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Recommendation 1:  
The Committee recommends that the Government reviews the practice of raising the 
number of training places to improve recruitment levels. This approach does not 
address the factors influencing interest in becoming a teacher. These factors include: 
the perception of teaching in society (including the perspective of pupils and 
parents); the experiences of existing teachers; and pay. Teachers are crucial to the 
success of the education system and addressing challenges facing existing teachers 
is fundamental to increasing the number of people who want to become a teacher. 

Response: 
Actually, this conclusion is not warranted. Most research in this area uses the 
perspective of trainee or in-service teachers, and asks them what they want, the 
barriers they face or why they might leave. Equally valuable but largely ignored is the 
perspective of non-teachers, perhaps most crucially those who have considered 
teaching as a career but rejected it. Non-teachers may know or care little about the 
challenges facing existing teachers. And asking them about the determinants of their 
career choice can reveal very different answers about why people might, or do not, 
become teachers. Our ESRC-funded study of teacher supply and recruitment 
(ES/R007349/1) addresses this issue. We surveyed 5,000 UK undergraduates 
across all subjects in 53 universities and analysed the responses in terms of those 
who considered or did not consider teaching, and those intending and those not 
intending to teach. The results contradict much of what is learnt by only asking 
intending or existing teachers. For example, issues of pay, incentives, fees for 
training, workload, and concerns over pupil discipline are all irrelevant in terms of 
discrimination between likely teachers and others.  

Increasing and filling the number of training places would necessitate a consideration 
of increasing the number who would otherwise have gone into teaching but do not. 
Our survey suggests that potential teachers are more motivated by having a chance 
to share their knowledge and give something back than their peers are. Most people 
who do not want to teach are already on a trajectory towards a different implicit 
career outcome (very few architects, vets, doctors, engineers etc. want to be 
teachers). In general, teachers come disproportionately from degree courses with 
unclear career outcomes especially sports, English, and classics. They tend to be 
less qualified on entry to university, more often with non-traditional qualifications, and 
they expect to leave with a lower class of degree, on average. They have parents 
who are somewhat less educated, and work in less prestigious occupations than 
other university students, on average. 

So, what can be done to attract and retain teachers, assuming we know what 
prospective teachers want? The key question for policy is how to shift the views of 
those who might have taught but rejected the idea. Future research should focus on 
those who have considered but do not intend to teach. Seeking answers only from 



those who are already predisposed to teaching or from existing teachers would 
provide the wrong steer.  

Increasing the number of training places also needs to consider leakages in the 
earlier pipeline. Between 2010/11 and 2014/15, England recruited between 38% to 
50% of UK domiciled maths graduates and between 20% to 30% of all science 
graduates into teacher training. To increase the number of training places would 
require an increase in the number of graduates every year.  

Another question is whether offering financial incentives, induction and mentoring 
are effective strategies in improving recruitment and retention. Our systematic review 
of international evidence, which considered only robust evaluations of interventions 
using experimental and quasi-experimental designs, suggests that monetary 
incentives (e.g. scholarship, bursaries and salary compensation) work in attracting 
people into teaching and to high needs areas, but only for those who are already 
predisposed to teaching. Similarly, monetary incentives are effective in keeping 
teachers in schools, but effects disappear once the incentives are withdrawn (e.g. 
Hough & Loeb 2013; Jacobson 1988; Steele et al. 2010). Rosen (2013) found that 
shortage incentives may be effective in reducing attrition of teachers who have 
already selected to teach shortage subjects, they are ineffective in enticing those 
who are not predisposed to teaching or who have alternative options to entering 
teaching. 

Recommendation 2:  
The Committee commends the work of Moray House in constructing its MSc in 
Transformative Learning and Teaching course in a way that enables students to 
achieve the required Higher English qualification on completing the course. This is 
as opposed to having Higher English as an entry requirement. This approach 
ensures that eligible candidates are not overlooked by overly restrictive course entry 
thresholds. The Committee encourages other teacher training institutions to highlight 
to the GTCS how an increased number of suitable candidates could gain entry to 
their courses. 

Response: 
A few large-scale studies (e.g. Clewell & Villegas 2001) have been conducted in the 
US using administrative data suggesting that recruiting paraprofessionals (e.g. 
teaching assistants) and noncertified teachers already working in the schools to help 
them obtain qualified teacher status while teaching have more success in keeping 
teachers in the schools than traditionally certified routes. They are also more likely to 
teach in hard-to staff schools. However, these studies tend to be weak as they are 
largely based on teachers’ self-report of where they teach and also have high 
attrition since teachers who left could not be traced. For example, only 44% of 
original participants in Clewell & Villega’s study responded to the survey. Also, 
comparing teachers who opted for alternative certification with those who went 
through the traditional routes is not a fair comparison as the two groups are likely to 
be different in their motivation. (e.g. Harrell & Harris 2006). Shen (1997) found that 



while alternative route into teaching increases the supply of shortage subject 
teachers, it was less successful in in recruiting teachers with good academic 
qualifications. AC tended to be the route taken by new graduates to avoid the 
traditional teacher training programme which has higher entry qualifications. They 
are less likely to treat teaching as s lifelong career. Overall, we do not yet have good 
evidence that such approaches are effective by themselves. 

Recommendation 3:  
The Committee also recommends that the GTCS reviews all of its entry 
requirements to ensure that innovative solutions such as these are being 
implemented wherever possible but without compromising on the ability of the 
individuals coming into teaching. 

Response: 
Changes in entry requirements have to be planned ahead to take into account the 
number of graduates available. UCAS data for 2014 to 2018 show that under 60% of 
applicants were accepted of ITT courses in England and Wales over the four-year 
period when there was already a teacher shortage. This suggests considerable 
wastage. A large proportion of applicants (32%) were not accepted because they did 
not meet the conditions of their offer. In the 2018 cycle, over a quarter (27%) of 
applicants to teacher training were not offered a place or had their offers retracted. 
This represents a massive wastage. Therefore, there is also a need to look at the 
teacher selection processes. In England artificial caps on the number that university-
led programmes can recruit also led to a large number of potential teachers not 
being placed (See & Gorard 2019).  

In the 2018 cycle (figure below), the acceptance rate was 64% 

 

 

For Scotland, over the last 2 years, slightly over half of applicants were offered a 
place and over 40% were not given an immediate offer, either pending offer, waiting 
for interview or offer not made. There is a huge number of people waiting to be 
trained to teach but have not been given a place. We need to think about who these 
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people are, why they are not accepted and how we can translate these into actual 
offers. 

 

Recommendation 4: 
The Committee recommends that, where a teacher training institution is not able to 
provide a place to a student because the student does not meet the institution's 
specific standards, the institution should direct the individual to the GTCS. The 
GTCS should then provide advice on which institutions the candidate would be 
eligible to apply to. 

This makes sense. A move towards a national, not institutional, basis for selection 
would reduce wastage and increase equity. Teacher selection process is often 
subjective and criteria for selection vary across providers. It is not often clear what 
these criteria are. But the acceptance rate (see table below) shows that the eventual 
numbers accepted into teacher training might be higher. This suggests that another 
7% of those who were pending offers were eventually given a place.  

For Scotland, the acceptance rate has increased in the last cycle of recruitment but 
generally it hovers around 50% to 53%. 

 Applicants Acceptances Acceptance rate 

2014 3695 1910 52% 

2015 175 90 51% 

2016 190 100 53% 

2017 170 90 53% 

2018 170 85 50% 

2019 150 90 60% 
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*Due to the training providers in Scotland recruiting through the UCAS Undergraduate  
scheme, the apparent number of applicants from Scotland was very low (175). This group had  
one of the lowest acceptance rates, possibly caused by an increased possibility for  
these applicants to be placed onto a postgraduate teacher training programme 
outside of the UCAS Teacher Training scheme. 
 

  
 


