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SECTION A
Introduction



1.1

1.2.

1.3.

1.4.

This research was commissioned by Cardiff Metropolitan University
and undertaken by a research team drawn from the Cardiff School

of Education and Social Policy and the Cardiff School of Sports and
Health Sciences. We believe that the data collected represents the
strongest empirical evidence base extant on teacher development in
Wales. We are also grateful to various colleagues within the Cardiff
School of Education and Social Policy for their encouragement,
support and views and to the Cardiff Metropolitan University
Partnership Office for support with administering participant surveys.

Externally we have benefitted from funding from the Welsh
Government to support the work of our research assistants and from
the help of the Association of Directors of Education in Wales who
circulated a survey that enabled us to collect rich data from nineteen
of the twenty-two local authorities in Wales. All the participants in
our research that we list in the introductory section of this report,
including several case study schools, gave willingly and positively of
their time and whilst, in accordance with our ethical processes, we
cannot identify them, we are extremely grateful for their cooperation.

As is set out more fully in the next section, the empirical data we
have collected is drawn from both all-Wales sources and the Cardiff
Partnership for Initial Teacher Education at Cardiff Metropolitan
University. It was not possible at this stage of the research to collect
data from the other initial teacher education partnerships in Wales.

The report is intended as an initial contribution to inform and
stimulate debate on the future of the teaching profession in Wales.
Bearing in mind that its intended target audience will include
teachers, headteachers, organisations within the education system
and policymakers in Wales, it is presented in an accessible style and

detailed references and footnotes are kept to a minimum. We have
assembled a wide range of empirical data, and our intention is to
present this elsewhere in traditional academic and scholarly formats.

1.5.  Our findings are of course our own and whilst we are confident that
they are supported by extensive primary and secondary evidence,
we take full responsibility for the findings and recommendations we
are presenting.

Background

2.1. ltis generally accepted that in the interrelated fields of practice,
policy and academic study, that education is far from being an exact
science. This is why the maxim that in relation to educational practice
‘everything works somewhere, and nothing works everywhere’ has
wide currency.

2.2. What does, however, meet with broad acceptance, as supported by
a wide range of research and other evidence, is that the ‘quality of an
education system cannot exceed the quality of its teachers’'.

2.3. This inevitably requires that education systems should recruit a
sufficiency in the number of teachers and- even more importantly-
that they should be of the highest possible quality.

2.4. As this report highlights, this is currently far from being the situation
in the Welsh system, particularly in the secondary phase of education.
Whilst this is also the case in the other education systems of the UK
and, with some exceptions, internationally, it is particularly problematic
in Wales.

Barber,M. and Mourshed, M. (2007). How the world’s best-performing school systems come out on top. London: Mckinsey and Company.
how the world s best-performing school systems come out on top.pdf (mckinsey.com)
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Context

2.5. Because of the shortfalls being experienced in recruitment to
secondary initial teacher education, the research team were asked
to consider the reasons for this situation and what possible remedies
might be considered to address it.

2.6. From the outset we believed that these recruitment challenges for ITE
could not be considered in isolation. The recruitment of teachers to
first teaching posts in schools, the retention of these teachers within
the profession and the wider development of the teaching workforce
in Wales would all need to be seen as an interrelated continuum.

2.7. It was, therefore, agreed that the research should encompass each
of these areas- recruitment, retention and progression- so that the
synergy which existed between them could be considered holistically.

Focus

2.8. Whilst our focus in the research has thus far been on the secondary
education sector, it is inevitable that some of the options for change
that we put forward are generic and will need to encompass the
single profession of teaching - primary, secondary, special schools
and indeed the post-16 sector in relation to PCET (Post Compulsory
Education and Training).

2.9. Inthis respect, whilst the situation with primary ITE recruitment is
much healthier, with both the PGCE course and undergraduate (3-year
BA Education with Qualified Teacher Status) programmes recruiting
at least to and usually above the numbers allocated by the Education
Workforce Council ( EWC) on behalf of the Welsh Government,
headteachers and local authorities have also noted what they perceive
to be a decline in the quality of entrants into this phase of education.

SECTION A

Research Questions
2.10. The following research questions have been considered:

* RQT: What is the current situation in Wales in relation to
secondary teacher recruitment, retention and progression?

* RQ2: What options could be considered in relation to improving
secondary teacher recruitment, retention and progression in Wales?

* RQ3: What recommendations and next steps are suggested by
the research?

Data Collected

2.11. The following data has been collected:

Literature Review

A systematic review has been undertaken of academic and grey literature.



Survey Data
* Survey of Local Authorities in Wales

e Survey of Current (2023-24) Cardiff Met Postgraduate Certificate of
Education (PGCE) Secondary Students

e Survey of Former Cardiff Met PGCE Secondary Students
e Survey of Newly Qualified Secondary Teachers (2023-24) in Wales.

* Survey of a small sample of non-ITE undergraduates in Cardiff Met,
Swansea University, Bangor University, Aberystwyth University and the
University of South Wales.

* Survey of PGCE Secondary Mentors in the Cardiff Met ITE Partnership
e Survey of Headteachers in the Cardiff Met PGCE Secondary Partnership

Focus Groups
e Focus Group with Cardiff Met PGCE Secondary Tutors.
e Focus Groups with current Cardiff Met PGCE Secondary students.

e Focus Group with Cardiff Met Strategic Partnership Board Secondary
Headteachers

e Focus Group with Cardiff Met Recruitment and Retention Committee
e Focus Groups (3) with Local Authority Officers

» Focus Group with Regional Education Consortia/ School Improvement
Partnership Newly Qualified Teacher/Induction Leads

* Focus Group with a Teaching Union National Council
* Focus Group with a University Career Service Officers
e Focus Group with Education Workforce Council Officers

e Focus Group with Education Workforce Council Teacher
Accreditation Board
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* Focus Groups with Senior Leaders, Teachers and Pupils in a sample of
five case study schools (3 English-medium and 2 Welsh-medium) in urban,
South Wales Valleys and rural locations.

Interviews

Interviews with a sample of 5 secondary headteachers (1 Welsh-medium) in
a variety of locations/contexts across Wales. The sample was put forward
by the Wales National Academy for Educational Leadership.

Presentations and Feedback
* With the ITE Team in Estyn.
e With the Teacher Pay and Conditions Board

* With secondary headteacher groups in two local authorities

Limitations

2.12. The ITE partnership data is drawn solely from Cardiff Met, but as the
largest partnership (with approximately 50% of the total secondary
ITE capacity) in Wales, this can be seen to be broadly representative
of the sector.

2.13. The response rates to the local authority survey were high (19 out of
22 LAs responded) but otherwise, response rates have been low. In
most cases, however, taken alongside the evidence from focus groups
and interviews, they can be seen to be reasonably representative of
the participant groups that were targeted.

2.14. Whilst this is not a perfect data set and there is much more that could
have been collected/can be collected in future, this represents the
strongest empirical evidence base on teacher recruitment, retention
and progression in Wales thus far assembled.
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3.

Recruitment to Initial Teacher Education

Recruitment Data

3.1

3.2.

3.3.

3.4.

3.5.

Recruitment to secondary school teaching is currently a challenge
being faced by many international education systems including all the
nations of the UK. The situation is so serious in England that the new
UK Labour Government that took power in July 2024, has made the
recruitment of additional secondary teachers one if its five defining
missions.

In Wales, the most recent recruitment data, for the 2023-24 academic
year, show that there was approximately a 62% shortfall in recruitment
to the 1-year PGCE Secondary ITE programme, with only 424 of the
109 places allocated being filled.

In 2022/23 all secondary subject areas in Wales, except for Physical
Education, under-recruited and the majority of these can now be
regarded as ‘shortage’ subject areas. In the core curriculum subject
areas, the number of newly qualified teachers was only 25% in English,
28% in Mathematics, 27% in the Sciences and 15% in Welsh of the
numbers intended. Information Technology had the worst recruitment
profile with only 10% of completions against desired intake.

As will be argued throughout this report, recruitment to teaching
should be seen as much, if not more, as about the quality of applicants
and not just quantity. It might be assumed that because year on year,
so few graduates are applying for these subject areas, that this leads
to the entry bar being lowered. PGCE Tutors who have been involved
in ‘shortage’ subject recruitment for several years and secondary
headteachers and local authorities recruiting to first teaching posts
have confirmed this assumption.

This is reflected in recent innovative research on a single year cohort
of school pupils in England which reveals that the highest achievers
in the year group were far less likely to pursue teaching as a career
and that those who did, were far more likely to leave within the first
4 years.

3.6.

In this respect it was revealing to hear from PGCE Secondary
Modern Foreign Languages (MFL) tutors in Wales when they met
(for the first time ever as a group) as part of a discussion with

the Welsh Government funded MFL Mentoring Programme that
places undergraduate students in schools to promote the take up
of languages at GCSE level, that increasingly they have concerns
about the mismatch between the profile of language graduates and
the nature of PGCE MFL courses. They believed that this resulted in
existing courses not being fit for purpose and in their view 2-year
courses should be available to enable these graduates to be ready
for the demands of the MFL provision within schools, including the
Curriculum for Wales.

Reasons

3.7.

3.8.

3.9.

3.10.

The data we have collected suggests that there has been a significant
decline in the number of graduates who are interested in a career in
teaching. Pull and push factors appear to be at play here.

Push factors include perceptions of teaching as a profession with a
high workload, relatively low salaries, that is funding and resource
poor, often located in poor quality buildings and where there are
restricted opportunities for career progression. Some undergraduates
also comment on the impact of poor pupil behaviour and what they
perceive to be a growing lack of respect for teachers.

Undergraduates also referred to instances of their teachers
discouraging them from entering teaching and of parents (some of
whom were teachers) also expressing similar views. It is salutary to
remember that teaching is the only job that all graduates have had
direct experience of and that for most, this took place recently.

Pupils, of all ages, in the secondary schools where case-study research
was undertaken, including schools in highly affluent areas, offered the
same perceptions of why they were not thinking of pursuing a career
in teaching. In some schools, none of the pupils were interested in
teaching as a career and identified low job satisfaction, poor pupil
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3.1

3.12.

3.13.

3.14.

3.15.

behaviour, negative media depictions of teachers and salaries not
commensurate with the responsibilities and workload involved, as
being the reasons for their lack of interest.

The pull factors are the perceived attractiveness of other graduate
careers with higher starting salaries, better opportunities for career
progression and more flexible working requirements. The latter aspect
has become more prominent in recent years through the growth

of home and hybrid working. Recent research has identified that
Generation Z students value potential work flexibility as much as job
security and good salaries.

It is apparent that whilst some subject areas (such as Mathematics,
Physics and Welsh) have faced recruitment challenges for the last
quarter of a decade and more, the growth in the number of graduate
professions has led to increased competition in these and a much
wider range of subject areas. University careers services noted,

for example, the promotional pull of a wide range of service areas
including supermarkets and the finance sector.

In relation to recruitment to the subject area of Welsh and Welsh-
medium courses in general, the growth of opportunities for Welsh-
speaking graduates appears, along with the push factors set out
above, to have more than counteracted the growth in the Welsh-
medium school sector, leading to Welsh subject and Welsh-medium
provision being more of a shortage subject area than previously.

In other subject areas, the decline in the number of pupils following
traditional subject areas through to A Level and university entry is also
a factor in graduate teacher recruitment, with Welsh, Modern Foreign
Languages, Physics, Music and Geography all being affected by this
trend.

It is also clear, that for some graduates who might be curious about
the possibility of a teaching career, that incurring further considerable
debt during the PGCE year is a major disincentive. PGCE Tutors and

students note that this is the case and point out that undergraduates
often assume that there will not be course fees because they are
looking to enter a public service where there are known shortages.

Attraction to Teaching

3.16.

3.17.

3.18.

3.19.

This generally pessimistic picture should, however, be set beside the
fact that many undergraduates and graduates still find teaching a
career which appeals to their intrinsic desires to make a difference for
young people and to society as a whole and thereby through public
service and intellectual engagement, to foster their own personal
development. They perceive the graduate starting salary and the
wider benefits of teaching, including holiday entitlements, to be an
attractive enough reward. The PGCE students and Newly Qualified
Teachers (NQTs) we surveyed and interviewed confirmed this
positivity, including their love for their specialist subject.

It is also clear from data reported by the Office for National Statistics
and the Institute for Student Employers, that only 61% of 2022
graduates were in full-time posts fifteen months later and many

of these had taken jobs (including working as teaching assistants)
where graduate qualifications were not required. They also report
that currently 86 applications are being received on average for

every graduate vacancy. Teaching may not currently be an attractive
proposition for graduates, but there is potentially a very large
graduate labour market that might be encouraged into the profession.

It is also pertinent to consider why primary ITE courses and a small
number of secondary subject areas (particularly Physical Education)
have a strong recruitment profile.

PE students, from a relatively early age and certainly by GCSE and A
Level, have a strong commitment to mentoring and coaching others
and this is often included within their undergraduate programmes.
Pupils interviewed as part of our school case studies, often perceived
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the subject to be ‘interesting and ‘not boring’, with much stronger
engagement of pupils in learning with a variety of classroom and non-
classroom experience.

3.20. Many primary undergraduates will have undertaken work experience
in primary schools or worked as a teaching assistant before beginning
their degree programmes. Primary postgraduate students also often
have had similar pre-course experiences and those who are slightly
more mature on entry, might also be parents of young children. There
appears, therefore, to be something about subject cultures and prior
experience that with intrinsic motivation influences undergraduates
and graduates to wish to enter teaching.

3.21. Attempts to incentivise entry into ITE, particularly in secondary
shortage areas, are longstanding. Whilst evidence from England
(similar research has not been done in Wales) shows that, although
there is variation between subject areas, generally incentive
bursaries attract more recruits to secondary programmes, and they
subsequently remain in teaching slightly longer than non-recipients.

3.22. In neither England nor Wales, however, has the impact of bursaries
been transformative in relation to improved recruitment. Indeed,
there is some evidence that many entrants would have joined the
programmes without a bursary and that some, student-debt laden
graduates (so called ‘bursary tourists’) chase the biggest incentives
(they are generally higher and cover more subject areas in England
than in Wales) and have no intention of continuing into teaching.

Summary Headlines

« Secondary ITE programmes in Wales recruit well below overall
target numbers and in nearly all subject areas

° There is a need to continually raise the quality of new entrants into
teaching for all educational phases in Wales

* There are a range of reasons that explain this situation including the

pull of other professions and the push against a career in teaching
resulting from negative perceptions held by graduates and high levels
of student debt

* Nevertheless, many students hold strong motivations to enter teaching

and the graduate labour market could offer considerable potential to
build upon this

* There are some ITE phase and subject areas which have a strong

recruitment profile

» The impact of bursaries as an incentive to enter ITE presents a mixed

picture, but, overall, they appear to have had minimal impact.

4. Recruitment to Schools

Overall Picture

4.1. Perhaps unsurprisingly given the situation outlined above in relation

to ITE recruitment, schools face significant and growing problems

in recruiting teachers. All Wales statistics for 2022/23 show that

an average of 5.1 applications was received for advertised posts in
secondary schools (compared to 13.3 applications for primary posts).
Thirteen of the local authorities that completed our survey (c 60% of
all local authorities in Wales) believed the recruitment situation they
faced was ‘unsatisfactory’ and only one local authority reported that
the situation was ‘good’.

4.2. Headteachers report that they might have to advertise on 2 or 3

occasions before they have a single application for some posts. Welsh
medium secondary headteachers relate how (apart from Physical
Education) they very rarely get more than one applicant for any
advertised post and often these may not be appointable.

4.3. In general, they note that an increasing number of PGCE students

(many of whom have undertaken placements with them) decide to
teach outside of the UK, including in the expanding International

SECTION B The Current Situation
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School sector. Newly Qualified Teachers (NQTs) are very aware that
they are in a ‘buyer’s market’ and those based in South Wales are
often not prepared to accept post away from the ‘M4 corridor’ with
the inevitable implications this has for schools attempting to recruit in
rural Wales or the South Wales valleys.

4.4. For these reasons, some schools do not advertise posts any longer.
Others advertise Physical Education posts knowing that they will get
a reasonable field of applications, when they are in fact looking to
appoint someone for Maths or Science or other subject areas, hoping
that the Curriculum Vitae’s of the applicants will show some potential
for teaching these areas as a first or second subject. This also happens
in relation to advertisements for Drama posts when an English
specialist is really being sought.

4.5, Local authorities noted that an increasing number of students who
have completed primary ITE are now being appointed to secondary
posts because of the shortage of applicants for these positions.
Whilst this has always been a feature of the education system (some
secondary headteachers were primary trained) labour market
dynamics has increased this trend.

4.6. Local authorities also report that whilst initially these entrants might
focus on teaching basic skills such as literacy and numeracy and
provide wellbeing support for pupils, schools then develop them
to be able to undertake subject teaching with 11-16-year-olds. As
many PGCE Primary students will have undertaken specialist subject
degrees, this provides them with appropriate subject knowledge to
draw upon.

4.7. Insome cases, and given the difficult situation they face, schools
employ recruitment strategies that will impact negatively on the wider
education system. Welsh-medium schools may look to employ all
the Welsh-medium student from ITE that they possibly can and then
deploy them to where they have subject gaps, thereby preventing
schools, who teach through the medium of English, of Welsh subject
specialists from recruiting.

4.8. This overall picture of subject shortages led in 2022/23 to 16.8% of
secondary posts being vacant in Wales. These rates are higher in
some phases of education (24.4% in Welsh medium schools) and in
some local authorities and generally are much higher in schools facing
the most challenging socio-economic circumstances. That said, in a
secondary school serving one of Wales’s most socio-economically
privileged communities, not a single application was received for a
Chemistry post that was advertised recently. It is also clear from the
evidence presented above, that these are vacancy rates for posts
rather than a true picture of subject vacancies.

Reasons

4.9. Many of the same negative perceptions that deter potential entrants
to ITE programmes are seen to also apply to applications for teaching
posts. One teaching union described those as a ‘holy trinity’ of
relatively low pay, excessive workload and increasing pupil behaviour
issues.

4.10. For these reasons some PGCE students do not apply for teaching
posts. This is an area where far more research is needed, but it is likely
that both the negative perceptions of life as a teacher and the lack of
support for future career development in schools, play a part in this,
as was suggested by some of the current PGCE students interviewed
as part of this research.

4.11. Another perspective on this issue was provided by the Local Authority
staff who have responsibility for teachers in their first year as NQTs.
They have noted that an increasing number of NQTs (primary as well
as secondary) now opt to work as Supply Teachers, even though
the terms and conditions of their employment will be far worse than
having a full-time post.

4.12. The reasons they make this decision appear to be that at this early
stage of their development they do not feel ready to teach, want to
have a better work/life balance than would otherwise be the case and

SECTION B The Current Situation
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4.13.

4.14.

are looking to avoid the workload, marking and accountability aspects
of full-time employment.

Headteachers also are aware that teachers (NQTs and those in their
early years of teaching) may be able to find better paid teaching
employment in other graduate professions that are interested in both
their subject and teaching background. These may offer employment
packages including flexible working, retainer incentives and even
access to personal trainers and free health care, that schools cannot
match. They believe that it is these attractions, rather than, or solely,
salary levels that are drawing people away.

They also indicate that the divergence between the education systems
in Wales and England has also had implications for recruitment.
Academy Chains in England can offer ‘spot salaries’ that enable them
to pay shortage subject specialists at a much higher rate than would
be possible in Wales. This leads to teachers who undertake ITE in
England (including Welsh natives) not applying for posts in Wales and
to the loss of teachers currently on their staff who are seeking career
progression. They believe that changes to the curriculum associated
with the introduction of the Curriculum for Wales are also starting to
impact negatively on cross-border recruitment.

Appropriateness of Current Initial Teacher Education

4.15.

4.16.

Schools are generally keen to be part of ITE partnerships, both
because they believe this involves them in shaping the future of
the profession and provides a much better chance of recruiting to
vacancies.

Whilst many of the participants in our research (current and past
student teachers, mentors, teachers and headteachers) held positive
views about current ITE programmes, there were others who believed
that the nature of these courses, particularly the PGCE programme,
contributed to recruitment and retention problems.

4.17.

4.18.

4.19.

4.20.

4.21.

The reasons they offered for their views included:

« A perception that there was an insufficient focus being given to
practical teaching competences.

* An impression that because of accountability requirements placed
upon ITE partnerships, students were often ‘drowning in paperwork’.

« A feeling (90% of current PGCE Secondary students who replied to
the survey) that the course was ‘rushed’ and ‘paper-driven’.

It should be stressed that these participants are all positive about the
need for teaching to be a research-informed profession. Their views
do, however, raise the longstanding issue of whether in a hugely
intensive year, student teachers should be asked to demonstrate both
research competences and master the vocational requirements of
being a qualified teacher.

These views are also reflected in some of the research literature on
recruitment and retention which emphasise the importance of student
teachers being given the opportunity to practice evidence-based
techniqgues in realistic environments with the help of an expert coach
as being key to preparation for the profession and retention within it.

This emphasis on the importance of coaching and mentoring is one
shared by universities, Estyn, the EWC and local authorities. There is a
strong body of research and inspection evidence on what constitutes
high quality mentoring, including setting expectations, providing rich
feedback, modelling effective learning and teaching strategies and
guiding reflection on practice. This is being used currently by ITE
partnerships to develop models of how student teachers learn.

It is also clear, however, that the quality of mentoring within ITE
programmes is highly variable. This often is a consequence of
inappropriate staff allocation to the role by senior teachers, the lack of
time provided for it to be undertaken to a high standard and limited
opportunities for mentors to undertake professional development
including collaboration with other mentors.

SECTION B The Current Situation
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Summary Headlines

* Secondary schools face growing problems in recruiting to classroom
posts and must employ a range of strategies in attempting to overcome
this situation

¢ Overall vacancy rates are high and in some subject areas, they are
particularly high

* This situation has a range of causes including the negative perception of
teaching that also impacts on ITE recruitment, the fact that many NQTs
do not proceed to full-time employed posts, and the attractiveness of
other employment opportunities

* Some professionals and current ITE students also have concerns
about the nature of current ITE programmes as a preparation for
entering teaching

* There is wide agreement that the quality of mentoring of ITE students
needs to be improved.

5. Retention in Schools

Overall Picture

51. The ITE recruitment targets of the Welsh Government, the evidence on
vacancy rates presented above and data collected from headteachers
and the teaching associations, all suggest that the current challenges
being faced in recruiting to secondary schools are fuelled by the fact
that schools are facing increasing problems in retaining staff. Welsh
Government data for 2021/22 shows that 71.8% of teachers leaving the
profession did so before normal retirement age.

5.2. Inoneinstance a school with 65 staff reported having 11 NQTs to
support in a single year; in another case, a school with a staffing
complement of 60 lost 13 teachers in a single year and was only able
to replace them with 2 new full-time teachers. One local authority
reported that one in six of its NQTs have left teaching in the last

5.3.

5.4.

5.5.

5.6.

5.7.

3 years. Whilst universities/EWC do not track the progression of PGCE
students following their course (something that should be addressed),
tutors in shortage areas report that 5 years after undertaking the
course, very few have remained in teaching.

EWC Workforce Data, however, indicates that 75% of NQTs are still
registered as teachers five years later and 57% after ten years of
service and that these percentages are higher than, for example, those
in England. The Independent Pay Review Body (IPRB) for Wales has
noted a consistency in the trend of the numbers leaving teaching since
2012, other than for retirement at sixty.

EWC Officers do recognise, however, that many of those who leave
the profession do so in the early years of teaching and they are
concerned that these numbers are currently on the rise. Similar data
has been presented by the IPRB and this echoes recent research
which suggests that one in three teachers intend to leave the
profession in the next 5 years.

It does appear, however, that overall, the retention picture, whilst
concerning, is not as serious as in, for example, England, where one in
five NQTs leave teaching in their first 2 years and 4 in ten after 5 years,
with these proportions continuing to rise year on year. The survey

we undertook with local authorities in Wales also reflects this, with
thirteen of the 19 authorities that replied indicating that retention was
either ‘satisfactory’ or ‘good’ and six describing it as ‘unsatisfactory’.

Our data does, however, suggest that, as is the case in other countries,
there is an increasing trend for NQTs in Wales to either not enter full-
time teaching or to leave early in their careers. Approximately one-
third of the NQTs surveyed for this research indicated that they were
unsure if they would remain in teaching.

The data also suggests that retention is likely to be more problematic
in schools/areas with the greatest socio-economic disadvantage, in
more rural/isolated locations to which teachers find it difficult to travel
to work and in Welsh-medium schools where teachers can access
career opportunities outside of teaching.

SECTION B The Current Situation

13



5.8.

Overall, we perceive there to be a significant and growing retention
problem in the teaching profession in Wales, which in some school
contexts is of serious proportions. There is, however, an urgent
need for more robust empirical evidence to be collected on teacher
retention in Wales.

Reasons

5.9.

5.10.

5.1

5.12.

As with recruitment to ITE and to schools, retention is impacted by the
day-to-day realities of teaching as a profession faced by significant
workload issues that impact negatively on teacher wellbeing, family
and social life. A survey undertaken by the Trade Union Congress in
2024 found that teachers undertake the most unpaid overtime of any
profession.

Younger teachers often perceive teaching to be an ‘old-fashioned’
profession with little work/life balance that was no longer attractive to
graduates. It was also apparent from the research data collected from
current PGCE students that this was the perception that many of them
had already developed, and which might explain why- as is reflected
elsewhere in this report- many either decide not to enter teaching or
to work as supply teachers.

Headteachers, teachers and local authorities point to the burden of
excessive administrative, planning and assessment requirements,
often driven by external accountability requirements and the need to
introduce major educational reforms such as the Curriculum for Wales
and the Additional Learning Needs Act.

Teachers point to larger class sizes including an increase in the number
of pupils with specific learning needs that previously would have

been met by specialist provision and an increase in mixed-attainment
groupings without them having received professional learning on
appropriate pedagogy.

5.13.

5.14.

5.15.

5.16.

5.17.

5.18.

They also highlight growing issues with pupil behaviour, which is
believed to have worsened because lockdown during the Covid

19 pandemic has had a negative effect on pupil attention spans.
They believe that some pupils and their parents are developing an
‘entitlement culture’ which mitigates against sanctions being used
against pupils and leads to frequent complaints about teachers

who challenge unacceptable pupil behaviour. In the view of one
headteacher of a high performing school in an affluent area, schools
and teachers are seen as ‘the architects of much of what children see
as wrong in society’.

They also feel that some pupils are addicted to the use of their smart
phones and more generally point to the pernicious influence that
social media can have on undermining teachers and their authority.

As was noted earlier, pupils in the case-study schools visited as part of
the research, identified the same factors as those above as being the
reasons why they are not attracted to teaching as a career and why
teachers leave their schools.

Headteachers also reflect on the growing requirement upon them
to work with parents and external service providers/community
organisations. Whilst most recognise the value of this, they perceive
themselves to have become what many term a ‘fourth emergency
service’, without any increase in funding to perform this role.

The lack of funding and resources has also led to the loss of highly
valued support staff, less opportunity for teachers to be released for
professional learning and networking activities and, because there are
so many staff vacancies resulting from non-recruitment reductions in
non-teaching time.

Whilst these perceptions are widely held in a variety of school
contexts, the evidence indicates that they impact most acutely on the
retention of early career teachers and teachers working in the most
socio-economically challenging contexts.
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5.19.

5.20.

5.21.

5.22.

Perhaps surprisingly, salary levels were raised less frequently than the
other concerns outlined above. Headteachers believe that most staff
who leave early in their careers progress to less well-paid posts and
are more motivated by work/life balance issues.

The evidence is, however, clear that the real value of teacher pay has
declined consistently since 2010/11 and in recent years because of a
highly competitive graduate labour market, much higher salaries are
being offered in other professions. It also appears that compared

to these professions, teaching does not offer attractive salary
progression increments.

This may lead to young teachers after three years in a profession,
where they face demanding workload pressures, finding that they
still do not have sufficient resources to buy a first home. At this point
if higher salaries are offered in other professions, this may act as a
trigger-point for non- retention.

The Organisation for Economic Cooperation and Development
(OECD), however, whilst recognising that these trends are typical
of most countries over the last decade, point to evidence that other
factors such as status and career progression are as important as
salaries in influencing retention/non-retention.

Retention Factors/Strategies

5.23.

Research on why teachers remain in teaching points to intrinsic

(for example ‘making a difference for young people’), emotional

(their ties to pupils, colleagues etc), supportive (professional learning
etc) and experiential (recognition and appreciation etc) factors.

In essence, teachers who remain in the profession despite all the
pressures instanced above- the majority- have a deep sense of ‘calling’
and commitment and this appears to be true in all sorts of school
contexts, including socio-economically disadvantaged and Welsh-
medium schools.

5.24.

5.25.

5.26.

5.27.

5.28.

Research also highlights the importance for staff retention of school
leadership. In schools where teachers are empowered, trusted,
respected, listened to, communicated with and provided with
professional learning and career progression opportunities, retention
rates are much higher.

Where this is not the school culture engendered by leaders,
teachers only feel strong attachment to colleagues and pupils and
not the school and this may not be enough to keep them in the
profession. For these reasons, we have heard the view expressed
that headteachers/school leaders should be held accountable for
the health and wellbeing of their employees in a similar way to that
which employers are in industry. This reflects evidence from wider
research on labour market retention which has been summarised in
the aphorism that ‘people do not quit jobs...they quit managers!

At a fundamental level this might be about headteachers providing
lifestyle support for their staff such as opportunities for private
health care, gym access, washing and ironing services and personal
equipment such as laptops. It might also be about providing non-
contact time to attend medical appointments or children’s school
sports days, or even Christmas shopping days!

These examples raise again the extent to which flexible working
patterns can be introduced into teaching. Research suggests that
moving in this direction can improve work/life balance, wellbeing,
job satisfaction, recruitment, retention and even student outcomes.

It is apparent that this is happening to some extent by stealth in Wales,
with some teachers deciding to move to supply contracts, rather

than leaving the profession, so that they can improve their wellbeing
and have more flexibility about when they work and when they take
holidays. In subject areas such as Mathematics, Science and English,
they might also supplement their income, or even leave teaching
altogether, to work as private tutors where rates are now reported

to be £50 an hour and where they can decide when and how long

to work.
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5.29.

5.30.

5.31.

5.32.

5.33.

Wales has much higher percentage of part-time teaching staff than in
England and headteachers through choice or necessity are having to
explore more flexible staff working arrangements. In one of our case
study schools twenty-four of the eighty staff are now on/or wish to be
on, flexible contracts.

Many schools are exploring possibilities in this area through, for
example, late starts and early finishes for staff (linked to childcare) as
well as part-time contracts and job-shares. They feel, however, that
there logistical and funding constraints to how far they can take these
adaptations and that they lack the support of their local authorities in
moving in these directions.

As has been indicated above, of significant importance to teacher
job satisfaction and retention are opportunities for professional
learning, networking, collaboration and career progression. This is
most effective when it is tailored to specific school contexts (such
as schools in socio-economically challenging circumstances) and
individual needs.

Teachers seek dedicated time (another factor that teachers indicate
as being so precious but increasingly difficult to find) for these forms
of professional learning. Although it has not yet been independently
evaluated and concerns exist about its impact on pupil attendance,
the introduction of dedicated time for professional learning through
truncating the school timetable on a Friday (known as ‘asymmetric
weeks’) is an interesting innovation in this regard. From the
perspective of those who have pioneered this experiment it has led
to improvements in professional learning, the quality of learning and
teaching, staff satisfaction, retention and recruitment.

The above is a relatively low-cost solution to providing time for
professional learning and the same can also be the case in relation to
using expert teachers within a school to act as coaches to NQTs and
more experienced teachers. Coaching is an approach highly valued by
teachers, but too little developed currently in schools.

5.34.

5.35.

5.36.

5.37.

5.38.

Not all professional learning solutions can be low cost or cost neutral
and quality experiences may require additional funding, which in the
current straitened financial environment headteachers are finding it
increasingly difficult to find.

An aspect of professional learning and development that can also
potentially support retention is specialist educational psychology
and counselling provision for teachers. Some experienced teachers
that participated in the research, feel that young teachers sometimes
lack resilience, are more likely to take sickness absence and perhaps
ultimately leave the profession completely or move to supply or part-
time contracts.

Research reveals that teacher wellbeing is impacted by multifactorial
influences including a complex interplay of individual characteristics,
job-related factors, organisational culture and societal norms.
Specialist support for teachers that recognises these needs can be
successful in strengthening wellbeing, resilience and retention, but far
more provision and evaluation is required in this area if it is to play a
significant role in teacher retention.

Given the evidence that retention is a particular problem with

early career teachers, the quality of induction and early career
development for new teachers is clearly of great importance. A
review undertaken for Welsh Government in 2020 indicated that the
quality of this provision was generally not strong and subsequently
new requirements and guidance have been produced for the local
authorities/regional school improvement services that have the
responsibility for NQT induction.

It would appear, however, that whilst this guidance includes much
of the effective practice for professional support and retention
highlighted above, that the actual experience of NQTs is highly
variable in relation to the extent and quality of time and support
they receive.
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5.39. For the reasons indicated above, schools have less time than they did
in the past to formally and informally support NQTs. There appears
to be a particular gap in relation to coaching by expert teachers. It is
also not clear how the entitlement of NQTs to high quality support is
evaluated and guaranteed.

5.40. It appears, therefore, that the nurturing of young teachers in the highly
demanding context of their early years in the profession is something
of a lottery and it is hardly surprising that attrition rates are so high in
these years.

Summary Headlines

* Although the nature and extent are not fully known, there are significant
teacher retention issues in schools and in some school contexts these are
of serious proportions

* A range of work-related pressures and reduced professional
opportunities appear to cause the non-retention of teachers

* Whilst salary levels, particularly their incremental progression in the early
years of teaching, play a part in teacher attrition, they appear to be no
more important than issues to do with status, workload and professional
development

* Successful retention strategies rely on effective school leadership, rich
professional learning opportunities, flexible working arrangements,
developing teacher personal resilience and a strong focus on supporting
NQTs and early career teachers.

6. Workforce Development and Progression

The Current Situation in Teaching

6.1. It could be argued that the development of the teaching profession
in Wales is currently the sum of its parts, rather than a coherent and
holistic process. Teachers undertake initial teacher education, have an
entitlement to induction and can access various forms of professional
learning. If they wish to move into leadership roles, they are provided
with a range of discrete professional development programmes
including a requirement to complete the National Professional
Qualification for Headship (NPQH) if they aspire to become a
headteacher.

6.2. This is not a seamless or integrated pathway. Once student teachers
complete their ITE, universities may have no further formal contact
with them and be aware only incidentally about their future
destinations. There is no formal liaison or continuity between
university tutors who have worked closely with them over the previous
one (postgraduate) or three (undergraduate) years and those who
have responsibility for their induction as newly qualified teachers in
schools and local authorities.

6.3. Career-long professional learning, which as the previous section of this
report has highlighted is a key factor in teacher retention, is something
teachers may be offered, or can source for themselves. This may be
provided within schools or by external providers.

6.4. Much of the professional learning available does not offer
credit towards formal qualifications, unless teachers undertake
postgraduate- level programmes, including the National MA in
Education funded by the Welsh Government. Some teachers may
undertake doctoral-level qualifications and a Welsh Government
supported Doctorate in Education that has been developed with
university partners will commence in January 2025.
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6.5.

6.6.

6.7.

Whilst improvements have been made and continue to be made in
professional learning for teachers, it is not mandatory, and it is limited
in extent compared to many Organisation for Economic Cooperation
and Development ( OECD) nations. Many high performing education
systems require teachers to participate in a minimum of 100 hours a
year of high-quality professional learning.

Leadership programmes, including the NPQH, are mainly focused on
traditional leadership and management roles in schools: Assistant,
Deputy and full Headships. Some are targeted at middle leaders
(heads of department in secondary schools and subject leaders in
primary schools). There are not opportunities - which exist in other
education systems- to undertake formal leadership roles as excellent/
expert teachers, specialist teachers, coaches, mentors, national
leaders of education or system leaders.

Whilst, therefore, some aspects of teacher career development are
an entitlement, others must be resourced by the teacher or their
employer. Funding of professional learning might be provided by

a school or by government, but often it must be self-funded. The
quality of provision (outside of ITE) is only judged by self-evaluation
or occasional independent evaluation, although Welsh Government
are currently developing a quality kitemarking process. The advice
that teachers receive on their career progression will be dependent
on whatever processes are in place in their schools or, from university
staff if they undertake formal qualifications.

Other Professions

6.8.

What is outlined above is not comparable to the ‘talent management
and development’ orientated approaches that are in place in many
other graduate professions and school systems, which are intended
to secure the best possible recruitment, retention and career
progression outcomes.

6.9.

6.10.

6.11.

Social Work as a profession in Wales faces the same recruitment and
retention problems as teaching. Social workers receive their initial
training through either a 3-year undergraduate programme or a 2-year
postgraduate course that leads to an MSc. Employer-led continuing
professional development is a requirement of all registered social
workers and is provided through an ongoing Continuing Professional
Education and Learning Framework (CPEL) which begins with a First
Three Years in Practice Framework. This comprises an induction
phase, an individual development plan for the first year in practice and
a consolidation programme over the next two years leading to renewal
of registration. The Consolidation Programme is led by two clusters

of local authorities and accredited by two universities. Further non-
mandatory, quality assured, professional learning can be accessed via
the CPEL Framework.

Nursing has the same recruitment and retention challenges as
teaching and social work. Welsh-domiciled students do not have

to pay undergraduate nursing degree course fees and can also
apply for bursaries. Following graduation and registration, career
progression routes include clinical, advance nurse practitioner and
consultant pathways. Working conditions allow for flexible working,
childcare vouchers, work-life balance initiatives and on-site creche
facilities. During their early career development, nurses undertake a
preceptorship programme where they are coached by an experienced
practitioner, who is responsible for teaching, mentoring, coaching,
supervising and evaluating new entrants. Nurses are required to
undertake career-long professional development to maintain their
registration.

Nursing sits within the Welsh Government funded Health Education
Improvement Wales (HEIW) which has replaced the former University
Medical School Deaneries. This has strategic oversight of recruitment
and workforce development for a wide range of medical, clinical and
allied professions in Wales including the transition of medical students
into practice, GP training, specialist training (over 60+ programmes),
primary and community care, pharmacy, physician associates
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and work-based learning and apprenticeship programmes. As its
website reveals, it provides a wide range of opportunities for these
professionals to develop their practice and maintain their registration.
It thereby signals to potential entrants to these professions the wide
range of career development opportunities that would be available
to them.

Developments in Teaching

6.12.

6.13.

6.14.

Some international education systems faced by recruitment and
retention issues have introduced workforce development plans as a
way of addressing these challenges. Iceland, for example, brought
together all stakeholders to develop a New Profession Strategy
which has led to a threefold increase in recruitment to initial teacher
education in its two universities.

Australia published its National Teacher Workforce Action Plan in
2023. It prioritises improving teacher supply, strengthening ITE and
teacher retention, raising the reputation of the profession and a better
understanding of workforce needs. Its action points in relation to
teacher retention include stronger support for early career teachers,

a wider range of career pathways including Highly Accomplished and
Lead Teacher routes and easier access to professional development.

England has introduced an Initial Teacher Training and Early Career
Framework in 2024. This is a revised version of the framework first
introduced in 2019 that was not well received by schools or ITT
providers as it placed additional workload upon them. The framework
sets out 8 standards that student teachers/ teachers are expected

to meet during their ITT and early career development and provides
a range of academic and other references to elucidate and support
the achievement of the standards. The revised framework provides
fully funded time of teaching for participants in their second year

6.15.

6.16.

of teaching and extended support from Mentors. It is currently
being piloted in a limited number of schools and evaluated by the
Education Endowment Foundation and the National Foundation
for Education Research.

Faced by the specific challenges in recruiting and retaining teachers
in the Welsh-medium sector, the Welsh Government in 2022
introduced a Welsh in Education Workforce Plan. This sets out a
series of objectives and actions including widening ITE routes and
improving the retention of teachers in the profession. In essence it is
a recruitment strategy with some focus on retention, including the
recent introduction of a retention bursary.

If Wales is to improve its recruitment and retention of teachers
and to develop the quality of teaching in its schools, there is a case
for establishing a workforce development plan that both maps
seamless career progression and helps to make teaching far more
attractive to potential entrants. Our research indicates that there

is almost unanimous support for such a development across the
education system.

Summary Headlines

* A cohesive and systematic career development pathway for teachers
in Wales does not currently exist

* Many other graduate professions provide such pathways

* Other nations are developing workforce development plans for teaching

* There is unanimous support for introducing such as plan in Wales.
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Implications

The implications of the current teacher recruitment and retention
challenges in Wales are serious and manifold. They include impacts
on educational funding, teacher workload, the quality of teaching,
pupil outcomes, school improvement, educational equity, leadership
succession and successful policy implementation.

7.5.

Funding

7.2.

Under-recruitment to secondary PGCE programmes in Wales in 2023-
24 will have led to approximately £6.3 million not being transferred to
university/school partnerships by the Welsh Government. The year-
on-year loss of this funding is a major deficit of badly needed potential
income for schools and universities. In addition, schools are having to
spend scarce resources on frequent advertising and the high cost of
supply teaching to cover vacancies.

7.6.

Workload

7.3.

Teacher workload is impacted through vacancies leading to increased
class sizes and the loss of non-teaching time. Because of the churn

in their staffing, middle and senior leaders are having to spend more
time on supporting increased numbers of newly qualified and early
career teachers. When some of these leave at an early point in their
career, this represents a significant loss of time and investment in
these staff.

7.7.

Teacher Quality and Pupil Outcomes

7.4.

It is inevitable that recruitment challenges and the loss of teachers
will impact on teacher quality. Some university tutors report that they
are recruiting applicants that would not have been accepted in the

past and headteachers (both primary and secondary) believe that the
quality of any applicants they do receive has declined over the years.
For example, one headteacher recalls how he decided to release three
NQTs from their short-term contracts because, despite all the support
they had been given they continued to struggle. They all managed to
move to new posts locally within a short period. He provided honest
appraisals of the teachers to his fellow headteachers, but they were all
desperate to appoint to vacancies and prepared to take a risk.

Even in subjects where recruitment is relatively healthy, one school
leader recalls that when she was appointed to her first post in
successful school in an affluent area there were 78 applicants and
now, in the same school, they would expect to receive 2 or 3. Estyn

no longer grade the quality of secondary subject teaching. When they
did so the subjects that had the strongest recruitment profiles (such
as Physical Education and History) had the highest average quality
grading: those with the greatest recruitment problems generally had
the lowest.

Educational research and inspection evidence identifies the quality of
teaching as the most important factor enabling pupils to achieve their
potential. Because they are faced by high levels of teacher vacancies,
senior leaders are increasingly having to deploy experienced,
specialist subject teachers to teach GCSE and A level classes, rather
than enabling them to work with younger pupils. This has inevitable
impact on the quality of the teaching that younger pupils receive and
is in contradiction to research evidence which suggests that this is the
age when pupils are likely to become disengaged from education if
their interest is not stimulated.

Whilst this report will suggest below that there is a case to be made
for secondary teachers being developed to teach a second subject
area, in some cases headteachers are forced to ask teachers to teach
3 or even 4 subjects when they have a limited background in these
areas. This is likely to have an inevitable negative impact on teacher
quality and retention and pupil outcomes.
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School Improvement

7.8.

As has been pointed out earlier if schools and education systems

are to improve their outcomes, they require high quality teachers

in sufficient numbers. Research and inspection evidence on school
effectiveness could be summarised as establishing that good schools
focus on ensuring consistently good classroom teaching and strong
partnerships with parents and local communities. Recent research in
Wales on schools which have had poor inspection outcomes or where
their local authorities have serious concerns that this might happen,
face challenges with the quality of teaching and much of this will have
been impacted by recruitment and retention problems.

Educational Equity

7.9.

7.10.

711,

Most of these schools will be in areas of socio-economic disadvantage
and the challenges of teacher recruitment and retention have a major
impact upon these schools. It could be argued that an unintended bias
exists against these schools in relation to recruitment and retention.
The criteria developed by Welsh Government for participation in ITE
partnerships makes it far more difficult for these schools to participate
and to have the opportunity to offer them posts (as other schools

do) during their ITE programmes. It also denies students the chance
to experience both the challenges and rewards of teaching in these
schools.

Not only do these schools face the greatest challenge in recruiting
teachers, they are also the schools with the most serious retention
challenges, made worse because they have so many vacancies,
resulting in increased teacher workload and less opportunities for
professional learning and career development.

Research on teacher quality and school effectiveness identifies
that high quality teachers make the greatest difference of all for
pupils from disadvantaged backgrounds. The current recruitment
and retention situation in Wales works in complete contradiction to

712,

7.13.

7.14.

this body of knowledge. Our most disadvantaged schools struggle
to recruit any teachers and to retain many of those who can make
the greatest difference for pupils. This is contributing, therefore,
significantly to the wide attainment gap that exists in Wales between
pupils from working class backgrounds and children from more
affluent backgrounds.

Teach First is an ITE programme that aims to recruit high quality
graduates to teach in the most socio-economically challenging
environments. It is an established element of teacher education in
England and operated in Wales from 2013-2020.

Extensive research has been undertaken on Teach First in England.
This shows that whilst Teach First students have a higher course
completion rate than other ITE students and are more likely to
progress into teaching posts after their PGCE, they are also less likely
to stay in teaching after their NQT year compared to teachers who
have progressed through other routes. Changes to the Teach First
programme in recent years have, however, led to much stronger
retention rates which are now better than other ITE routes.

The research also reveals that Teach First has had a significant impact
on recruitment and retention in the most disadvantaged schools

and that it has, thereby, contributed to better student achievement,
behaviour and overall school improvement in these schools.
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Leadership

7.15.

7.16.

The research on Teach First also reveals that those who remain

in teaching are much more likely to move into middle and senior
leadership roles: 12 times higher after 3 years in the profession
compared to teachers from other ITE routes. This is revealing given
the context in Wales where schools (primary and secondary) are
finding it increasingly difficult to fill leadership roles including
headteacher positions. It supports research undertaken for the
National Leadership Academy in Wales which points to a limited pool
of qualified candidates being available for these roles.

It is apparent therefore, that problems with recruiting and retaining
the best quality candidates into teaching contribute to later problems
with leadership appointments. Recruitment and retention in Wales
are a whole system issues - stretching from initial teacher recruitment
right through to head teacher appointments and a growing number
of local authorities in Wales perceive the problem in this way and are,

therefore, developing holistic strategies for recruitment and retention.

Policy Implementation

7.17.

Finally, the ambitions of the Welsh Government for education as set
out in its strategic mission? and which embrace the enactment of
the Curriculum for Wales, the improvement of educational standards
(including results in the Programme for International Student
Assessment) and the narrowing of the educational attainment gap,
will inevitably be made more difficult because of the recruitment
and retention situation. The impact on improving equity in education
has already been focused on above, as has the challenges faced in
improving the quality of teaching to raise standards, which in relation
to PISA with its focus on the literacy numeracy and scientific skills

of 15 years olds is made immeasurably more difficult by the acute
shortages of specialist teachers in these areas.

7.18.

7.19.

In relation to the Curriculum for Wales little consideration was given
to the ITE implications of introducing the new curriculum, although
these were highlighted by teachers involved in its development.
This includes the potential difficulties, raised by some headteachers,
that might result from ITE students in England feeling that they
may no longer be able to teach in Wales. These factors and the lack
of preparation of ITE students to teach more than one secondary
subject and examples of where, faced by subject vacancies,
schools are ceasing to offer subjects such as Music and Drama, all
have consequences for the successful implementation of the new
curriculum.

For these reasons, there is a strong view that the current recruitment
and retention situation represents ‘an existential crisis’ for the
education system in Wales.

Summary Headlines

* The current challenging teacher recruitment and retention situation
in Wales has serious implications for educational funding, teacher
workload, the quality of teaching, pupil outcomes, school improvement,
educational equity, leadership succession and successful policy
implementation

* The most significant impacts are experienced by schools in areas of
socio-economic disadvantage

* These challenges may represent an ‘existential crisis’ for the education
system in Wales.

2 Welsh Government (2023). Our National Mission: High Standards and Aspirations for All. Cardiff: Welsh Government.
Our national mission: high standards and aspirations for all | GOV.WALES
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Recruitment to Initial Teacher Education

The evidence we have collected suggests that if ITE recruitment is to
be improved and sustained the following options for change need to
be considered:

* A national campaign should be developed to promote teaching as

of an intrinsic desire to make a difference to the lives of others

and to society. They hold these views much more strongly than
their counterparts who are considering other career routes. Rather
than being in decline, these attitudes are more strongly held by
Generation Z graduates (those born after 1997) than Millennials
(those born in the 1980s and 1990s)

. . . . . 8.5. What deters the graduates with these positive inclinations to
a high-status profession with an attractive career profile. ) )
teaching from entering ITE are concerns about salary levels,

* A funding offer for potential postgraduate ITE students should be workload and a lack of work flexibility. As has been considered earlier
developed which recognises the student debt they will already have in this report, the impact that salary levels have on recruitment is
incurred and the potential value they can provide through public unclear and is but one of several motivational factors. Nevertheless,
service as a teacher. recent (2023 and July 2024) salary settlements will go some way

« An improvement in professional marketing and recruitment to ITE to restore teacher salaries compared to other graduate professions.
programmes and of teaching as a career. Issues relating to workload and flexible working are considered

o _ ) ) further below in sections 9 and 10 of this report
* The availability of a wider range of routes into teaching.
8.6. The national campaign should be led by Welsh Government
(politicians and officials) and include local authorities, Estyn, the
Promoting Teaching as a Profession Education Workforce Council, universities, the teaching associations,
8.2. A national campaign is needed to counteract negative perceptions headteachers and their schools.

of teaching and to encourage potential entrants to consider

teaching as a career. This should promote teaching realistically as Postgraduate Funding

a challenging profession but one that can be personally fulfilling,

makes a difference for young people and for society, particularly 8.7.  Graduates who may be intrinsically interested in a career in teaching

those who are most disadvantaged and which can be intellectually but who may have the concerns about entering the profession, are

and financially rewarding. also influenced by the fact that they will need to incur further student
) ) ) _ debt. This on average, is currently estimated to be £48,740 by the
8.3.  Other countries (Finland is the country most instanced) have long time an undergraduate degree has been completed and will be even
benefited educationally and socially through promoting teaching larger if potential PGCE students have undertaken postgraduate

in this way and some other countries (SL_JCh as I(_:eland) have turngd study. Given that they are not certain that eventually teaching will

around the challenges.they have faced in recruitment and retention be their career choice or if they will be successful in completing the

through such a campaign. course/obtaining a teaching post, this probably acts as a significant
8.4. Recent research has shown that graduates still generally have a disincentive.

positive inclination towards teaching as a career. This is because
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8.8.

8.9.

8.10.

8.11.

8.12.

8.13.

On balance the bursary incentives that are currently offered to
graduates in shortage subject areas do not have a positive and
sustained impact upon either recruitment or medium to long term
retention in the profession.

Given the situation that is currently being faced in relation to both the
number and quality of students currently applying for ITE courses,
the possibility of introducing a no-cost or low-cost offer for potential
ITE students might be considered.

This might be justified in cost-benefit terms by:
* The funding currently expended on bursaries.

* The cost to schools of employing supply teachers to cover
vacancies and teacher sickness stemming from increased workload.

* The unseen costs of teacher shortages/lower teacher quality on
pupil outcomes and the efficient functioning of schools.

* Teaching as a public service that contributes major economic and
social benefits to society.

It would seem sensible, therefore, for Welsh Government to
commission a rigorous cost-benefit analysis on postgraduate ITE
funding leading to financial modelling options and recommendations.
This should consider the situation in relation to the PGCE Primary and
PGCE Secondary subject areas.

It would also need to ensure that universities (and through them their
partnership schools) would continue to be funded to at least current
levels to offer course provision. As has been the case in the past in
Wales and is common in other countries where funding incentives are
in place, graduates may be required to remain in the profession for an
agreed number of years, failing which they would be asked to make
compensatory payments.

It is evident that the current funding situation for postgraduate
ITE acts as a significant disincentive to recruitment and it possible
that a no-cost or low-cost offer alongside the other interventions

recommended here, would help to significantly address current
recruitment and retention problems.

Marketing and Recruitment

8.14.

8.15.

8.16.

8.17.

8.18.

Research has shown that primary school pupils in Wales place
teaching as their second highest career choice. Although similar
research has not been undertaken with secondary pupils it is
probably the case that these aspirations decline in this age group.
Nevertheless, as has been indicated above, many undergraduates/
graduates retain intrinsically positive attitudes towards teaching.

Tapping into this potential interest in teaching as a career seems to
be undeveloped and uncoordinated in Wales. It is unclear to what
extent teaching as a career is promoted with pupils and parents in
secondary schools and by Careers Wales and the ending of work
experience in Year 10 has removed the chance to experience the role
at first hand.

Pupils in our case study schools reported that the possibility of a
career in teaching had not been suggested to them as an option,
even in school career events. It is also apparent that whilst schools
celebrate the success of alumni in many occupational areas, they
rarely, if ever, do so in relation to former pupils who enter teaching.

Although the Education Workforce Council does undertake publicity
work on teaching as a career, there is not the high-profile campaign
that was once undertaken by the, now defunct, Teacher Training
Agency on behalf of Welsh Government.

University Career Services do, however, provide information for
undergraduates, organise career fairs, make links with ITE institutions
and offer undergraduates the opportunity to gain ‘taster’ experiences
in local schools. The involvement of ITE Tutors in these processes

is variable and dependant on their workload and motivation. They
accept that they do not have the knowledge, skills and experience

to be successful graduate recruiters. Headteachers are rarely, if ever,
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8.19.

8.20.

8.21.

8.22.

8.23.

involved in these recruitment processes in contrast to the situation in
other professions.

In two subject areas (Modern Foreign Languages and Physics) Welsh
Government funded mentoring programmes enable undergraduates
to work with pupils in local schools. These programmes are led from
Cardiff University and involve other universities in Wales. The main
purpose of the programmes is to encourage greater numbers of
pupils to pursue these subjects at GCSE and A Level, but they do
provide ‘taster’ opportunities for undergraduates in teaching. Some
of these undergraduates do later apply for ITE. A similar scheme for
Welsh has been developed by Coleg Cymraeg Genedlaethol, again
with support from Welsh Government.

Whilst these programmes are worthwhile, there is limited liaison with
ITE institutions, and it is unclear why they have not been extended to
other curriculum areas.

This picture of disparate and uncoordinated careers activity
compares very unfavourably with graduate recruitment for careers
in other public service sectors and the private sector. In these cases,
recruitment processes are highly professional, utilising professional
recruiters and senior professionals to promote attractive career
progression opportunities within the highly competitive graduate
labour market.

It is evident that there is, therefore, a need in Wales for a coordinated
national recruitment programme for teaching in Wales that works
with schools, local authorities, Welsh Government, EWC, universities
and other organisations.

Alongside a national campaign for teaching, an improved funding
offer for postgraduates and a stronger career progression profile
of the type set out below in section 10 of this report, professional
recruiters should be working with schools and universities to
promote teaching as a career and to recruit undergraduates

and postgraduates to the profession. Final entry to university
programmes will, of course, need to remain the prerogative of HElIs.

Wider Range of Routes Into ITE

8.24.

8.25.

8.26.

8.27.

Whilst fully recognising that teaching is and should continue to be
perceived as an intellectual and not a technical activity, there is broad
agreement that a much wider range of routes into teaching should

be provided in Wales. This was the almost unanimous view of the
local authorities and schools who participated in the research, and it
was also strongly supported by the undergraduate, past and present
PGCE students surveyed.

Existing ITE programmes in Wales are relatively new and
considerable time and energy have been expended on developing
them. They are continuously evolving and improving and will have an
important contribution to make to future recruitment and retention.

As has been indicated earlier in this report, however, many of our
respondents feel that because of its intensive nature the 1-year PGCE
may not be an attractive option for all graduates who are considering
teaching as a career and it may also contribute to non-completion of
the programme. Having completed it, many NQTs either do not enter
teaching or choose to work as supply teachers. It is also likely that
the low retention rates of teachers in the first 5 years of their career
is partly caused by being insufficiently prepared for teaching by the
PGCE and their early career development.

For these reasons, our data strongly indicates that if recruitment and
retention to teaching in Wales is to be significantly improved, current
routes into ITE should be supplemented by additional programmes
that aim to:

* Provide an alternative model to the current PGCE.
¢ Add to the overall quality of entrants into teaching.

* Address the acute shortages of secondary teachers in the most
socio-economically disadvantaged schools.

* Address the needs of those who wish to undertake work-based
routes (additional to current provision offered by the Open
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8.28.

University) and under-represented groups, including those from the
ethnic minority community.

* Better meet the needs of schools (for example, in preparing
teachers for second subject teaching) and the Welsh education
system (for example, preparing teachers to specialize in Areas of
Learning and Experience within the Curriculum for Wales).

This might lead to the following additional routes into teaching being
offered, subject to validation by universities and to accreditation:

» An alternative PGCE which is part of a ‘long/thin process’ of teacher
development more suited to the needs of the modern profession.
This is further elaborated in Section 10 of this report below.

* 3-year secondary undergraduate programmes, which would enable
students to specialize in more than one subject area.

3-year generic undergraduate programmes (similar to the 3 /4-
year Certificate of Education/BEd courses provided in the past)
for primary/secondary teaching, including the development of
specialism in one of the Areas of Learning and Experience of the
Curriculum for Wales.

A 2-year PGCE that would provide students with generic modules
supplemented by specialist pathways in primary, secondary and
post-16 education, enabling them to teach in one or more of these
sectors. Approximately two-thirds of current PGCE Secondary
students surveyed said that such a route would have been
attractive to them.

A 2-year Teach for Wales, work-based programme that would seek
to recruit highly able and motivated graduates to work in schools
where there are the most significant recruitment and retention
challenges, including Welsh-medium contexts and schools in socio-
economically disadvantaged areas.

* Degree-level apprenticeships and school-based postgraduate
apprenticeships. Approximately three-quarters of current PGCE
Secondary students surveyed believed that such routes would be
attractive to potential entrants, allowing more time for gradual progression
and development and being financially attractive. Universities involved in
these programmes in England believe they provide high quality academic
learning and rigorous skills development that particularly appeal to mature
students and those from more working-class backgrounds, thereby being
transformative for individuals and social mobility.

8.29.

* Bridging programmes that would enable both Welsh speaking
pupils who have undertaken undergraduate studies in Wales and
other countries through the medium of English, to have more time
to develop their Welsh Language skills to a level where they could
teach in Welsh-medium schools in Wales.

Exploring these possibilities would require Welsh Government and
EWC to invite universities, local authorities and schools to work
with them in undertaking scoping and preparatory work. Based on
the evidence we have collected, innovative and creative thinking of
this type is urgently needed to address recruitment and retention
problems in the teaching profession in Wales.

Summary Headlines

* Improvements to recruitment could be achieved through a combination
of a national campaign to promote teaching, a more attractive funding
offer to graduates, more professional recruitment and marketing and
additional routes into teaching

* A national campaign to promote teaching should be led by Welsh
Government and should portray teaching as a high-status profession
which offers an attractive and fulfilling career profile

* A cost-benefit analysis should be undertaken to consider the
potential for offering graduates a no-cost or low-cost opportunity to
undertake ITE
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¢ A professional recruitment strategy for teaching should be developed
that exploits the intrinsic motivation that many young people have for a
career in teaching

« Additional routes into teaching should be introduced which offer
innovative, high quality, opportunities to improve the numbers entering
teaching in Wales and the quality of new entrants.

9. Recruitment and Retention in Schools

9. It is of crucial importance that schools are centrally involved in work
to promote teaching as a profession, to recruit students to ITE and
thereafter to their schools and in ensuring the highest possible rates
of teacher retention.

Recruitment

9.2. All schools should be encouraged, as part of their core school
improvement activity, to participate in promoting the teaching
profession as a career and encouraging young people to undertake
ITE. This could include participating in promotional activity of the
type proposed in section 8 of this report, providing opportunities
for practical work experience for students, active involvement in ITE
partnerships and in developing new, innovative, additional routes into
teaching.

9.3. Some schools encourage secondary pupils to think about a career
in teaching, providing them with practical classroom experiences
in their own and other schools. In one Academy chain in England
the schools offer a ‘Teachers for Tomorrow’ programme where
older secondary students who are interested in teaching can gain
experience of working with other young people as Scout leaders,

9.4.

9.5.

9.6.

9.7.

9.8.

sports coaches, instrumental music tutors and as teaching assistants
in primary schools.

Schools should also be centrally involved in promotional activity
undertaken by government and other agencies, providing
opportunities for those interested in teaching to gain realistic,
practical insights and experiences of the opportunities and
challenges involved in schools. Schools should be incentivised to
participate in these promotional activities.

Many schools are already involved in ITE partnerships and should be
more strongly encouraged to be actively involved in their leadership
and governance and receive recognition for this by Estyn and others.

Central to this involvement should be the high quality of mentoring
and coaching support for student teachers. The importance of
mentors and coaches in recruitment and retention and the need to
raise their status within the teaching profession has been highlighted
earlier in this report and will be considered more fully in section 10
below.

If schools are to be more centrally involved in ITE then as many
schools as possible should be involved in ITE partnerships. Whilst this
decision will ultimately rest with schools and might not be thought

to be appropriate for schools facing school improvement challenges,
otherwise it might be sensible for there to be a presumption that all
schools would seek to be involved in ITE partnerships as part of their
school improvement activity.

This might require Welsh Government and universities to revisit the
current criteria for the involvement of schools in ITE. As has been
pointed out earlier in this report, the current criteria have led to a
situation where many of the most socio-economically disadvantaged
schools in Wales, who face the most severe teacher recruitment
challenges, are excluded from ITE partnerships. Given that a very
high percentage of student teachers obtain their first posts in the
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9.9.

9.10.

schools in which they have undertaken ITE, this results in a lack of
inclusive practice and hampers the work of these schools in raising
the attainment of pupils from working class backgrounds.

In the current situation where recruitment to secondary posts is
highly competitive, schools need to ensure that they promote the
posts they advertise as attractively as possible. The evidence from
the graduate recruitment market suggests this should not only be
focused on the salary on offer and the nature of the post, but also
what the first ten years of a career in the school might offer, what
support will be provided in their early years of teaching and how they
can contribute to the wider vision of the school and its improvement
strategy.

Research evidence suggests that this is particularly important for
schools serving the most disadvantaged communities. They often
promote their schools as providing supportive working environments,
high-quality facilities, opportunities for career development, support
for staff welfare and wellbeing including attention to work/life
balance and various financial incentives such as healthcare benefits
and discounted services.

Retention

9.1

9.12.

9.13.

Given that it is estimated that around 40% of those who undertake
ITE no longer are working in publicly funded schools in the UK five
years later, the importance of teacher retention is self-evident.

As has been pointed out in section 5 above, the factors which
contribute to better retention rates in teaching include flexible
working conditions, career development opportunities and a school
culture where senior leaders ensure these are in place.

The detrimental impact which excessive workload can have on
teacher wellbeing are well established and have been reflected earlier
in this report. Managing this is one of the factors that contributes

to serving and prospective teachers seeking greater flexibility of

9.14.

9.15.

9.16.

employment, which has been heightened by the trend to hybrid
working in other areas of employment. Increasingly teachers are
interested in flexible working hours, job sharing, career breaks and
other variations to their terms and conditions of employment.

Whilst examples of these practices have been growing in teaching
pre- and post-pandemic, they are inevitably a challenge for the
school system. It is a challenge which will need to be met, however,
through innovative thinking and practice if the attractiveness of
teaching as a profession is not to be further eroded. As has been
pointed out earlier in this report, many NQTs and later career
teachers are already opting to take supply contracts rather than full-
time teaching posts, so that they can control their working hours and
enjoy holidays and other family-related activities at a time of their
own choice.

In England several developments are taking place to introduce
greater flexibility in teaching. For example, some Academy Chain
schools are currently introducing a 9- day working fortnight for their
teachers and the Secretary of State for Education in England has
recently announced that teachers can spend all their allocated PPA
(preparation, planning and assessment) time working from home if
they so wish. As has been pointed out elsewhere in this report, this
may result in existing and potential teaching staff being attracted
away from Wales to teach in England, particularly in border areas.

Attractive and supportive career development pathways are of
critical importance in teacher retention. The crucial first phase of
this is the induction process for NQTs and early career development.
Research has shown that if they are given the right support, early
career teachers make the most rapid development in the first two
years of teaching following ITE. This reflects the situation in other
professions whereby this stage is when the learning curve is at its
steepest and when new recruits need the most enrichment and
nurturing.
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9.17.

9.18.

9.19.

9.20.

9.21.

9.22.

The research evidence also points to the critical importance of this
early career development being classroom based with support

from mentors and coaching provided by experienced and highly
competent teachers. This should be a two-way relationship with the
needs and roles of both mentors/coaches and early career teachers
being given voice so that a shared understanding can be developed.

In essence this represents a form of apprenticeship and includes
reduced timetables, structured coaching and planned, personalised,
professional learning in a way that is commonplace in medicine and
other professions. The research evidence identifies that this is a

key retention approach for all teachers, but particularly so for early
career teachers and those teaching in the most challenging socio-
economic circumstances.

There is a lack of robust empirical research or inspection evidence
on the extent to which these approaches are in place currently in the
Welsh education system, but the research undertaken for this report
suggests that such practice is limited and variable in quality.

Welsh Government have introduced revised guidance for schools and
local authorities on supporting NQTs through the induction period
and this reflects much of the practice pointed to above. Our evidence
suggests, however, that this is generally not well represented in the
experience of these novice teachers.

It is critical that these practices are a central part of the culture and
school improvement vision of a school as developed by its senior
leaders. Recent research has emphasised that having this support
and development in place is often more important for teacher
retention than salaries and working conditions.

In successful schools, senior leaders develop what is often
described as a ‘talent management strategy’ that reflects innovative
practice in other professions. This focuses on identifying the talents
of all staff, deploying them to achieve the greatest impact and
providing them with personalised professional learning designed to
develop their potential.

9.23.

9.24.

9.25.

In school federations this might involve moving staff across schools
providing them with opportunities for personal growth and for
where they can make the greatest impact. This is seen as a ‘win-win’
approach that both enhances teacher development and retention
and supports school improvement. It involves senior leaders viewing
their workforce as a single cohesive team, or as one headteacher
expresses it as a ‘Faculty of Education’.

In England, the Chief Executive Officers of Multi Academy Chains
have recently developed a ‘Retention Promise’ for all their current
and prospective teaching staff based on the following commitments:

e Access to learning and development

 Participating in shaping the work culture within the school
* A safe working environment

* Help with workload management

* Support for improved work/life balance

* Accountability being used as a force for good.

As in this case, promoting teacher recruitment and retention and
supporting school improvement at scale, may require schools to
work together in various forms of alliances, involving local authorities
and higher education institutions. Whilst this might be structured
within a national framework, it could be localised to reflect the range
of contexts that exist in Wales. Further consideration of these issues
is provided in the next section of this report.

Summary Headlines

* Schools should be encouraged to promote teaching as a career and entry
into ITE as part of their core school improvement activity

* Welsh Government criteria for ITE should be revised to facilitate the
involvement of as many schools as possible in ITE, including participating
fully in the leadership and governance of partnerships
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¢ Schools should ensure that the mentoring and coaching that they provide 10.3. This would reflect similar developments in other professions in the

for student teachers is of the highest possible quality UK and some international education systems. We have found almost
unanimous support for such a development from all the individuals
and organisations that have participated in this research, including
headteachers, local authorities, universities, undergraduate and ITE
students and NQTs.

¢ Schools and local authorities will need to provide greater flexibility of
employment for teachers if the attractiveness of teaching is not to be
further eroded

e Supportive professional development opportunities are important
in retaining teachers throughout their careers, but particularly for
early career teachers and those teaching in the most challenging Repositioning Teacher Education and Early Career Development

circumstances 10.4. Research evidence suggests that rather than ‘front-loading’ initial

* Classroom-based mentoring and coaching can enable early career teacher education as is currently the case, it should be structured
teachers to make rapid progress in the first two years of their as a ‘long and thin’ process that embraces initial and early career
employment development. This would reflect practice in some other education

* The above approaches are not currently well established in the systems and many other professions, such as medicine.

education system in Wales 10.5. This would reflect the research evidence presented earlier in this
report on the learning curve experienced by professionals, including
teachers, whereby the trajectory of their development can be rapid
in their early years in the profession, following their initial education
and training. It also reflects the central importance that work-based
mentoring and expert coaching can play in this process.

* Leadership to provide these opportunities at local level and at scale
in Wales is likely to require collaborative work between schools, local
authorities and universities.

10.6. As has been suggested above, this is best seen as an ‘apprenticeship’
type progression where novice teachers have reduced timetables,
structured opportunities for undertaking research, enquiry and
reflection and receive the support of mentors and expert coaching

10. A Teacher Workforce Development Plan for Wales

Introduction of experienced and highly competent teachers. This should also

10.1.  As was proposed in section 6 of this report and has been a central facilitate much greater use to be made, than has been reported
theme in the primary evidence collected by this research, if the to currently be the case, of the Welsh Government’s Professional
challenges associated with teacher recruitment and retention Standards for Teachers.

in Wales are to be overcome, a strategic Teacher Workforce

. . 10.7. This would not represent a departure from the philosophy and
Development Plan for Wales is required.

pedagogy that underpins current teacher education programmes

10.2. This should integrate ITE, early career development and career-long in Wales. It would, however, reposition this approach so that it took
professional learning (including a range of leadership pathways) into place over a longer time-period, consistent with what we know about
an integrated system that would aim to improve recruitment and the way in which professionals develop their competence and in a
retention and teacher quality. way that reduces the current workload and related wellbeing issues
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10.8.

10.9.

10.10.

10.11.

10.12.

reported by many ITE and early career teachers. It would be justified
by the prospect that it could make teaching a more attractive
profession to enter, improved retention rates and significant
improvements in the quality of teaching.

Adopting this approach would require existing partnership
arrangements for ITE and those in place for the induction of NQTs to
be combined into one single process involving partnership working
between (potentially all) schools, local authorities and universities.
Whilst this should take place within a national framework, it should
also allow for local and regional arrangements that reflect the variety
of contexts which exist in Wales.

There will of course be technical issues to be considered in moving
in this direction, such as the stages of progression of undergraduate
and postgraduate ITE students, the profile of early career teachers
who undertook ITE outside of Wales, the need to encompass this in
new types of ITE provision and the timing of the award for Qualified
Teacher Status. These should not, however, prove insurmountable.

These developments could also provide an opportunity for closer
integration of school-focused teacher education programmes and
post-16 education and training provided through PCET (Professional
Certificate of Education and Training) programmes.

Teaching/Lecturing is unique amongst professions in requiring
students to decide pre-entry if they wish to be prepared for primary,
secondary or post-16 education sectors. Other professions provide
generic preparation, a range of experiences and allow emerging
professionals to choose their own progression into specialist areas
and further professional development.

In addition, a perverse situation exists whereby those who obtain
Qualified Teacher Status can teach in post-16 education institutions
but PCET qualified staff, many of whom have vocational skills

and experience that would enable schools to offer additional
qualifications to young people, are not able to teach in schools.

10.13.

Welsh Government and the Education Workforce Council have
already undertaken work in this area and the repositioning of

teacher education and early career development would enable

these anomalies to be addressed for the benefit of all (including
young people) and for further education institutions and other
post-16 providers to be involved in partnership provision alongside
schools, local authorities and universities in a way that would improve
inclusivity in Welsh education.

Career Long Professional Development

10.14.

10.15.

10.16.

It is essential that this nurturing and enrichment of early career
teachers is continued into career-long professional development
opportunities which support teacher retention and improved teacher
quality.

To this end, the current professional learning provision and framing
provided by the Welsh Government and other organisations including
the National Entitlement to Professional Learning, the National

MA Education, the National Professional Enquiry Programme, the
emerging national EAD programme and the various leadership
pathways that are available should be integrated into the national
workforce development plan.

The plan should also provide additional opportunities and pathways
designed to make teaching more attractive as a career and to
improve teacher quality. In recognition of the importance that high-
quality teaching should play in school standards and improvement,
this should include leadership programmes for:

* Excellent (Chartered) Teacher Status

* National and Subject Leaders of Education.
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10.17.

10.18.

10.19.

10.20.

10.21.

There might also be other professional learning opportunities within
the development plan such as secondments, research sabbaticals,
and international visits and placements. These have been available
in the past in the Welsh education system and are a feature of
many other professions and graduate career contexts. Their current
absence is something that many headteachers feel has made
teaching far less attractive as a career.

Of critical importance should be provision for teachers to develop as
mentors and coaches. Mentors have a crucial role to play in initial and
early career teacher education. The mentors who have participated
in this research have generally reported, however, that they feel that
their role is undervalued as they do not receive any enhanced status
or financial incentives for undertaking this work and rarely receive
any reduction in teaching time to enable them to perform their role.
It is hardly surprising, therefore, that concerns about the quality of
mentoring have been a constant theme of Estyn reports on ITE over
the last 30 years since it became a formal part of ITE programmes.

As has been highlighted earlier in this report, the role of expert
teachers acting as coaches with their fellow professionals is of
profound importance in teacher development and quality. Research
evidence shows that high quality coaching can improve teaching
quality, pupil outcomes, staff workload management and wellbeing
and overall school improvement.

The evidence is also clear on what contributes to successful coaching
including collaborative problem solving, dialogue and reflection and
the establishing of strong relationships between coaches and those
they are coaching. It should embrace both the general and subject
specific requirements of teachers, aligned to their needs and the
contexts and specific challenges they are facing.

It is also clear that if teachers are provided with the right support,
time allocation and other incentives, that acting as mentors and
coaches can itself be highly motivating and fulfilling to these
professionals as well as to the teachers they support.

10.22.

10.23.

Whilst many schools in Wales have sought to develop mentoring and
coaching provision and have been supported by Welsh Government
funded provision in this area, there is not currently any national
programme or career structure that enables teachers to develop
their leadership skills as mentors and coaches. Given the importance
of these roles, this should, therefore, be a major component of a
national workforce development plan.

An example of how one headteacher of a large school federation in

England has put in place a framework designed to improve teacher

retention, progression and quality, suggests the type of approach to
school-based professional development that might be included in a

national plan:

* Phase 1 (Years 1 and 2 of teaching): Developing from being an NQT
to a novice teacher

* Phase 2 (Years 3-5): Developing Teaching Mastery and becoming a
novice teacher developer

* Phase 3 (Years 6-7): Expert Teacher, Mentor and Novice Leader
* Phase 4 (Years 8-9): Expert Teacher and Middle Leader

* Phase 5 (Years 10>): Senior Leader.

Funding

10.24.

Providing these opportunities as part of a national plan will require
considerable additional investment in the education system in Wales.
The justification for this would be to address the current crisis in
teacher recruitment and retention and the detrimental impact this

is having on educational standards in Wales. It could be suggested
that if the quality of an education system is indeed only as good

as the quality of its teachers, that this requires appropriate public
investment in teaching as a career.
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Summary Headlines
* A Teacher Workforce Development Plan for Wales should be introduced

* Within this plan the initial development of teachers should be
re-positioned as a single integrated process incorporating ITE and early
career development

¢ PCET should be incorporated into this revised process

* Enriched opportunities for professional learning, including a wide range
of leadership pathways, should be incorporated into the plan

* The role and development of Mentors and Coaches should be a major
element of the plan.

11. Implications

n.1. Based on the extensive empirical evidence that has been collected,
this report has argued that the current challenges associated with
teacher recruitment and retention can be seen to represent a crisis
for the Welsh education system, including the realisation of the
national mission for education set out by the Welsh Government.

1.2. If these challenges are to be overcome, significant changes may
need to be made to current policy and practice, designed to improve
the attractiveness of teaching as a career and to realise the key
contribution that high quality teacher preparation and development
can make to educational improvement.

11.3. These changes should build upon existing policies in this area and
include:

* Actions, led by the Welsh Government, to improve recruitment to
initial teacher education as set out in section 8 of the report.

* Actions led by schools and local authorities, designed to improve
recruitment and retention of teachers in schools, as set out in
section 9 of the report.

1.4.

11.5.

11.6.

1n.7.

* Actions, led by Welsh Government, to introduce a Teacher
Workforce Development Plan for Wales as set out in section 10 of
the report.

To reflect the variety of contexts which exist in Wales, including
those in urban and rural communities, the Welsh-medium sector and
in areas where there are high levels of socio-economic disadvantage,
these actions should be part of a national strategy but allow for local
and regional variation and initiative.

These actions will need to be supported by high levels of public
investment designed to both make teaching a well-remunerated
profession and to allow teachers to experience the professional
development opportunities commonplace in other graduate
professions, both of which are key factors in recruitment and
retention. To do otherwise, is endanger the future of teaching as
a profession in Wales and the life-chances of our children and
young people.

We believe that universities in Wales have a critical role to play in
these developments. This would include offering a wider range
of high-quality routes into teaching, supporting early career

and ongoing professional development of teachers and applied
education research.

Universities should also seek to build upon partnerships with schools
in Wales a key part of their Civic Mission activity. This could include
further developing subject mentoring, tutoring and experiential
programmes that involve undergraduates and providing greater
access to schools for university expertise and facilities. Extended
partnership working of this type is likely to be beneficial to pupils,
schools, university students and to the role and reputation of
universities within their communities.
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11.8.

11.9.

If the system is to move in these directions consideration might 11.10.
also be given to the current architecture of teacher education and

development in Wales, which includes:
* Welsh Government as the key funder and overall regulator.

* Local Authorities as the lead employer of teachers and provider
of early career development and areas of professional learning.

* Schools with their role in ITE partnerships, as the providers of
practical experience for student teachers and with responsibility

for the induction of NQTs. 1.11.

e Universities with their participation in ITE partnerships, in various
forms of professional learning provision for teachers and in
undertaking research on teacher education and development.

* Further Education Institutions and the National Training
Federation for Wales as the main employers/representative
organisations for the post-16 workforce.

* Education Workforce Council as the workforce regulator and
accreditation body for ITE.

* Estyn as the education and training inspectorate with responsibility
for inspection and monitoring of ITE and post-16 provision.

* The National Academy for Educational Leadership with its
endorsement role for leadership pathways and other forms of
professional learning.

* Medr (the Commission for Tertiary Education and Research) and its
oversight of post-16 education and training in Wales.

This is an extremely complex ecology and infrastructure for a country
the size of Wales and the potential for rationalisation of this system to
provide a more strategic, holistic and efficient process for ITE, early
career and ongoing teacher development is worthy of consideration.

These complexities also lead to the ITE system being subject
to various levels of accountability from:

* EWC in relation to programme accreditation and monitoring
* Estyn in relation to the quality of provision

* Welsh Government in providing allocations of numbers based
on the judgements of EWC and Estyn

* Internal quality assurance systems within universities.

This could be seen to be an excessive amount of accountability,
unmatched in any other part of the education system in Wales.

It reflects neither the Welsh Government’s commitment to a
‘self-improving’ school system based on self-evaluation, or
research evidence on the value of ‘intelligent’ and ‘proportionate’
forms of accountability. In the view of the ITE sector in Wales this
is a burdensome level of accountability that deters innovation
and creativity.
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Current Situation

12.1.

12.2.

12.3.

12.4.

12.5.

12.6.

Recruitment to ITE and to teaching posts is problematic in nearly all
secondary subject areas; this is caused by a combination of negative
perceptions of the teaching profession, the attractiveness of other
professional careers and the financial situation faced by graduates.

The quality of entrants being recruited to primary and secondary
teaching should be constantly improved.

Staff retention is a growing problem in schools and results from
a combination of workload pressures, a lack of opportunities for
professional growth and salary levels.

Successful retention strategies include rich support for early
career teachers and professional development, flexible working
arrangements, developing teacher resilience and a strong focus on
these areas by school leaders.

The current recruitment and retention situation has serious
implications for education policy and education standards in Wales,
particularly in relation to overcoming the impact of poverty on
educational attainment.

There is unanimous support in the education sector for a holistic
workforce development plan for teaching in Wales, reflecting
practice in other professions and in teaching in other countries.

Options for Change

12.7.

12.8.

12.9.

Improvements to recruitment to ITE should be sought through a
national campaign to promote teaching, a more attractive funding
offer for graduates, improved recruitment and marketing approaches
and the development of additional routes into teaching.

To improve recruitment to and retention in teaching posts, schools
should play a full part in ITE (including the approaches set out in
12.7), provide high quality mentoring and coaching for student and
early career teachers, offer greater flexibility of employment and
provide rich professional development opportunities for staff.

A Teacher Workforce Development Plan for Wales should be
introduced, encompassing a single process for ITE and early career
development, the incorporation of PCET into such arrangements and
rich opportunities for professional learning, including a strong focus
on mentoring and coaching.

SECTION D Main Findings
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