealing, beside the freedom to move between diVerent
opportunities—including periods of travel or study. It is therefore not surprising that teachers are the
likeliest to leave the profession in the first five years of employment. We have already described how
programmes of continuing professional development aim to give particular support to teachers during their
early years.

66. In a working world where flexibility and job changing have become the norm, it is also important to
enable teachers to findworking patterns that theywant, and to switch easily from full time to part timework.
There are a number of examples of positive and proactive work being undertaken in this area. The Norfolk
StaV Well Being Project was set up to help address some of the work-related health issues causing concern
for its teaching and non-teaching staV and has proved a great success.

(Further details of the Norfolk Well Being Project are included as Annex D)

67. Pay is obviously a critical retention factor at all stages in a teacher’s career. Teachers have received
above-inflation annual rises every year since 1997. A good honours graduate who started teaching in 1997,
for example, will have seen his salary increase by 68% in real terms by April this year. We believe that this
is a good deal for retaining teachers and successfully balances fairness with aVordability, and that the salary
structures now in place provide for a well-motivated and well-rewarded profession.

68. Until August 2002, teachers usually reached the top of the main classroom teachers’ scale (point 9)
after 7 or 8 years of experience. From September 2002, the scale was shortened to six points. Teachers who
perform well now have additional opportunities to earn significant pay rises that were not previously
available to them.

69. Excellent teachers are now able to double jump on the main scale, providing additional financial
rewards to young high-performing teachers. More importantly good experienced teachers have, since
September 2000, been able to apply to “cross the threshold” and access a higher pay scale, if they can
demonstrate their capabilities against national standards. We expect head teachers to make
recommendations on which teachers should progress through the upper pay scale. They will base these
decisions on the individual teacher’s overall performance as part of the school’s performance
management system.

70. Schools may also award additional flat-rate allowances to teachers for recruitment and retention
purposes which strengthen schools ability to target additional funds in recruiting, retaining and rewarding
excellent teachers.

71. For teachers approaching the end of their careers, pension entitlements becomemore important. The
Teachers’ Pension Scheme, as a final salary scheme providing an index-linked range of benefits, is an
increasingly attractive incentive when compared to pension developments elsewhere. In recent years we have
taken action tomake the schememore flexible, so that teachers whowish to reduce their workingweek while
not leaving the profession altogether are not disadvantaged. In addition, pensions may be protected in
circumstances where it is necessary for headteachers, deputy headteachers and teachers in posts of
responsibility to relinquish responsibility where that results in a reduction of contributable salary. It is also
possible for teachers, after retirement, to work roughly half a normal working week without aVecting their
pensions.
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72. The Green Paper: Simplicity, security and choice: Working and saving for retirement and Inland
Revenue proposals on simplification of the tax regime within which pension schemes operate, oVer further
opportunities for flexibility. There may be more options for scheme members to draw pension whilst
continuing or returning to teaching in a lower paid capacity. It is, however, too early to say what form any
such changes might take.

Effect on Pupil Achievements: Challenged Schools

73. Schools which are unable to retain high calibre teachers find it harder to achieve high standards for
their pupils. Ofsted have commented in recent annual reports on the diYculties faced by schools in areas of
high turnover. They observed in their latest report that secondary headteachers in such areas seemed
increasingly to see the school timetable as a short-term programmewith substantial revisions necessary term
by term. They also noted that frequent changes of staV, associated with the use of temporary teachers, can
militate against the establishment of good pupil teacher relationships.

74. On the other hand, it is hard to establish clear cause and eVect. It would be equally true to say that
schools with low standards, or poor pupil/teacher relationships, or a highly unstable timetable, find it harder
to recruit and retain high quality staV. Schools which have high proportions of pupils who enter with low
attainment or with behaviour problems; schools which have poor and decaying buildings and fabric; and
schools whose leadership and management standards are poor are likelier to have diYculties with both
standards and retention. But it is certainly not true that this necessarily applies to all schools serving “tough”
areas, or with high proportions of children entitled to free school meals. There are plenty of examples of
schools which succeed despite these challenges.

75. Our approach has been, as described in this note: first to ensure a high quality of initial teacher
training throughout the country; second, to provide incentives for more people to enter teaching, and to
remain there, especially in shortage subjects; and third, to give particular support to schools where standards
are low (and where the Government’s reforms go well beyond the scope of this note).

76. On the latter, there is in particular a well developed programme of intervention for schools which
enter special measures or serious weaknesses, which has proved itself over time. The intervention looks at
the whole school, rather than a single aspect of it, such as retention, and recognises that piecemeal,
uncoordinated changewill not produce fundamental improvements in standards. It is worth referring briefly
to one or two other broader policies which may have a significant eVect on retention.

Excellence in Cities

77. Excellence in Cities is a targeted programme of extra resources for schools facing the particular
challenges of the city. The EiC programmewas developed to transform these schools and provides Learning
Mentors, Learning SupportUnits, extended opportunities forGifted andTalented pupils andCity Learning
Centres as well as more Beacon and Specialist Schools, Excellence in Cities Action Zones and opportunities
for more pupils to set their sights at Higher Education through Aim Higher (previously called Excellence
Challenge).

78. EiC has made a step-change in the aspirations and achievements of many city schools. It has also
undoubtedly played a part to play in retaining teachers who might otherwise leave the profession—driven
out by falling standards and disruption in classrooms. In EiC schools results are continuing to improve at
a faster rate than in schools elsewhere; as are standards in behaviour and attendance and a better learning
environment is being created in classrooms for pupils and teachers alike.

79. The latest Ofsted report, Excellence in Cities and Education Action Zones: Management and Impact,
found that;

“the programmes have helped schools and teachers to meet the needs of disaVected and vulnerable
pupils more eVectively. The report also found that exclusions are being reduced and attendance is
improving at a faster rate in the schools involved in the programme.”

80. As the EiC programme has become more fully embedded the successes have been more pronounced:
The Publication of the most recent GCSE and Key Stage 3 results has shown that, for the first time, the
achievement gap between schools in EiC areas (where entrenched socio-economic disadvantage has created
major obstacles to teaching and learning) and those outside the programme is beginning to close. And as
such creating an environment that will help to retain teachers where we may have previously lost them.
(Further details on achievements and successes in EiC are provided as Annex E)

The Leadership Incentive Grant

81. The Leadership Incentive Grant (LIG) provides groups of schools—called Leadership
Collaboratives—with the opportunity and the funding to work together to:

— accelerate the improvement in standards;

— strengthen leadership at all levels; and
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— build leadership capacity and strengthen teaching and learning through eVective collaborative
working.

82. The Grant is allocated to all mainstream secondary schools with over 35% of students eligible for free
school meals in January 2002, or with under 30% of students achieving five GCSEs A*–C (or equivalent) in
2002 or 2001, or in Excellence in Cities (EiC) areas, Education Action Zones (EAZs) or Excellence Clusters
(including Clusters due to start in Sept 2003). Each school will receive £125,000 LIG funding per year, from
April 2003 to March 2006. A supplement to LIG of £50,000 for each year of the grant will be paid to LIG-
eligible schools outside EiC or EAZs to allow them to develop collaborative working arrangements.

83. The unrelenting focus on teaching and learning at the heart of LIG is intended to emphasise the
importance of the pupil and teacher as the keys to achieving improved standards. The emphasis on working
collaboratively will have a positive impact on issues of teacher recruitment and retention, as collaboratives
will be working together to:

— tackle the workforce remodelling agenda collaboratively;

— provide greater opportunities for career development in a mix of schools;

— identify and tackle shared priorities (eg behaviour, attendance, low prior attainment);

— use ASTs across collaborative schools;

— strengthen the training and CPD oVer for all staV (eg teachers at middle management);

— develop a shared and powerful understanding of how to use VA data to look at a wider picture of
achievement;

— speed up the improvement in standards and support the schools causing concern as they make
progress towards meeting and exceeding the floor targets; and

— developing a shared sense of interdependent accountability for ensuring that all pupils have access
to real educational opportunities.

Conclusion

84. This memorandum has necessarily concentrated on the Government’s policies and initiatives to
improve retention. But underlying all of this is the fact that teachers work in schools, and that much of their
job satisfaction depends on the working environment and colleagues that they meet there. For every school
that finds it hard to recruit and retain teachers, there is another, in apparently very similar circumstances,
that succeeds in doing so. The diVerences are usually to be found in the calibre and style of the school’s
leadership; the sense of purpose and collegiality that they foster; their commitment to developing and
involving their staV. The initiatives described in this memorandum—on workload, behaviour, professional
development, leadership and so forth—are intended to help schools and those who run them. But they will
not work by themselves. Every school, as an employer, must take its own responsibilities for the way it
manages its employees.

85. That said, the overall picture on retention is encouraging.We are confident thatwe know the principal
reasons why those teachers who leave the profession are doing so, and we are confident that we have the
right policy initiatives in place to reduce that to a healthy level. There are clearly big challenges that remain
for particular schools and for certain areas of the country, and teaching is perhaps inevitably no longer
viewed as a job for life by all those who enter the profession. However, there are very exciting prospects in
teaching at present and our data suggests that the whole school system is moving in the right direction.

Annex A

Table 1

THE NUMBER OF INITIAL TEACHER TRAINING PLACES FILLED BETWEEN
1997–98 AND 2002–03

1997–98 1998–99 1999–2000 2000–01 2001–021 2002–031

Secondary
Mathematics 1,464 1,120 1,302 1,290 1,559 1,681
English and Drama 2,142 2,133 2,030 2,029 2,247 2,499
Science 2,789 2,279 2,362 2,413 2,614 2,724
Modern Foreign Languages 1,799 1,657 1,469 1,635 1,715 1,748
Technology2 1,982 1,682 1,702 1,855 2,161 2,405
History 964 898 816 913 933 998
Geography 850 747 872 899 1,035 949
Physical Education 1,644 1,491 1,190 1,205 1,330 1,326
Art 896 903 799 851 843 885
Music 498 493 518 560 656 599
Religious Education 641 620 528 573 588 576
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1997–98 1998–99 1999–2000 2000–01 2001–021 2002–031

Citizenship3 147 185
Other 297 356 283 319 231 174

Total secondary 15,966 14,379 13,871 14,542 16,059 16,749

Source: TTA

Note:

1. For 2001–02 and 2002–03, 83 and 87 fast track trainees respectively are included.

2. Technology includes design and technology, business studies and information technology.

3. 2001–02 was the first year for recruitment to citizenship, and before 2002–03 the allocated places for
citizenship were included along with economics in “other” subjects.

Table 2

PERCENTAGE OF STUDENTS WITH A KNOWN UK DEGREE CLASSIFICATION
WITH A 2:1 OR HIGHER

Subject 1997–98 1998–99 1999–2000 2000–01

% % % %
Mathematics 35 39 39 42
English and Drama 62 63 64 65
Science 44 44 47 48
Modern Foreign Languages 50 51 58 58
Technology 34 65 71 65
History 64 48 52 50
Geography 53 43 49 52
Physical Education 43 35 40 41
Art 50 52 53 56
Music 50 49 49 58
Religious Education 52 52 52 51
Other 65 58 58 60

All secondary subjects 49 50 53 53

Source: TTA Performance Profiles

Table 3

SECONDARY FINAL YEARS: QTS AWARDS AND DESTINATIONS

Academic Year % final year % of QTS in % of final year trainees who
trainees teaching go on to teach immediately

gaining QTS

% % %
2000–01 86.2 83.1 71.6
1999–2000 86.8 81.2 70.5
1998–99 87.4 78.9 69.0
1997–98 85.8 79.2 68.0

Table 4

ENTRANTS TO AND LEAVERS FROM MAINTAINED SECONDARY SCHOOLS
IN ENGLAND

Total headcount (full time and part time)

88–89 89–90 90–91 91–92 92–93 93–94 94–95 95–96 96–97 97–98 98–99 99–2000 2000–01

Entrants
Newly qualified 5,880 6,073 5,808 5,702 6,759 7,807 8,814 8,535 8,851 9,332 8,809 8,773 8,630
New to sector 2,883 3,169 3,394 3,105 2,818 3,475 3,127 2,943 3,572 3,942 4,982 4,283 4,927
Returnees to sector 6,888 7,487 6,745 6,665 5,794 6,171 5,814 5,203 4,547 4,665 5,092 4,474 5,785
Total 15,651 16,729 15,947 15,472 15,371 17,453 17,755 16,681 16,970 17,939 18,883 17,530 19,342
Leavers
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88–89 89–90 90–91 91–92 92–93 93–94 94–95 95–96 96–97 97–98 98–99 99–2000 2000–01

Other leavers 14,968 14,789 14,468 11,589 9,865 9,913 9,587 9,881 8,789 10,325 11,075 12,108 12,263
Retirements 6,301 6,116 6,083 5,278 5,707 6,953 6,424 7,250 7,753 7,866 4,049 4,380 4,797
Total 21,269 20,905 20,551 16,867 15,572 16,866 16,011 17,131 16,542 18,191 15,124 16,488 17,060

Table 5

REGULAR TEACHER NUMBERS IN MAINTAINED SECONDARY SCHOOLS IN ENGLAND

Regular FTE teacher numbers (including seconded)

1997 1998 1999 2000 2001 2002 2003(p)

With QTS
FT 174,280 173,870 175,670 176,630 179,160 181,270
FTE of PT 13,370 13,800 14,050 14,460 14,600 15,310
Without QTS
FTE 1,770 1,910 2,050 2,100 2,920 6,590
Total 189,420 189,580 191,770 193,190 196,680 203,170 207,000

Table 6

CLASSROOM TEACHER VACANCIES IN MAINTAINED SECONDARY SCHOOLS
IN ENGLAND

Subject 1997 1998 1999 2000 2001 2002 2003(p)

Mathematics 77 141 155 233 410 386 320
IT 17 32 41 56 124 96 110
All sciences 84 108 138 156 398 383 310
Languages 87 120 89 109 245 192 150
English 87 109 90 129 360 323 280
Drama 15 8 14 23 59 60 40
History 10 20 18 12 39 42 40
Social sciences 8 0 4 8 15 16 10
Geography 27 32 11 25 51 69 50
Religious Education 25 42 26 36 96 86 80
Design & Technology 57 111 101 110 206 211 160
Commercial/Business studies 13 20 13 17 41 30 40
Art, craft or design 18 20 37 24 47 59 40
Music 39 30 32 35 78 81 60
Physical Education 30 36 34 30 102 111 90
Careers 2 4 2 3 9 4 0
Other main combined subjects 84 81 100 137 197 198 160
Total 680 914 905 1,143 2,477 2,347 1,940

Source: 618g

Annex B

Statistical First Release: School Workforce in England (provisional data released in April 2003, finalised and
published in August 2003)

Key Facts

— FTE regular teacher numbers are up by 4,300 on last year and by 13,700 since January 2001
bringing the total to 423,900. They have reached their highest level since 1982. Regular teacher
numbers (excluding supply teachers) are up in both primary and secondary schools.

— FTE qualified teacher numbers are up by 500 on last year and at their highest level since January
1984. Qualified teachers comprise more than half of the 24,700 rise in regular teacher numbers
since 1997.

— FTE overseas-trained teachers and specialist instructors are up by 2,900 on last year, but they still
comprise only 2.6% of all regular teachers.

— FTE teachers on employment based routes to QTS are up 900 on last year, to 4,200. Since the
survey was conducted in January, over 300 of them have been awarded QTS.
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— FTE occasional (supply) teachers are down on last year by 2,600 (–15%), to 14,900. Numbers of
long-term supply teachers have fallen by 310 to 5,800.

— Total teacher vacancies have fallen since last year by 1,140 (–25%). Headteacher, deputy head and
classroom teacher vacancies have all fallen. Classroom teacher vacancies are down 27% on last
year.

— Teacher vacancy numbers have fallen in all Government OYce Regions except the North-East,
where they are unchanged.

— The national teacher vacancy rate is 0.9%, the first time it has been below 1% since 2000. Since
2001, total teacher vacancies have fallen by 32%.

— Secondary teacher vacancy numbers are down in all subjects except information technology and
business studies. Maths and science teacher vacancies are both down 18% on last year; MFL
vacancies are down 21%; English vacancies are down 13%.

— Total support staV numbers have risen since last year by 8,300 to 225,300. Total support staV

numbers have risen by 88,000 since 1997.

— Numbers of teaching assistants in schools have risen by 15,900, to 122,300. The number of
teaching assistants in schools has doubled since 1997.

Annex C

Managing the Change Process to Transform the School Workforce

Introduction

In April 2002, the staV, governors and pupils of Cirencester Deer Park School were invited to take part
in the Pathfinder “Transforming the School Workforce” programme. The challenge was, and remains, to
make a significant impact upon the culture of schools to transform the learning environments that free
teachers to concentrate on teaching, reduce workload and continue to raise standards. The retention of
teachers and the recruitment of graduates from the University marketplace are additional core goals at the
heart of the programme.

One year on, and the benefits gained from the involvement in the project are being felt across the school,
and are being used to inform the work of the project leaders at the London Leadership Centre and DfES
as they move towards a model of dissemination across the country. This article describes the change
management process that has been put in place at the school and the short-term outcomes that are leading to
the creation of a more eVective workforce at the school, where the balance between professional and private
lifestyles is being improved.

Managing the Change Process-Creating capacity for Innovation

The unique feature of this project compared with others that the school has been involved in, has been
the greater emphasis upon process. There will be 32 diVerent “products” that can be shared from each one
of the Pathfinder schools, but the lesson for others to learn lies in the value of a robust change management
process that builds the capacity of schools to innovate. Developing an understanding the power of
communication and eVective information systems lies at the heart of the process.

At Cirencester Deer Park School, every adult and pupil has been involved in the generation of ideas that
has led to the creation of an implementation plan for a “school of the future”. The school employs 118 adults
as teachers and support staV, and each was invited to join one of the six pathfinder teams looking at the
core improvement goals of KS3 strategy, ICT& on-line learning, Classrooms of the future, the School Day,
extra-curricular and enrichment, and the support for learning across the school. StaV who had ended their
working day by the time meetings were due to start were paid for their time and responded enthusiastically
to the debate. The school gained from the richness of a discourse that took place between teachers,
administrators, learning support workers, grounds andmaintenance staV, and began the process of a shared
vocabulary and common language about the change agenda.

Each team produced a series of recommendations for the strategic leadership team of the school to
consider, and the teams have now been “commissioned” to take one of their core ideas and turn it into an
implementation plan. Teams have been allocated a notional budget to support their thinking.

Searching for the Quick-Win-April to July 2002

The senior leadership team was aware of the need to find quick evidence that a reduction in workload
and an improved lifestyle balance could be achieved. By the end of the summer term, simple factors such
as the purchase of a fax machine for the PE department, the extension of hours within existing
administrative staV and the oVer of subsidised membership rates at a local health club had made people sit
up and take notice.
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Starting the Sustainable Change Agenda-September 2002

The academic year 2002–03 has been pivotal for the school in its quest for strategies that address the
“freeing teachers to teach” agenda. Here are three mini case studies that reflect the work and thinking of
the change management teams.

Case Study1: Making Classrooms Interactive to make Teaching and Learning more eVective

The school was delighted to receive a grant within the Pathfinder project for ICT, and used the money to
support the installation of an Interactive whiteboard in every classroom across the school. The concept of
shared planning and using electronic resources produced in collaboration with teachers from other
curriculum teams has started the process of reducing the workload of teachers as the repetition of planning
tasks is reduced. Lesson content displayed on the interactive whiteboards in lessons is stored either on
faculty websites or shared areas on the school network for departments across the school to use as they wish.
Pupils who miss the lesson can find out what they need to do to catch up and supply teachers have instant
lesson plans that are of high quality. In short, the “golden moment” that characterises the successful lesson
is stored for future use.

Case Study 2: Creating the 24-Hour Learning Environment

The staV at Cirencester Deer Park School would be amongst the first to acknowledge that the goal of a
virtual curriculum that mirrors and extends the entire school year for all five year groups is incomplete.
However, the access that staV and pupils now have to the school network from home is enabling teachers
to plan their time more eVectively. Reports do not have to be written in school and important folders and
documents can be accessed on the home lap-top as easily as they can in school. Using theRMpackage “Easy
Link”, all members of the school community can use their school password to gain access to their own user
area, faculty websites and other resources that foster good lesson planning and preparation.

Case Study 3: Raising the Profile of Support StaV

Cirencester Deer Park School has an ambitious target of creating the same number of support staV as
teachers by 2004–05. This year, the school has appointed an additional eight classroom based learning
assistants. Within this team are a number of recent graduates who aim to become teachers in the future.
Their role has been to support learning either by accepting “commissions” to prepare resources, targeting
specific pupil groups such as pupils working towards A* grades in English, running extra-curricular
activities and creating a school based Drama team from year 10 who have performed in assemblies, taking
away the burden of assembly preparation fromHeads ofYear. The school has provided between 8–27 hours
of support each week for Literacy, Numeracy, ICT, PE, Modern Languages, Expressive Arts and
Humanities teams.

The School of the Future-September 2004

The benefits of the thinking produced by the staV at Cirencester Deer Park School during 2002–03 will
be felt in the future. The senior leadership team believes that the process of change management employed
this year has created the framework for sustainable change. For the coming year, the school is working
towards a new school day, where a longer contact time will support extension activities for all pupils within
the timetable that could replace the need for traditional homework. This strategy linked to the on-line
curriculum could radically alter the working day of staV and pupils. The trade oV that is built around more
hours of teaching but less hours marking at home is one that both teachers and pupils find attractive. The
change process will be illuminating. The outcomes could represent the start of the workforce transformation
that could herald a new dawn in education across the UK.

Annex D

The Norfolk Initiative

The final catalyst for theNorfolk education staVwellbeing project was research carried out in the autumn
of 1996 as part of Norfolk County Council’s overall strategy to improve its management of occupational
stress and the health and safety of its employees. Norfolk County Council has 11,500 education staV—
including 7,500 Teachers working in 450 schools and 20 education services.

The survey results revealed that staV in schools experienced higher levels of stress than employees in
almost all other departments of the county council. Full-timers suVered more than part-time staV. Teachers
suVered more than those in non-teaching roles and head teachers were themost stressed of all—particularly
those in small schools. Job vacancies in the county were rising and recruitment was diYcult.
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One head teacher in a small school talked about how it can be particularly stressful because the head is
usually the sole person in charge and has a number of diVerent roles: manager, teacher, administrator. “You
feel you aren’t able to do any of the roles well because of the pressure from the others.” On the other hand,
education staV in the Norfolk County Council research reported their working relationships with others
were supportive and beneficial. Teachers in particular said they would appreciate and respond to better
coping strategies “where these were known.”

Establishing the Need

Two representative steering groups were established in September 1997 as the next step. One group
comprised head teachers and senior managers from schools; the other was composed of education authority
oYcers, advisers and administrative personnel. Unions and professional associations were fully represented.
Both steering groups reached similar conclusions: there was a need for a clear strategy for the positive
management of change throughout Norfolk’s education services. Northamptonshire County Council has
already developed an employee assistance programme for its education staV. Those involved oVered their
support to the Norfolk project team and provided valuable feedback on their experiences.

From Theory to Long-term Policy

The long-term aim of the Norfolk project was to develop better practice and put in place lasting ways to
improve the wellbeing of both the staV and the organisation in which they work. In addition, the project
team hoped “to learn as much from what goes wrong as from what goes right”—and to secure long-term
investment in the programme. The two steering groups recommended that a project team be established to
implement the wellbeing strategy.

The project team would conduct “stress audits,” provide training and guidance on relevant methods and
techniques, and set up its own steering group to oversee the impact of the project and plan future action.
An oVer of joint funding from the TBF teacher support network was crucial to the success of the project.
The proposal was for a project that would promote the better management of change and reduce work-
related pressures, operating alongside the existing confidential counselling service for Norfolk County
Council workers.

The Process

Project co-ordinator Ray Rumsby was appointed in late 1998, and initially worked for three days a week
on a seconded basis from theNorfolk education advisory service in the spring term of 1999. The project was
scheduled to run for two years until the end of the Easter term, 2001. Schools were given a choice about
when they wanted to join the project.

Over the two-year pilot period, 112 of the authority’s 450 schools took part, together with seven Local
Education Authority (LEA) services. The aim over the next three years is to roll out the programme to all
schools and education services in Norfolk. The key project principle was to make wellbeing an integral part
of good management practice, “not a bolt-on” according to Ray.

“To apply that principle, the school or LEAworks on its practical strategies to foster eVective teamwork.
That means good communication, creativity, emotional intelligence and personal responsibility . . .”
“Realistically,” he adds, “we are not trying to change the world overnight—just start making a diVerence
that will build over time.”

Funding Matters

The project had initial funding of £167,000. Apart from the county council and TBF, other co-funders
were theNorfolk EducationAuthority, the research committee of theHealth and Safety Executive, Healthy
Norfolk 2000, and the Norfolk and Waveney Business Education Partnership. Part of the funding is
specifically to aid research.

The University of East Anglia’s Centre for Applied Research in Education (CARE) is currently
conducting an in-depth study of the project’s impact in a sample of organisations. This study will also serve
as an independent evaluation of the scheme.

Nuts and Bolts

The small central project team of health, education and public administration expertise, headed by Ray
Rumsby, provides a range of services to schools, and to agencies of the education authority itself. Their
pivotal role is to help an employing organisation identify its main health-at-work issues through a wellbeing
review, and to provide support and training.
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Annex E

Excellence in Cities

How have improvements in schools been achieved?

— Learning Mentors; who provide individual support to pupils facing barriers to learning.

— Learning Support Units; which ensure that disruptive pupils do not disrupt classes and teachers,
instead they oVer a nurturing but disciplined environment in which these children can continue to
learn and also improve their social skills.

— Enhanced opportunities for Gifted and Talented pupils to excel, both in and out of the classroom;
preventing them frombecoming disenchantedwith their education. In addition dedicated teachers
engaged in the programme are encouraged to take part in further professional development,
increasing their own eVectiveness.

— All pupils, teachers and other community partners receiving access to state of the art facilities
through a network of City Learning Centres.

— EiC Partnerships also benefit through strategic use of Specialist and Beacon schools and the
targeting of Education Action Zones which provide small groups of schools with local solutions
to local problems. For example; Zones in Hounslow, Islington andWolverhampton have targeted
resources into “Continuous Professional Development” for teachers in order to address and
improve recruitment and retention rates.

Successes

— On average the percentage of pupils gaining five or more good GCSEs in Phase 1 and Phase 2 EiC
partnerships improved by 2.6 percentage-points between 2001 and 2002—Double the rate of
schools elsewhere.

— The number of pupils in Schools Facing Challenging Circumstances (SFCC) gaining five or more
good GCSEs improved by three times the rate of other schools between 2001 and 2002 ie 1,626
pupils gained five A–Cs who would not have done so had improvement in their school been at the
national rate.

— Where schools face similar levels of high deprivation (in terms of the percentage of pupils eligible
for Free School Meals [FSM]) pupil attainment was significantly higher in Excellence in Cities
schools than elsewhere. For example:

— In FSM Band 5 (which covers all schools with between 21% and 35% FSM) the percentage
of pupils achieving five good GCSEs was over 6.5% higher on average in EiC schools than
elsewhere. (see also annex A).

— In addition; Value Added analyses (which allow the assessment of policies by tracking
individual pupil’s progress between Key Stages of the Curriculum) have shown that, again in
terms of schools facing similar levels of high deprivation. Pupils are likely to progress
relatively further between KS3 and GCSE level in EiC schools than in schools elsewhere.

June 2003

Witness:Mr David Miliband, a Member of the House, Minister of State for School Standards, examined.

Q419 Chairman: Minister, can I welcome you to— now—as you get towards the end you think you
is this your third visit? know something about the subject—so that could be
Mr Miliband: At least my fourth and possibly my a warning or not.What we dowant to do really is for
fifth— you to share with us your concerns, your worries,

your plans for meeting the situation that we are now
in and we are going to be in longer term. Do youQ420 Chairman: I think you did a duo.
want to say anything to kick us oV?Mr Miliband:—in real terms. In 2002 inflation
MrMiliband: Just a couple of things. Firstly, I thinkadjusted appearance terms! The duo does not count.
this is a very timely inquiry, either by accident or
design, because most people would accept that thereQ421 Chairman: It is good to have you here again.
are some good things happening in the way teachersAs you know, obviously the reason we have seen
are paid, supported and trained in our system. Theremore of you than other ministers this year is because
are some encouraging data but obviously it would bewe have been doing secondary education on the
foolish to be complacent firstly because there remainthird phase, and this is the final evidence session on
issues—in parts of the country there remain subjectsthe third phase of the secondary education inquiry
where teacher recruitment and retention remainwhere we will be looking at teacher retention and
issues—and, secondly, because we should always berecruitment and, as we said to some of our witnesses

on Monday, we are just about getting dangerous thinking how can we make the best use of our
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9 July 2003 Mr David Miliband MP

teaching force not just get anybody in front of a by saying that the backdrop of this is remarkable, is
it not? We have had a period of remarkableclass, so the quality issues you are interested in are

important. It may just be helpful to say a couple of investment in education over the past six years; you
only have to look at the statistics from the Treasurythings by way of introduction from my perspective.

The first is that recruitment and retention, I think, to see just howmuchmoney has been put into it. 80%
increase in capital funding, 60% pre school, 33% intoare linked—they are obviously separate but they are

linked—and we have to think about the flow as well schools, the only one that we will remind your
colleagues about tomorrow is higher education doesas the stock and we have to think about the way in

which new recruits work with more experienced not get up there in those figures, but it is a
remarkable story of new resources going intoteachers in the system and about the way more

experienced teachers come back into the system. education. At the same time the Government in
recent weeks has seemed to be able to snatch defeatSecondly, I have been looking through your

evidence sessions and your questions and I think from the jaws of victory in the sense of here we have
had a run of bad publicity, of teachers being possiblythere is a recognition that this is not just about pay

which I think a few years ago may have been a knee made redundant in large numbers, and that sort of
publicity is not very good for recruitment orjerk response or reaction as to how you boost

retention or recruitment. The issues that we face and retention, and we pressed the Permanent Secretary
on this quite strongly a week ago. What is thethe demands that professionals make are for a career

that really brings the best out of them and that Government going to do to make sure this kind of
situation we have had in the last few weeks is notallows them to develop as professionals, and that is

why issues of workload, training and working going to happen again, and thereby again give a
rather bad bit of PR to the teaching profession?environment are important as well. Thirdly, and I

think this maybe has not come out very strongly in Mr Miliband: We have a joint responsibility with
local government not just to raise money forthe evidence sessions I have read, this has to be done

on a school by school basis and there will be school education, which we both do, but also to distribute
it. We distribute it by formula to LEAs, LEAsby school variation, and when we talk about

building capacity in our education system to deliver distribute it by formula to schools, and obviously if
you have joint responsibility when things gowell youeVective education to diVerent groups of children

and pupils the critical role of the head and the can claim credit for it, or at least part of it, and when
things do not go well you have to take it on the chingovernors in building a team of professionals who

can support learning is really their number one and say, “Things have got to get better”. I think the
Secretary of State’s statement in the House on 15function, and diVerent schools face diVerent needs

and have diVerent resources and have to address May made very clear that we are ready to be self-
critical about the situation. He set out our ambitionthem in diVerent ways, and we have to respect,

encourage and build that local system. Finally, to deliver not just a per pupil floor for each local
education authority in the country but also for eachyesterday we had a conference to mark the sixth

month anniversary of the workload agreement and school next year and to work with local government
to deliver that. He explained I think prettyworkforce reform agreement that was signed by

eleven organisations representing not just persuasively how the first two years of this spending
review settlement are relatively tight although thegovernment but teachers, support staV and head

teachers, and the message that came through loud cash numbers are large, because there are significant
pressures in the system, but I think he also madeand clear there is that if you are interested in

delivering a more personalised education system, clear that we were looking at issues like the widely
welcomed decision to reduce the amount of centralone that responds to the interests, needs, aptitudes

and aspirations of individual children, then the standards fund spending that is planned for the next
two years. We made clear we are ready to look atwhole school team has an absolutely critical role to
that again because the shift from those centralplay, teachers supported as professionals by a range
standards fund down to the general system hasof support staV, whether they be lab technicians,
caused particular diYculty in some schools and webehaviour managers and mentors, sports coaches
are looking at those again, and I know he wants toand music specialists from the community, and the
ensure that all decisions are announced earlier ratherway it was brought home is that the heads who spoke
than later so that schools have the right time to plan.there said very clearly that now, when they are asked
As you know in the last school teachers’ review bodyhow many staV there are in their school, they do not
session we argued very strongly for a three yearsimply tell you the number of teachers, they tell you
settlement on teachers’ pay precisely so there couldthe whole number of adults working in the school,
be the predictability and stability for heads to planand I thought that was a telling symbol of the sort of
their budgets over the three years knowing well thatchange we want to see. That is all I want to say by
the first two years would be relatively tight. We willway of introduction and I am obviously keen and
be returning to that charge but obviously we need tointerested to see not just today but when your report
bring forward the data distribution so that schoolscomes out if you can help us tomove from a position
really are in an earlier position to make decisionsof strength to even greater strength.
about their budgets.

Q422 Chairman:We certainly want to be a positive Q423 Chairman: So is there going to be an imminent
influence in the education sector and hope that all announcement about some extra money, some extra

resource?our reports do help you in your work. Can we start
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Mr Miliband: Sorry? Well, there is not an imminent evidence that we have been given, survives or thrives
and it is pretty hit and miss whether they do surviveannouncement. I do not knowwhat youmeant by an

extra resource but what we want to do is bring or thrive.
MrMiliband:That is an important point. Firstly, weforward decisions which, in the past, have often

meant that it has been February and March, are obviously in a diVerent order of magnitude from
PricewaterhouseCoopers. Our recruitment numberssometimes even May or June, before schools get

their budgets for an April to April financial year. are of a totally diVerent order of magnitude to
theirs—That means we have to make earlier decisions about

our central funding but also we have to work with
the OYce of the Deputy Prime Minister to ensure Q426 Chairman: If they lost 50% of their primary
that the local government funding system is able to graduates they would be very worried, would they
respond earlier to the legitimate reasonable needs of not?
schools to know earlier their funds. MrMiliband: I do not recognise that 50% figure but

I am sure you can explain it.

Q424 Chairman: So you do not anticipate the
Q427 Chairman: We will find the source of that.Secretary of State making a particular
Mr Miliband: It is probably us! I saw a figure in aannouncement before the House rises or in
previous session of about 30%—no, I said this in aSeptember?
speech—that 30% of teachers leave within five years,Mr Miliband: You are seeing him on I think
so I do not want to get into a quibble about theMonday, is that right? I would be surprised if there
figures but I do not recognise the 50%. We are bothwas an announcement before then. Obviously we
people businesses, both us and Pricewaterhouse; weknow that the House is rising on the 17th and that is
both thrive or not on the basis of people and I thinkmore or less when schools are going on holiday too.
the nurturing of staV is a big issue. Firstly, the muchThere is an intensive amount of work going on but
stronger partnerships between higher education andyou will understand if I say that we want to get it
schools and teacher training and the links that meanright so the need for speed and confidence as people
that teachers are, as you say, just dropped in at thein the education system go oV on their holidays,
deep end has been smoothed—I would not say thatwhich we share, needs to be matched by a
all the problems have been eradicated but there hasdetermination to make sure that the loose ends are
been a good step forward. Secondly, some of thetied up. As I say, we do want to give confidence; we
recruitment diYculties that have existed have putare looking at what we can say but we do not want
more heads and governing bodies on their mettleto say something that misleads, intentionally or
about how they treat teachers and the increasingotherwise.
Ofsted evidence about the quality of new teachers
means those heads increasingly know they have a

Q425 Chairman: Some people say that the precious resource there that they need to bring
along. Thirdly, we know and we recognised a coupleGovernment has gone from reacting and people
of years ago that new teachers felt not so much theysaying there was a real crisis in recruitment and
were being dropped in in relation to the classroomretention and a few weeks later there is the
but that they wanted to have some early professionalGovernment saying “Well, what is the problem?
development because it was important to feel theyThere is not one”. What we are picking up from our
had a real career path in front of them.We have beenevidence is that the situation may look a bit better
trying to develop and push an early professionalthan it seemed until fairly recently, but what we are
development programme and maybe later we canconcerned about is that the Government gets it right
talk more generally about how it will all fit togetherlonger term in terms of both recruiting good teachers
because I am not sure we have got all that right soand retaining them, and one of the things that comes
far, but I think the early sign of that earlyvery clearly from the evidence is that we take all this
professional development investment is welcomed. Itime and trouble to identify potential teachers, to
guess I am paid to look to see that the glass is halfrecruit them, we lose a very high percentage of
full not half empty but I think we are moving in thethem—almost 50% in about three years, certainly
right direction, but I am sure there are cases where46% I think in some of the figures we have been given
heads and governing bodies, for whatever reason,in particular categories—and at the same time we
are not able to give the support and we have to tryhave a systemwhere teachers when they are qualified
andworkwith them to overcome that. Obviously theseem to be dropped into a school and the quality of
fact we are not a centralised recruiting service makessupport they get over those first three years in their
a big diVerence.career would not compare in any way to the kind of

quality of support for a young graduate going into a
private sector business, if you take the kind of care Q428 Chairman: Is that the problem?When you get
that someone who had, say, entered into one of the out and visit as many schools, as this Committee
big consultancy firms like PricewaterhouseCoopers, does and you certainly do, you talk to people and we
the amount of care in nurturing that talent and have had the swing to independence of schools in
supporting it, so there is a big investment in an terms of their personnel and in terms of the way they
important member of staV which is seen to give a manage the school, and the local education
good return. We see still an education system where authority no longer has that role, central

government does not have that role that you havethe teacher is dropped into a school and, on the
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just described and nor does the LEA, so what Mr Miliband: Usually the accusation is not that we
have too much stability but that we have too muchhappens to someone in a school? It is very

specifically about the environment in that school, change and that is the implication of a system in
which there is too much “competition”, that youthe quality of management, and very much the

particular head and the training of management have too much change in the system, not that it is
ossified and stuck. Maybe we have a happy mediumskills. Time and time again we find examples of

teachers who find themselves in a situation where if we are between Australia and New Zealand, at
least educationally if not geographically. It isperhaps their career development should not be in

that school and they should be moved to a diVerent diYcult, this. I do not pretend there is an easy
formula. I think building up the role of governors,school. There should be some transfer of personnel

across the education policy. You no longer have the because they are key people in the performance
management, the personnel management, the head,capacity to do that either centrally or locally.

MrMiliband: There are a lot of issues there. Firstly, is important—there is an important role for LEAs
there. Supporting heads properly is important andI believe it is good not bad that we do not have a

centralised recruitment system. The idea that I LEA has a role there. New heads, for example, in my
own experience are now being helped by consultantwould be employing teachers across the country I do

not think is good— heads brought in from other LEAs or within the
LEA by the LEA to support a new head, that is an
important step in the right direction, and I senseQ429 Chairman: But what about local education?
quite a strong spirit of commitment to collaborationMr Miliband: Let me address that—I am not trying
that exists in the system. When I was last here weto dodge the question. Secondly, I think there is no
talked about the Excellence in Cities programme—substitute for good management and good
that established strong collaborative structures; theleadership in the institution in which you work and,
leadership incentive grant, for all the diYcultieswhatever role the LEA plays, if the school is not well
there are, always having a cliV edge approach whereled the staV are not going to thrive in the way they
1,400 schools are helped but another 2,000 are not,need to. There is no substitute for that. Thirdly,
in those areas there is collaboration beingbecause of that, I believe very strongly that the
developed, so I think the vocation that says youfoundations of an eVective system are, firstly, legal
want to help as many kids as possible and sometimesand financial flexibility for school leaders coupled
helping other professionals as part of that iswith an intelligent accountability framework that
important. I was asked last week at a conference howinspects and audits to set the incentives in the right
can you stimulate that collaboration, what about thedirection and give them the support that they need.
good school, what is in it for them. The good schoolOn that basis it is right that schools and governors
can become better because the good thing abouttake responsibility but also that they are supported
collaboration is it benefits both sides. I would notin taking that responsibility. I remember being in
support a move to say that governing bodies shouldAustralia three or four years ago where the local
lose their power to hire their own staV; that wouldauthority still does the teacher recruitment and the
not be a sensible approach.teacher placement. It says, “State Government

recruits you to the New South Wales education
service and says you are going to work in this Q431 Chairman: Minister, I am not asking about
school”. I did not feel that gave the degree of trust, that—I am pushing you on who has the personnel
ownership and commitment you need between function. You admitted that the Department does
teachers in a school and leaders, and I much prefer not have it and local education authorities only if
a system where heads and governors do take they are run by the private sector, and I understand
responsibility, are supported in that and have a sense you will be looking closely at what has happened in
that the people they choose to work in that school Southwark just this week with Atkins giving up the
are there by choice and merit, not by imposition. contract after three years and leaving, it seems, that

local education authority is in somewhat of a mess.
In a good local education authority, in a wellQ430 Chairman: That is not a bad tale, Minister.
organised local education authority, do you not seeWe went to New Zealand where schools have such a
a personnel function across the board, at any level?great degree of independence that it is a totally
MrMiliband: You did ask me whether or not LEAscompetitive system between every school competing
should not have the function of hiring staV and I dowith every other school. We have something of that,
not believe they should. Does that mean they shouldhavewe not, in terms of personnel? If we have a head
not have a personnel function? No. There is awho may be a perfectly good head but who perhaps
personnel function that involves supporting schoolsis not the right head after seven years in a school in
that is diVerent from a personnel function thatchallenging circumstances, the right thing might be
involves hiring staV and imposing them on schools,for that head to be given a spell in a rather diVerent
and the personnel function is about supporting theschool. At the moment on the one hand it is very
governing bodies, supporting the head teachers,diYcult to move a head; on the other those schools
supporting the deputy heads in performing thethat have a good head are totally reluctant to see
personnel function in its multitude of dimensions,their head move, even for a year’s secondment. So
which are about hiring, career development, CPDyou get a new inflexibility in the system, because a
professional development and training—all thoselocal education authority can never still play a

proper overview function. things. Schools can seek support from outside to get
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those things done well. We have an inspection Mr Miliband: As you reminded me on at least two
occasions when I was previously before thissystem and an exam system which is a rigorous

accountability mechanism; the biggest thing they Committee, you certainly pointed out something
like you have never managed anything and,can do to do well in inspections or to do well in

exams is to treat their staVwell; there is a very strong secondly, that I have never been to business school,
so I promise you it did not come from reading aincentive for schools to seek help either from the

LEA or elsewhere and I would encourage that, but book! I remember the discussions we had inside
government about the establishment of the Nationalit is about adding value to the institution in which

people work, in my view. College of School Leadership, and you are
absolutely right—it was a very significant decision to
call it the National College for School Leadership

Q432 Chairman: What I am trying to draw out of and not the National College for School
you is we are picking up time and time again from Management. That was a very significant decision
the evidence we have, the quality of the management taken by the Government because we are asking our
of the system, and what we have been probing is leaders not simply to rearrange the existing furniture
where does the quality of that management come in. but to set a clear vision for where they want to take
Does it come fromyourDepartment? From the local their school to better serve the interests of their
education authority? The quality of the head? Does pupils, to mobilise their own staV and wider
it come from a whole range of initiatives, initiative resources behind that vision and we are asking them
after initiative, that the Department produces and to lead their institution and to deliver on it, and I
which concerns us, because many initiatives think the National College is going to prove to be an
sometimes can be quite a burden on staV whereas absolutely unique resource for the education system.
good management, which seems to be the thing that I would never pretend that it has revolutionised
people give evidence to this Committee are asking leadership in 24,000 schools overnight and I would
for, is rather diVerent? be very worried if it had tried to do so, but over two
MrMiliband:Well, this is a good thing for you to be years it has established a reputation for itself, it is
asking about. As I said when I was last here, I have now building its capacity, and I think the prospect
not to my knowledge launched an initiative since I that by the end of this Parliament we will have every
became a minister—I am sure that the member for school in the country having some sort of
the Isle of Wight is laughing in agreement with me engagement with the National College is a really
not in disagreement— positive step forward. They were here yesterday, the

National College; I have not seen the Hansard—I
only saw the note on the session—but I am veryQ433 Mr Turner: To your knowledge!
positive about that.Mr Miliband: I have said it and I have not been

contradicted. I am sure the scribes behindme can try
Q436 Chairman: Good. On wastage, in respect ofand find out but I have not yet found an initiative
the first three years, from Alan Smithers’ report,that I have launched but maybe I can be proved
only 100 entered ITT and were due to complete inwrong. So “initiativitis” is not the answer—I
1998, only 88 completed, only 59 were teaching incompletely agree; substantial engaged reform is
March 1999, only 53 were likely to be teaching afterdiVerent from a multitude of initiatives. Where is
three years.responsibility? The first locus is the school, the head,
Mr Miliband: That was the 1998 cohort?the governing body. Do we have a responsibility at

national and local level to support that? Yes. So is
responsibility shared?Yes. Does thatmean it is more Q437 Chairman: That looks like nearly 50% to me.
messy than a GOS plan where you work for an I do not know where Professor Smithers is this
English national education service and I hire you morning but I am sure he can check up on this.
and appoint you out into the system? Yes, that is a Mr Miliband: As you know, I have complete
moremessy situation but that reflects I think a better confidence in Professor Smithers—especially when
understanding of reality than one where I try and do he writes down the note and passes it to you!
the appointments and distribution of staV centrally.

Q438 Chairman: Minister, you should not make
assumptions. I got that from my Clerk!Q434 Chairman: Let us give you an initiative that
Mr Miliband: So some other missile is about toyou inherited then, and that is the National College
come flying—of School Leadership. What is the diVerence, in
Chairman: I have an even better note from Alanyour view as minister, between leadership and
Smithers but I have not read it yet! Thanks for that,management?
Minister, butwewant to get on to the questioning onMr Miliband: I think management is about the teacher supply and retention.

eYcient organisation of things as they are;
leadership is about changing things so that they are

Q439 Paul Holmes: Over the last few evidencebetter.
sessions we have had various points of view put to us
that there is or there is not a crisis in teacher

Q435 Chairman:Did you get that definition from a recruitment and retention, and I wondered if we
management text book, or is that your own personal could try and establish what you thought. You say

you have been looking back at some of the evidencedefinition?
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we have received so some of these figures will not be chartered accountants—97% and 92%—it is
completely absurd to say that is a crisis. If wenew to you. One is the figure we have just had from

Professor Alan Smithers but also a few months ago conduct our debate at the level where if there is
anything wrong it amounts to a crisis, we debase andthere was a similar study that came out with roughly

a similar figure that 40% of teachers entering teacher devalue the point of having a serious mature
discussion. If you say “Are there issues to address totraining either did not complete the course or

completed the course but never entered teaching, make sure that we make the best of the people that
we have, to make sure that people who have gotand then a further 13–17% entered teaching but left

within three years, and that left a total of somewhere something to oVer in the education system do the
best that they can?”, then I am up for that discussionaround 55–57% who were not entering teaching—

Mr Miliband: So the 50% figure that the Chairman and I certainly do not pretend that I or we have a
monopoly ofwisdomor anything of the sort, but onequoted included people who had entered teacher

training but never completed it? union I saw described it as a crisis in front of you, the
others snorted with derision and said that this was
complete nonsense, and frankly it is nonsense toQ440 Paul Holmes: Or completed it but never
pretend we are in the middle of a crisis in teachertaught so you get a total of somewhere in the mid-
recruitment and retention when there are more50s depending which study you look at.
teachers than there have been for a generation.Mr Miliband: So not 50% who start teaching and

then drop out?

Q444 Paul Holmes: So the statistics from the
Q441 Paul Holmes: No. National College of School Leadership, from the
Mr Miliband: I am sorry, yes. DfES report that you commissioned yourself, the

figures on people entering training and not finishing
it, or not entering teaching or leaving in three years,Q442 Paul Holmes: But that seems to imply a crisis

in recruitment and retention. The National they all show record highs but you do not feel that is
a problem?Employers” Organisation gave us evidence recently

showing that turnover in teaching had reached a Mr Miliband: They can all be true but they can also
be selective and partial. The Smithers’ report showshigh of 14% in about 1990 and then it fell to about

8.5% in 1997, and in the last six years it has soared there has been increased so-called wastage rates,
which is a very emotive way of putting it, but we alsoback up, to 15%, in 2001, although they have not got

any more up-to-date figures. Professor Alan know that (a) it has levelled oV; (b) a lot of those
people are going into posts within education but notSmithers did a report for the DfES published

recently which said the numbers leaving teaching directly from the classroom so are still making a
contribution to the education system, and (c) I amhave doubled since 1997 overall in six years and that

in 2002–03 the numbers leaving are two thirds higher sure that we would all accept that one set of figures
do not on their own prove anything. Also, you didthan in 1997. The National College for School

Leadership in their first annual report published raise an important point which I want to come on to
which is at a time when you are expanding thefigures, for example, saying that 10% of primary and

secondary schools advertised head teacher posts last number of posts, which I think we would accept
although it sounds like we are going to have a sterileyear which is higher than for a decade, and 34% of

the primary schools had to readvertise, which is the argument about whether or not people who have
qualifications from other countries really count ashighest level ever recorded, so there is a whole set of

figures there that we have received over the last few teachers but we will come on to that in a second, at
a time when there are more posts there is obviouslyweeks which indicate there is a crisis of recruitment

and retention from the level of recruiting and a turnover in the system. Now, that is not to me
evidence of a crisis. The fact that there are attractivetraining teachers who then never go into teaching or

leave very quickly through to numbers, the turnover, promotion opportunities in other schools may raise
issues, and it can raise issues about how schools usethat has gone back to a high of 14% through to

advertising for heads which has reached a high and recruitment and retention allowances to hold on to
their teachers, but it is not evidence of a crisis so wereadvertising for primary heads which has reached

the highest level ever recorded, so there does seem to should not mistake turnover for mass exodus from
the teaching profession, which would be a crisis.be some sort of crisis.

Mr Miliband: I think it is completely absurd to
believe that, at a time when there are 25,000 more

Q445 Paul Holmes: So you reject all the figuresteachers than there were six years ago—
from the—
Mr Miliband: No, I do not reject the figures—

Q443 Paul Holmes: We will come on to that in a
minute.
Mr Miliband: I am sure we will but at a time when Q446 Paul Holmes:You do not feel they contribute

to a serious and mature discussion?there are 25,000 more teachers than there were six
years ago, when there are 4,000 more teachers than Mr Miliband: No, I did not say that. I said the

opposite. I said that the allegation that those figuresthere were a year ago, when 70% of teachers stay in
the profession for at least 10 years, when the staying- constitute a crisis is not a serious and mature

contribution. These figures are correct, as far as Ion rate, so to speak, of secondary school teachers I
was astonished to find is higher than that of know—I have no evidence to the contrary—but they
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do not constitute a crisis and it is silly to pretend that Mr Miliband: With respect, what I think they say is
there is money across the system which more thanwe are in the middle of a crisis. That genuinely is bad

for recruitment and retention. funds the deal. What they are concerned about is the
distribution across the system and whether
individual schools are facing a particular squeeze.Q447 Paul Holmes:Well, we will move on from that
What they have agreed and why I have argued withsterile debate. The Employers’ Organisation who we
them and they have argued inside the system is thathave taken evidence from were saying that they
the workload deal (a) in year 1 builds up the cost, sothought this was not a crisis but they thought there
the biggest costs are in year 3 when we had the 10%were moments of crisis, and they thought perhaps
of time guaranteed for preparation, planning,they were turning the corner and things were in place
assessment, which is why you will find they are as, iflike the workload deal that would help to solve the
not more, concerned about years 2 and 3 and theissues that were causing a lot of these record levels of
confidence they have got there as they are about thisturnover and non recruitment and so forth, but then
September; (b) that for many schools 24 tasks havethe Heads Association on the same day said that
already been devolved, especially in the secondarythey were worried that they do not have the money
sector less so in the primary sector, but (c) that withfor September to implement the workload deal given
the messages to go out—and partly this is athe funding crisis this year, for example. Now that is
responsibility of the national remodelling team—theSeptember. As you say, school term ends next week
work force agreement is about doing thingsand then it starts getting into September, and the
diVerently and not just doing more, so it is not aheads sat there and said “We are not at all sure we
matter of dumping more tasks; it is about changinghave the money”—
the way in which support staV work and the way inMr Miliband: The heads have made a very valuable
which teachers work. I think you will see a really co-contribution to the workload agreement. They are
operative attitude from the heads and from thesignatories to it, they have discussed it at the highest
teachers’ unions who are signatories and from thelevels of their councils and they remain signatories to
support staV unions to make it work, and it is ourit; they remain committed to it and they believe it is
responsibility to work with them to make it work.deliverable; and they have been sending out

newsletters on their own and jointly with us to their
members for at least the last year saying “Get on Q449 Paul Holmes: The representative of the
with it”, because this is not just about using the primary heads in particular said that she was
marginal extra pound to do marginal extra work; it worried that primary heads have less staV and less
is about remodelling the school work force so we do flexibility and less budget anyway because of the size
things better, smarter. Step one of the workload of the school and that they would face the problem
agreement in September, as you know, is to say that this autumn that their staV would be saying, “Look,
24 tasks should not routinely be done by teachers; here are the 24 things we do not have to do—it says
they are the highest priority for support staV to take so in the newspapers”; the primary heads would not
on those tasks, and if that means them not doing have the money or the non teaching staV to enable
other things or other things being done through that, and basically the primary school heads would
better use of IT or other mechanisms then so be it. end up picking up all that burden. It is in the record
What we are committed to doing with our partners, if you want to see it.
including theHead Teacher Associations, is tomake Mr Miliband: I do not doubt what you are saying
sure the resources in the system are deployed so we and there is no question that it is more of a challenge
use the personnel to better eVect. Part of that is to in the primary sector than the secondary sector
make sure that teachers are not spending their time which is a good point. There is no question that we
collecting dinner money and putting up displays but have to work closely with primary and head teacher
are teaching. colleagues but, as I say, in the same way that a pay

deal has to be funded and paid, these are contractual
changes and they will be our highest priority for theQ448 Paul Holmes: We received some quite
support of teachers and if that means support staValarming evidence from the DfES oYcial David
working in diVerent ways, not just simply havingNormington where he said that, in terms of the
more load dumped on to them but working infunding deal this year and the press reporting of that,
diVerent ways, and if that means better use of IT—whether it is true or not, which creates the
the Chairman referred to use of capital and ICTimpression that perhaps teaching is not the best
investment earlier to cut the amount ofmeetings andprofession to go into, they had only realised that
bureaucracy, to cut some of the footling things thatthere was going to be a problem right at the end of
support staV have to do to liberate time so they canMarch when Charles Clarke went to speak at the
do the 24 tasks, that is part of it and that is why it isHead Teachers’ conference, and all day they were
about remodelling. If you are saying to me you arebeing hammered by head teachers saying, “Look,
going to have to work very hard on the culture andthere are going to be budget problems”, and that late
on the structures locally to get it done you areon in the stage they had only just realised there were
absolutely right, and that is what we are committedgoing to be problems, but then the head teachers
to doing with the partners who signed thewere sitting there representing both primary and
agreement, and the significant thing about thesecondary and saying, “We do not know if we have
agreement is it is not just sign on the dotted line andthe money in September to implement the

workload deal”. walk away and hope for the best; it is sign on the
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dotted line and work with the Government month MrMiliband: The 25,000 figure includes people with
qualifications from other countries who areafter month, week after week, to make it a reality in

practice, and all the signatories—all the equivalent to QTS (Qualified Teacher Status) and
also the 3,700 on the employment based route. Irepresentatives apart from the NUT—have been

sitting with us, framing the regulations, working on think the figure is that 900 of them have already had
QTS of the 3,700, but I will check that and write tothe regulations, working on the drafts, putting real

input into the way those are developed, and they feel you.1 They are counted as full time equivalent
teachers because they are full time teachers, yes.a sense of commitment and ownership as a result of

that process, and we want to carry that on so that we
are taking the glib phrase “social partnership” and Q454 Paul Holmes: I asked this question in the last
putting it into practice. session, I think it was, which was if you are including

people on the graduate training programme but they
are not yet qualified teachers why include them, andQ450 PaulHolmes:Finally on this, one of the things
one answer was that they spend a great deal morethat would make teaching an attractive profession is
time in school because they are training in school onthat it would be viewed as a profession where you
the job, but so for example are people on the schoolhave the independence of a professional to do the
centres for initial teacher training. They are doingjob, and I know, having been a teacher over that
their GTP course primarily in the school rather thanperiod, that teachers certainly felt, from roughly
in a university base so why not include those as wellwhen the national curriculum came in from 1987–88
and boost your—onwards, that a lot of that had been stripped away
Mr Miliband: I can imagine the row there would befrom them. One of the employers’ representatives
if we did not have consistent data series to measurequite upset me by saying that he thought teachers
this. The GTP programme is unique in the way itwere just about starting to be recognised as a
works and who it recruits and how it deploys them.profession, like lawyers for example—I thought I
It has been a significant success for the Teacherhad joined quite a good profession back in 1979 but
Training Agency (TTA) who have done a very goodthere you go! He thought we were perhaps just
job on this. It represents about 10% of the totalgetting there. One of the steps to giving professional
recruitment. They are experienced professionalsstatus to teachers was making teaching an all-
coming into the system—graduate recruitment in the late ’70s. You have set

up the General Teaching Council to provide a
professional body so professional teachers are Q455 Paul Holmes: But they are not qualified
graduates with qualified teacher status, they are teachers—
members of the General Teaching Council. Would Mr Miliband: No. They are on the employment
you agree with that? based route to QTS, yes.
Mr Miliband: Yes. I can think of many other words
that people would use to describe lawyers than a

Q456 Paul Holmes: So I still do not see why“profession”! But it clearly is a profession and we
particularly you do not include the ones on thehave to make it a profession in the richest and
school centres, the initial teacher training, as well asdeepest sense of the word, and I agree with that.
the graduate trained.That is why I make speeches all about it saying how
Mr Miliband: Well, because the school centres area range of things from professional development,
not the same as the graduate teacher and if you lookCPD, etc, is about promoting what I would call a
at the time and the role that people are playing on the“modern professionalism”.
employment-based route it is slightly diVerent. I am
happy to start claiming there are 28,000 or 26,000 or
27,000 more teachers than six years ago but I wouldQ451 Paul Holmes: And you made a speech to the
not want to be accused of misleading you about theGeneral Teaching Council conference in which you
comparability of the data.said there were 25,000 extra teachers since 1997. Of

those 25,000 extra professional qualified teachers,
3700 are trainees. They do not have qualified Q457 Paul Holmes:Another category of the 25,000,
teacher status. but we are not sure howmany because the figures do
Mr Miliband: They are on the employment-based not disaggregate down enough, are instructors.
route. Now, in a footnote on page 10 of the DfES volume

it says that instructors are teachers not employed in
the general capacity but who possess specialistQ452 Paul Holmes: But they are trainees without
knowledge of a particular art or skill, such as musicqualified teacher status.
or sport—and I emphasise—who are employed onlyMr Miliband: Correct. The 25,000 figure includes
when teachers with qualified status in that subjectpeople who are not unqualified but they have
are not available. Now, you are including in yourqualifications from foreign countries, they—
25,000 increase instructors who, according to aPaul Holmes: If we could just stick to that 3,700, to
footnote in the DfES handbook, are not teachersstart with, of trainees.
with qualified status and are only to be used when
teachers with qualified status are not available, so

Q453 Chairman: Let us give the Minister a chance
to answer in the way he wants. 1 Ev
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why are you now including instructors in your and governors think is important and well done, and
it is no rebuttal of a figure to say “Sorry, it is a25,000 teachers when your own handbook says they

are not qualified teachers? diVerent sort of person”, because we have not said to
you “There are 25,000 more people with QTS”; weMr Miliband: Because they are full time teachers.

Sorry, I must have missed something in what you have said there are 25,000 full time equivalent
teachers in the system.said.

Q461 Chairman:We have spent a long time on thatQ458 Paul Holmes: But they do not have QTS.
and we also asked our witnesses on Monday toMr Miliband: No, but neither do people from
comment on that 25,000.Australia who have an Australian teaching
Mr Miliband: Did they say the same as I do?qualification.

Q462 Chairman: Similar, but Doug McAvoyQ459 Paul Holmes: That is the point. Does the
particularly made the point about the 25,000, andDepartment know exactly how many overseas
they will be crawling over the figures for us.teachers there are, how many of them are classed as
Mr Miliband: Good.occasional teachers, how many of them are classed

as instructors, how many of them are with or
without QTS status or the equivalent from their Q463 Chairman: But not many people apart from
home country? the NUT have said there is a crisis at the present
Mr Miliband: We know what we set out in our moment, to be fair, Minister. On the other hand
memorandum but I really think it is important. Are there are particular problems in particular schools,
we really saying in the modern world, when people as you said in your opening remarks. Where is the
have qualifications from respected foreign systems pitch being felt most? What is your priority of
which are equivalent by all the international concern in terms of both recruitment and retention
“Institutes of Pedagogical This and That” that say at the moment?
that their qualifications for Australians, New Mr Miliband: Not, repeat not, in ascending or
Zealanders, South Africans or anywhere else are descending order of priority, there are clearly issues
equivalent of QTS, are we supposed to say, “Sorry, in schools in the highest cost areas of the country,
you are not a teacher?” That would be a mad state notably in London, around the south east, although
of aVairs. If schools choose to use those people who I think the STRB recommendation and our decision
are making a valuable contribution and that is the to support it in relation to the £4,000 threshold for
only evidence that they are not of appropriate inner London is very significant but obviouslywe are
standard or anything else, what are we supposed to concerned about that. Secondly, something you
say? That they are not a full-time teacher? That picked up in your previous reports and in these
would be a very silly state of aVairs. evidence sessions is how one breaks into this

problem that some of the toughest schools have the
highest turnover of teachers and those schools withQ460 Paul Holmes: Well, that is the point I am
the highest turnover of teachers are also the toughesttrying to make. We are trying to work out what the
schools. There is a chicken and egg issue aboutDfES do count as teachers. Are they professional
school achievement and teacher transience orqualified teachers withQTS status ormembers of the
turnover that is tricky and important; and thirdlyGeneral Teaching Council, and if not what was the
there have been some schools this year where therepoint of setting that up, or are they instructors,
have been genuine pinchpoints, as you put it,trainees who are not yet qualified, are they overseas
because of the financial situation.teachers? If you do not have the exact breakdown

figures, could you write to the Committee and say
exactly how many overseas teachers there are and Q464 Jonathan Shaw: On that, there are a number

of diVerent financial incentives for teachers goinghow they are split up?
MrMiliband:All the informationwe have is whatwe into subject areas where there is a shortage and also

£4,000 for teachers to come back into the profession.have submitted. Also, it is absurd to say that if the
General Teaching Council is not only there to count I have asked a number of witnesses whether they feel

that we are using this money to best eVect. Forthe number of teachers it has got nothing to do,
because as you said yourself it is there to be a example, a teacher may be able to have that £4,000

in an area and in a school where there really is not aprofessional representative and an independent
voice for the teaching profession—underlined three problem. Also, would it not make sense to provide

greater financial incentive for the very best teacherstimes—and, thirdly, you have not answered my
basic point which is if you are qualified teacher from to go into the most diYcult schools? I realise that

there are issues about division—that is somethingFrance orAustralia or anywhere else, and the school
thinks you can do a really good job, or if you are an the trade unions talked about—but I would be

interested to hear what you have to say.FE teacher with experience in music or whatever
else, or if, dare one say it, we are poaching them from Mr Miliband: That is a profound and important

question. Let me start at the end, if I may. On thethe private sector and they have come in and got
teaching experience, somehow we are meant to say, question of teachers for schools with the most

challenging circumstances there are two approaches.“Sorry, you are not a teacher; you do not count as
a full-time equivalent teacher”, that would be a mad One approach would be to say, “Right, we need a

national programme of teachers in schools inthing to do. They are there doing a job which heads
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challenging circumstances and it should be national Mr Miliband: I hope we do not do anything blindly
and I hope we will never say that things will nevertargets”, and maybe five or six years ago that might

have been our reflex or instinct. The alternative change. Dynamic is rather too of an “initiativitis”
way of describing the thing but is it ossified? Is itapproach is to say that you have to get money into

schools with challenging circumstances, recognise static? Can it never change? Could I foresee
circumstances in which it would develop—thatthe pupil populations in those schools, and give the

financial flexibility to the heads and to the governors would be a silly thing to say on my part. Could it
evolve? Yes. Part of the evolution is your report andin those schools who know those schools best to use

that money to recruit the staV in the right way and your interests and come back to us on that. I am
always nervous about taking something that worksto pay recruitment allowances. Significantly in

London, for example, retention allowances are used well, even if it looks a bit bland, and saying, “Let us
fiddle around with it; let us make it that much morefour times as much as in the rest of the country. I

think the latter approach is more consistent with pinpointed; let us say that if you live in the north east
you cannot have it because you do not have awhat I said at the beginning about the principles of

where we wanted to go which is a devolved system, recruitment problem”. I think if you try and
micromanage such a diverse system it is really tricky.financial and legal flexibility and intelligent

accountability to match, rather than a national pot, That is why I say that we give an extra £1,300 for
every pupil on income support at centrala national programme. Do you see what I mean?
government, and local authorities should pass that
money on to the schools in their areas where thereQ465 Jonathan Shaw: I do, but obviously there is a
are the most kids who have real problems, and thenational programme, is there not? There is the
school faces challenging circumstances with that.money youmake available for teachers to come back
That should put the school in a position to have ainto the profession so there is a national programme
bottom-up engagement with it.and you are spending that money and, as I say, I

think it is reasonable to question whether you are
spending that money in the best way. Q467 Mr Chaytor: If I may come in on this

particular point, does it not follow inevitably,MrMiliband: The biggest national programme, and
obviously it is a big spending issue, is the £6,000 however, that if the Secretary of State’s guarantee

that every school in the current three-year spendingbursary and the £4,000 golden hello, which is slightly
diVerent in that it is a recruitment measure. The pre- programme will get a minimum increase of its

budget, that must take away from the overallexisting situation was the £2,500 golden hello which
was untaxed, and we got to £4,000 by saying £4,000 amount of money that can be better directed to

schools in challenging circumstances, because thetaxed is akin to £2,500 untaxed. Research went into
this in terms of setting it up and there is no question commitment to the annual increase over the next

three years for every school’s budget is obviouslyit has had a discernible impact. If you look at the
PGC figures, it is pretty striking, and pretty striking going to spread the total amount of available money

too thinly. It is actually in many cases going to takein the shortage subjects as well. It is not the only
thing that works. For example, one of the issues that away the—

MrMiliband: I am always worried when David sayshas been raised in your previous reports is the issue
of male recruits into primary schools. There is not a “inevitably” because he has an incredibly logical

mind which usually means that I have said twoparticular financial thing there but the general push
to recruit more men into primary schools has had an things that are immediately contradictory.
eVect, so I think that it ismoneywell spent. Put it this
way: if we took away the £6,000 and the £4,000, that Q468 Mr Chaytor: This is what we want to test out.
would make teaching significantly less competitive MrMiliband: Let me see if I can wriggle my way out
as a recruiter. of this one. The answer to what you are saying is, of

course, that if you give money to one place you
cannot spend it in another place. Obviously, thisQ466 Jonathan Shaw: I am not saying take the

£6,000 away but certainly money needs to go into year, when we have a floor of 3% and a ceiling of 7%,
that is mitigating the increase that an area mightdiYcult subject short areas. The thing is, is this a

dynamic process or will it remain the same? For get—this is area based rather than school based—
and it is saying that those areas that were minus 10%example, you have areas of the country that do not

have a teacher recruitment and retention problem, as a result of the formula are not going to get that,
they are going to be brought up to 3%. So there is abut in other areas there are not enough black men

teaching, not enough males teaching in primary trade-oV there. There is a trade-oV between stability
and transition and the distributional eVects that youschools, so do you continue blindly saying, “Oh,

well, we are continuing with the national are talking about. The Secretary of State has said
that he is committed to a “reasonable per pupilprogramme”, where one area is doing absolutely fine

and another area is screaming for additional increase,” which is an important gloss on what you
have said. The one thing I did not say to theresources but you continue with this national

programme? Is it not better to say, “Right, this is Chairman at the beginning which I should have said
and, if I may say so, would be a really good thing forwhere we were, we have resolved these particular

issues, we have this pot of money, these are the us to have some sort of discussion over—if I may go
into sort of parentheses for a minute—is thisproblems now. We should spend it where it is

needed most”. business of the decline in primary school numbers,
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which is the first time this has happened since the system there is a bit of rough justice about it. But I
have not heard resentment. I think most existingintroduction of LMS. 50,000 a year fewer primary

school pupils every year for three years is a real issue. teachers would recognise that the labour market
conditions at the moment are very diVerent fromTalk about dynamism and turbulence in the system,

it is a very big thing. Just in parenthesis: let’s think what they were in the mid-80s.
whether there is away inwhichwe canwork together
on this, because I think it is a real issue. When the Q472 Chairman: If you swept up all the incentives,
Secretary of State says “a reasonable per pupil what sort of pot would you be left with?
increase for every school,” it is important, the “per MrMiliband: I do not have that figure to hand. I will
pupil” aspect to it. And obviously there is a trade-oV have to write to you about it.2
between saying, “Let the formula rip” if you like and
“Let’s ensure that there is a smooth transition to any Q473 Chairman: It would be interesting to know the
new end state.” Yes, of course that is a balance to be size of the pot, and where, if you used it instead,
struck. I hope that answers fairly the point you reducing teacher/student numbers in primary
made. schools—

Mr Miliband: You can do the sums. If there are
Q469 Mr Chaytor: Just one further point: it does 30,000-ish recruited, they are all getting £6,000 in the
mean—and we want to try to get you to say yes or shortage subjects and £4,000 for maybe one-third of
no—that the new per pupil increase guarantee will the 30,000, you can do the sums. I actually did ask
reduce the rate at which the floors and ceilings can this yesterday. Maybe someone would pass me a
be phased out. Therefore, next year theGovernment note if they have the figure. I do not think it was in
will be putting additional money into schools that my box last night, so I do not have it.
have no recruitment and retention problem Chairman: That will be fine. Could we move on. JeV
whatsoever, and thereby reducing the pool of Ennis wants to move us on to teacher training and
available money that could be better targeted to deal continuing professional development.
with the recruitment and retention problems.
Mr Miliband: You have put a gloss on your Q474 JeV Ennis: Before I move on to that, I would
question, which means I cannot say yes to it. If your like to ask a supplementary in terms of the argument
question had been, “Does having a floor mean that between individual school responsibilities against
there is less for ceiling authorities?” the answer is yes. LEA in terms of recruitment and retention issues.
If you say, “Does having a floor mean that schools There is no doubt the Government are trying to
who have no problem end up being showered with encourage better collaboration between individual
money?” that is an unfair thing to say—and, as we schools via Excellence in Cities, which we have
have discovered, it is quite possible for us to create already mentioned, and, of course, the Specialist
a retention problem in a school if we do not get the Schools Programme. Is the vision that this sort of
distribution right. Remember, a school or an area greater collaboration between schools will instigate
that seems to be doing fine, let’s not say, “They are a sort of loose federation of schools which may in
all right,” for creating a problem there. We have to future act to address retention and recruitment
make sure they carry on in a good position, rather issues in that locality? From a teacher point of view
than thinking that they could take a big hit, which and from a pupil point of view, could that loose
does not do anyone any good. federation help pupil learning?—in terms of if a child

is particularly experiencing problems in one
Q470 Mr Chaytor:Having a floor for each school is particular school they could perhaps move to
fundamentally diVerent from the original concept of another school within the federation or study some
the formula, which is a floor for each authority. subjects at A-level in one school and others at A-
MrMiliband: It is. Agreeingwith local authorities to level in another school.
deliver a floor per pupil for each school is an MrMiliband: That is an interesting area. I think the
important commitment. It is an important dividing line between strong collaboration and loose
commitment to predictability and stability in the federation is a fine line. Generally “collaboration” is
system. lower case and “Federation” is upper case, and

people get excited about which side of the boundary
they are on. I think it is horses for courses. InQ471 Chairman: Do the particular recruitment
relation to your question about pupils takingpackages meet resistance amongst the more
courses in diVerent schools, I do not really see thatestablished members of the profession? Is there a
in primary but at 14–19 I see that as a big potentialdamage to overall morale?
thing. Every pupil should have a home base butMr Miliband: I get letters not from people who are
every pupil should have the chance, if there isexperienced members of the profession but from
particular expertise or particular interest elsewherepeople who qualified in 2001, which say, “It is not
in their locality—and this is notably in the sixthfair, because if you got in in 2002 you got six grand
form, but you can imagine it post-14—that thator four grand.” In my year as Minister, I have had
should be open to them. Secondly, you raisedmaybe half a dozen or a dozen letters that say that.
federation or collaboration to boost teachingI have never had a letter that says, “I qualified in
quality. I think this is incredibly important. The1985 and it is a disgrace that NQTs now are getting

these golden hellos.” As always, when you introduce
new things, if you are in the last year of the old 2 Ev
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head of physics in a school where the science their INSET days are not used in the most
departments are fantastic helping the other appropriate way, that the really important
schools—taking out their teaching techniques, professional development that is done through Key
explaining what they are doing—would be really, Stage 2 and 3 national strategies is not integrated
really productive. Do you need a federation to do with a whole school view of professional
that? No, you do not. You need collaboration and development—which I think is a weakness. It is
commitment. Thirdly, at the beginning you were something on which we wish to have a bit of a push
talking about could it address recruitment and in the next couple of years, actually, to have a more
retention issues in the locality. I had not thought of integrated whole-school approach to professional
that. That is interesting. You can imagine an LEAor development. I went to a school to look at their Key
a group of schools coming together to try to make Stage 3 work and the English, maths and science
their oVer as attractive as possible in terms of teachers said that the Key Stage 3 programme was
experience and the professional development that a the first time they had ever done professional
school will get. I had not thought of joint development together across departmental
recruitment. I will think about that. boundaries, whereas in fact the generic needs of 11 to

14 years olds, whether in a science, maths or English
class, are actually quite similar and some of theirQ475 JeV Ennis: I think we can all agree that the
learning and teaching strategies are similar. So I wasGovernment has been more successful in many of its
disturbed to hear that and I think it is something onrecruiting initiatives and we need to move on to
which we have to work.retention and get the same degree of success in

retention initiatives, as it were. Is there any evidence
now—and some of these I know are still very much

Q478 JeV Ennis: You have mentioned the fivein the early days—that the teachers who have taken
INSET days. Is there a plan to give a guarantee or aa recruitment incentive to come into teaching are
credit to teachers that they can have over and aboveactually staying in teaching longer than the teachers
that every year or within a cycle of so many years?who have not? Is it something that we are closely
MrMiliband: I think we are quite keen to make suremonitoring at present?
the five days are used as well as possible. Obviously,Mr Miliband: It is something we will want to
the 10% guaranteed PPA time in 2005–06 ismonitor carefully. It is too early to tell, I think.
professional development time potentially for
collegiate and individual work, to tailor teaching

Q476 JeV Ennis: But we are monitoring it. and learning to individual pupils and to groups of
MrMiliband: I understand we are. One of the things pupils. But there certainly is no proposal from us to
which has not been discussed at previous sessions have more than five INSET days.
but which occurs to me in relation to the London
issue that we were talking about, is the whole Teach
First idea, which has, I think, 1200 applicants— Q479 JeV Ennis: Five statutory INSET days is
something really quite substantial. It would be suYcient, then?
interesting to follow that through aswell.We need to Mr Miliband: I certainly want to see them used
keep an eye on themand the statistics will tell us that. properly, yes.

Q477 JeV Ennis: In an earlier evidence session from
Q480 Chairman: I am a bit worried aboutthe teacher trade unions, in fact, they actually said
something you said there. You seem to hold in twothat a big motivating factor for keeping teachers in
compartments the diVerence between continuingthe classroom was continuing professional
professional development and research that camedevelopment whichwe have obviously touched on in
out of a number of studies, including that ofprevious questioning. Do we have any evidence to
Professor Smithers, that the things that really turnshow that teachers who are actually taking
people oV teaching are pupil behaviour, workloadadvantage of that and enhancing CPD are staying in
and so on. But there is a world of diVerence, is therethe profession longer?
not, between someone who is well supported in theMr Miliband: As I understand it—and your expert/
first three years of their professional development,adviser will tell you better—his research says
their professional teaching career, to get through theworkload and discipline are the two biggest issues
pupil behaviour and all that? That is what goodfor retention. In themix, lower down, is professional
support management is about in those early years. Idevelopment. It stands to reason, really. Paul
am reminded of when we did our inquiry into higherHolmes asked about being a profession. A
education retention. For retention, we pinpointedprofession gives you a career as well as job, if I can
after a lot of evidence, it is so important that youmake that distinction, and part of a career is a ladder
spend a lot of resource in the first year of a student’sof opportunity. I will sound like in my days as a civil
undergraduate career because that is when they dropservant when I say that professional development is
out. Anything spent in that first year would seem topatchy—which is civil service “weaselese” for we do
be good value for money, in the same way that thenot know what is going on, or it is a bit of a mess in
evidence that is coming to us is that spending moneysome places and we do not really know what to do
in schools on teachers in their first three years,about it. I have seen some outstanding professional
making sure they are really professionallydevelopment done—really, very, very impressive—

but I have also had teachers complain to me that supported, gets them through the rough times when
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they have bad behaviour of pupils, when they feel commitment to school. We have much more direct
levers on the first three than we do on the fourth.that workload is higher than they anticipated and
That is the answer to the question.so on.

Mr Miliband: The STRB said that the problem in
London was years 5 and 6. That is why they targeted Q484 Jonathan Shaw: You referred to teaching
threshold. I think that was a 2001 study. So “Yes, methods as being one of the key issues in terms of
but” would I think be my answer to that. being able to manage pupil behaviour. The
Chairman: Thank you for that, Minister. Let us Secondary Heads Association told us that this is the
move on now to look at retention issues. Jonathan is aspect that most often causes young teachers
going to lead us through the wilderness. particular problems. Have you looked at the

training courses and what you can do in terms of
pupil management? Going back to my point earlier,Q481 Jonathan Shaw:We have covered some of the Minister, of one payment fits all, should we be

workload issues. As you said, Minister, the two developing teaching strategies/methods for
issues that Alan Smithers has identified—which do particular types of schools?
not really come as a surprise—are workload and Mr Miliband: Whenever I say “with respect!” it is a
pupil behaviour. The Government is spending £470 bad time and when you say “Minister” it is a bad
million over the next three years looking at the sign: it is the sort of way in which we say that we
behaviour improvement projects. What can you tell disagree with each other. Does it need to be diVerent
us about the progress of those projects? in diVerent schools? Obviously, yes. Should I
Mr Miliband: It is obviously early days— mandate how it is diVerent? No. Are there diVerent

issues between boys and girls? Yes. Ofsted have a
report coming out on boys’ achievement, which IQ482 Jonathan Shaw: This was an initiative which
understand has particular things to say aboutyou did not launch, you inherited.
personal tuition from classroom assistants, aboutMrMiliband:Exactly, and obviously Ivan Lewis has
the use of ICT and about the disciplined nature oftaken the lead in this area. As you know, we are
the learning environment. I think the workload issuemaking a really big push on Key Stage 3, 11–14 year
is huge. If you are a teacher, especially a new teacher,olds. I am sure every parent’s worry is thatwhen kids
going into a secondary school, if some of the kids arego to “big” school they get bored, fall into the wrong
taller than you are and you are told, “Close the doorcompany, go oV the rails. The challenge for us is to
and you are on your own” and there are 30 kids inbuild on the progress in the primary sector over the
there, that is a pretty big ask. If you are told, “Youlast Parliament and see if we can make that 11–14
are going in, you have got some classroom support,stage stimulating and secure for young people. The
there is another pair or two pairs of eyes and earsimportant part of that is obviously the teaching
and hands in the classroom,” that is a very big thingstrategies, but critical also is pupil discipline, which
for teachers. I see that having and have seen it havingis what a lot of parents worry about in the early years
a massive impact on pupil behaviour. It is muchof secondary education, and so for the first time we
harder to sit at the back and be a nuisance with threehave a behaviour improvement programme built
of your mates if in fact you have a classroominto the Key Stage 3 strategy. It has been going for
assistant standing behind you. I think that is one ofa year. It has beenmonitored very carefully. There is
the big benefits of workforce reform.no independent evaluation yet but the feedback I get
Chairman: We will tackle pay and allowances now.from the ground, from teachers, about the role of
Andrew is going to lead us through this one.learning mentors and other aspects of the

programme is pretty positive, but I do not want to
Q485 Mr Turner: In a way I think you have shot myclaim success before we have got it bolted down.
fox on pay because you have said it does not really
matter.

Q483 Jonathan Shaw: What does the Department MrMiliband: I would never say that because I think
think are the key influences in terms of bad pupil that might lead to some misunderstandings among
behaviour? some of our colleagues who faithfully report what I

say and sometimes get reactions to it. I would not sayMr Miliband: The first driver to bad behaviour is
pay never matters, pay does not matter; but I wouldboredom. If kids are bored in classes, that is a bad
say that pay is not the main issue in terms ofstart. Secondly, clear boundaries and rules in the
retention, no.school that are consistently and coherently applied.

If the boundaries are clear, if the rules are clear and
if they are consistently enforced, that is very, very Q486 Mr Turner: What about recruitment,
critical. Thirdly, I think a culture and ethos of high particularly in high cost areas. I mean, teachers do
aspiration for every pupil transmits itself down to a aspire to own their own homes, not live in council
sense either of engagement with learning or of “This houses, for example. Canwe really compensate them
is not an institution for me and I am going to rebel by means of housing schemes rather than by paying
against it.” Fourthly—there is no point in them properly?
pretending otherwise—what is going on before nine Mr Miliband: We said in our evidence to the STRB
o’clock and outside 3.30 in the pupil’s home. Any of last year that outside London we were convinced
us as constituency MPs know that is critical to a that pay was competitive. All of the evidence we

have—and we talk about evidence-based policy—ispupil’s sense of security and engagement and
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that pay is competitive. That is why we argued last and had support and modelling and consultation
options between us and local government . . . It wasyear for three years low inflation pay settlement

because we did not believe that it was needed tomeet announced at the same time as every year. Nick
Raynsford made his announcement in December,recruitment or retention diYculties. Talk about

blunt instruments: bunging up teachers pay would which is when he always makes it, so I do not think
that was the particular issue.be a blunt way of tackling the rather “nuanced” and

focused problems that we have talked about today.
You are right, if you mean in London there are Q491 Mr Turner: People usually say it is too late.
particular issues there. The STRB pinpointed, at the Mr Miliband: Yes.
point around the threshold, the 22–23 year old
teacher who has been in London for four or five Q492 MrTurner:They say it is too late and this year
years, is beginning to think about starting a family, there was much greater turbulence.
setting up with someone, that is why they went for MrMiliband: I would like to bring it earlier. You can
the £4,000 extra which takes a teacher in London up announce the local government formula in
to £34,000. Now you and I can do the maths pretty November/December—late November used to be
fast about what sort of housing does a £34,000 the local government statement, and I think it was 5
income get you with an ordinary mortgage. If you December—and then by the time that rolls through
are living with another professional or if there are the local authority, of course, and budget setting,
two teachers living together, I do not know, there is council tax setting—that is why I emphasised at the
obviously a diVerent set of maths associated with beginning that local authorities have a role not just
that. My instinct, actually, is that what you call the in distributingmoney but in raising it—there is often
housing schemes have a role to play. I would not a February budget setting meeting and then you are
dismiss them actually. I think the particular twist late in the day. The timetable for the decision
that the Department and Stephen Twigg are putting making through the Education Funding Support
on support, the mortgage credit for the London group and all the rest of it, I do not think people
teachers, has a role to play. I would not knock that. think that was the core of the problem.
Also, it does not have the deadweight that a general
across-the-board pay increase has.

Q493 Mr Turner: The Permanent Secretary
accepted that changes were made too late to allow

Q487 Mr Turner: You think it is adequate to deal local authorities to revise their funding formulae.
with problems of recruitment in high-cost areas. Mr Miliband: I think he was also pointing to the
MrMiliband: I have to be very careful about saying decisions about the Standards Fund rather than
something is adequate because I think it is very simply the local government funding distribution.
challenging. For the schools that have found it the toughest,

often it has been the Standards Fund issue that has
Q488 Mr Turner: On a scale of 1 to 10, how been the real added component. There is an irony in
adequate is it, then? this, which is thatmy predecessors, and even to some
MrMiliband: It is certainly above 1. I think that is a extent me when I first came into the job, could not
fair question. I always say, “How are we doing?” In go to ameeting in the educationworld without being
this area, if we were really trying to spin our case, we told, “For goodness sake, whatever you do, the first
would say we deserved a B!. You might beat us thing you have to do is to reduce the amount of
down to a B. We have to accept that we are fighting central funding.” Sure enough, afterDecember Iwas
against some pretty strong market forces in terms of proudly able to go round and say to people,
London housing. We are making a fist of it, but it is “Whatever you say about this local government
tough. I certainly would not claim victory in this funding system, the good news is I am spending less.
area. I have a declining cash line of spend that I am

doing,” and they were all very pleased about that.
Now I cannot go to a meeting without being told,Q489 Mr Turner: This is related, I think, to some of

the points on which you earlier oVered some “For goodness sake, do not put the Advanced Skills
Teacher money into the local government formula;soothing words to the Chairman. He said on the

reform of funding that you had snatched defeat out do not put the Support StaV money into the
formula.” There is a, sort of, not very wry smileof the jaws of victory.

Mr Miliband: He said it or I said it? about it. But I think David Nornington and others
would say that the Standards Fund issue is a critical
decision for next year and the year after.Q490 Mr Turner: He said it and you oVered some

very soothing words about what was going to
happen in the future. You were on the bench when Q494 Mr Turner: It was a critical decision for this

year and, unlike the other decisions, you cannotI asked Charles Clarke about this. Did you and did
ministers anticipate, whether told or not, the blame it on the ODPM.

Mr Miliband: We do not blame any decisions. WediYculties that would arise by introducing the
changes to the resourcing of local authorities so late take responsibility where it is due. I do not know

what that is reference to. The Standards Fund issue,in the budget cycle?
Mr Miliband: With respect, I do not think the which, as I say, was fully supported by all sections—

it is not a question of anyone giving warnings orchanges were announced late in the budget cycle.
The Education Funding Group, sat for two years anything—was recognised as being the right thing to
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do. However, people are now very concerned about is no question of them losing the entitlement that
they have built up—and a lot of teachers do not2004–05 and 2005–06 and we are looking hard at

what can be done about that. know that. We have got a job to make that clear.
Obviously the Government is going through a
process of recognising much longer lifespans, and aQ495 Mr Turner: You accept it is possible to make
desire in some quarters actually to work longerthe right decision but implement it in the wrongway.
although to work more flexibly. We want to try toMr Miliband: Absolutely.
recognise that. We have to recognise that in a way
that does real justice to the assumptions that peopleQ496 Mr Turner: And this is what has happened.
have made about the pension entitlements that theyMrMiliband: I think a lot of people are nowworried
have built up and we will do justice to that. We alsothat it is not the right decision! Imean, a lot of people
have to give proper warning and preparation forwho were telling us to reduce the amount of
those who are coming into the profession in x-yearsStandards Fund are now thinking maybe it is not so
time, so that they know what they are lettingbad. We are looking at that. My general principle is:
themselves in for, and we are going to do that in aWhat is the point of central funding? We spend £4
very consultative and very open way. The stage webillion out of the £26 billion budget by 2005–06.
are at is that theWork and PensionsDepartment hasWhy do we have central funds? £1 billion or so is
published for the whole of government, and it is nownon-school based Standards Fundmoney, such as—
for each department to take it forward in its ownalthough it ends up in schools—Advanced Skills
area. We will do that in a considered and carefulTeachers type things. What is the point of that
way, we will do it with proper notice and properspending? It is to promote innovation; it is to spread
planning, and we will do it every time saying, “Whatbest practice; it is to tackle specific inequalities. Once
is yours is yours and we will not take it away fromyou have the innovation accepted and the structure
you. If you have 20 years of credits and you want toand culture of the system, you want to devolve the
retire at 60 and take that, you will get it.” I do notmoney rather than just keep it as a central thing. But
know the details of the French proposals actually. Itthe transition to that has been much more painful
sounds like I should get someone to dome a brief onthan people expected out there.
what to do.

Q497 Mr Turner: Including you.
Q500 Mr Chaytor: The British proposal is moreMr Miliband: I think the—
stringent than the French proposal, as I understand
it, that is why I am surprised that all we got was aQ498 Mr Turner: Particularly you.
press release from Doug McAvoy.Mr Miliband: I think no one in the Department
Mr Miliband: I am sorry?would say that if we could have avoided the last
MrChaytor:All we got in protest was a press releasethree or four months we would not have chosen to
from Doug McAvoy. The issue really is that ofdo so. It has not been the sort of ordeal of choice.
future teachers and how retirement is going to be
managed. Can you tell us about your thinking inQ499 Mr Chaytor: Minister, when the French
terms of the flexibility of the last decade of aGovernment announced they were going to increase
teacher’s life?the working life of teachers before they could claim

their pension, it led to hundreds of thousands of
people on the street and almost a general strike in Q501 Chairman: It was the only point on which all

the unions totally agreed when they gave evidence.schools and public transport. YourGovernment has
done the same. You seem to have got oV very lightly. Mr Miliband: I think the proposition that they

understood or the proposition that they chose toDo you think you will continue to get oV lightly with
the increase in the pension age from 60 to 65? answer was, “What do you reckon if we rob your

members of the pensions they have built up?” andMr Miliband: I do not think we have “got oV

lightly,” as you put it—although admittedly there they said they would not be very pleased. I would not
be very pleased either. So we are not planning to dohas not been a general strike, so I suppose that is

reassuring. This is an important issue. I think there that and there is no question of robbing the teachers
of what they are entitled to or what they have builtis a lot of misinformation out there about this. If you

are an ordinary teacher sitting in the staV room and up. In terms of our thinking—other than my
repeated point that we are going to have to work onyou have been working for 20 years, youmight think

that you are not going to be allowed to retire until this carefully—we are going to phase it in, we are
going to do justice to what people’s expectations andyou are 65. That is 100% untrue. The Government is

absolutely clear that if you have worked for 20 years assumptions are.We just have to recognise that with
people living much longer the pressures on theon the basis there is retirement age at 60, that credit

is banked, and if you want to claim it when you are scheme are much greater and we also have to
recognise the flexibility. Those are the two founding60 you can claim it when you are 60. It is really

important that the message goes out to teachers that principles of the thing. Fundamentally, it is not that
complicated; putting it into practice is verythere is no question of taking away from them the

entitlements that they have earned on the basis that complicated. But the principles underlying it are not
that complicated and it has to be a sustainablethey can retire at 60. The Government is absolutely

clear about that. When you meet people in your scheme. We have seen this year a big increase in the
costs of funding the teachers pension scheme, whichconstituency, you should absolutely tell them there
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has not been very popular either, but in the end what Mr Miliband: Yes, I am not sure about every age,
you get out is based on what you pay in and we have because I think there are two obvious ages. One is
a responsibility to keep it solvent and fair. We are when people have young families and one is when
going to have to work it through. In terms of the they are close to retirement. I believe in flexibility.
flexibility, again a lot of it comes down to some Teachers who have 20 years’ experience might want
pretty technical things. We have to work on those to have a year when they are teaching part time or
carefully. teaching for half the year because they want to go

and see the world or refresh themselves—and Paul
raised the question of sabbaticals in the last sessionQ502 Mr Chaytor:What time scale do you envisage
or the session before. That is all good. It means thatthe Department will need to come up with a fully
someone has to pay for it, and there is an issuedeveloped set of proposals?
there—because if you work half the year you areMrMiliband: I think that over the next year we have
going to be paid less than if you work the full year.to take it forward in a serious way. It is obviously a

long-term thing this.

Q508 Valerie Davey: You must be looking at these
Q503 Mr Chaytor: Do you have a mechanism for in terms of cost-eVectiveness. Since you have
doing that? mentioned travelling, I was at British Council
MrMiliband: No, we are in a process of discussions meeting recently where it was stated very clearly that
to get the right mechanism. We want to get the right the new funding which the Government is providing
degree of engagement with the teaching unions and for travel for international teaching experience was
others to make sure that it is done right, so we have possibly the most important thing for many, in
not announced a mechanism for it, we are working giving teachers, particularly head teachers, a new
on it. vision, a new recognition, dare I say, of what is

happening here and the values they have within the
British system as compared to others, and that forQ504 Chairman: We will be informed as a
retention it was money well spent.Committee of your progress of your thinking.

Mr Miliband: I am sure you will be. Mr Miliband: I have not seen that research but the
important thing is that we have leading professionals
who are able to make decisions that are informed onQ505 Chairman: We will be wanting to compare
good practice. So heads and governors are thehow teachers are going to be treated under this new
people I want to empower to make these decisions.thrust in government policy compared to police
They are not my decisions; it is not me to say, “YouoYcers and other people in the public sector.
are all right for a part-time job” because I am not inMr Miliband: I am sure we will have long and
the school, I do not know the person. When I talkcomprehensive discussions.
about legal and financial flexibility and a sort ofChairman:Excellent. This rather joins up nicely with
informed professional leadership, it is about thecareer patterns in teaching. Valerie Davey wants to
decisions they make. That is a good example of alead on that.
high trust profession.

Q506 Valerie Davey: Thank you. May I follow on
immediately in terms of people coming up to Q509 Valerie Davey: I accept that, but the specific
pensionable age. Are you considering the flexibility question was that the Department has just put
of moving people from full time to part time at that considerable further funding into allowing for
stage or allowing them to. overseas training for teachers to be gaining
MrMiliband:When you say am I considering . . .Do experience abroad. Has that been done on the basis
I think that there will be increasing demand for of further retention or is this just another good idea
flexible patterns of work, whether when your kids which is fairly idealistic but not grounded in the
are young or whether when you are close to reality of money well spent.
retirement? Yes. Is that something which is a MrMiliband:Myunderstanding is that it is aminute
challenge to schools? Yes, as employers. Is it also an part of the leadership budget: 0.005% of the
opportunity for schools? Yes. Is it an opportunity leadership training is done in this area.My answer is
for them that is not yet fully taken? Yes. It can seem that it is only right for some people. Whether it is
daunting but actually I think it will be seenmore and right for them is not a decision that I can make, it ismore as a resource. You know, half a teacher who a decision that they and their governing bodies havehas young kids butwants to remain engagedwith the

to make about how they professionally developschool will, I think, seem increasingly part of the
themselves. The college can help them on that, butpackage of staYng resource that you have.
the vast bulk of professional development will be
done inside the country and the vast bulk of

Q507 Valerie Davey: I think, like other witnesses, flexibility will be done in the country as well.
you are moving from a realism point to making an
advantage of it. At the leadership college, the

Q510 ValerieDavey:Couldwe go on to this broaderapproach should be: This is a real advantage for our
issue that we have, which we all in this roomschools, to have more people doing flexible work,
recognise, a teaching profession. As with otherpossibly at every age, coming in at part time, dual

roles, moving on. professions, people move in and out of it and they
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bring experience from other professions. Is that part five times in a lifetime on average, but in fact a lot of
research is showing and practice is showing thatof your glass half-full or glass half-empty at this

stage? people choose to change their careers several times
during their lifetime. The evidence we are getting isMr Miliband: I think teaching is a much more open

process. The Graduate Teacher Programme to that there is a tremendous desire for people to have
a diVerent kind of lifestyle that revolves aroundwhich we have referred, 10% of people are coming

on to it. We should not make a fetish of saying changing careers; that many people want to work
part-time, want to come in the profession and out ofpeople from outside are always best, but I think for

any profession which has a mix of people, those who the profession; that it is not just the two areas that
you say it is, mainly two areas, but that there is muchare always in, who have come from the bottom and

worked their way up, and thosewho have come from more turbulence (to use one of the favourite words
of the Department) out there, which, if you are notoutside—it applies to the civil service, it may even

apply to politics, you never know!—it must be a aware of, we would be very concerned as a
committee.good thing. It leavens the situation. I remarked on a

previous meeting of this Committee that no less an MrMiliband: I am sorry.Maybe I should wear it as a
authority than The Guardian said that teaching is badge of honour, of not having too many initiatives.
now the career change of choice. That is a good When I talk about legal or financial flexibility at the
thing. Does that mean some teachers might go out frontline, when I talk about people coming into
and come back? That would be a good thing as well. teaching and gaining wide experience in and around

the education system and beyond, when I talk about
people having part-time work, notably when theyQ511 Valerie Davey:Are there figures on time spent
are starting their families or when they have youngby mature entrants to the profession?—say people
kids and when they are close to retirement, I think Icoming into their thirties. Do we know whether we
am reflecting accurately some sense of what is goingretain them for longer than for first-time graduates?
on, the reality , so I am sorry if you think that.WhereMr Miliband: Is that one of those questions where
maybe we part company is I do not believe theyou have the answer and you are going to then
implication of that is that I should have a nationalsting me.
programme for X, Y or Z. I believe I should give the
people who really know the individuals, who are theQ512 Valerie Davey:No, it is not. We have touched
teachers and the governors, and the peopleon it before and there seems to be some indication
concerned, who are the teachers themselves, thethat . . . but we do not have the answer and we
flexibility tomake themost of it. I do not believe thatwondered whether the Department had.
is inertia. That is a due deference to what myMr Miliband: I do not have. I will find out if the
position is relative to those who are employing theDepartment has the answer and if it has I will write
teachers. If there are areas where I am clogging upto you and tell you what the answer is.3 I have not
the system, tell me, because I want to de-clog it. Iseen any data on that. My own personal experience
want to make sure that there is suYcient flexibilityactually, now that I think about it, of people who
there.come in, is that they stick with it and they absolutely

love it. I am thinking of one person in particular who
came in from advertising in their late thirties, who is Q515 Chairman: You said, when you were talking
now in their late fifties and has really stuck with it. about who spends the money, “I am responsible for
But that is anecdote, so I will find out. £4 billion. My job . . .” and you started with

innovation and the sort of vision element, and there
Q513 Valerie Davey: Therefore, if that is a correct you are comfortably sitting in your oYce in
assumption, are wemaking any eVorts to incentivise “Sanctuary House”. The fact is that when you go to
people to come into teaching at this later stage? a school you know there is a very large number of
Mr Miliband: The GTP has advised us, and that is heads who really want to appoint a full-time teacher.
10% of recruits—which is not to be sneezed at. They are quite resistant to part-time teachers,
Ninety per cent are not coming in in that way but flexibility: that is too uncomfortable, it is too
10% are, so . . . diYcult formany of them. Iwould have thought that
Valerie Davey: Thank you. your role as Minister would be to say that there is a

new world out there, that we have to have a whole
range of measures and initiatives to bring on theQ514 Chairman: I am a bit disturbed about the
potential. Because the evidence we are getting to thisanswers you have given toValerieDavey. It seems to
Committee is that there is a great deal of potentialme that, at best, you could be described as inert in
out there, of teachers who should be teaching in ourthis area and to somebody else less favourable you
schools, in our primary and secondary schools, butmight be seen as deeply conservative in this area.We

have taken it that the whole nature of teaching is they are not at the moment. For whatever reason, it
changing. Career patterns out there in teaching and is not made easy for them to come back to teach
elsewhere are undergoing a revolution. Not only do part-time, to go oV, to join up their career and do all
people talk about the fact that you are not going to those things that obviously are changing.
have a job for life, as though this is something MrMiliband: There are two responses to the need to
administered to them, that they will have to change promote themeasures. One is that I could have a sort

of part-time teachers’ pot which was £x million, to
which people could apply and fill in forms if they3 Ev
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wanted to do it, and schools could bid to be pilots Q520 Chairman: Do they teach rhetoric at the
National College of School Leadership?and pathfinders for this. That is one approach. The

other approach is to say that you want to have Mr Miliband: They certainly do not teach that.
structural and cultural change throughout the
system in the approach to people management, and Q521 Chairman: I am talking about leadership. We
that the battering ram or the driver for this is the have said very plainly to you, Minister, that on the
National College for School Leadership. In our one hand we are having evidence that shows there is
1,400 toughest schools the Leadership Incentive a changing world out there and we are not as a
Grant is a real driver for this. The Performance nation tapping the real potential that is out there of
Management System that now exists in every school teachers who could and should be teaching. On the
in the country should be asking of every teacher, but other hand, we are getting a rather defensive attitude
also getting them to ask of every leader in the school: from the Minister in charge of these saying, “Well,
What is my career path? How does it develop? I you know . . .”
think that latter approach, to suVuse diVerent ways Mr Miliband: I do not feel the least bit defensive. I
of working and a diVerent culture of people am saying to you that we are pursuing a policy to
management in the system, is a better approach than promote innovation which is diVerent from an easy
the pot of money that you bid for through a one that fobs you oV by saying, “I have a £25million
partnership fund. I think that is defensible—I think programme, so do not worry about it.” I am saying
it is more than defensible: I think it is a better we are trying to do something diVerent, which is to
approach, if I may say so. build a diVerent culture of managing people and

diVerent structures for managing people in the
system. I think that is a better way of doing it but itQ516 Chairman: We are not asking you if you are
does not say, “Look how good we are, here is a £25doing a pot, or one way or tother; we are saying that
million programme.”the vision thing is up to you to position the

Department for Education and Skills, to position
yourself, to be aware of changing trends and not to Q522 Chairman: And that is not what we want you
pass the buck to some unproven quango that is given to do.
a leadership label. There are many people out there MrMiliband: Then you would not think I am being
who aremore advanced in terms of recognising these defensive.
trends and reacting to them than government Chairman: It sounded a bit defensive. That is up to
departments and government departments have to other people to decide. I want to go on to a number
catch up. of other issues.
Mr Miliband: No, you said to me, “You’ve got £4
billion, should you not spend some of it on this?” I Q523 Mr Pollard: Doug McAvoy told us a day or
am saying to you— two ago, where schools are failing and are

challenging schools, that rather than giving
allowances for that we should put extra teachers in.Q517 Chairman: No.

Mr Miliband: Well, you did. Do you share the same view?
MrMiliband: I am sorry, what do you mean, giving
allowances? Giving them more money allows themQ518 Chairman: No. To bring you back to what
to have more teachers.you said, Minister, you said you saw your role as

having three major roles.
Q524 Mr Pollard:No, no, to pay a teacher more forMr Miliband: Yes.
teaching in that particular school.
Mr Miliband: We give recruitment and retentionQ519 Chairman: And innovation was one of those.
allowances into the system. Only 3% of schools useI am just pushing you, not in terms of the pot or the
those retention allowances, so I do not understandmoney, nothing to do with resources, I am saying
what you are saying. There is scope for schools,that if you said one of the things you should do is to
whether they are in challenging circumstances orbe the innovator, to talk up innovation, then you
not—but the schools in challenging circumstanceshave to have a profile in that.
have more money generally, money allocated byMrMiliband: I would say we aremore than fulfilling
us—to use that money to—our role on promoting innovation by using the

National College and other mechanisms, including
Q525 Mr Pollard: How they wish?the Workforce Reform, to push the idea that
Mr Miliband: How they wish. Exactly.managing people is an absolutely core part of getting

the best out of the system; that you are going to have
to manage the whole team, not just manage the Q526 Mr Pollard: How could measures to improve

retention in challenging schools be targeted moreteaching force; that you are going to have to do it in
a flexible way; and that we are going to have to give eVectively?

Mr Miliband: It is a big ask to say, “Come and beyou financial and legal flexibility to do so. If you are
saying to me that you think it has to become a part of a school turnaround,” but it is also a fantastic

thing to be a part of. The trick of making it anstronger part of the departmental rhetoric—which
maybe is what you are pointing to—rather than attractive oVer is to say that you are going to get real

support in it. Maybe it is especially true for womendepartmental policy, I would take that away and
look seriously at that. teachers in secondary education. To say, “You are



Ev 194 Education and Skills Committee: Evidence

9 July 2003 Mr David Miliband MP

going to have people in the classroom supporting Mr Miliband: This was raised at the previous
session, Chairman, I think by Mr Pollard.you. You are not just going to be a victim of yobbish

behaviour, you are going to have real support
there,” if we can deliver on that, that it is a big thing. Q533 Chairman: It was.
That is what I mean by support. That is a big thing Mr Miliband: I asked for some data on this.
for recruitment, a big thing for retention. I Someone gave me some stuV before I came in.
mentioned “Teach First”, there you are getting some
of the top graduates in the country wanting to be a Q534 Mr Pollard:Consistency there then,Minister.
part of it, and through a mixture of perspiration and Mr Miliband: Indeed. But no initiatives. The TTA
inspiration they are being given the chance to do so. are working on this. The proportion of recruits from

ethnic minorities: 1999–2000, 6%. 2000–01, 6.8%.
Q527 Chairman: What sort of schools are they 2001–02, 7%. 2002–03, 7.8%. I had not seen those
teaching in? Primary, secondary? They are all figures before today.
secondary, are they?
Mr Miliband: They are in the toughest secondary Q535 Chairman: These are new recruits.
schools in London. Mr Miliband: Yes, the percentage of new recruits,

and at a time when the number of recruits has been
Q528 Chairman: I was asking are they all in rising as well so it is not just a rising percentage of a
secondary schools or are they across the piece? declining number. I take some encouragement from
Mr Miliband: No, secondary. that. I think that has been about the direction of

their PR rather than financial inducement. And, yes,
that does make a big diVerence, the role model issueQ529 Chairman: All in secondary.
must be right. I think the TTA are aiming for 9%—Mr Miliband: Yes.
that is their target—so they are obviously doing
something right.

Q530 Mr Pollard: You mentioned earlier on,
Minister, 50,000 less pupils in the system in due

Q536 Mr Turner: Is it your policy to match orcourse. Certainly, in my constituency, as far as we
broadly match the proportion of ethnic minoritycan project into the future, school rolls will be rising.
pupils with a similar proportion of ethnic minorityThat is because it is a high employment area, with
teachers, or is that just something that—access to London, excellent schools, a cracking MP!
Mr Miliband: That is not a policy, that is anAll those sorts of things mean that people want to
aspiration.come and live there.

Mr Miliband: A new retention and recruitment
Q537 Mr Turner: It is your aspiration.policy is to use the inspiration of theMP. I shall send
Mr Miliband: Are you asking is it my aspiration?a press release to theStAlbansAdvertiser to tell them

that the MP is—
Chairman: You are also partly responsible for the Q538 Mr Turner: Yes.
birthrate, are you not? MrMiliband: I think it is healthy for ethnic minority
Mr Pollard: Not entirely, just seven, Chairman. I students to see role models in the teaching force as
was the best customer. well as in other aspects of public life.We have not set
Jonathan Shaw: He has a federation, not a family! a target tomatch percentages. Of course the national

figure in a way is less helpful because of the variation
of distribution of ethnic minority pupils around theQ531 Mr Pollard: You suggested that falling roles
country. If it is correct that in Leicester more thanwould mean that perhaps we would require less
half the population is going to be from an ethnicteachers. That was the implication. I am saying to
minority in 15 years time, there is obviously a biggeryou that this might not be entirely true. It might be
need there than in other parts of the country. I wouldtrue in St Helens but not in St Albans.
say that it is healthy, whether in teaching orMrMiliband: That is one reason to look carefully at
anywhere else, to see ethnic minority adults gettingthe statistics that are trotted out to prove there is a
positions of recognition on the basis of merit andcrisis. In a significant part of the system there are
desert and that has a positive impact on kids’changing student profiles and profiles of student
attainment. That is why it was worrying to see thenumbers. There are problems of growth as well as
very low percentage of recruitment from ethnicdecline.
minorities. It is encouraging to see it go up.

Q532 Mr Pollard:May I move on quickly to ethnic
Q539 Mr Turner: But it is not an aspiration.minorities. You will know as well as I do that many
Mr Miliband: It is an aspiration to see that we haveethnic minority pupils are not achieving as well as
healthy recruitment from ethnic minoritythey might. Pupil behaviour suVers as a
communities that is reflective of the importance andconsequence. It seems to me that we need role
significance of the minority children in ourmodels, particularly for ethnic minority pupils, and
education system.role models might be ethnic minority teachers.What

eVorts are being made to recruit more teachers? Do
you agree that it is a vital ingredient in improving Q540 Chairman: Are these new recruits going into

primary or secondary?pupil behaviour?
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Mr Miliband: I do not have those figures, I am Now, having said that, there are head teachers who
are in a school for 20 years andwho are fantastic, butafraid. I can try to find out for you.4
I think thatmaybewas somemanagement literature.

Q541 Chairman: This is impressionistic, but when I Q543 Jonathan Shaw: But we have a situationwas at school I would see quite a significant where we have the greatest number of schools withpercentage of people from ethnic minorities as teachers staying less than three years in the Eschool support workers in diVerent ways. If we, category in terms of their PANDA reports, so that iscertainly in primary, use that as a channel of very worrying, is it not?recruitment and advancement into full teaching Mr Miliband: It is.status, that might be a valuable way of
supplementing the eVort.

Q544 Jonathan Shaw: Especially from what youMr Miliband: Remember, this is an area where one
have just said about it being a report that stayed inhas to tread carefully. I think one of the significant
your mind from the 1990s.things that the Committee has done, and which the
MrMiliband: It is worrying. I will look into that.ArePolicy Committee is recognising, is that it is
you saying that there is a burn-out rate in thedangerous—“dangerous” is the wrong word—it is
tougher schools? Is that what the evidence shows?wrong to look at ethnic minority achievement as if it

is homogenous. You have got many diVerent ethnic
Q545 Chairman: Churn rather than burn.minorities and their achievement is widely variant,
Mr Miliband: Is that by this or are they beingso even in this area one has to have a sense of the
moved on?subtlety and the nuance of what we are talking

about. From memory, children from the Chinese
Q546 Jonathan Shaw: Well, I will have to write tocommunity are higher achievers than any other
you about that.ethnic group, white or black, in the country as a
MrMiliband: I look forward to receiving your letter.whole, so I want to introduce that notion of

recognising the diversity within what we as a white
Q547 Chairman: It does bring us down to the factgroup can easily say are the ethnic minority
that we are constantly coming back to the point thatcommunity. There is more to it than that, I would
it is the most diYcult schools in challengingsay.
circumstances where you are going to find a higher
turnover of heads and of staV, and it is the right

Q542 Jonathan Shaw: You have said during measures to guarantee to those schools in the most
evidence this morning, and I am sure you will say it challenging circumstances that the students get a
again and many of the Committee will agree, that decent education, and that does mean holding and
head teachers are absolutely key to the performance retaining staV over a period of time. All of us who
of a school. In the performance and assessment visit schools and see only two permanent members
comparison details which the Committee have been of staV where all the rest are either on short
given, if we look at a higher-performing school, a contracts, or they are overseas teachers or supply
PANDA A, you will see the head teacher staying teachers, that is a very worrying situation which is
longer. Where you have the performance and not unfamiliar in schools in challenging
assessment of a school which is an E, you will find circumstances in rather challenging areas.
the head teacher not staying so long, on average. Mr Miliband: I agree with that.
This is worrying, is it not, in terms of the correlation
between head teachers staying and the performance Q548 Chairman: The policies have to add up.
of schools? MrMiliband:They have tomake themost diVerence
Mr Miliband: I always talk about school leadership where it matters most and that is a reflection of the
as being not just the sort of JohnHarvey Jones figure challenge of the pupils and the challenges that they
that comes in at the top and turns things upside bring into the school as well as the challenges of an
down. The head teacher is obviously critical, but area whether it be high costs or anything else. I think
anyone will tell you it is the senior management, the that I have got to avoid being bewitched by the great
senior leadership team that is critical. Any head will schools I go to in the toughest areas which are going
tell you that it is the deputies in a secondary school, from 9% five A–Cs at GCSE to 59%, which is the
the 12–15 people, and in a primary school, the two school where I was a classroom assistant for the
or three people, and in a big primary school it might morning, or two or three, last month. Equally,
be five or six, a very big one, so the first point is that though, I have got to fight against the impression
it is not just the head, but it is the senior team. that is always easy to get abroad that you cannot find
Secondly, it is one of those chicken and egg things, a good school in a tough area, which is not true
is it not? Is it the length of service that is creating a either. We have to get the right balance and we have
good school or the good school that is supporting to give proper respect and recognition not as a sort
the length of service? I saw research, and this must of charitable pat on the head, but as a genuine
have been in the mid to late 1990s, which said that recognition of the outstanding achievement by any
head teachers were at their peak, that the height of standard, raw, value added or anything else, in some
their eVectiveness was between five and eight years. of those schools that are doing it. I do not think it

is just that they are extraordinary people and it is a
unique thing and it cannot be done anywhere else. I4 Ev
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9 July 2003 Mr David Miliband MP

think it is about sustained, disciplined engagement pupil:teacher ratio is far less generous than in
secondary schools. As 50,000 less pupils are comingwith the issues in that school and a real confidence
in, I think you said, year on year—that schools are institutions that can fight against
Mr Pollard: Except in St Albans.social and economic disadvantage in an incredibly

powerful way
Q550 Chairman: Except in Kerry’s patch! Is that an
opportunity because the figures I have got of the
pupil:teacher ratio are 22.6:1 in primary schools,Q549 Chairman: That is why we, as a Committee,
16.4:1 in secondary schools, so is there ankeep bringing you, as a Minister and Department,
opportunity at the time of falling rolls in primary toback to evidence-based policy. What works? What get a much better balance between pupils and

has shown to work? The Government has been in teachers?
power running the education service for over six Mr Miliband: Well, I think I would say two things
years now and what we want to see is whether there about that. One is that I am not sure if those figures
is evidence from Excellence in Cities investment that include sixth-form pupils. Do they?
some schools in those areas or particular schools do
better in terms of recruitment and retention. Where Q551 Chairman: They do.
are the successes? If there have been government MrMiliband: Let’s be careful with statistics. I think
initiatives, which are the ones that seem to have if you took out the sixth-forms, you may not see

quite such a diVerence. However, even if it is 22.6 inadded value and can be rolled out? That is our
both, it does not negate the point that falling pupilconsistent message here. Is there evidence of
numbers are an opportunity to assess how you spendsomething working and is it picked up quickly
your resource and obviously if you lose two or threeenough after evaluation and moved across so that it
pupils from a roll, it is no question of getting rid ofcan help those schools?
the teacher because you have still got 28 kids in theMr Miliband: As I said to you on my first
class, and that is why it is a tricky thing. About 80%appearance here, that is a very, very useful prompt
of the money is pupil based, pupil number based,and pressure for us. The only thing I would say to
lagged by a year and a half to give time for planning,you is that I have to think about the evidence on but 20% of it is not. What I would say to you in

those schools where it is not the only measure, but it answer to your question as to whether changing
is a good indicator of below 20% or below 30% five pupil numbers oVer you an opportunity to think
A–Cs, but I have also to think about those schools about the deployment of your resource is yes, but I
that are not chaotic or falling apart, but where 35, 40 would say to you that we should be thinking about
or 45%of kids are getting five goodA–Cs, but 40, 50, the deployment of our resource anyway. How can
60% of kids are not.Wemust not create a cliVhanger we best use the whole resource, not just the marginal
which says that as long as you are above 30%, you pound? We have got to get out of the mentality that
are fine because in those schools, there are an awful says that it is only the marginal pound that is there

to be spent. It is the whole budget that is there to belot of 7 out of 10 or 6 out of 10 or 5 out of 10 kids
spent and I think that is a really, really big challenge.who are coming out of those schools without what
Talk about building capacity, talk about the role ofmany of us would consider to be the basic passport
the national college of schooling, you should talkinto adult life. We have got to look at shifting the
about my role. It is about saying how do you usewhole system along. That is the significance of the
your whole resource to maximum eVect, and if youKey Stage 3, the determination to translate the step
can help us with that, then we will really be doing achange in performance in primary into a step change
service to the whole system.at Key Stage 3 as well, and that will be the test and

I will be interested to see how that goes this year. We Q552 Chairman: Is there anything you have
have now had the first full year of the Key Stage 3 achieved in your activity in this area which you
programme and teachers like it, so let’s see how wanted the Committee to know about that we have
much diVerence it makes. not asked you?
Chairman: That is encouraging, Minister. Can I just Mr Miliband: No, I feel I have had a pretty full
pick you up on one thing you said in passing about canter across the agenda, thank you very much.
the falling rolls in primary schools. You will know Chairman: Thank you very much for your

attendance.well these figures, that in primary schools the
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Supplementary evidence from David Miliband MP, Minister of State for School Standards

I welcomed the opportunity to give oral evidence on teacher recruitment and retention to the Education
and Skills Select Committee on 9 July. I promised to write to you with some more detail on a small number
of issues. This letter discharges that, but do let me know if you need anything more.

First, you asked how many of the 3,700 increase in the number of employment-based trainees working
in schools between January 1997 and January 2003 have gained Qualified Teacher Status (QTS). When I
appeared before the Committee, I said that I thought that about 900 of the 4,200 total shown in the January
2003 survey had already been awarded QTS. That figure was correct at the time. It has risen since and, by
31 July, had gone up to 1,963. Since January, there have also been well over 1,000 new entrants to the
employment-based training programmes.

The budget for specific recruitment and retention incentives, including Initial Teacher Training and the
funding of the TTA, amounts to almost £400 million in this financial year. However, as I sought to explain
in my written memorandum, all of our policies have a bearing on recruitment and retention to one degree
or another. There is therefore force in the argument that funding for other related initiatives and
programmes (such as theworkforce reform, reducing bureaucracy, CPD, leadership and behaviour projects)
can also be said to be squarely in support of recruitment and retention.

We also discussed the retention rates for entrants into the teaching profession at diVerent ages, and since
1997 howmany have remained within the profession. Details are given in the attached annex, broken down
by age and gender. These demonstrate that, whilst there still remains work to be done in retaining teachers,
the profession compares well with other public sector professions.

Finally, there were 2,178 recruits with a minority ethnic background to college-based courses of initial
teacher training in England in 2002–03, of whom 827 (38%) were on primary and 1,351 (62%) were on
secondary courses. This does not include recruits to employment-based programmes, of whom around 11%
are from minority ethnic communities.

I hope that this is what the Committee wants. But, as I say, if you would like any more detail just let
me know.

19 August 2003

Annex A

Relative retention rates for entrants at diVerent ages

NEWLY QUALIFIED TEACHERS ENTERING FULL-TIME REGULAR SERVICE IN THE
MAINTAINED SCHOOLS SECTOR IN 1997: OF WHICH IN REGULAR SERVICE IN THE

MAINTAINED SCHOOLS SECTOR IN 1998, 2000, 2002—BY AGE IN 1997

Number of % in service by age at entry
entrants 1 year later 3 years later 5 years later

Male
Under 25 1,700 94% 82% 78%
25–30 1,550 92% 78% 72%
30–35 650 90% 80% 72%
35–40 320 88% 81% 79%
Over 40 320 88% 74% 73%
All ages 4,540 92% 80% 75%

Female
Under 25 7,300 94% 83% 77%
25–30 3,340 92% 76% 68%
30–35 980 89% 76% 72%
35–40 810 91% 86% 84%
Over 40 820 91% 85% 80%
All ages 13,260 93% 81% 75%

All
Under 25 9,000 94% 83% 77%
25–30 4,890 92% 77% 69%
30–35 1,640 89% 77% 72%
35–40 1,130 90% 85% 83%
Over 40 1,140 90% 82% 78%
All ages 17,800 93% 81% 75%
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Notes:

Entrants includes all those teachers gaining QTS in 1996 who entered full-time regular service in the
maintained schools sector in England or Wales in 1997, by age in 1997.
Percentage in service shows the proportion of those teachers who were in full-time or part-time regular
service in the maintained schools sector in England or Wales in 1998, 2000 and 2002, by age in 1997. Some
of those not in service will be taking career breaks and will return to service at a later date. This may aVect
some age groups more than others.
Source: Database of Teacher Records
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Written evidence

Memorandum submitted by Stephen Gorard, Beng Huat See, and Patrick White,
CardiV University School of Social Sciences

1. Introduction

The following sections contain a brief summary of a fuller report prepared by CardiV University for the
General Teaching Council of Wales on the issues of teacher supply and retention, 2002. The full report is
available from the authors. In this summary we have removed figures, tables and issues relevant only to
Wales or only to primary schools, but present a subset of the remaining figures relating to England, England
and Wales, or the UK. We have also removed sections relating to research literature review, detailed
methods, sources of data, and recommendations for future policy, research, and data collection. Where
appropriate we have, however, retained the bullet point summaries of these sections. All of the data
presented is oYcial, and is presented for as many years as available. Bodies, such as the DfES, are referred
to by their previous names whenever the data relates to that previous period. Our re-analysis shows that
media, policy-makers, and even researchers commentaries on the recent teacher “crisis” are misleading,
based perhaps on consideration of too small a picture of teacher supply and retention.

2. Summary

There is no overall crisis in either the demand for, or supply of, teachers. No single indicator of teacher
demand, including vacancies and pupil:teacher ratios, is suYcient in isolation. Vacancy rates largely
represent a snapshot of teacher turnover within the profession, and are high when funding levels to schools
are high. They are often inversely related to pupil:teacher ratios, which themselves do not translate easily
into class sizes because of local diVerences in the number and organisation of schools.

Vacancies

{ Vacancy rates are highest in the secondary sector.

{ In England, the vacancy rate was at its lowest recorded level in 1997, and has since shown a
slight increase.

{ This increase is most obvious in Maths, Science and Technology posts.

{ In England and Wales, secondary sector vacancy rates are highest in Careers (4% but very small
numbers) and Maths (2%).

{ Corresponding vacancies in England and Wales are lowest in humanities, social sciences and PE.

{ Vacancy rates in England vary between diVerent types of secondary school.

{ Vacancies in England are especially high in London.

{ Nevertheless, a large number of trained teachers in England are unemployed or not employed
as teachers.

Teacher and pupil numbers

{ In England and Wales there has been a huge growth in the numbers of both pupils and teachers
since 1970.

{ Teacher numbers are not clearly linked to pupil numbers—for example, the number of teachers
employed in the primary sector continued to increase from 1996 to 2000 when primary pupil
numbers dropped slightly.

{ Since 1999, the growth in teacher numbers in England has been greater than the growth in pupil
numbers.

Pupil:teacher ratios (PTRs)

{ In England, PTRs in primary and secondary schools fell almost every year from 1947 to 1989.

{ The lowest PTR ever recorded in England was in 1990, and there has since been a subsequent
small rise.

{ PTRs cannot be simply converted into class sizes due to diVerences over time and place in school
organisation.

{ In 1998, theUKPTR in secondary schools was lower than in comparable developed countries such
as Canada, New Zealand, Korea and the Netherlands.

{ In England, vacancies were inversely related to PTRs over the period 1985 to 2002.
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{ In 2002, vacancies were highest in London, where the PTRwas smallest, and lowest in rural areas,
where the PTR was highest.

Class sizes

{ In England class sizes increased from 20.7 in 1990 to 22.2 in 2000 (despite the above drop in
vacancies).

{ There is considerable variation of class sizes between schools and regions.

{ Inner London has the largest class sizes, but the lowest PTRs, and so PTR is not necessarily
converted to small classes—perhaps due to administration, school sizes, and so on.

{ Indicators for teacher supply are more crucially eVected by the setting of targets, rather than the
availability of potential trainees, or the demand figures (see above). Although there are problems
for some subjects, the number of applicants per place and the high rejection rate for mature
applicants suggest that, overall, trainee numbers can be increased simply by increasing the funding
and targets (if desired).

Targets

{ In England and Wales, in 2001–02, ITET recruitment did not meet targets in subjects such as
Maths, Science and Languages.

{ This was despite a downwards revision of targets for maths and science in 1998 and 1999.

{ It is suggested that targets are primarily governed by cost factors and economic prospects, rather
than demand.

{ Targets in England and Wales have been reduced even in years when pupil numbers were rising.

{ Regional problems might still exist if targets were met, as the DfEE calculated targets at the
national level only. No evidence was found to suggest that practices have since changed.

{ ITET recruitment is generally more diYcult in periods of high employment.

{ In 2002, employers reported a general diYculty in recruiting Maths and Science graduates.

{ One limit on ITET recruitment in shortage areas of the curriculum is the number of students
studying these subjects at A-level and as undergraduates.

{ It was estimated, in 2001, that around 40% of all languages graduates would need to enrol in ITET
to meet current targets. Similar figures have been quoted for maths and RE.

{ There is a growth in numbers of HE students, but an absolute decline in those studying some
shortage subjects.

{ Therefore, the key problem is not in teacher supply, but in graduate supply. Relaxing the
requirements for purported “specialisation” in secondary training would assist (economics
graduates can make excellent maths teachers, for example).

Course completion

{ In England and Wales in 1999–2000, 17% of PGCE students did not successfully complete their
training.

{ Over 29% of PGCE completers in England and Wales did not subsequently take teaching posts.

{ It was estimated that, in 1999, only 50% of original applicants and 60% of those entering training,
in England and Wales, consequently took up teaching posts.

{ There is a growth in the number of new entrants to teaching, but a decline in the number of those
who return after a career break.

{ As a percentage of all entrants to full-time teaching inEngland andWales, the proportion ofNQTs
increased from 46.8% to 61.8% between 1990 and 2000.

Turnover

{ “Turnover” is defined by the School Teachers’ Review Body (STRB) as the number of resignations
from post.

{ Teacher turnover in England and Wales doubled from 1994 to 2001. Most of this represented
teachers moving from one LEA school to another (see vacancies).

{ In 2000, in England and Wales, turnover was greatest in London at 16.5% (where vacancy rates
are therefore higher).

{ In England and Wales, in 2000, turnover was greater among females (at 13.5%) than males
(11.95%).
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{ Relatively high vacancy rates would be expected at any moment in time, due to teachers moving
between posts, making vacancy rates a poor indicator of teacher supply.

“Wastage” rates and retirement

{ “Wastage rate”, as defined by the DfES, is misleading, as it includes those moving to the further
and higher education sectors, independent schools, and/or to part-time service.

{ In England and Wales, between 1990 and 2000, “wastage rates” between primary and secondary
sectors varied in unison. There is no clear explanation for this synchronicity.

{ Over this period, wastage was lower in the secondary sector than the primary and nursery sectors.

{ In England and Wales, 8–10% of teachers in service left the profession each year between 1990
and 2000.

{ In England and Wales, many (58%) of those leaving the profession in 1999–2000 were aged less
than 40.

{ In England and Wales, between 1994 and 2001, there was a small but increasing flow of teachers
to independent schools, overseas, and to other employment.

{ In England andWales, before 1998, the outflow from teaching, for all reasons, exceeded the inflow.
Since 1998 this has reversed.

{ There were a large number of early retirements in England and Wales in 1997–98, perhaps due to
changes in the Teachers’ Pension Scheme in April 1997.

Quality of teachers

{ It was reported in 1997 that, in England and Wales, there was considerable variation in entry
qualifications to ITET by subject. Trainees in maths and Science tended to have the lowest
qualifications.

{ In England and Wales, between 1990 and 2000, there has been a growth in PGCE applicants with
first and second class degrees (from 82.3% to 91.7%) but this growth is in line with national trends
for HE.

Other issues

{ Between 1985 and 1999 the proportion of female full-time secondary school teachers in England
and Wales increased from 46% to 53.4%.

{ To redress this imbalance, potential solutions include attracting more men into teaching and
attracting more women to study shortage subjects as undergraduates and at A-level.

{ In England and Wales, in 2000, the most common age for full-time teachers was 45–54. Very few
teachers were aged 55!, perhaps due to early retirement

{ In the same year, relatively few teachers were in their 30s.

{ The proportion of male and female teachers in their 30s was roughly equal, but in the '25 and
25–29 age groups females far out-numbered males. This is perhaps due to maternity and child-
rearing.

{ But in 2001 applicants in their 30s were also those least likely to be accepted onto PGCE courses
in the UK.

{ In Wales, in 2000–01, 2% of the population were from minority ethnic groups, compared to only
1% of ITET students and nearly 4% of first year higher education students.

{ None of these ITET students described themselves as belonging to “black”minority ethnic groups.

{ In Wales, in 2000–01, students with disabilities were also under-represented on ITET courses, at
4% of all trainees. This includes students registered as dyslexic.

{ This compares with an estimated 11% of the economically active UK population.

{ In England, funding per pupil was 10% greater in 1999–2000 than it was in 1995–96. However,
between these dates it fluctuated.

{ In England, between 1995 and 2000, there was a strong correlation between the number of schools
and the number of teacher vacancies.

Some implications for policy

{ There are currently many more applicants for ITET than places available, meaning that places
could still be filled if targets were increased.
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{ It is not clear that the vacancy rate representsmore than a snapshot of turnover: ie teachersmoving
from post to post. High vacancies can be a sign of a healthy profession.

{ To be representative, the profession needs more men, more older trainees, more disabled trainees,
and trainees from minority ethnic groups.

{ More variation in what are considered relevant qualifications and/or experience may encourage
mature applicants to ITET. This could address the “shortfall” of teachers aged 30 to 40.

{ A key loss of potential teachers occurs in the transition from training to school.

{ Keeping school numbers to a minimum can lead to a more eYcient use of teachers and thus avoid
shortages.

{ Minimising bureaucratic and managerial tasks for teachers may help maximise the use of
teachers’ time.

2. The Demand for Teachers

2.1 Indicators of teacher numbers

The number of qualified teachers varies over time for both demographic and economic reasons, while the
demand for teachers also fluctuates according to demographic shifts and as a result of policy changes.
However, teacher supply cannot be calculated merely by using data on the number of teachers available and
the number of pupils needing to be served. Because of competing views on the indicators of teacher supply
and demand, there have been disagreements, in the past and in recent years, between teacher representatives
and theGovernment over whether there was a teacher supply “crisis” (Grace 1991,House ofCommons First
Report 1997a, 1997b, House of Commons Select Committee on Education and Employment 2000). The
most commonly used measure of teacher shortages is the number of vacant posts expressed as a percentage
of the total number of posts (House of Commons 1997a, paragraph 21). However, because of the factors
discussed above, alternative indicators are used in this report where possible.

2.2 Teacher vacancies

Teacher vacancies are perhaps the most direct measure of teacher shortages. They may not necessarily
mean that there are too few teachers per se, but can indicate that there may be a mismatch between the
teachers available for work and the types of posts needed to be filled. It is possible for teacher unemployment
to co-exist with vacant posts, as it does today. Data on teacher vacancies must, therefore, be examined more
closely before it is possible to identify exactly which types of teaching staV are required to address any
shortfall.

Vacancies here refer to advertised vacancies for full-time appointments of at least one term’s duration.
Vacancy rates refer to vacancies as a percentage of teachers in post which includes full-time regular teachers
in (or on secondment from) maintained schools, plus the full-time regular divided service, peripatetic,
remedial centre and miscellaneous teachers. It is important to be aware that an alternative definition of
“vacancies” is sometimes used. This counts “vacancies” as posts that have not been filled three months after
they were first advertised. This is, perhaps, more in line with the conventional use of the term and the
confusion of the two definitions may have lead to misinterpretations of the teacher supply situation in the
media.

2.2.1 Vacancies in England and Wales

Table 2.1 shows the vacancy rates for teachers in secondary schools in England andWales, disaggregated
by subject. The vacancy rates represent the proportion of unfilled, full-time equivalent (FTE) posts for each
subject, expressed as a percentage. Vacancy data were available as frequencies only for 2001. However, the
data for this year allow a judgement to be made regarding the scale of vacancy rates in absolute terms. For
example, in 2001, careers was the subject area with the highest vacancy rate, at 4%. But this represented a
recruitment shortfall of only nine teachers, because the absolute number of careers teachers required is small
compared to other subjects. In contrast, figures for the same year show a vacancy rate of just 1.5% in
sciences, representing 407 unfilled vacancies. As these examples illustrate, where possible, frequencies must
be used in conjunction with the vacancy rates to interpret the actual scale of the phenomenon they represent.

The most obvious trend shown in Table 2.1 is the increase in the overall vacancy rate in England and
Wales, combined, by more than a factor of three (from 0.4% in 1997 to 1.4% in 2001). In terms of individual
subjects, all vacancy rates were higher in 2001 than they had been in 1997. However, not all subject area
vacancy rates rose each year. Vacancy rates inmaths and sciences, the subject areas with the highest numbers
of vacancies, rose each year, as did those for IT. There are other subjects, notably English and languages,
that also have relatively high numbers of vacancies, but not year-on-year rises in vacancy rates. Both of these
subject areas experienced a fall in vacancy rates between 1998 and 1999, rising again in the following two
years. Vacancy rates fell in five other subjects (geography, religious education, design technology and
careers) between 1998 and 1999.
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Table 2.1

VACANCY RATES (%) FOR CLASSROOM TEACHERS IN SECONDARY SCHOOLS, BY
SUBJECT, ENGLAND AND WALES, JANUARY 1997 TO JANUARY 2001

1997 1998 1999 2000 2001 2001(n)

Maths 0.4 0.7 0.8 1.2 2 421
IT 0.4 0.7 0.9 1.2 2.7 126
Sciences 0.3 0.4 0.5 0.6 1.5 407
Languages 0.5 0.7 0.5 0.7 1.5 250
English 0.4 0.5 0.4 0.6 1.7 366
Drama 0.4 0.2 0.4 0.6 1.6 60
History 0.1 0.2 0.2 0.1 0.5 39
Social Sciences 0.2 0 0.1 0.2 0.4 15
Geography 0.3 0.4 0.1 0.3 0.6 54
Religious Education 0.4 0.8 0.5 0.7 1.8 103
DT 0.3 0.7 0.6 0.7 1.2 206
Commerce/business 0.4 0.6 0.4 0.5 1.2 42
Art, craft or design 0.2 0.3 0.5 0.3 0.7 49
Music 0.9 0.7 0.7 0.8 1.8 82
PE 0.2 0.3 0.3 0.2 0.8 104
Careers 0.9 1.8 0.9 1.4 4 9
Other 0.7 0.7 0.8 1.1 1.6 199
Overall 0.4 0.5 0.5 0.7 1.4 2,532

Source: DfES annual 618G survey and NAfW annual Stats3 survey
Note: Data for 1996 was available but, as the method of calculating vacancy rates changed in 1997, it
was omitted.

2.2.2 Vacancies in England

InEngland the lowest level of teacher vacancies in the last decadewas experienced between 1992 and 2000,
after a period of very high vacancies between 1985 and 1990. Themuch talked about impending “crisis” was
in fact the rise between 1995 and 2001, to its highest level since 1990. However, the growth in vacancies
started from a low level, climbed slowly at first before rising rapidly in 2000. Up until this year, however,
vacancies were still well below levels witnessed in the late 1908s (see Figure 2.1).

Between 1998 and 2001 teacher numbers rose by 3.9% while pupil numbers increased by 5.1%, and this
period saw one of the most dramatic increase in teacher vacancies, from 970 to 2,590—rising by 267% over
a three year period. It was only in 2002 that teacher vacancies started to ease, falling to 2,440. This was in
part due to the narrowing of the gap between teacher and pupil numbers. Pupil numbers increased by 2.5%
between 2000 and 2002 while teacher numbers increased by almost 4%. The related issue of pupil:teacher
ratios is discussed in detail later.

Source: DfES Statistical First release(2002a) Teachers in service and teacher vacancies

 

0

500

1000

1500

2000

2500

3000

198519861987198819891990199119921993199419951996199719981999200020012002

To
ta

l v
ac

an
ci

es
 (f

re
qu

en
ci

es
)

 

Figure 2.1 Teacher vacancies in maintained schools in England,
1985 to 2002
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2.2.3 Variation between School Types

Table 2.2 suggests that finding teachers is more of a problem for some kinds of secondary schools than
others. One explanation for this is that there is variation in the perceived desirability of working in each of
these types of institution. Secondary modern schools have the highest vacancy rate, whilst independent
(fee-paying) schools have the lowest. The former may still suVer from being viewed as a “second class”
institution type, a hang-over from the days of the tri-partite system of secondary education, and the latter
have traditionally been seen as “high status” (although the reality may diVer somewhat from public
perceptions: see Gorard, 1997).

Table 2.2

UNFILLED VACANCIES BY SCHOOL TYPE, ENGLAND AND WALES, 2001

Secondary modern 21%
Comprehensive 18%
Selective 16%
Sixth form colleges 12%
Independent 5%

Source: STRB (2002)

2.2.4 Geographical Variation

Although secondary vacancy rates in England and Wales had risen from 0.3% in 1995 to 1.4% in 2001,
rates for Wales increased at a much slower rate from 0.2% to 0.5% (STRB 2002). All economic regions of
England reported an increase in vacancy rates between 1995 and 2001, the biggest increase being in London,
the South-East and the East of England (STRB 2001). Table 2.3 shows that the problem is most obviously
one for London.

Table 2.3

UNFILLED VACANCIES BY REGION, ENGLAND AND WALES, 2001

Inner London 29%
Outer London 24%
West Midlands 17%
South-east 16%
East Midlands 15%
South-east 14%
North-west 13%
North Yorks. 13%
North-east 12%
Wales 11%

Source: STRB (2002)

In 1999 there were 16,000 trained teachers registered as seeking work, many more unemployed but not
receiving Jobseeker’s Allowance, and more again in other employment who would prefer to be teaching
(TES 2002). Therefore, the problem of vacancies, in so far as there is one, is of regional and subject
dispersion, rather than total numbers.

2.3 Teacher Numbers and Pupil Numbers

The number of full-time equivalent (FTE) qualified teachers in England increased from 161,200 to
232,500 from 1970 to 1980. This growth corresponded with an increase in pupil numbers from
approximately 2.9 million to 3.9 million (DfEE Bulletin, 2000). Between 1985 and 1998 the number of
full-time secondary school teachers in England and Wales fell by 21% (Social Trends 30, 2000) from
237 thousand to 188 thousand. From 1980 onwards pupil numbers also declined to 2.85 million in 1991, the
lowest level since 1970. They increased to 3.26 million by 2002, at the same time as a marked increase in
teacher numbers. This is significant because, as teacher demand is determined in part by the target
pupil:teacher ratio, in order to maintain the existing pupil:teacher ratios more teachers were needed. This
explains the increasing teacher vacancies, and perhaps the beginning of the recent “crisis”. Since 1999,
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however, the growth rate of teachers has been greater than that for pupils (see below) and the number of
pupils has been predicted to decline over the next 10 years. It would seem that, in spite of what the media
may have portrayed, teacher numbers in 2000 were not at their lowest ever level (Slater, 2000a).
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2.4 Pupil:teacher ratios

Figure 2.3 shows the Pupil:teacher ratios (PTRs) for primary and secondary schools in England from1947
to 2002. As Smithers and Robinson (1991) note, from the mid-1950s until the late 1980s (the latest point for
which they have data) the PTR, calculated from aggregate data, decreased steadily, on almost a year-on-
year basis. From 1990, however, the PTR began to increase until, after reaching a mini-peak in 2000, falling
for two consecutive years.
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Figure 2.3 - Full-time equivalent pupil:teacher ratios in England

Adapted from: DfES, (2002a). NB Data collected in January each year.

However, the average PTRs tell us nothing about the size of actual classes. By its very nature aggregate
data disguises variation within the system. The DfES (2002a, p 7) also caution that “while the number of
teachers employed relative to the number of pupils enrolled will have an aVect on class sizes, not all teachers
will necessarily be in the classroom at any one time.” (DfES, 2002a, p 7). Smithers and Robinson (1991,
p 103) note that although class size is an important issue in relation to the staYng of schools, it is not
“. . . principally a teacher supply problem. It is, in part, a matter of policy, and, in part, a management
problem to be resolved by management action”. Solutions to any perceived “problems” with teacher
recruitment and retention do not necessarily have to come from the “supply” end of the equation. Changing
the organisation of schooling can havemore direct impacts on the requirements (or “demand”) of the system
itself (see below).
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Average PTRs in English secondary schools increased annually from 15.3 (at its lowest) in 1991 to 17.2
(the highest in 25 years) in 2000, before falling to 16.9 in 2002. However, all of these scores are lower than
the highest pupil:teacher ratio in secondary schools, which was 21.8 pupils for every teacher in 1948.
Comparative data collected by the OECD (2000) shows that average secondary PTRs in the UK (16.9) in
1998 were lower than many other developed countries, such as Canada (22.1), New Zealand (21), Korea
(22.8) and the Netherlands (18.5).

In reality, it is diYcult to say when there may be a teacher shortage because the two commonly used
indicators of teacher supply (PTRs and teacher vacancies) may not move in the same direction (see Figure
2.4). For example, when teacher vacancies were highest, in 1989 and 1990, PTR was lowest at 15.3 pupils
for every teacher. The common perception at that time was that there was a severe teacher shortage, if not
a crisis. In contrast, PTRs increased from 15.3 to 16.5 between 1990 and 1995, coinciding with the period
of lowest teacher vacancies. Although PTRs were high, the perception was that there was no shortage of
teachers.
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Figure 2.4 - Teacher vacancies and pupil:teacher ratios in England

Source:DfEE(2002b) Statistics of Education-Teachers in England
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The 2002 data show that areas with higher teacher vacancy figures, such as Inner and Outer London and
the South-east, operate with correspondingly low pupil:teacher ratios, and areas with low teacher vacancies,
such as North-east and South-west England, operate with higher ratios. As PTRs do not necessarily reflect
the deployment of teachers within schools (DfES Statistical First Release, 2002a paragraph 5), some
commentators believe that class sizes are a better indicator of teacher shortages. In England, average class
sizes in secondary schools increased from 20.7 pupils in 1990 to 22.2 in 2000, before falling slightly to 22.0
in 2002, roughly in line with PTRs.

There is significant regional variation in class size, with Inner London and the South-East having larger
class sizes than other areas of the UK. At first glance it seems reasonable to expect these schools to have
larger class sizes, because they had been widely accepted as having the highest teacher vacancies and
experiencing the most diYculties filling them. Close analysis, however, revealed that these schools hadmore
teachers than schools in other regions (Slater 2002). By contrast, the East of England and the EastMidlands
had smaller classes than would be expected given the staYng levels. For example, one school had the lowest
PTR in the country, but was ranked only 63rd by class size, whilst a neighbouring school ranked 18th on
PTR and 16th on class size. According to the National Association of Schoolmasters/Union of Women
Teachers (NASUWT), the gap between class sizes and staYng in similar authorities occurred because
“teachers were doing less teaching and more administration” (Slater 2002). This is clearly an administrative
or management issue rather than a policy or demographic problem.

4. Teacher Recruitment and Retention

3.1 Recruitment to Initial Teacher Education and Training

There is no problem with recruitment to BEd courses, with institutions regularly exceeding their targets
(see full report). Therefore, what follows focus on recruitment via postgraduate routes. Figure 3.1 shows
applications for PGCE courses in the UK, for the years 1994 to 2001. This first important point is that
between these years both applications and acceptances have experienced a net gain. Applications rose from
32,389 in 1994 to 40,895 in 2001.
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Figure 3.1 Post-Graduate ITET applications UK, by outcome

In the same period (1994 to 2001), acceptances rose from 17,733 to 22,223 with the lowest point being
17,209 in 1995. As can be seen in Table 3.1, they do not appear to follow a particular trend, nor are they
related to the total number of applications. In the period studied, acceptance rates remained between 51%
and 59%, ending up, in 2001, 1% lower than the 1994 rate.

Table 3.1

PERCENTAGE OF ACCEPTED APPLICANTS

year 1994 1995 1996 1997 1998 1999 2000 2001

apps 32,389 33,831 33,920 33,612 31,555 32,914 36,065 40,895
accept 17,733 17,209 18,332 19,297 18,394 19,007 21,230 22,223
% acc 55 51 54 57 58 58 59 54

Source: Adapted from GTTR (2001, 2002)

At theUK level, manymore female thanmale students apply to take PGCE courses. In 1994, for example,
20,236 applications were made by females compared to only 12,153 by males. Table 3.2 reveals that the
percentage of female applications increased from 62% in 1994 to 68% in 2001. Thus, in addition to the
general trend of a rise in applications over the period studied, it is also the case that the proportion of female
applicants rose slightly.

Table 3.2

PERCENTAGE OF FEMALE PGCE APPLICANTS (UK)

year 1994 1995 1996 1997 1998 1999 2000 2001

All 32,389 33,831 33,920 33,612 31,555 32,914 36,065 40,895
female 20,236 21,741 22,176 22,400 21,523 22,564 25,009 27,989
female % 62 64 65 67 68 69 69 68

Source: GTTR (2001, 2002)

In every GTTR age category apart from “51!”, female applicants significantly out-numbered males,
particularly in the younger age groups (Figure 3.2).
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Figure 3.2 - Post-graduate ITET applicants 2001 (UK), by age and sex

Figure 3.3 shows that younger applicants not only account for a disproportionate number of applications
but also have a more favourable acceptance rate. This has implications for any strategies aimed at
ameliorating short-term imbalances in the age profile of the teaching profession. There is a substantial
number of applicants in their thirties. However, it is important to note that of 5,954 applicants aged 31–40
(not counting those who withdrew) 2,273 did not get allocated PGCE places, whereas that it is teachers of
this precisely age who are under-represented in the profession as a whole. Policy makers wishing to increase
the number of teachers in the maintained sector may be advised to investigate the (low) acceptance rates for
applicants of this age on PGCE courses, and also to examine comparable data for ITET First Degree
courses.

It may be the case that, for example, older applicants tend generally to have lower qualifications or less
desirable curricula vitae than younger ones. However, this may have more to do with historical
circumstances than suitability for teacher training. Indeed, higher education institutions often apply
diVerent entry criteria to mature applicants wishing to study on undergraduate courses. If policy makers
wish to redress the imbalanced age profile of the teaching population, a thorough investigation into this issue
would be a good place to start.
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Figure 3.3 - Post-graduate ITET applicants 2001 (UK) by age and outcome
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3.2 Recruitment Targets

Another indication of success (or otherwise) in teacher recruitment is the extent to which the
Government’s targets are met (House of Commons 1997, Vol I, para 13). In 2001–02 recruitment showed
a significant improvement on the previous academic year. Recruitment rose in all subjects with the exception
of Welsh, art and religious education (STRB 2002). However, for most subjects the intake was still below
the targets (see Figure 3.4).
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Figure 3.4 - ITET recruitment and intakke targets, England and Wales, 2001/02

The intake targets for maths, science and technology had previously been revised downwards, even
though vacancies for these subjects had been increasing. In maths, for example, the target was reduced from
2,700 in 1996 to 1,691 in 1997. This represented a drop of approximately 40%, even though only 65.6% of
the target was met in 1996. In 1997, despite the huge reduction, only 62.9% of the revised target was met.
It was not until 2000 that intake targets for these subjects were raised.

The reduction in intake targets was implemented against the backdrop of an increasing student
population in secondary schools, rising pupil:teacher ratios and increased teacher vacancies. The number
of full-time equivalent (FTE) pupils in secondary maintained schools in England andWales had risen from
3.24 million in 1997 to 3.5 million in 2002 (STRB 2002). DfEE and Welsh OYce projections show that the
number is likely to increase to 3.56 million by the year 2005 (School Teachers’ Review Body, 2001).

There are also important questions about how intake targets were set, even though DfEE had published
an explanatory paper on the model and assumptions they used in setting targets. There were suggestions
that the targets were actually based upon how many new teachers could be aVorded, rather than on actual
demand (House of Commons 1997a, 1997b). The reduction of targets in 1996 and 1997, in the face of rising
pupil numbers, was seen by some as indicative of the lack of government confidence in increasing the number
of teachers. In reality, however, this reduction was an eVort to undo the “mistake” made in 1995 where there
was an unexplained, and perhaps unwarranted, upward revision of targets (House of Commons 1997a, Vol
I, para 15). The indicative targets for 1997, issued in 1994, appeared to be in line with the long-term trend.
If the long-term projection for 1997 had been considered there might not have been the controversial
reduction in targets in 1996 and 1997.

Taken in perspective, however, the scale of the targets appear challenging. To achieve the PGCE
secondary maths intake target for 2001–02, for example, would mean recruiting nearly half of all maths
students graduating in 2001 (STRB 2001). According to the then Secretary of State for Education, four out
of ten maths graduates would need to become teachers if existing training targets were to be met, and to aim
higher might not be practicable (Howson 2001a, 2001b). Similarly, tomeet PGCE targets inmodern foreign
languages and RE, over 40% of the UK graduate output in these subjects would be needed each year
(Schoolsnet 2001). So the problem is more than the perceived unattractiveness of teaching as a career or
poor pay, for example. The issue is that the number of people being taught to graduate level in these shortage
subjects is relatively low. Taking into account the fact that the teaching profession must compete with other
industries recruiting graduates, the number entering ITET in recent years might be considered to be healthy.
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According to the Teachers’ Training Agency (TTA), more than two-thirds of employers had diYculty
recruiting graduates of the right calibre between 2000 and 2001 (STRB 2002). The problem was particularly
acute among organisations recruiting maths and science graduates. It would seem, then, that the teaching
profession might not be experiencing specific recruitment diYculties, but only those aVecting graduate
employers more widely.

According to the Higher Education Statistics Agency (HESA), between 1997 and 2001 the number of
graduates (including postgraduates, first degree and other undergraduates) increased from 431.9 thousand
to 470.3 thousand (an increase of 8.9%). Graduations from the physical sciences, engineering and
technology, in contrast, declined by approximately 10%, while mathematical science graduates showed an
increase of 10% during the same period (from 5,000 in 1997 to 5,500 in 2001). There are several issues here.
One is that the number of graduates in shortage subjects is not increasing fast enough to cope with the
increasing demands of the labour market in general. The second is the reluctance of these graduates to go
into teaching, and the third is the diYculty in getting students to opt for these subjects at higher levels in
school and university.

In a report reviewing the supply of scientists for the Treasury, it was found that school children had
greater diYculty in getting high marks in science and maths than for other subjects (Canovan 2002). One
of the reasons was the “parlous state” of science teaching in schools described in the report. The report also
found that, to protect their league table positions, some schools were discouraging their students from doing
“hard” science subjects at A-level. In the words of the House of Commons Science and Technology
Committee Chairman: “School science can be so boring it puts young people oV science for life. The
Committee also remarked that GCSE coursework was “boring and pointless” and “stultifying”. It added
that “it kills the interest which may have been kindled at primary school” (Canovan, 2002, p 6). This may
contribute to a spiral eVect because if science teaching was not up to standard, the number of students going
on to do science at A-level or degree level might decline. With fewer graduates in a competitive job market,
the proportion going into teaching with good degree results is likely to be aVected.

Some have argued that recruitment to PGCE courses is closely related to the peaks and troughs in new
graduate unemployment, and that the current teacher supply “crisis” is due to high employment in the
economy making it diYcult to recruit graduates (Schoolsnet 2001). However, even if overall teaching
recruitment targets were met, there would still be shortages in some regions. This is because the DfEE (as
it then was) did not take into consideration regional diVerences in its calculation of recruitment targets.
According to the DfEE “the number of teachers needed, minus the number in post and those known to be
returning to teaching, will give the number to be trained nationally” (Dean 2000a, p 4). A report by the
Education Management Information Exchange at the National Foundation for Educational Research
(NFER) suggested this calculus might be partly responsible for the continued teacher shortages in some
regions because “such a view seems to assume that those trained teachers will fill automatically the teaching
vacancies wherever they appear. The regional data suggest otherwise” (Dean 2000b).

3.3Wastage Rates

The number of teachers who leave the service include those who retire, those who resign due to ill-health,
to seek alternative employment, to look after young children or for other reasons. This includes both
“wastage” and “turnover” rates. The definitions adopted here are those used by the School Teachers’ Review
Body (STRB 2002). Wastage is defined as teachers who leave full-time service in the maintained sector
during the school year. Some of thesemay not leave teaching at all, but either continue into part-time service,
move to the further or higher education sectors, or teach in fee-paying institutions. Turnover is defined as
teachers in full-time service in the maintained sector but who are not in full-time service in the same
establishment the following year. It constitutes all retirements, resignations, and includes “wastage” and
transfers to other institutions within the sector. Because teachers must resign from their post before they can
take up another, it means that, theoretically, turnover rates can increase although the number of teachers
remains the same.

Until 1998, the number of teachers leaving full-time service in England andWales was consistently higher
than the number who entered. In 1997–98, 37,700 left while 34,700 entered service. From 1998 onwards,
despite an increasing number of teachers leaving full-time service, inflows have been higher than outflows.
In England, in 1999–2000, the number of full-time qualified teachers who left the secondary maintained
sector was 11,600 and the corresponding inflow was 13,500 (DfEE data includes England only from
1999–2000 onwards). One reason is that the increase in outflow was due to a higher number of people
moving from full-time service to part-time service. According to the STRB figures on England and Wales,
there was also an increase in the number of teachers who have moved to schools in other LEAs or non-LEA
institutions (see below). This may explain why the popular perception runs counter to that of the
Government’s. In other words, an increasing number of teachers were leaving schools, but not necessarily
the profession. Many were still in teaching.

Figure 3.5 shows the “wastage rate” for full-time teachers in England and Wales. Unfortunately,
information relating only to Wales could not be located, nor could data expressed as frequencies. This
definition of “wastage” can be misleading, as it runs counter to popular uses of the term. Teachers moving
to the further or higher education sectors, and to fee-paying schools, are counted as “wastage”. It is unlikely,
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however, that students in such institutions (or their parents) would define them as such. In the case of
employment in post-16 institutions, teachers are merely moving from one sector of state-funded education
to another. Although independent schools are not state-funded, they could be argued to be providing a
public service and teachers working in these institutions are responsible for the education of a substantial
proportion of UK-domiciled pupils.
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Figure 3.5 - Wastage rates for full-time teachers, England and Wales
1989/90 to 1999/00

It should be noted that the data are accompanied by the following warning, specifying that “the wastage
rate for those aged 50! in 1997 and 1998 reflects the increase in early retirements brought about by changes
to the Teachers’ Pension Scheme in April 1997 and September 1997. The subsequent decrease in early
retirements resulted in a much lower wastage rate in 1999”.

There are no particularly remarkable trends in the data forwastage rates for the years 1990–91 to 2000–01.
The wastage rate in 1997–98 (10.3%) is only marginally higher than in 1990–91 (10.2%). Although the
proportion of teachers leaving the profession rises year by year from 1992–93 to 1997–98, the change in
pensions legislation aVecting figures in 1998–99 obscures the extent to which this may, or may not, have
continued over the following two years. The eVect of the above mentioned policy change can be seen more
clearly when the data is disaggregated by age group.

What is interesting is the extent to which the wastage rates between the nursery and primary, and
secondary sectors are correlated (r % 0.815). There are many reasons why it would be reasonable to expect
diVerences in wastage rates between (as well as within) sectors. Working conditions vary according to age of
pupils taught and at an aggregate level the social and educational backgrounds of teachers varies, in certain
respects, according to the sector they are employed in. What is unclear, however, is why the changes in
wastage rates for the two sectors tends to be in the same direction over the course of any given year, and
why such a high correlation exists between both the direction and magnitude of the changes. This, perhaps,
suggests the influence of factors aVecting thewhole teaching profession or, alternatively, could be an artefact
of the data collection and analysis processes used by the DfES.

It is clear that, overall, the total number of resignations from permanent full-time positions in LEA
schools has increased 1994–2001. This, however, does not mean that more teachers are leaving the
profession, as the data includes those taking up employment in institutions similar to the ones they left.
Indeed, increased turnover of this type may be considered reflective of a healthy internal labour market. If
the proportion of teachers in the latter group remains constant there will be no net losses. The greater the
turnover the higher the vacancy rate will appear in any snapshot. However, high turnover and vacancy rates
do not necessarily have direct implications for how diYcult posts are to fill, or to obtain.

As Figure 3.6 shows, since 1994 the most popular destination of resigning teachers has been a post in an
LEA school within the compulsory sector. Retirement and maternity are the second most popular
destinations, although the former accounts for many more resignations than does the latter (see below) and
were previously (from 1994 to 1997) the most popular destination. The change in pensions legislation,
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mentioned earlier, may be responsible for the change in this trend. And it should also be considered that
those teachers resigning to raise children may return to the profession at a later date, whilst those who retire
are less likely to. Leaving the teaching profession altogether is the next most prevalent career choice,
followed by taking a teaching post in a non-LEA institution.
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A large majority of resignations, then, are accounted for by moving from one teaching post to another
in a similar institution, or by “natural” wastage due to retirement or maternity. Total resignation and
turnover rates can, thus, give a misleading impression of the state of teacher supply. Those teachers moving
from their present school to a similar one do not, presumably, present a major problem for the profession.
Retirements, whether due to ill-health or reaching the normal retirement age are usually unavoidable, as is
maternity. It is only resignations leading to other kinds of outcome that can be considered subject to any
strategies to increase retention.

Amongst resigning teachers who moved to positions outside LEA schools but within the UK education
system, the most common destination, for every year between 1994 and 2001, was an independent (fee-
paying) school. In 1994 only 43% (430 of 1,010) of resignations leading to employment in non-LEA
institutions were those taking posts in the independent sector, but by 2001 this had risen to 67% (1,200 of
1,780) (Table 3.3).

Table 3.3

DESTINATIONS, BY SECTOR, OF LEA FULL-TIME PERMANENT RESIGNING TEACHERS,
1994 TO 2001: (b) THOSE CONTINUING TO TEACH IN THE UK (%)

1994 1995 1996 1997 1998 1999 2000 2001

Independent School 42 40 43 49 50 49 67 67
University/FE/HE 21 28 21 19 22 18 22 19
Sixth form college 7 7 7 3 4 6 11 14
Grant-maintained school 30 24 29 29 24 27 — —

Source: adapted from Employers’ Organisation (2002, Table 4)

3.6 Teacher quality

There have been concerns that “insuYcient high quality entrants were being attracted in comparison to
other professions” and “the quality of entrants was low in shortage subject areas” (House of Commons,
1997a; BBC News, 2001). In a survey by the National Association of Head Teachers (NAHT), seven out of
ten vacancies in secondary schools in a London authority had been filled by people without the necessary
qualifications (Levenson, 2001). The shortage in teachers was aVecting the quality of teachers, especially
those in the shortage subject areas. According to a TES report, only a quarter of Key Stage 3 teachers had
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maths qualifications, and up to 45% teaching 11–14 year olds had limited knowledge of maths and little or
no training. Many of the teachers did not study the subject beyond A-level (Henry and Thornton, 2001).
The dependence on supply teachers also had serious implications on the quality of lessons delivered. About
25% of lessons taught by supply teachers were regarded as unsatisfactory (House of Commons 2000). This
was likely to have a spiral eVect as sixth-form drop-out rates were reported to have worsened. In physics,
one-third of the teachers did not have a physics degree while another third had not even passed physics A-
level (Canovan and Ward, 2002). There were also concerns that some schools were discouraging students
from doing “hard” sciences at A-level, meaning fewer students could take these subjects at degree level. And
fewer graduates means fewer teachers with the required qualifications.

Teacher supply is not just about numbers; it is also about quality. DfEE figures showed that in England
and Wales, between 1990 and 2000, the proportion of students completing PGCEs with a first or second
class degree had increased from 82.3% to 91.7% (DfEE 2000, DfEE 2002b). But this was in line with the
overall rise in the proportion of students obtaining these degree classes over the same period.

TTA figures (for England only) showed that the proportion of secondary maths PGCE students with 2:1
or better increased from 33% in 1996–97 to 37% in 1998–99 (TTA Performance Profiles 2000). However, Sir
Steward Sutherland noted that entrants to mathematics ITET courses were twice as likely than average to
have a third class degree or lower (House of Commons 1997a, para 49). For science the figures were slightly
higher with 42% for the 1998–99 cohort holding a 2:1 or better. For almost all subjects, the proportion either
remained the same or had improved slightly.

3.7 Gender, Age, Ethnicity and Disability

3.7.1 Gender

Between 1985 and 1998 the number of female full-time primary teachers in England and Wales increased
by 13% (from 134,000 to 151 thousand) while the number of male teachers declined by 21%. Similarly, male
full-time secondary teachers fell by more than 31% (to 88,000), but the number of female teachers also
declined, by 9%, with most of the decline among both sexes occurring during the 1980s (Social Trends 30,
2000. p 53). Within a year the number of teachers increased by 1,500 to 189,300. However, most of this
increase resulted from a rise in the number of women in the profession (Social Trends 30, 2000). There was
a corresponding drop in the proportion of men in the sector (to 31%). This has important implications for
teacher supply, as women are more likely to take breaks in their career for child-rearing. More importantly,
there are proportionately more men than women taking degrees in shortage subjects such as maths, science
and technology. Therefore, in order to increase the number of teachers in these subjects, it is crucial to make
teaching attractive to men, or to encourage women to take maths, science and technology at school and
university.

3.7.2 Age

The age profile of teachers in England andWales in the year 2000 is shown in Figure 3.7. As can be seen the
age groups containing the largest proportions of the profession were 45–49 and 50–54 years. It is, perhaps,
unsurprising that there are relatively few teachers under the age of 25 as only those individuals who enrolled
on ITET courses almost immediately after leaving post-compulsory or higher education would attain QTS
and be able to enter the profession before that age. As many young people take “gap” years between the
various stages of education they participate in, and some individuals do not decide to enter the teaching
profession until later in life, the proportionally small representation of under-25s in the profession as awhole
should not necessarily be interpreted as evidence of a recruitment problem. It is interesting, however, that
interviews with headteachers, conducted as part of a major study in the late 1980s, revealed that ITET
graduates in this age group, preferably with a PGCE qualification, were the applicants most sought after by
those making appointments (Smithers and Robinson, 1991).
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Age

Several plausible explanations for the small proportion of teachers in the 55–59 and 60! age brackets
can also be provided. Early retirement has been available to teachers for some time. The relatively small
number of teachers aged 55 and over, then, may be predominantly accounted for by early retirements and/
or retirements due to ill-health (and the legislation on retirement was changed in the late 1990s). What is
less clear, however, is the explanation for the proportion of teachers in the 30–34 and 35–39 age groups.
These two groups, combined, account for only slightly more than 20% of all teachers. This could, of course,
be accounted for by historical trends in recruitment to the profession but, as previously mentioned, new
entrants are not all graduates in their twenties entering their first career. Some graduates of ITET courses
previously worked in other areas of the labour market or may be mature entrants to higher education. The
age profile illustrated, then, is unlikely to be solely the product of historical trends in the recruitment of new
entrants to the profession. Indeed, if all previous years showed a similar age profile as the year 2000, the
most obvious explanation for the observed pattern would be teachers leaving the profession in their thirties.
A common explanation for leaving work during these years is maternity and childrearing. The data oVers
some evidence to support this, as, whilst the proportion of male teachers aged 25–29 is almost identical to
those aged 30–34, the proportion of female teachers in the 30–34 years category is much small than that in
the 25–29 years group. However, as the data is only a “snapshot” of one year’s distribution, it is an
insuYcient basis on which to make any definitive conclusions.

Whatever explanation underlies the relative lack of teachers in their thirties, it is, perhaps, paradoxical
that it is applicants to ITET courses of this age that are, proportionally, the least likely to be oVered training
places. If the imbalance in the age profile of the teaching profession is perceived to be a problem, the reasons
for the imbalance in acceptance rates onto ITET courses for this age group would be a productive area of
investigation. Strategies could then be introduced, perhaps, to ensure that more applicants from this age
group are accepted onto ITET. It may be the case that the entrance requirements for ITET are not as flexible
for “mature” entrants as for many other undergraduate courses and that access could be widened in this
respect. This would not, of course, ensure that these trainees eventually enter the profession (or even
complete the training) but it may increase the number who get the opportunity to do so.

3.8 What are the limits to recruitment?

Although pay may not be the main factor putting people oV teaching, it certainly is an important factor.
Teacher unions have repeatedly asserted that teachers’ salaries compare unfavourably with average
graduate starting salaries in other sectors of the economy. The Smithers and Robinson report (Schoolsnet
2001), commissioned by the National Union of Teachers, noted that the starting salary for teachers with a
good honours degree (£16,000) did not compare well with many other graduate occupations, which
averaged at £18,300. The authors recommended that teachers’ salaries be made more attractive and
competitive, with salaries starting at between £20,000 and £22,000 for teachers in state schools, and with
heads of department earning a maximum of £40,000. Dissatisfaction with salaries was also linked to recent
changes in the profession. According to Smithers
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It looks as if many (teachers) have got ground down by the changes in the profession. One of the
arguments on better salary was that people had gone into teaching as a vocation, and it has become
a much more industrial process where they (teachers) were judged by output. If the criteria and
targets of industry were going to be applied to them (teachers), they were looking for a
commensurate salary.

(from: Naylor and Schaefer 2002, p 1)

Higher salaries were justified, it was argued, because they could bring about higher quality education and
thus make teaching more pleasurable and rewarding. However, the salary figures used by the NUT and the
Smithers and Robinson report were from the Association of Graduate Recruiters (AGR). The AGR’s
figures were based on better qualified graduates, on special recruitment programmes, with major graduate
employers (National Employers’ Organisation for School Teachers 2001). These graduates accounted for
only one in eight of all graduates entering employment. In other words the figures used by the AGR
overstated the average salaries of new graduates. Moreover, the starting salary for teachers quoted by the
unions were based on figures outside London, while the figures used by the AGR (which the unions used as
evidence for the disparity) were based primarily on average starting salaries among London-based
employers (STRB, 2001; National Employers’ Organisation for School Teachers, 2001).

Other salary surveys, such as those conducted by Barclays Bank and by the Higher Education Careers
Services Unit, indicated that graduates were entering a widening range of jobs with many employers who
were not AGR members. These graduates were often on salaries more than £2,000 below the figures used
by the AGR (STRB, 2001). The selective nature of the statistics used by the unions on graduate pay
progression thus maximised the gap between the pay of “graduates generally” and the pay of teachers
(National Employers’ Organisation, 2001).

Another discrepancy in the teachers unions’ submission was the use of two diVerent data sources in their
comparison of teachers’ pay. The unions compared teachers’ earnings from the Review Body’s survey with
those of non-manual earnings data from the New Earnings Survey. It would make more sense to use data
from the same source which used the same methodology. Using the same data source, it was found that
teachers’ earnings were actually 110% of the average non-manual earnings for the year 2000. In fact,
compared to non-manual earnings teachers’ earnings were higher in 2000 than at any time between 1982
and 1990 (National Employers’ Organisation, 2001). The National Employers’ Organisation condemned
the unions’ submission as misleading by not comparing like with like when comparing teachers’ pay with
average earnings in the economy.

The number of teachers needed in a school is, in part, dependent on how many teachers the school can
aVord. Table 3.4 shows how funding per pupil in secondary maintained schools in England has changed
between 1995–96 and 1999–2000. Funding per pupil had fallen between 1996 and 1997, the period of lowest
teacher vacancies. From 1997–2002 pupil funding continued to increase. This coincided with the period
when teacher vacancies started to rise.

Table 3.4

CHANGES IN FUNDING PER PUPIL IN ENGLAND 1995–96 TO 1999–2000

1995–96 1996–97 1997–98 1998–99 1999–2000 2000–01

Real-terms index (%) 100 100 98 99 102 110

Source: DfES (2002) Departmental Annual Report

In a memorandum submitted to the House of Commons Education and Employment Committee (House
of Commons, 1997, Appendix 15), it was found that in 1996 and 1997, when there was a budgetary cut,
36.7% of schools surveyed reported having to reduce staYng with 43.6% saying they may have to do so the
following year. It was calculated that such reductions amount to a loss of 0.7 teachers per school. Funding
per pupil has been recognised as one of the reasons for the current increase in demand for teachers. In May
2001 a response to the Select Committee on Education and Employment Minutes of Evidence stated:

It is true that there is increased demand for teachers and in fact extra money which is in the system
is being used to create extra posts. Comparedwith last year it has created 7,700 extra teaching posts
and that is part of the reason why demand for teachers is increasing

(House of Commons, 2001, para 40).

Another alternative explanation for the decline in teacher vacancies in the early 1990s is school numbers.
Interestingly, the period between 1991 and 1995 coincided with the early impact of the Education Reform
Act in 1988, which saw the introduction of policies such as school choice and pupil-led funding. These
policies were partly an attempt to reduce surplus places in some schools. By closing very small schools with
surplus places and transferring children to other schools, there was greater eYciency in the deployment of
staV, since these teachers are likely to be in larger schools with a higher pupil:teacher ratio (Fidler et al, 1993).
The policies resulted in the merger and closure of schools. The result is fewer schools. Fewer, but larger,
schools led to fewer teacher vacancies year-on-year from 1990–96. However, after 1996, as the number of
schools continued to decline, teacher vacancies increased. Two factors were at play here. One was that the
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decline in the number of schools in England slowed down (Figure 3.8), the other was the increase in pupil
funding. Looking at Table 3.4, it can be seen that from 1997–98 onwards expenditure per pupil (including
spending on teaching and non-teaching staV salaries), increased every year, and the biggest increase was
between 1999–2000 and 2000–01. This perhaps explains the sudden surge in teacher vacancies over the same
period. Between 2000 and 2001, the rate of decline in the number of schools increased again, partly
explaining the drop in teacher vacancies in 2002.
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This re-analysis of national secondary statistics relating to teacher recruitment and teaching vacancies
serves to remind us that the dominant contemporary discourse is based on a partial account. There are more
trained teachers in service today in England and Wales than there have ever been, and teaching vacancies
are only a fraction of what they were in the late 1980s and early 1990s. There are proportionately more
vacancies in some areas than others, but these are chiefly in inverse proportion to the operational level of
local pupil:teacher ratios. Areas with higher vacancy figures, such as Inner London, operate with
correspondingly low pupil:teacher ratios, and areas with low vacancies, such as South West England,
operate with higher ratios. In fact, regression analysis shows that variation in teacher vacancies over time
is almost entirely explicable in terms of school closures (See 2001). After the reforms of the 1980s many
schools in England andWaleswere closed to reduce surplus places in the system (even though pupil numbers
had begun to rise again). Fewer, but larger, schools inevitably led to fewer teacher vacancies year-on-year
from 1990–1996. Since 1997, more recent policy changes relating to diversity and class sizes have meant that
the number of schools began to rise in proportion to the size of the relevant age cohorts. Simultaneously,
teacher vacancies also rose (but nowhere near the level of 1990 as yet). It is this rise that lies at the heart of
the current crisis.

Another policy measure aVecting teacher supply is the proposal for a greater degree of school-based
teacher training (Fidler et al, 1993). Gilroy (1998) argued that this move away from a university-based
teacher education was an important cause of the recruitment “crisis” experienced in the recent years. He
explained that by handing over the one-year secondary initial teacher education course to schools, at least
80% of students’ time would be school-based—an equivalent to four days per week. This would mean a
“considerable shift of funds” from universities and colleges to the schools (Clarke, 1992). An important
consequence of this change in policy was a substantial increase in the cost of initial teacher education
(Gilroy, 1998). Teachers, on the other hand, were concerned that they were spending too much time with
student teachers at the expense of the school children. Consequently some schools withdrew their
partnership with their universities. This started a chain of events whereby students might apply to courses
but were rejected because no schools could be found to place them for the school-based training. There could
also be a situation where students are accepted only for the school to withdraw a partnership later on. If a
school cannot be found for the students to carry out their school-based component of the course, the
university must withdraw their oVer to the students (Gilroy, 1998). The net results are fewer universities
running initial teacher education courses and fewer students that can be accepted on to courses.
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June 2003

Memorandum submitted by the Institute of Physics

The Institute of Physics is pleased to supply written evidence for the third part of the Education and Skills
Committee of its Secondary Education inquiry: Teacher Retention.

The Institute of Physics is a leading international professional body and learned society, with over 37,000
members, which promotes the advancement and dissemination of the science of pure and applied physics.

In January 2002, the Institute produced a report into Physics Teacher Supply. This report contained a
considerable amount of data that we believe would be of interest to the Committee. Rather than reproducing the
whole report, we have extracted the elements thatwe think are relevant to the Committee’s deliberations. The full
report is available on the Institute’s website at http://policy.iop.org/Policy/Phys%20Teach%20Sup%20Rep.doc
or we can supply hard copies.

The report acknowledged that the issue of teacher supply is complex, not only requiring attention to
recruitment but also to factors aVecting retention. These include:

— Salary—teaching is perceived as low paid, especially to a physics graduate, and the prospects in
mid-career are significantly lower than for careers in other sectors.

— Workload—the job is perceived as stressful and all teachers face excessive administrative burdens.
There are considerable obligations on teachers to maintain their teaching competence.

— Discipline and disruptive pupils—dealing with disruptive pupils is diYcult and, arguably,
getting worse.

— Laboratories, equipment and technical support—there has been inadequate investment and this
has led to much equipment becoming obsolescent with fewer technicians available.

— Status and standing—the status of teaching has declined compared to other professions such as
law or accountancy. The teaching profession is constantly exhorted to do better and is seldom
praised for its successes.

Action is needed in all these areas if the vicious circle in teaching is to be broken andmore undergraduates
attracted into and retained in teaching. Well paid teachers working in a pleasant environment with good
resources will be able to inspire students to continue with physics and increase the numbers likely to choose
to go into teaching in the future.

Recruitment of physics teachers is particularly diYcult as physicists are in such demand in other areas of
the economy. In the light of this diYculty, we particularly welcome the recently announced joint Gatsby/
TTA PGCE enhancement scheme, which will commence in 2004. This ought to widen the pool of potential
recruits to physics teaching to include appropriately qualified engineers and others who may be considering
a career change.Wewould suggest that the latter category needs further financial support in their early years
of teaching to lessen the pay gap.

We also acknowledge the work that has been done to provide CPD for physics teachers through the KS3
Strategy and the forthcoming National Network of Science Learning Centres. However, welcome as these
initiatives are, they have not made suYcient inroads into breaking the vicious circle.

We note too that the House of Commons, Science and Technology Committee in their Third Report
highlighted that “The way coursework is assessed for GCSE science has little educational value and has
turned practical work into a tedious and dull activity for both students and teachers.” We would maintain
that this problem is a significant demotivating factor for physics teachers, and would seem to be an obvious
matter to address.

We are particularly concerned that we are not able to determine the extent of the problem with regard to
the numbers of qualified physics teachers in schools. We are worried that, when the backgrounds of teachers
are published later this year as part of the Secondary Schools Curriculum and StaYng Survey, the data will
not be suYciently robust to draw significant conclusions. In addition, the survey will not enable us to
quantify the problem in physics, as the results are amalgamated into the broader subject science.

The shortage of teachers with a physics background is a pressing issue since those entering the profession
to teach science are increasingly unlikely to have A-level Physics, as there was a considerable dip in the entry
numbers for A-level Physics during the 1990s. It should also be borne in mind that this decade saw growth
in the uptake of mixed A-levels. Everything suggests that there could be a large number of science teachers
entering schools with backgrounds that do not equip them to teach physics as part of a science course at
KS3 or KS4.We have considerable evidence that such teachers often struggle with the concepts at this level.
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We would hope that the Committee could make a very strong recommendation to Government that it
must collect data on teachers’ backgrounds and the subjects that they teach. This would enable Government
and those like the Institute with a stake in education to plan more eVectively to do what it can to ameliorate
the situation.

The Institute is already committed to supporting teachers of physics at all levels, with a view to improving
retention rates, which seem to be a particular issue for physics teachers. Currently the Institute is establishing
a network of local physics teachers who are available to oVer support and advice to schools. We are also
developing an extensive set of materials that will support the teaching of physics at KS3. The intention is
to improve the subject knowledge of teachers andmake themmore aware of the teaching and learning issues
involved.

But neither of these schemes will be eVective unless schools and teachers are encouraged and supported
to take part. At present, the Government’s commitment to professional development seems to be related to
provision rather than entitlement. Perhaps if Government had a clearer picture of the number of teachers
lacking expertise in aspects of their teaching, it would be prepared to consider an entitlement model.

2 June 2003

Memorandum submitted by Professor Michael Bassey AcSS, (Emeritus professor of Nottingham Trent
University and Academic Secretary of the British Educational Research Association)

Summary

— Too many school teachers are leaving the profession prior to retirement age.

— There is evidence that this is attributable in significant part to low morale resulting from lack of
professional autonomy in the classroom and over-direction by Government.

— The problem of teacher retention can be resolved by Ministers having the political courage to
recognise that while Government intervention has been valuable, to continue it is
counterproductive to the aim of searching for excellence in schools.

— It is submitted that, if education is to respond to the changing needs of society and to achieve ever
higher levels of excellence, teachers must be trusted as autonomous agents working in the best
interests of both their pupils and the State.

Staffing Haemorrhage Linked to Low Morale

1. The starting point of this submission is that many school teachers are leaving the profession, prior to
retirement age.

1.1 As Professor John Howson expressed it recently in the TES:

The seriousness of the staYng haemorrhage suVered by English schools is underscored by new
figures from the Department of Education and Skills. During the five years up to March 2001,
more than 97,000 qualified teachers left teaching, some straight after completing their training.
This equates to almost 25% of the active teaching force. . . . More disturbingly, nearly 36,000
teachers aged 25 to 39 quit between 1996 and 2001—an attrition rate of 7,000 a year. (TES 14
February 2003)

1.2 Howson has also shown from DfES statistics that of 270 secondary headteacher retirements in
1999–2000, only 70 were at the retirement age of 60. The rest retired prematurely, with 40 of them due to
ill-health. (Howson 2002, Staying Power, National College for School Leadership)

1.3 The reasons for this “staYng haemorrhage” seem to be primarily low morale. Evidence of this is
frequently expressed in the letters’ columns of some national newspapers by individual teachers voicing their
concerns. Perhaps the clearest piece of evidence was in a recent survey carried out for the GTCE.

In a survey of 70,000 teachers carried out for the General Teaching Council of England and the
Guardian newspaper, more than half said their morale was lower than when they joined the
profession. They blamed workload, government interference and poor pupil behaviour. One in
three said they would not consider a career in teaching if they had their time again. (TES 10
January 2003)

Low Morale Linked to Frustrations on Professional Autonomy

2. The most extensive study to date is the 108 page report of Professor Alasdair Ross and Dr Merryn
Hutchings, prepared for the OECD, “Attracting, Developing and Retaining EVective Teachers in the
United Kingdom of Great Britain and Northern Ireland”. This will no doubt be separately considered by
the Committee; here it will suYce to quote some of the research evidence that suggests why teachers may
decide to leave the profession before retirement age.
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2.1 Paragraph 404—Various surveys have shown that a substantial number of younger and mid-career
teachers are leaving for other occupations. Hutchings et al (2000)1 and Smithers and Robinson (2001) both
raised particular issues about the wastage rates in the early years of teachers’ careers that aVect the general
age profile of the profession in England, and particularly the maintenance of an adequate cohort of
experienced teachers from whom leadership grades can be recruited. Much of their research evidence
suggests that teachers are leaving the profession (rather than leaving a post) because of frustrations about
their professional autonomy and their ability to be creative in their work (ibid) . . .

2.2 Paragraph 405—A review undertaken for the Teacher Training Agency in 2000 (Spear et al 2000)
suggested that teachers were attracted to the profession because they enjoyed working with children and
good relations with colleagues, and valued the professional autonomy and the intellectual challenge of
teaching. Those leaving the profession did so as a result of a high workload, poor pay, and low status and
morale . . .

2.3 Paragraph 406 . . . The quality of teachers’ working lives was surveyed by the National Foundation
for Educational Research in 2002: this found that while teachers’ job satisfaction was higher than those in
other comparable professions, they were dissatisfied with their salaries and with work-related stress. Many
teachers wanted greater responsibility and involvement in the control of their work (Sturman 2002).

2.4 Paragraph 408—A survey of teachers by the General Teaching Council for England in late 2002
(GTC England 2003) suggests that 35% of the 70,000 teachers who responded are likely to leave the
profession in the next five years . . . Motivating factors included working with children (cited by 48%), the
job satisfaction of teaching (32%) and the creativity and stimulation that it brings (25%). However workload
was seen as a demotivating factor (cited by 56% of respondents), followed by perceived overload of
initiatives (39%) and the perception that teaching has a target driven culture (35%) . . .

3. Tests, targets and league tables are seen by many as evidence of over- interference by government.
For example:

3.1 The Canadian research team led by Professor Michael Fullan see targets as becoming counter-
productive.

High targets for 11-year-olds in maths and English are becoming counter-productive and
narrowing the curriculum . . .

Setting targets helped mobilise the teachers early on, said the researchers. But by 2002 the high
political stakes resting on 11-year-olds’ test scores—partly responsible for the departure of
Education Secretary Estelle Morris—was skewing teaching methods and narrowing the
curriculum.

“We caution that setting ever higher national targetsmay no longer serve tomobilise andmotivate,
particularly if schools and local education authorities see the targets as unrealistic.” (TES 24
January 2003)

3.2 TheMathematical Association and the LondonAssociation for the Teaching of English have recently
spoken strongly against testing.

The dominance of tests, exams, targets and league tables leaves little space for creative people to
teach in stimulating and eVective ways. Teachers feel compelled to give pupils superficial test-
passing skills rather than deep understanding and a real sense of the value of maths. That is bad
for pupils, fails to meet the needs of higher education and employers and makes teaching an
uncongenial task . . . Removing some of the testing regime shackles would give good maths
teachersmore freedom to teachwell andmore time for sustained professional development. (Doug
French, Mathematical Association, TES 7 February 2003)

The London Association for the Teaching of English claims the curriculum at seven, 11 and 14 is
dominated by tests which fail to provide reliable information about how pupils are doing. John
Wilks, general secretary of LATE, said: “The increasing status given to SATs results through
league tables and performance management is encouraging teachers to teach to the test. There is
a real danger that the curriculum will become increasingly narrow.” (TES 17 January 2003)

3.3 The Secondary Heads Association in similar vein has called:

for the GCSE and AS-levels to be graded by internal assessment. It wants national tests at seven
and 14 scrapped . . . JohnDunford, SHA general secretary, said: “There is widespread recognition
that there is too much testing. The only question is where it should be reduced, and how.” (TES
7 February 2003)

3.4 There is much more evidence of this kind: the above simply represents statements reported by the
Times Educational Supplement during two months at the beginning of this year.

1 References in these quotations are in the original paper and not reproduced here.
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From Least State-controlled in the World to Most in 15 Years

4. The English education system has moved in the last fifteen years from being probably the least state-
controlled system in the world to the most. It is worth remembering that in the mid-twentieth century much
credit was given to our schools for their achievements.

4.1 The historian GM Trevelyan, writing the last page of his English Social History, in the dark days of
1941, put a footnote:

If we win this war, it will have been won in the primary and secondary schools.

4.2 The social writer Sir Ernest Barker, in the 1947 edition of his National Character wrote:

Anyone who knows our State schools, primary and secondary, will be proud of the work which
their teachers are doing to enrich and deepen national character, not only by what they teach, but
also by what they do and what they are.

4.3 Yet by the 1980s it was widely felt that our schools were out of kilter with the needs of society and
that in particular the achievements in the basic skills of too many pupils were inadequate in terms of the
needs of the industrial workforce and the national economy.

5. From 1988 onwards central government intervened directly in the work of schools.

5.1 In particular central government:

— has taken increasing control of curriculum, assessment, and recently some aspects of pedagogy;

— instituted rigorous and regular school inspections to ensure that the above measures are enacted,
and has required that these inspection reports are made public;

— transferred much implementation of government initiatives from local authorities to governing
bodies with enhanced powers;

— formalised the making of individual school reports to parents and the publication of school
brochures setting out what a school oVers;

— introduced performance management for teachers; and

— in the pursuit of the above, and many other measures, has issued to schools, governing bodies and
local authorities scores of directives, codes of practice and documents of guidance for teachers to
act on.

5.2. Tomany teachers it seems that every week brings a newGovernment instruction for schools to work
at and, perversely it seems that some national newspapers are telling their public that ministers should be
judged as failures if they do not keep up a relentless pressure on teachers.

Interim Conclusions

6. It is submitted that it is this constant pressure, perceived as a lack of trust in teachers to make
appropriate judgements for their pupils, pushing them to an ever increasing workload, inhibiting their
creativity, and denying them the professional autonomy of their calling, that is primarily responsible for
teachers low morale and therefore the current problem of low retention of teacher numbers throughout
the country.

7. It is further submitted that the problem of low morale and low retention can be resolved by restoring
control over the curriculum, assessment and pedagogy to the teaching profession.

Teaching is a Unique Activity Unsuited to General Directives

8. It is in the nature of teaching that thework of a teacher in relation to a class of students is always unique
and entails teachers making many and rapid decisions based on their perceptions of the educational needs
of individual students, their understanding of the relevant curriculum and of eVective ways of teaching it,
and their immediate assessment of the emotional climate of their classrooms. This is what they have trained
themselves for, through initial teacher training, through day-by-day experience in classrooms, and—when
opportunity arises—through CPD.

9. When government continually issues general instructions intended to regiment the decisions of
teachers there can arise conflict between teachers’ judgements of local and immediate needs and
government’s judgements about national and long term needs. This inevitably leads to frustration for both
teachers and government. Over recent years the former has resulted in many teachers leaving the profession.

10. Government needs to recognise that the problems of the 1980s, as noted in 4.3 above, have now been
adequately addressed and so it is time to stand back and re-empower teachers.Much progress has beenmade
in ensuring that standards of the basic skills are appropriate for an advanced industrial nation. But putting
further pressure on teachers is likely to be counterproductive.

11. There is good evidence from the GTCE recent survey (as cited above) that teachers have a diVerent
conception of the prime needs of young people from that of the current government.
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11.1 One question asked, “Which three of the following list of statements, if any, come closest to your
vision of the role of the teaching profession in the 21st century?” These are the statements and the results:

To develop the whole child 61%
To create active and responsible citizens 60%
To inspire a love of life-long learning 51%
To maximise the strengths of individuals 49%
To ensure basic levels of literacy and numeracy 28%
To serve the needs of a socially cohesive society 20%
To produce a skilled and eVective workforce 11%
To meet the needs of a competitive economy 2%
Other 2%

11.2. It is important to recognise that respondents could only tick three statements. No doubt if they had
had the chance they would have ticked all of these, but as framed their answers show that—as has ever been
the case—most teachers’ first concern is for the all-round education and social development of the child. If
this is successful then it leads to a skilled and eVective workforce, which meets the needs of a competitive
economy—as government seeks.

11.3 If there were a similar enquiry among parents it is likely that their concerns for their children would
be very similar to those of teachers.

Putting the Clock Forward

12. In arguing for returning control of teaching to the teaching profession it is important to establish that
this is putting the clock forward, not back. The education system now has:

— firmly established curricula and school-based assessment practices leading to eVective training in
the basic skills;

— eVective systems of governance of schools and links with local communities; and

— eVective ways of reporting to parents on the progress of their children.

These are major advances on the education system of the pre-1988 period, but there is one other factor
that is highly significant—the development of practitioner educational research.

Practitioner Research Leads to High Quality Learning

13. The Teacher TrainingAgency and theDfES have stated publicly that teaching needs to be a research-
informed profession.

13.1 Those who have seen practitioner educational research at its best know that it is a necessary part of
21st century education, at all levels, because it is the most enduring and successful way of ensuring progress
towards the ever-changing ideals of high quality learning.

13.2 Practitioner research is the form of educational research in which ideas are tested and developed at
the local level of classroom or school. Ideally it exists in a symbiotic relationship with educational research
carried out in centres such as universities and research institutes.

13.3 Three examples illustrate this:

The work of Professor Dylan Wiliam and Professor Paul Black at Kings College London and colleagues
on the positive eVects of formative assessment by teachers on student performance.

The work of Professor Jean Rudduck and colleagues at Cambridge on the use of student “voice” to
enhance the quality of teaching and learning in classrooms.

The work of Dr Sue Hallam, Dr Judy Ireson and colleagues at the Institute of Education, London on the
pros and cons of grouping children by ability.

13.4 These are examples of where “big” ideas are developed in university centres and can be tested out
by teachers in their own classrooms and adapted to the needs of their work.

14. Thus practitioner research includes the local search for new educational understanding leading to new
practices and policies, and the evaluation and redevelopment of old practices and policies: it is carried out
by teachers to illuminate their own work and to inform that of others.

14.1 In the long term its advocacy by TTA and DfES may be the most important contribution that
government has made to educational advance.

14.2. But it can only be eVective if teachers are free to harness their creativity to classroom inquiry and
implement their findings. They cannot do this if they are treated as technicians carrying out directives from
on high.
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Teachers Must be Trusted to Work in the Best Interests of Both their Pupils and the State

15. If education is to respond to the changing needs of society and to achieve ever higher levels of
excellence, teachers must be trusted as autonomous agents working in the best interests of both their pupils
and the State.

15.1 In the words of Sir Ernest Barker quoted above, teachers must be able “to enrich and deepen
national character, not only by what they teach, but also by what they do and what they are.”

15.2 Education is much, much more than acquiring basic skills. In one formulation it is the experience
and nurture of personal and social development towards worthwhile living and the acquisition,
development, transmission, conservation, discovery, and renewal of worthwhile culture.

15.3 Teachers, as the major agents of such undertaking, need to be autonomous in action, free to be
creative and to explore ideas, highly responsible as citizens, and deeply respected for the task that is entrusted
to them.

Conclusions

16. The problem of teacher retention can be resolved by ministers having the political courage to
recognise that while government intervention has been valuable, to continue it is counterproductive to the
aim of searching for excellence. It is submitted that it is time to give autonomy and authority to teachers,
individually in schools, and collectively to the General Teaching Council.

17. To this end it is submitted that a Parliamentary agreement, embracing all parties, should aYrm that
future actions of government on Education will be based on the principle of teachers having autonomous
responsibility for curriculum, pedagogy and assessment, with government having responsibility for funding
the system and ensuring that such funding is spent wisely.

2 June 2003

Memorandum submitted by Ofsted

Introduction

Ofsted is a non-ministerial central government department, established to take responsibility for the
inspection of all maintained schools in England. The information on teacher recruitment and retention
follows inspections of schools and initial teacher training in the academic year 2001–02.

The Recruitment and Retention of Teachers

Key issues

Problems in the recruitment and retention of suitably qualified teachers have increased; the situation is
considerably worse in London than elsewhere.

— Teacher shortages are leading to the increased use of temporary supply teachers and the use of
permanent teachers to teach subjects in which they are not adequately qualified; this commonly
leads to weaker teaching, lower expectations and less eVective learning.

— A significant number of schools going into special measures experience diYculties in recruiting and
retaining high-quality teachers.

1. Last year’s Annual Report drew attention to growing problems associated with recruiting and
retaining teachers; these problems have received considerable publicity during the past year. It is important
not to exaggerate the diYculties. There are very few teaching posts with no one to fill them, even on a
temporary basis. Vacancy levels nationally are running at just over one per cent of teaching posts. Wastage
rates are very similar to those experienced by other areas of public service such as local authorities and the
health service.

2. While vacancy levels may not be high, there are real problems in recruiting teachers and in retaining
them, and these have got worse over the past two years. There is also a problem of finding teachers of an
appropriately high quality and who are suitably qualified to fill the posts to which they are appointed.
Increasing numbers of posts are being filled by supply teachers or by overseas teachers on temporary
contracts.

3. These diYculties are not shared equally across all schools or all subjects. They are particularly acute
in four categories:

— schools situated in London and the south east, and other areas where housing costs are high;

— shortage subjects;

— schools in areas of high socio-economic disadvantage; and

— special schools.
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4. In all types of school, the situation in London is considerably worse than elsewhere in the country.
Vacancy levels in London primary schools in January were 3.3% (4.2% in inner London), and in London
secondary schools 3.7% (4.4% in inner London). In London special schools recruitment problems are
particularly acute, with an overall vacancy rate of 4.6%.

5. Provisional figures for 2001 show that the vacancy rate in secondary schools has more than doubled
in the last year; this rapid increase has been seen not just in London, but across England, where the rate rose
from 0.5 to 1.1% when London was excluded from the analysis.

6. The higher proportion of vacancies in London is reflected in the greater reliance on the use of
temporary supply teachers. Chart 23, compiled from Section 10 evidence, illustrates the extent of the
problem in inner and outer London, compared with other types of LEA.

7. There are particular concerns in some secondary school subjects:

— Mathematics: there are insuYcient teachers to match the demands of the mathematics curriculum
in one school in eight, a situation that has deteriorated from the previous year.

— Science: the shortage of physical science teachers is having an impact on the quality of teaching in
a substantial number of schools. StaYng diYculties are hindering the ability of heads of
departments to monitor the work of colleagues and to plan curriculum developments.

— Modern foreign languages: the match of teachers to the demands of the modern foreign language
curriculum is unsatisfactory in about one school in seven.

— Design and technology: the shortage of specialist teachers in design and technology is now acute,
especially in food technology, and is depressing pupils’ attainment. StaV shortages are preventing
a growing number of schools from complying with National Curriculum requirements in the
subject. The use of non-specialist teachers markedly reduces the amount of practical work pupils
can do.

— Religious education (RE): very few RE departments are staVed entirely with specialists. In schools
having a full inspection, the match of teachers and support staV to the demands of the subject are
worse in RE than in any other subject, being good in only 3 in 10 schools.

8. A significant number of schools going into special measures experience diYculties in recruiting and
retaining teachers of a high enough calibre. In some primary schools, for example, particular classes may
have many diVerent teachers throughout the year, unsettling the pupils and impeding the continuity of their
education. In some of the larger secondary schools it is common for a number of vacancies to be covered
by supply or temporary staV, including teachers fromoverseaswhomay be unfamiliar with the requirements
of the National Curriculum, and who need additional time to assess what pupils know and to identify what
they should do next.

9. One of the most obvious consequences of a lack of suitably qualified teachers in any particular subject
is the use of teachers to teach subjects in which they are not adequately qualified. The picture varies from
subject to subject. For example, only 77% of teachers who teach some mathematics in secondary schools
have a post-A level qualification in the subject; and only just over half of teachers who teach some religious
education have a qualification in it.

10. The implications for the quality of the teaching are clear. Inspection shows that schools with higher
relevant qualification rates among their teachers aremore likely to be judged good or better.Where a subject
is taught by a high proportion of teachers with limited qualifications in the subject, this lack of subject
knowledge manifests itself in lower expectations, weaker teaching and less eVective learning in the subject.

11. In recent years, the maintained system has lost around 10% of its teachers each year—including those
retiring but excluding the increasing numbers changing from full time to part-time teaching. Of particular
concern is that over one in five NQTs leave the profession during their first three years in teaching.

12. There is a clear association between the percentage of teachers leaving both secondary and primary
schools and the proportions of pupils in the school eligible for free school meals: the more disadvantaged the
school, the higher the percentage of teachers leaving the school. The percentage of teachers who left schools
inspected in 2000–01 was considerably higher in inner and outer London than elsewhere, in both primary
and secondary sectors.

Early Professional Development

A small-scale survey looked at schools’ arrangements for Early Professional Development. The purpose
was to identify aspects of eVective induction for newly qualified teachers and its impact on retention.

Key issues

— Induction arrangements for newly qualified teachers are now at least satisfactory in most schools
but good practice is not yet suYciently common.

— Around 7 in 10 schools identify teachers’ professional development needs eVectively, but only a
minority establish clear targets for development activities andmonitor whether these are achieved.
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— The support programme oVered by local education authorities (LEAs) for new headteachers is
characterised by inconsistency, with no LEA having good practice in all aspects and one-quarter
of LEAs providing unsatisfactory support.

The Induction of Newly Qualified Teachers

13. The vast majority of schools make at least satisfactory arrangements for the induction of newly
qualified teachers (NQTs). Arrangements are excellent or very good in 1 in 5 primary schools and one-
quarter of secondary schools. Provision is unsatisfactory or poor in only 1 in 20 schools. Schools are much
less likely, however, to recognise the need to provide induction support for experienced, newly-appointed
staV.

14. Features of good induction arrangements for NQTs include:

— eVective mentoring by experienced teachers;

— opportunities to observe good teaching in their own and other schools;

— regular observation and feedback on their own teaching;

— access to high-quality school and LEA induction programmes; and

— the provision of a comprehensive staV handbook.

Such features are becoming established in an increasing number of schools but need to be part of the
entitlement for all NQTs.

15. There are clear benefits of a well-defined and eVective induction programme to both NQTs and to
their schools. Such programmes help to ensure that new teachers settle quickly into the life of the school and
are clear about expectations and procedures, including those relating to behaviour management. In turn,
this can lead to a consistent approach to teaching and learning across the school which supports high levels
of achievement by the pupils.

June 2003

Memorandum submitted by Professor Alistair Ross and Dr Merryn Hutchings
Institute for Policy Studies in Education, London Metropolitan University

A. Background and Evidence Base

1. The Institute for Policy Studies in Education is one of London Metropolitan University’s Research
Institutes. We have carried out a number of recent investigations into teacher supply and retention,
including a study of six London LEAs commissioned by the Teacher Training Agency (Hutchings et al,
2000, 2002), a study commissioned by of 22 LEAs (McCreith et al, 2001) and research specifically focused
on teacher retention (Dalgety et al, 2003a). We have also examined aspects of teacher careers and retention
in relation to specific groups: egminority ethnic teachers (Ross, 2002a,Dalgety et al, 2003b); supply teachers
(Hutchings, 2000, 2002b); and teachers of modern foreign languages (Adams, 2001, 2002); and in relation
to specific needs: eg church schools (Ross, 2000,1, 200b, 200c), inner and outer London (Hutchings et al,
2000). In addition we have recently analysed policies in this area across the UK in the OECD Country
BackgroundReportAttracting, Developing andRetaining EVective Teachers in theUK (Ross andHutchings,
2003). We draw on all these studies in presenting this evidence.

B. Retention in the School, the Region or the Profession?

2. Teacher retention is a concern at a number of diVerent levels:

2.1 School level: It is obviously healthy to have some turnover of staV in order to bring in new ideas, and
teachers need to experience diVerent school environments as part of their professional development.
However, too much turnover is problematic in terms of continuity and stability for pupils, and time and
financial costs of advertising and appointing new staV. We have found that there is considerable variation
between schools in the proportion of teachers leaving posts, and in a few cases the proportion is so high (up
to 56% in a year) that it must negatively aVect pupils’ experience (Hutchings et al, 2000).

2.2 Regional level: Teachers have been shown to be a relatively immobile workforce. In general they are
likely to relocate only to gain promotion to senior management posts. However, regional retention has been
a considerable concern in London, and to a lesser extent in some other large cities.

2.3 Maintained school sector teaching level: It is inevitable that teachers will leave schools to work in other
educational roles, for example, as advisors or in HE. It is more problematic when they leave the maintained
sector to teach in private schools, or through supply agencies, or to take up other careers. The high
proportion of teachers leaving before age 60 is also a cause for concern. Ralph Tabberer has argued that
teaching should not be seen as a lifelong career but rather as a job that people do for a few years. This may
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be inmanyways a desirable scenario, particularly if those entering teaching bringwith them experience from
other sectors. However, if teaching were to be viewed in these terms, this would give rise to major concerns
about the feasibility of attracting enough people into the profession and the cost of training them.

3. Our research has demonstrated that the reasons why teachers stay in secondary teaching or leave are
diVerent at each of these levels:

3.1 The major incentives to stay in a particular school are the school ethos and colleagues, and eVective
school leadership and management (seen by teachers in terms of communicating eVectively with staV and
supporting them in a fair and consistent way). These factors also act to attract new staV. The main “push”
in decisions to leave a particular school relate to dissatisfaction with poor management and leadership.

3.2 The major incentive to stay in any particular region is the location of friends and family. Research
in London shows that many London teachers also see teaching in a multicultural, multilingual environment
with many cultural opportunities as reasons to stay in London. The main reason to leave London is the cost
of housing. Despite various policy initiatives and pay increases, this remains a very strong disincentive to
making a teaching career in the capital. Other reasons to leave London include pupil behaviour, and the
additional pressures andworkload created by the ongoing teacher shortage in the capital. The resultant high
turnover of temporary and overseas-trained teachers puts more stress on permanent colleagues.

3.3 The main incentives to stay in the teaching profession are the satisfaction of helping pupils learn, the
pleasure of teaching a particular subject, and a sense of vocation. Teaching is seen as worthwhile when there
are opportunities to be creative and to exercise autonomy. Teachers generally enjoy their day-to-day work
in school. It is undoubtedly true that eVective leadership can create an environment where teachers are
energised and enthused, and are unlikely to leave the profession, but it is also vital that government policies
should support this. However, it is paradoxical that the main factors that cause teachers to leave the
profession, which are now well-rehearsed, all result directly from past and current government policies.
Chief among these is workload, but other concerns are the on-going stream of government initiatives, and
the current regimes of assessment and inspection of pupils, teachers and schools. While pay is not the main
incentive to leave the profession, teachers believe that higher pay would be helpful in that it would make
them feel their eVorts were valued. However, it should be noted that many of those leaving the profession
take up jobs which, at least in the first instance, pay less than they were earning in teaching.

C. Variation Across Different Groups of Teachers

4. It is important to note that factors relating to retention in the school, the region and the profession do
not operate uniformly across the profession, but impact diVerently on diVerent groups of teachers (by school
sector, age, experience, career stage, etc). Some examples from our research findings illustrate this point.

5. While pay level is a greater concern for inexperienced teachers, those with more than 25 years
experience are more likely to stress the negative eVects of inspection and assessment regimes. Some older
teachers can also feel that their experience is not valued or drawn on.

6. We have found some significant diVerences in the views of teachers from diVerent ethnic groups. If we
are to have a teaching profession that is representative of the communities it serves, it is particularly
important to take on their views. We found, for example, that black teachers were more concerned about
levels of pay and prestige than their white counterparts, and that they felt more strongly the need for support
in behaviour management, and for increased levels of classroom and ICT support.

7. Those who are most aVected by the high cost of housing in London are teachers a few years into their
careers, who are now ready to have families. This is the group that are the potential leaders and managers
of the future. Indeed, our survey showed the highest level of concern about housing costs among deputy
heads. This creates a particular imbalance in the teaching force of London, where young teachers
predominate, the current leaders are due to retire in the next fifteen years, and there is likely to be a very
small pool of teachers to draw on to replace them.

D. Government Policies for Retention

8. Recent government policies have addressed the various issues around teacher retention in a coherent
way, addressing in particular the major issues of workload, quality of school leadership, and pupils’
behaviour, and also taking on the regional concerns of London through the recent pay settlement.

9. However, the current workforce remodelling is inevitably creating additional demands on teachers in
the short term. For example, while teaching assistants are very welcome in terms of the additional support
they can oVer pupils, research has shown that managing them creates more work for teachers, rather than
less (Lee, 2002). It is crucial that such additional demands are adequately supported in both financial and
human terms. The current budget shortfall in many schools can only lower morale and decrease retention.
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E. Groups that Need Further Attention

10. It is helpful to identify particular groups of secondary teachers in the analysis of retention. There is
a complex interaction of gender, age-cohort, position in the hierarchy of promotion and expectations, which
suggests that certain groups need to have retention issues addressed in specific ways (Ross, 2002b).

Age considerations

11. The age of secondary teachers is of particular concern. Figure 1 shows the well-known age
distribution of the secondary school workforce, included within which are the numbers of teachers who are
head, deputies and assistant heads.

Age distribution of Secondary Teachers, 2001
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12. Clearly, this “demographic time-bomb” has important implications for the numbers of teachers that
will need to be recruited. Figure 2 shows the current numbers (2001) of secondary teachers entering and
leaving the profession. This shows that after about the age of 30, leavers and joiners are approximately in
balance to the age of 45, when the numbers leaving begin to outstrip those moving into the profession.

Secondary teachers: numbers leaving and joining, 2001
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13. In addition to the concern that the number of teachers retiring over the next decade will require the
recruitment of larger numbers of secondary teachers, there must also be particular concern about the
consequences of this for the future leadership of our secondary schools.
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14. 86% of all current secondary head teachers have 20 or more years’ teaching experience, as do about
75%of all deputy and assistant heads. Thus a very great proportion of our secondary school leaders—a body
of 15,100 teachers—are drawn from the body of 70,100 teachers with 20 or more years’ experience. In
addition, we currently have 23,900 teachers with senior management responsibility allowances (4 or 5
points). These largely constitute year heads and heads of large departments, and many of them are also
among the most experienced teachers. In 10 years time, the vast majority of all these teachers in leadership
positions will have left the profession. However, because of the existing age structure of the profession, in
10 years time the number of secondary teacherswith 20 ormore years experience will have fallen from 70,100
to only 42,200. At that date, we will not need substantially fewer heads or deputies or other senior managers.
Therefore, to fill the senior posts in our secondary schools in 10 years timewewill need about 39,000 teachers
(head, deputy, assistant, management responsibility 4 and 5). But we will only have 42,200 teachers with 20
or more years’ experience, not all of whom may wish to take on management responsibility. This will place
severe demands on our pool of experienced teachers.

15. Inevitably we will have to fill some posts with younger, less experienced teachers. They will be well-
trained, and doubtless as eYcient and competent as are the present cohort. However, the appointment of
younger teachers to senior management positions may also impact on their younger colleagues, who may
see fewer possibilities for promotion themselves in that many senior posts will be filled by colleagues who
have a longer prospective working life.

16. Particular emphasis therefore needs to be placed on retaining teachers currently in the 35–45 age
range, a number already in short supply, but critical for future school leadership.

17. Finally, in this consideration of age-eVects, long term consideration should be given to the eVects of
recruiting large numbers of teachers over the next decade, to replace those retiring. Given current trends
(Figure 2), these are very likely to be under 34 years of age. This will be followed by a decade of recruitment
in the period 2012–22 when we will need to recruit relatively few secondary teachers, because few will then
be retiring. Recruiting a large number of teachers in a relatively narrow age-band is likely to recreate the
current skewed distribution in the future.

Gender considerations

18. Male teachers in secondary education aremore likely to be found in the older age cohorts (Hutchings,
2002a). The Teacher Training Agency is making strenuous and, to an extent, successful eVorts to recruit a
higher proportion of men into initial training. But, nevertheless, the secondary school profession will
become increasingly feminised in the coming decade. Yet many of the senior positions in secondary schools
are disproportionately held by men. Of secondary teachers between 40–59 years of age, 44% are men. Yet
men hold 68% of all secondary headships, and 63% of all deputy headships. The relatively new grade of
Assistant head, to which all appointments have been made in the past three years, is 69%male. This pattern
is not one likely to act as an aid to retaining female teachers, who will be increasing as a proportion of the
workforce.

Subject specialisation

19. This is not an area on which our research has focussed in depth. Nevertheless, it is worth reminding
the Committee that while 60% of all secondary teachers are over 40, this proportion rises to 62% of design
and technology teachers, 63% of mathematics teachers, 65% of chemistry teachers, and 68% of physics
teachers. Retention measures may need to be particularly focussed on younger and mid-career teachers in
these disciplines, because it will be a considerable challenge to replace those who will be retiring, and thus
it is likely that there will be greater shortages in these subjects in the future.

Ethnicity issues

20. There are particular concerns about the low proportion of minority ethnic teachers in the profession.
No figures are maintained nationally, but we have recently estimated that the total number of black and
other minority ethnic teachers in England is 9,100 (Dalgety, Maylor and Ross, 2003b forthcoming). This
represents 2.4% of the teaching force, compared to 9.1% of the working-age population of England (and
12.9% of the school population). These minority ethnic teachers are broadly distributed between primary
schools and secondary schools much as the white teaching force, but they are particularly concentrated in
certain regions: London, where they form 7.4% of the workforce, followed by the West Midlands (2.0%),
Yorkshire and Humberside and the East Midlands (1.5% in each).

21. Our research (Ross, 2002) suggests that the level of retention for minority ethnic teachers is broadly
comparable to that of white teachers. However, there aremajor issues in relation to promotion patterns that
are likely, if they continue, to have a significant eVect on future retention. Currently, of teachers who have
between 15–25 years teaching experience, 16.9% of white teachers are in positions of head teacher or deputy
head (primary and secondary phases). Only 11.1% of black teachers with equivalent experience, and 9.6%
ofAsian teachers, are in similar positions. Perceptions of thismay aVect the career decisions of the increasing
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numbers of minority ethnic teachers currently being attracted into teacher training. While the NCSL is
currently addressing this issue through programmes such as SHINE, it is crucial that it continues to be given
high priority.
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Memorandum submitted by Terry Creissen, Principal, Colne Community School

One of the reasons we have financial problems in schools is the teacher shortage of the past five years.
Last year was particularly bad as demand outstripped supply. Consequently, good teachers were able to
command a higher salary and Heads were willing to pay additional management points to ensure that their
schools were fully staVed.

The impact on retention resulted inmanyHeads oVering financial incentives for staV to stay in post. Thus,
teachers who were relatively inexperienced were oVered management points or recruitment and retention
points to remain and not be lured to a neighbouring school.
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Whilst salary is a factor in determining retention (and recruitment), it only has a short-term gain. Longer-
term retention strategies must look beyond the simple financial rewards. This focuses on the work-life
balance (workload), the quality of the school (in terms of standards of discipline and pupil attainment), as
well as the quality of the working environment (time and space to plan, prepare and assess learning as well
as support from senior staV and colleagues). Retaining good quality staV requires a balance of suYcient
challenge to keep the job interesting with suYcient support to demonstrate that staV are valued in their
interactions with youngsters.

Interestingly, the biggest factors seem to focus on pupil behaviour and workload. Both of these are in the
hands of teachers themselves. If, instead of moaning about lower standards, teaching staV collectively
worked to improve standards, their job satisfaction, work-life balance and level of senior staV support would
improve dramatically. Those who simply blame senior staV for failing to sort out poor pupil behaviour
should think before condemnation. The teacher who is without sin should be encouraged to throw the first
stone. In this job, all of us have walked past a child who is not in correct uniform, has said a swear word,
has dropped litter or other worse examples of poor behaviour. We have not always stopped to deal with the
issue because we are in too much of a rush or too exhausted to challenge another student at the end of the
school day. All of us have delivered a mediocre or even a poor lesson at some point because we didn’t give
enough thought to our planning and failed to meet the specific learning needs of a group of children in that
class. Consequently, achievement in that lesson was non-existent and behaviour issues arose because the
childrenwere not given the right opportunities to develop their learning. To blame this on senior staV, LEAs,
Ofsted and the Government is simply passing the buck. As professionals we need to make sure we work in
collaboration with colleagues for the benefit of our learners. We may not always get it right and when we
do not we ought to be professional enough to reflect on why that was the case and take action to avoid the
problem in the future. When we do get it right, we should be suitably praised for achieving success in the
complex job of educating young minds.

The Government and senior school leaders can improve retention in the profession by applauding our
successes and providing suYcient space to allow professional time to reflect on problems. Teachers can
improve their own lot by expending energy on reflection and resolution to problems with colleagues rather
than trying to blame others for the situations that the teachers themselves have more power to avoid than
anyone else. There are, of course, instances when retaining the services of some teachers is not desirable.

Central to all of this is the quality of leadership in our schools. This is proven to be good overall but where
it is weak, teachers are not encouraged to take proper control of their own responsibilities and a consistent
approach to planning, teaching and pupil discipline is not maintained.

June 2003

Memorandum submitted by Professor Alan Smithers, Specialist Adviser to the Committee

Introduction

1. Balancing teacher provision is not easy. A recent study by the Information Network on Education in
Europe1 found that of 31 European countries and regions only four—Finland, Spain, Northern Ireland and
Scotland—reported that supply matched demand. Of the others, 13 (including England and Wales)
reported general shortages, eight shortages in some regions or subjects, and six surpluses. Surpluses can be
as much of a problem as shortages because they waste resources and leave teachers unemployed. Chart 1
illustrates the main factors that have to be taken into account.

Chart 1

BALANCING TEACHER PROVISION

Demand Supply 
• Pupil Numbers • New 
• Policies • Returners 
• Retention • Overseas 
• Affordability • Cover 

Outcomes 
• Balance 
• Surplus 
• Shortage 
• Both 
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2. This paper begins with retention in secondary schools since this is the subject of the Committees
inquiry, but it is set in the context of teacher provision generally.

Retention

3. Teacher retention has become the focus of concern in many countries. The National Commission on
Teaching and America’s Future2 underlined its analysis of the staYng crisis in the United States by dubbing
teaching, “the revolving door profession”. In this country retention came to the fore when it was noticed
that in the annual surveys of the Employers’ Organisation for Local Government3 resignations of full-time
permanent teachers from maintained schools (primary and secondary) in England had risen from 25,000 in
1998 to 46,500 in 2001. The DfES commissioned the Centre for Education and Employment Research at
University of Liverpool to investigate and report on what was happening. Its findings for 20024 and 20035

are given in Chart 2 alongside results of the Employers’ Organisation’s surveys for 1994 to 2001.
Acknowledging the diYculty of deriving trends from diVerent data sets it does not appear that the step rise
in resignations has continued. Moreover, the Employers’ Organisation’s own survey6 also found a drop
in 2002.

Chart 2
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4. Teacher resignations in Chart 2 include teachers leaving to take posts in other schools as well as those
leaving the profession. Chart 3 shows the range of destinations of those leaving full-time posts in secondary
schools in 2003.

Chart 3

DESTINATIONS OF LEAVERS FROM FULL-TIME POSTS IN SECONDARY SCHOOLS

Destination Per Cent of Those Leaving
Permanent Posts Fixed-Term Posts

2002 2003 2002 2003

Full-Time Maintained School 46.0 45.5 24.7 27.2
Part-Time Maintained School 1.4 0.7 0.8 0.4
Supply Teaching 1.9 1.8 11.8 9.3
Independent School 3.7 2.6 2.4 2.4
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Destination Per Cent of Those Leaving
Permanent Posts Fixed-Term Posts

2002 2003 2002 2003

Teaching Abroad 4.2 5.8 7.5 8.9
Lecturing FE/HE 0.7 0.7 0.4 0.8
Other Education 5.4 4.0 0.8 2.4
Other Employment 5.3 4.7 3.9 5.3
Maternity 2.8 2.3 0.4 0.4
Family Care 2.2 1.9 0.4 0.4
Travel 3.9 4.0 6.7 4.1
Overseas Ret Home 0.0 0.4 0.0 1.6
Normal-Age Retirement 4.9 5.7 1.6 1.2
Ill Health Retirement 2.5 2.2 0.4 0.0
Early Retirement 6.9 7.7 0.8 0.8
Redundancy 0.0 0.4 0.0 0.0
Other 3.5 3.4 4.3 0.8
Not Known 4.7 6.3 33.3 33.7
Total N1 2,087 2,048 255 246

1 Resignations and contracts ending in 10 per cent sample of secondary schools in England.

Turnover and Wastage Rates

5. The diVerent destinations can be encapsulated as turnover and wastage. The DfES defines turnover
as all full-time teachers resigning or finishing their contracts, and wastage as full-time teachers leaving to
take other than a full-time post in another maintained school. Chart 4 shows the data of Chart 3 presented
in this form with primary schools included for comparison.

Chart 4

TURNOVER AND WASTAGE OF FULL-TIME TEACHERS

Measure Secondary1 Primary2

2002 2003 2002 2003

Turnover 13.1 12.8 15.3 13.6
Wastage 7.3 7.2 9.3 9.2

1 Based on 10 per cent representative sample.
2 Based on 5 per cent representative sample.

6. It shows there has been little change in the turnover and wastage rates in secondary schools from 2002
to 2003. The turnover rate of about 1 in 8 full-time teachers compares not unfavourably with the 12.4 per
cent from the health service and 11.5 per cent from local authorities7, and is considerably better than the 26
per cent reported for the retail industries7. Both turnover and wastage tend to be higher in primary schools,
attributable in part to the higher proportion of female teachers in that phase. Turnover but not wastage
was down in this phase in 2003 associated with fewer opportunities to move because of falling rolls.

Region

7. Turnover and wastage varied with region. Chart 5 shows that both turnover and wastage tend to be
higher in the south and east, particularly in Inner London.

Chart 5

TURNOVER AND WASTAGE IN SECONDARY PHASE BY REGION

Region % Turnover % Wastage
2002 2003 2002 2003

North East 9.5 14.1 4.9 6.0
North West 10.1 10.1 5.4 5.8
Yorks & Humber 13.6 11.8 8.0 6.3
East Midlands 11.0 12.1 5.7 7.8
West Midlands 12.5 11.6 6.4 6.3
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Region % Turnover % Wastage
2002 2003 2002 2003

East of England 14.9 13.2 7.8 7.6
Inner London 17.5 13.3 10.7 9.3
Outer London 15.4 14.4 9.5 7.9
South East 14.2 14.7 8.2 7.8
South West 13.1 14.7 8.5 9.4

Total 13.1 12.8 7.3 7.2

8. There is broad similarity between 2003 and 2002. Overall turnover is slightly down, but Chart 5 shows
that this conceals diVerences within regions. In the Inner London there is, for example, quite a sharp fall,
but there are increases in the North East and South West. Although it is probably not the only factor
operating, it is worth noting that London has the largest fall in secondary pupil numbers while the North
East and South West have the largest increases9. Consistent with the argument that changes in pupil
numbers are having a discernible eVect on turnover, through their impact on the opportunity to move to
another school, is that the diVerence in wastage in these regions between the two years is much less.

School Type

9. Full-time teachers leaving from one school to take a post in another tend to move to schools in less
challenging circumstances. Chart 6 shows that turnover, but not wastage, was linked to pupils’ GCSE
results, socio-economic background and special educational needs. When schools were compared on these
characteristics, turnover was found to be a third or more higher in schools in the less favourable situations.

Chart 6

TEACHER TURNOVER AND WASTAGE IN SECONDARY SCHOOLS BY INTAKE

Group GSCE Results Free School Meals Special Needs
Turnover Wastage Turnover Wastage Turnover Wastage

Above Average 11.48 7.06 16.21 7.55 16.52 7.58
Average 12.76 7.01 13.34 7.62 13.40 7.65
Below Average 15.54 8.02 12.10 7.42 11.99 7.32

Age

10. Chart 7 shows that turnover among teachers under 30 is about 25 per cent. Thus about one in four
young teachers leaves their school (though not necessarily the profession) each year. Schools sometimes
feel that teacher retention is a greater problem than the overall figures show and this may because these high
rates of loss among their newer recruits are particularly noticeable. The mobility of the young is
understandable in that they will tend to have fewer commitments, may be looking for wider experience, and
indeed may be on fixed-term contracts.

Chart 7

TURNOVER AND WASTAGE IN SECONDARY SCHOOLS BY AGE

Age % Turnover % Wastage
2002 2003 2002 2003

Under 30 27.0 25.7 10.4 9.6
30-39 17.1 16.0 7.3 6.5
40-49 5.4 4.4 4.1 4.4
50 and Over 9.7 11.5 9.0 10.9

Total 13.1 12.8 7.3 7.2
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11. Wastage among young leavers is half or less of turnover because of moves to other schools. But
turnover among the over 50s is almost all wastage. Wastage among the younger and older teachers tends
to be higher than that of those in their middle years. About three-fifths of the profession is over 40 so there
have to be doubts about whether it is adequately renewing itself.

Likelihood of Return

12. Chart 8 shows that approaching 30 per cent of the young leavers thought it likely that they would
return to full-time teaching, particularly those going to travel or teach abroad. Only a handful of those
leaving after the age of 50 thought they would return to teaching full-time although more were willing to
contemplate supply.

Chart 8

LIKELIHOOD OF RETURN

Per Cent “Likely”
Age 2002 2003

Under 30 28.3 29.5
30-39 26.9 22.9
40-49 11.6 7.7
50 and Over 7.6 4.8

All 18.3 14.6

Recruitment

13. The other side of the coin is recruitment. The latest information comes from a survey10 of
applications to posts available for September 2003. The average number of applications received in
response to an advertisement varied considerably between the primary and secondary phases, and with the
type of post.

Chart 9

APPLICATIONS TO FULL-TIME PERMANENT POSTS

Applicants per Post
Type of Post Secondary Primary

Headteacher 16.2 9.2
Deputy/Assist Head 22.3 6.9
Head of Dept/Faculty 4.3
Classroom Teachers 5.3 16.4

Overall 6.0 15.2

In keeping with ease of recruitment to training, and also falling rolls, Chart 9 shows that each advertised
primary post attracted about 15 applicants compared to six for each secondary post, but the diVerences were
even greater when the nature of the post is taken into account. Primary classroom posts attracted three
times asmany applications those in secondary schools. But for headships and deputy headships the position
was reversed. A deputy headship in a secondary school was likely to attract three times as many applicants
as one in a primary school, and a headship nearly twice as many.

Applications by Region

14. Chart 10 shows there was considerable variation in applications with region. The overall shape is
similar to that for resignations with the south and east again faring less well than other parts of the country.
Average primary applications ranged from 3.8 per post in Outer London to 33.9 per post in the North East.
Applications to secondary posts followed a similar pattern to primary applications although at about one
third the level. Again, the North West, Yorkshire and Humberside and the South West did relatively well
and London, the East and the South East relatively poorly. But there is also an intriguing contrast in the
North East.
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Chart 10

APPLICATIONS BY REGION

Applicants per Post
Region Secondary Primary

North East 3.9 33.9
North West 7.9 26.2
Yorks & Humber 6.6 31.4
East Midlands 6.1 16.1
West Midlands 5.3 14.3
East of England 3.2 9.1
Inner London 3.0 10.3
Outer London 3.4 3.8
South East 3.9 12.3
South West 7.0 28.1
Wales 9.4 7.0

Total1 5.3 16.4

Applications by Subject

15. There was also wide variation with subject. Chart 11 shows that history posts attracted, on average,
about three times as many applications as those in maths, music, RE and Welsh. Art and geography also
did relatively well, but English, design and technology and information and communications technology
had to make do with between four and five applications per post. The position in physics is even worse than
that in maths, but its position is masked by the ready recruitment to biology which falls in the same subject
category.

16. Headteachers were also asked to rate the quality of the applications they were receiving. Quality was
perceived to vary, to some extent, with the number of applications that were received. Over three-quarters
of the applicants to the history and art posts were rated “good” down to maths where only 35 per cent were
put in this category. This spectrum is consistent with the training figures. While history teacher training
has no diYculty in meeting its targets, maths has always struggled and, in spite of incentives, 15 per cent of
the places still remain unfilled. Further, an analysis11 in 2000 showed nearly two-thirds of history graduates
recruited to teaching held a first or upper-second compared with only a third in maths.

Chart 11

APPLICATIONS BY SUBJECT

Subject Applicants per % Good
Post

History 11.8 76.9
Art 10.0 81.3
Geography 8.0 55.6
Science1 5.7 44.9
PE 5.6 68.9
Modern Languages 5.5 55.4
ICT 4.6 50.0
Design & Technology3 4.5 50.9
English2 4.3 55.5
Maths 4.0 35.0
Music 3.8 40.0
RE 3.5 39.0
Welsh 3.2 20.0
Other4 4.8 62.0

Total 5.3 52.6

1 Includes physics, chemistry, biology, science andother science.
2 Includes drama.
3 Includes business studies and home economics.
4 Includes SEN and subjects other than those listed.



Ev 236 Education and Skills Committee: Evidence

Requirement

17. The requirement for teachers is driven mainly by pupil numbers. With per pupil funding, the number
of teachers that a school can aVord will rise and fall with its intake. Chart 12 projects the likely relative
requirement for teachers through to 2010 assuming that present pupil-teacher ratios are maintained. Pupil
numbers in secondary schools have been rising through to 2004, but are now set to fall so that by 2010 some
12,000 fewer teachers will be needed. Primary numbers have been falling and with them the requirement
for teachers. The latest DfES statistics12 show that in January 2004 there were 1,400 fewer qualified regular
full-time equivalent teachers in nursery and primary schools than in January 2003, and that comes on top
of a reduction of 1,200 in the previous year. In primary schools alone (excluding nursery) the impact may
have been even greater. Statistics of Education: Schools in England13 reveals a reduction of 3,400 qualified
full-time-equivalent teachers from the previous year.

Chart 12

TEACHER NUMBERS

18. Fewer posts in the primary phase may have contributed to the reduction in turnover noted in Chart
4. There will also have been competition from the buoyant recruitment to primary teacher training. The
large number applicants per post suggest we could be heading for a surplus of primary teachers, and
consequent unemployment, in some parts of the country. But for the secondary phase, even though pupil
numbers will soon be declining, there are still appreciable recruitment shortfalls to be made up in a number
of subjects.

July 2004
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