
Recruiting, Training and Retaining; Break the Cycle 2020 

 1 

 
 
 
 
 
 
 
 
 
 
 

Recruiting, Training and  
Retaining African, Caribbean  
and Asian Teachers  
Towards Transformational Initial Teacher Training
  



Recruiting, Training and Retaining; Break the Cycle 2020 

 2 

Beckles-Raymond Ltd. 

 

FOREWORD.................................................................................................................................. 3 

EXECUTIVE SUMMARY ............................................................................................................... 4 

INTRODUCTION ........................................................................................................................... 5 

There is a broad consensus from educators to policymakers about the need for more 
African, Caribbean, and Asian descended teachers in our schools and academies. ................ 5 

AIMS ................................................................................................................................................ 5 

METHODOLOGY .......................................................................................................................... 5 

RATIONALE ..................................................................................................................................... 5 

APPROACH ..................................................................................................................................... 6 

SCOPE ............................................................................................................................................. 6 

GLOSSARY 6

https://oasisit-my.sharepoint.com/personal/hannah_skinner_oasisuk_org/Documents/Proof/2020-21/Break%20the%20Cycle%20Towards%20Tranformational%20ITT%20V3%20_HS.docx#_Toc54871873




Recruiting, Training and Retaining; Break the Cycle 2020 

 4 

 
 



Recruiting, Training and Retaining; Break the Cycle 2020 

 5 

 

 
Alongside this, there have been numerous 
government reports and policy reforms in 
Initial Teacher Training (ITT), including the 
Government’s 2018 Statement of intent on the 
diversity of the teaching workforce, and the 
2019 Teacher Recruitment and Retention 
Strategy. However, these have not addressed 
intersectional barriers and inequalities within 
ITT that have continued to impact the 
recruitment, training, and retention of African, 
Caribbean, and Asian descended teachers.  
 
There is a need to directly link discussions of 
ITT provision with a commitment to eradicate 
racism and other intersectional injustices in 
our education system. Otherwise, these 
initiatives and invitations to renewed dialogue 
under the banners of ‘equality’, ‘diversity’ and 
‘inclusion’ run the risk of continuing to silence 
the historical record of concrete and practical 
recommendations that have been echoed by 
researchers, educators and activists. 
 
Conversations about race in education are not 
new. There have been persistent efforts to 
highlight and remedy the inequalities faced by 
African Caribbean and Asian descended 
pupils (Coard, 1971; Shepherd, 1987; Gillborn 
& Mirza, 2000). Similarly, the barriers 
experienced by African Caribbean and Asian 

descended teachers have been consistently 
reported (Gilroy, 1976; Olser, 1997; Haque, 
2017a & b). However, racism in ITT has 
received less attention in policy and research 
creating a gap in what can be considered best 
practice (Stevenson et al., 2019). 
 
Forging new pathways towards best 
practice in ITT is crucial to eradicating 
racism and intersectional injustice in 
education.  
 

 
This report supports the development of ITT 
provision with a focus on improving 
recruitment, training and retention of African 
Caribbean and Asian descended people. As 
such it will: 

 

 
The incongruence between the demand for a 
more just education system and the 
persistence of racism and intersectional 
injustice has led to long-standing calls for 
more African Caribbean and Asian descended 
teachers in schools and academies.  
This highlights the crucial role of ITT in 
educational transformation. However, there 
are two key issues here: 
 

1. The conversation about race in 
education does not sufficiently 
attend to ITT provision; and  
 

1. Provide a targeted overview of ITT 
provision; 
 

2. Highlight how existing ITT provision 
maintains racism   and intersectional 
injustices; 
 

3. Introduce a framework for evaluating 
interventions to improve ITT 
provision; and 
 

4. Identify transformative principles to 
inform effective ITT provision. 

“There is a chronic shortage of BME 
teachers in an education system where 
there is increasing diversity among its 
pupils, but the combination of an 
ineffective government recruitment 
strategy and increasing career 
dissatisfaction among BME teachers 
suggests another broken social mobility 
promise for black and ethnic minority 
groups.”  
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elements of a complex blend of religious, 
political and cultural systems. These not only 
predated but helped shape education in 
Europe. Examples range from the earliest 
writing systems and books such as 
hieroglyphics, cuneiform and Sanskrit, to 
globally renowned libraries, universities and 
schools in cites of learning from Alexandria 
and Timbuktu to Takshasila and Xiao of the 
Xia Dynasty (James, 1954; Bernal, 1991; Van 
Sertima, 1985; Peters, 2019).  
 
During tx〮㘨xお⤴⹯ 
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BARRIERS TO RECRUITMENT  
 
The government uses the Teacher Supply 
Model to predict and measure the number of 
teachers need annually.  
 
Consecutive failures to meet established 
quotas have been describes in terms of  
an insufficient supply of teachers in general 
and African Caribbean and Asian descended 
teachers in particular (ITT Census, DfE 2018).  
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to become teachers.” This is perhaps the most 
direct nod to African Caribbean and Asian 
descended recruits across the ITT sector.  
 
BARRIERS TO ENTERING ITT 
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African, Caribbean, and Asian descended 
teacher trainees enter ITT with a clear 
commitment to education as a transformative 
profession (Maylor et al., 2006). However, 
research shows their experiences of ITT are 
often mired by intersectional racism (Maylor et 
al., 2006; Haque & Elliot, 2017).  
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Notwithstanding efforts by individual providers 
to tackle intersectional racism, ITT can be 
characterised as an environment that 
systemically silences matters of intersectional 
racism. This silence sits within, the broader 
educational context that has functioned as a 
frontline for operationalising hostile policies 
like anti-social behaviour orders (ASBO) and 
the Prevent Strategy that seek to criminalise 
African, Caribbean, and Asian descended 
youth 
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While individual ITT providers have their own 
internal race/ethnicity monitoring systems, 
policies, and practices, national data on 
withdrawals, performance reviews, failures/ 
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RETENTION: UNKNOWN INFORMATION/ 
POSSIBILITIES 

 
The term retention is used in a variety of ways 
within the ITT context. As such, I will begin by 
setting out these definitions.  
 

Retention (a): Whether and how long a 
teacher remains in the profession. This can be 
measured at differently points across a 
teaching career e.g. – one year, three years, 
five years, ten years. 
 

Retention (b): Retention (a) according to ITT 
provider. E.g. How long university led ITT 
trained teachers remain in the profession 
compared to school led ITT trained teachers. 
 

Wastage (a): Those who leave the profession 
completely (by death, retirement or leaving the 
service). 
 

Wastage (b): Those who complete ITT 
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discussions. This is problematic given 
retention is concerned with the pipeline from 
recruitment to placing teachers in schools/ 
academies.  
 
However, research by some ITT providers 
demonstrates a number of retention issues 
affecting African, Caribbean, and  
Asian descended trainees, including 
disparities in course withdraw rates, 
progression through ITT training, and 
performance reviews, and progression to 
teaching, which impact progression into 
teaching and withdrawal (Wilkins & Lall, 2011; 
Basit, 2006). 
 
Second, in addition to problems once a person 
is in ITT training, the challenges African, 
Caribbean, and Asian descended 
recruits/trainees have in navigating the ITT 
system, from recruitment to placement, must 
also be understood as retention issues. 
Retention is directly related to the prospect of 
a clear pathway to success. To retain is to 
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When seeking to explain racial injustices in 
education, the research can be categorised 
according to four kinds of narrative: 1) Role 
model; 2) Cultural; 3) Representation; and 4) 
Structural. Each of these narratives points to a 
particular response to remedy the problem of 
structural intersectional injustice in education. 
Identifying the narratives that underpin action 
is especially important in order to avoid the 
adoption of ‘deficit model’ and other 
pathologising identity-based narratives that 
can undermine the need for structural change. 
Setting out the four narratives below, 
therefore, provides an evaluative framework 
that enables us to identify examples of best 
praxis. Here best praxis is understood in terms 
of its impact on resisting, removing and 
repairing the damage done by intersectional 
racism. 

Role model narratives seek to address 
structural intersectional injustices and 
inequalities in both student and staff outcomes 
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Cultural narratives seek to explain structural 
intersectional injustices and inequalities in 
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ITT does not sit in a bubble, disconnected 
from other factors within and beyond 
education. Below are some wider national and 
international points of reference to bear in 
mind as we move forward: 

 

NATIONAL  
 
• The combination of Covid-19, Black Lives 

Matter, and Johnsonism, have created a 
sense of urgency, recognition of, and desire 
to address intersectional structural injustice. 

 

• Historically, moments of social awakening 
and/or shifts towards more open, equitable 
societies are followed by a starkly 
contrasting authoritarianism, conservatism, 
and right-wing backlash. 

 

• The economic/political context of Covid-19 
and Brexit, is likely to intensify this 
backlash. 

 

• The economic uncertainty of Covid-19 has 
generated a significant rise in ITT 
applications this year.  

 

• While this is positive in terms of the teacher 
shortage, historically both economic 
uncertainty and high demand has led to a 
great exclusion of African, Caribbean, and 
Asian descended applicants and teachers.  

 

• DfE’s preferred ITT pathway is school-
based and has also suggested that QTS 

needs to be more rigorous and challenging. 
It will also roll out a new Recruitment and 
Retention Strategy beginning Sept 2020, 
with the nation-wide implementation in 
2021.  

 
• The government might change at the next 

general election in 2024, as might the DfE’ 
strategic priorities. 

 

• Demographic shifts in the UK population 
mean there will be a rise in university age 
students from 2020 up until 2029 
(Bekhradnia and Bailey, HEPI 2020) 

 

• There is a possibility of university places 
being capped in the next few years (HEPI 
2020). 

 

• There are ongoing changes in technology 
and automation impacting what jobs/ 
careers will be available in the future and 
how we work across different geographies 
locally and globally. 

 

TRANSNATIONAL 
 
•
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CROSSCUTTING RECOMMENDATIONS  
 
To address the need for more African, Caribbean, and Asian descended teachers:

 

 

• Developments to improve ITT must be targeted, seamless, rooted in the wider 
educational and social context and directly address structural intersectional racism 
within higher education and schools/academies. 
 

• Monitoring and evaluation of all aspects of ITT must be public principled-driven, 
evidence-based, intersectional, and transparent. 

 

• Existing knowledge of structural intersectional racism in ITT, the education system, 
and beyond must feed directly into DfE and ITT stakeholder’s guidelines, policies 
and practices. 

 

• Further research on best ITT practice, which necessarily entails eradicating 
structural intersectional injustice, is necessary to advance the evidence-based 
development and improvement of ITT. 

 

• The terminology and framing of ITT issues must be transformed such that structural 
intersectional realities are taken seriously and the conception of top quality ITT 
provision is necessarily facilitating a drive towards education intersectional justice.  

 

• The scope of discussions aimed at improving ITT must link and feed into wider 
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For more information on what Oasis is doing for Break the Cycle, please visit 
https://www.oasiscommunitylearning.org/about-us/break-the-cycle 
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