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Executive summary – Volunteer Tutors

Project aims: To report on the take-up of the facility of volunteer tutors onto the University CertEd/PGCE provision at Consortium for PCET (CPCET) centres. To provide a survey of the perceptions of both the volunteer tutors and their teacher educators of their experience of the use of voluntary teaching practice on the Cert Ed/PGCE
Methodology and Process: A qualitative and quantitative study carried out by Sandra Rennie, consultant researcher with SEQUALS and Dr Denise Robinson, Director of the Consortium for PCET. The project received consultancy advice from Beryl Clarke, ITT Centre manager, Tameside College. The study included questionnaires and semi-structured interviews with ITT Centre managers, teacher educators and trainees undertaking unpaid teaching practice. 

1 Outcomes:

1.1
All centres responded with details of volunteer tutor numbers and 46% of centre managers completed full questionnaires, 33% of centres responded to the teacher educator questionnaire and 31% of all volunteer tutors (35 individuals) responded to the questionnaire for trainees carrying out unpaid teaching practice.

1.2
A total of 22 individual recorded interviews were carried out consisting of: 12 with trainees who had carried out unpaid teaching practice (volunteer tutors), 7 with centre managers and team members and 3 with mentors of volunteer tutors.

1.3
A checklist to be circulated to centres in relation to the administrative practicalities of introducing internal voluntary teaching practice (appendix 5)

1.4
A checklist was produced for CPCET for administrative actions to improve equality of access and quality of mentoring (appendix 6)

1.5
Guidelines to be circulated for supporting volunteer tutors (appendix 7)

1.6
Frequently asked questions to be circulated for mentors and “responsible tutor/teacher” (appendix 8)

2 Findings

2.1 
Economic perspectives, course planning and marketing issues

Training issues and the labour market situation in certain skills sectors have impacted on the opportunities to train as a teacher and to gain access to paid teaching practice in those industries. The present economic situation is a major part of but not the only reason, why ITT applicants choose to undertake unpaid teaching practice. A larger proportion of the volunteer tutors had a disability than in the general student population and this suggests that one way to increase the proportion of CPCET trainees to be more representative would be to promote the provision of voluntary teaching practice. Volunteer tutors tended to be younger and possibly less experienced than other trainees. There was no typical volunteer tutor, examples included: trainees employed full time, part time, self employed and unemployed. There was no typical teaching practice placement, examples included: placement in the college where the trainee was studying, placements in other colleges, placements with independent training providers and others.

2.2 
Retention and success for trainees

The commitment and determination demonstrated by volunteer tutors in overcoming difficulties and obstacles (e.g. family responsibilities; other work; learning difficulties and disabilities) was impressive. There were reports however that some volunteer tutors did not fulfill their placement required hours, did not seem to be committed and, for example, did not turn up for classes. Some volunteer tutors were a ‘grow–your-own’ model who had been students or staff previously in the organization. A few teacher educators and mentors viewed volunteer tutors as prospective teachers taken on as trainees without payment with the hope of later gaining paid employment in the organisation. There were reports from one centre of a large proportion of volunteer tutors leaving the course before progressing to the second year however this was not the case in other centres. Flexibility in timetabling aids retention to ensure that volunteer tutors can access a variety of teaching experiences (to ensure fulfillment of course requirements) and to allow them to obtain and/or continue with some paid employment.
2.3 
The full teacher role
Volunteer tutors had a range of experience which included, amongst other aspects of teaching, shadowing other teachers and assessing.  Guidance is to be provided to ensure that all volunteer tutors access as full a range of teaching opportunities as possible.
2.4 
Mentor support

Mentoring was reported as varying widely in quality.  There was some confusion as to the role of the ‘responsible teacher’ in mentoring/supporting the volunteer tutor.  The role of the responsible teacher goes beyond that of the mentor.  There was a general recognition amongst teaching staff and centre managers that the support process could be improved if the responsible teachers and the mentoring process were to be more effectively planned and timetabled. Guidance will be provided to implement this.
2.5 
Practical management and administrative issues

In internal college voluntary teaching there was continual negotiation throughout the teaching practice around roles and responsibilities amongst mentors, “responsible tutor/teachers”, line managers and volunteer tutors. To ensure equal opportunities for all participants there should be a written policy stating the roles and responsibilities of all the participants in a voluntary teaching practice in centres to ensure they know this is an addition to the University policy. The involvement and consultation of human resources managers, heads of department, centre managers, course tutors, teacher educators, mentors and the volunteer tutors themselves is essential to avoid administrative and practical difficulties. Where internal volunteer placements had been recently introduced, timetabling and planning of volunteer placements was reported to be an issue during the previous year and an increased administration load was reported by centre managers.
 

3
Conclusions:

There is reason to expect that there will be proportionately more CPCET trainees undertaking unpaid teaching practice in the next few years as knowledge spreads of this facility and in the face of an economic recession. This voluntary teaching practice may take place within the same college where the CPCET centre is located, in other colleges or with other training providers. This is a yet uncharted area of work for CPCET though it is common practice in the provision of many providers nationally.  It has the potential of widening access and equal opportunities for teacher education and yet carries the risk of compromising quality and consistency of provision if approached in an ad hoc manner. The research uncovered some examples of enterprising and innovative practice and some examples of committed managers, mentors and volunteer tutors who had made these placements a success. Where there were occasions for dissatisfaction or problems with retention these issues could be tackled by using a team approach to supporting and developing volunteer tutors and providing clear policies and operational guidelines for all participants. Examples of guidelines and checklists informed by the work of the centres can be found in the appendices and there is scope for adding to this guidance with further training and information sharing.

Recommendations

1. The University to consider extending the part time pre-service course as this allows trainees to work in paid employment while they study.

2. Colleges to offer a formal induction course for volunteer tutors into their institution (as opposed to the induction for the CertEd/PGCE course) and advised to include a subsidised or free level 3 PTLLS as part of this induction.  This would act as a preliminary to the PTLLS incorporated into the CertEd/PGCE at level 4.
3. CPCET should provide guidance on the requirements of the additional support processes for volunteer tutors and advice on how to plan and timetable these processes.

4. Colleges to have a written policy that states the responsibilities of each of the participants in the internal college voluntary teaching practice placements.  This would be in addition to and supplement the University policy. 
5. Checklists and guidance produced by the volunteer tutors research project to be circulated to all centres




Volunteer tutors - Unpaid teaching practice in 
Consortium for PCET initial teacher training provision 2010 - 2011
Full Research report 
Rationale
1.1
An amendment was introduced in September 2010 to the admission criteria for applicants to the CertEd/PGCE courses with the University of Huddersfield. This amendment obliges Consortium for PCET (CPCET) centres to accept as trainees those whose teaching practice consists wholly or partly of volunteer teaching rather than paid employment (volunteer tutors), where other admission requirements have been satisfied.  Prior to this date, applicants who did not have paid teaching had to provide evidence that they were carrying out their voluntary teaching on behalf of a registered charity. In practice this meant that their work organisation had to have a charitable purpose e.g. the relief of poverty or the advancement of education.  The definition of charitable purposes has recently been widened in scope and updated by the 2006 Charities Act.  Since 2008 the UK has been undergoing an economic recession and since 2009 there have been cuts in public services and both these factors are likely to affect the availability of paid teaching work for trainee teachers as well as affecting the financial costs of teacher training for these trainees. The research project was commissioned to explore how these changes were affecting the trainee experience and to investigate the implications for CPCET posed by these legal, regulatory and economic changes.
Project aims  
2.1
To report on the take-up of the facility of volunteer tutors onto the University CertEd/PGCE provision at Consortium centres. To provide a survey of the perceptions of both the volunteer tutors and their teacher educators of their experience of the use of voluntary teaching practice on the Cert Ed/PGCE
Methodology and process
3.1
The research used a combination of questionnaires sent to all centre managers and teacher educators to collect quantitative data about volunteer tutors and semi-structured interviews to collect qualitative data from volunteer tutors, teacher educators, centre managers and volunteer tutor mentors. A volunteer tutor trainee was defined as a trainee currently on Cert. Ed/PGCE courses who did not have a minimum of 75 hours per year paid teaching work at the point of enrolment.  The research aimed to receive a 100% response from centre managers to a questionnaire request for figures and to conduct interviews with teacher educators and volunteer tutor trainees from a numerically representative sample of centres. We received baseline information about the number of volunteers from all of the 29 centres with year one trainees and full questionnaire responses from 14 centre managers. Out of the responses received, 4 centres reported that the collection of these figures was onerous, 2 centres reported that it was a challenging but useful exercise and 1 centre reported that it was a useful and straightforward exercise that fitted in with their existing systems.  Questionnaire responses were also received from teacher educators from a range of 10 different CPCET centres. The data used in this report largely derives from the total of 22 recorded, semi-structured interviews with teacher educators and centre managers, volunteer tutors and mentors of volunteer tutors. These interview sources consisted of:- 12 in-depth interviews with volunteer tutors, 6 with teacher educators (3 of whom were also working in a centre manager role) and 1 centre manager. After advice from a centre manager, we amended the research methods to also include interviews with 3 mentors of volunteer tutors from 2 different centres.  
According to responses received there were 119 volunteer tutors at Consortium for PCET centres (CPCET) out of a total of 1106 year one trainees, that is approximately 11 % of all year one CPCET trainees were volunteer tutors.  The volunteer tutors were spread across 20 Centres (69% of all CPCET centres), ranging from 0 volunteer tutors per centre in 9 of the centres to 37 volunteer tutors at Tameside College. Questionnaires were sent to all centres and we received questionnaire responses from 35 volunteer tutors; an approximate response rate of 29%. From this population of 35 volunteer tutors we selected a range of trainees for follow up, in-depth interviews in 6 colleges that had at least 7 volunteer tutors.  The sample included trainees from different ethnic backgrounds, with different abilities and declared disabilities, male and female and a range of ages.

Fig. 1
Volunteer Tutors:
 general statistics 2010-2011
	Total volunteer tutors in all centres surveyed
	119

	Mean average of volunteer tutors per centre 
(standard deviation in brackets)
	4.1 
 (7)

	Range of number of volunteers per centre
	0-37

	Number of centres reporting they had volunteer tutors
	20 (69%)

	Number of centres reporting having no volunteer tutors
	9 (31%)

	Total of all CPCET centres/locations with year 1 trainees
	29


Findings

4.1
Areas where there was no affect or limited affect
The Northern College is a registered charity and so has a tradition of using voluntary teaching practice within their college. The amendment to admission rules therefore caused very little change to they way they operated within the college. In contrast some CPCET centres did not advertise the amendment early enough for this facility to affect their intake and 2 of the centres web sites were reported as erroneously stating that applicants needed to be “employed as teachers” or should be teaching in a “paid” capacity. During the interviews with teacher educators and centre managers a few of these respondents reported that they could not be sure of how many of their trainees were teaching in a voluntary capacity; there may have been some trainees who were undertaking part of their teaching practice as volunteer hours and this had not been recorded. The above two factors could contribute to an explanation for why there was a relatively large proportion (31%) of centres reporting that they had no volunteer tutors at all.
4.2
Population profiles of volunteer tutors

The age of volunteer tutors tended to be lower than that of the total year one trainee population of the Consortium for PCET. This may indicate that volunteer tutors are likely to have had less teaching experience than the rest of the trainee population.  One centre reported it had split its intake into two groups in the first year, one with less teaching experience and one with more teaching experience and possessing a PTLLS* or equivalent qualification.  All their volunteer tutors were discovered to have been allocated to the less experienced group suggesting that, at this college the volunteer tutors, tended to be the trainees with least teaching experience.
Fig 2. Age profile
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Using one common measure of “ethnicity” the sample of 35 volunteer tutors was in line with that of the general population of the UK and the interview sample also covered these ethnic groups.

Fig. 3 Ethnic profile of volunteers
	Asian
	Black British
	Chinese
	White British
	Total Volunteer tutors

	3
(8.6%)
	1 
(2.9%)
	1 (2.9%)
	30 (85.7%)
	35 
(100%)


There was little difference in the ethnic profile of the 35 volunteer tutor respondents when compared to that of the whole population of year 1 trainees across the Consortium for PCET. 

Fig. 4 Ethnic profiles compared
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Across the Consortium for PCET as a whole there was a relatively low percentage of 6.3% year one trainees reporting they had a disability. The proportion of volunteer tutors reporting a disability was more than double that rate at 14.3%. This proportion of 14.3% is nearer what would be expected if trainee recruitment were to reflect disability levels in the general population. Disability levels in the UK range approximately from 10 -19% depending on the definition of disability used e.g. “nearly one in five people of working age (7 million, or 18.6%) in Great Britain have a disability”(2009) ONS. These figures may indicate that one way to increase the proportion of of CPCET trainees to be more representative of the general population would be to promote the provision of voluntary teaching practice.
Fig. 5 Disability compared
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There was no typical volunteer tutor, they included :- young trainees with BA and Masters level qualifications and little work experience, trainees with level 3 NVQ qualifications, some with practical work experience of their industry and some without, older trainees with extensive industrial experience and degree level qualifications, highly qualified, skilled and experienced professional staff recently made redundant and forced to take up voluntary teaching to enable them to complete the rest of the course, long-term disabled trainees unable to find any employment, people who were self employed, part time employed and full time employed, working in their own industry,  working in education elsewhere or doing other work just to bring in income. 
There was also no typical teaching practice placement. They included:- placement in the college where the trainee was studying, placements in other colleges, placements with independent training providers, teaching in an independent faith school, a tutor setting up her own leisure classes to satisfy the teaching practice requirement, a teacher who worked unpaid for 20 hours per week for 14 months and a volunteer teacher who only taught a full class for the 3 sessions they were observed.  13 out of the 35 volunteer tutors were in full time paid work and 10 volunteer tutors were not in paid work at all (appendix 3). 
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4.3 
Economic perspectives, marketing and access issues

4.3.1
Subjects: The responses from the volunteer tutors were from the following subject areas. 

Fig. 6 Subject specialisms of volunteer tutors
	Specialism

	Volunteer Tutors

	% of Volunteer Tutors 


	Art Design and Crafts

	5

	14%


	Beauty & Hairdressing

	7

	20%


	Business and Management 

	2

	6%


	Construction

	3

	9%


	Engineering 

	3

	9%


	English Communications & Expressive Arts

	3

	9%


	Functional Skills and Employability

	1

	3%


	Hospitality Catering and Food Manufacture

	1

	3%


	ICT or Office Administration

	3

	9%


	Languages and TESOL

	2

	6%


	Learning Difficulties and Disabilities

	1

	3%


	Science and Mathematics

	1

	3%


	Social Science and Humanities

	2

	6%


	Sport Recreation and Leisure

	1

	3%


	Total

	35

	100%



	
	
	


From amongst the respondents, there were no volunteer tutors from the subject areas of : Early Years and Social Care, Health Practitioners and Health-Related Professions, Land Based Industries, Organisational & Professional Development and Uniformed services. 

We compared the proportions of these volunteer tutors and their subject areas with the proportions of the 895 First year trainees who by August 31st 2011 had registered their subject specialism for CPCET Summer School in 2012.

Fig. 7
Subject specialisms of volunteer tutors compared to all first year trainees 
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This subject profile shows that there were comparatively more volunteer tutors from the subject areas of Art, Design and Crafts and Beauty and Hairdressing. The current economic recession affects skill sectors differently. In some sectors it may affect the availability of “threshold” jobs where new entrants to the industry can gain work experience and practical skills to add to their professional qualifications, in some sectors it may affect the availability of other work-place based paid training opportunities and in some sectors it may affect the general availability of alternative and more financially attractive employment opportunities for prospective teachers. For example, in Art, Design and Crafts there are limited paid opportunities for qualified workers to enter the industry and acquire learning experiences. The Creative and Cultural Skills body has described the current sector situation as being one of a shortage of industry experience and skills rather than a shortage of qualifications in the creative industries.

“Almost a quarter of businesses that have tried to recruit recently have faced difficulties. Only 6% of employers facing recruitment difficulties believe this to be due to a lack of appropriate qualifications. Rather, candidates for vacancies in the sector lack the requisite experience and specialist skills.” 
(Creative and Cultural Skills, 2010, p.10) 

Work experience is likely to be valued as having more economic currency in these job markets. There is anecdotal evidence reflected in the volunteer tutors interviews that some qualified but inexperienced applicants to the creative industries are expecting to work as volunteers or to do unpaid “internships” before they are considered for paid work opportunities.
In a Hairdressing sector skill survey in 2007 there was a decrease in expected workplace based training opportunities recorded.

“There was a likely decrease in training expected for next year amongst all of the job roles. 
When asked 
about 
the reasons for the decrease the majority of employers state the cost to 
the employer and not being able to afford staff time out of the salon.” (Habia, 2007, p.6)
In 2011, this squeeze on costs may have continued to affect opportunities for paid training work in hairdressing and thus explain the greater presence of volunteer tutors in the subject area of hairdressing. A new Habia skill survey is due to be published in a few months time which should provide more up to date evidence. In the Health and Social Care industry, recruiters of staff new to the industry look for evidence of social skills and of empathy with people with social and health care problems and this is often provided through voluntary work experience. However, despite this inherent potential for close connections with voluntary work, there were only 6% of the volunteer tutors teaching Social Science and the Humanities and none of them specifically teaching Health and Social Care. This may be an indicator of there being more alternative paid employment available in training in the Health and Social Care industry. There may also be some people qualified in this subject area who, because of the current high unemployment rate, are choosing to train to teach in related subjects e.g. Functional skills and Employability and Learning difficulties and disabilities. In contrast to Health and Social Care, the Construction and Engineering industries do not expect new entrants to the industry to have previously worked as volunteers, so the 9% figure of volunteer tutors from each of these sectors was an unexpected finding; possibly occasioned by shrinking job opportunities which have caused employees from Construction and Engineering to plan alternative careers in FE teaching.
4.3.2 
The economic context: Some of the regions served by CPCET have amongst the highest rates of unemployment in the UK. Information from the Office of National Statistics stated:


“Between 2005 and the latest quarter (Mar-May 2011), the three regions with the highest 
peaks in unemployment rates were: 

· West Midlands, where unemployment peaked at 10.6 per cent in Apr-Jun 2009 

· North East, where unemployment peaked at 10.4 per cent in Jan-Mar 2011 

· Yorkshire and The Humber, where unemployment peaked at 9.7 per cent in Jan-Mar 
2010”



(NOMIS web site accessed August 18th 2011 )
The percentage of volunteer tutors who were not in any paid work (29%) is higher than the above  regional unemployment rates and could indicate that these volunteer tutors are using the volunteer tutor scheme as their access route into employment. Several of the unemployed volunteer tutors said that without the voluntary teaching practice facility they would have been unable to enrol on their Cert Ed. / PGCE course.  Since 2007 new government regulations require all new teachers in the Lifelong Learning Sector to have appropriate teaching qualifications. Expectations of the career pattern for new teachers are changing in the face of regulatory changes in teaching qualifications, the exigencies of economic recession and the unemployment and underemployment found in the industries that traditionally supplied a large proportion of college teachers. A travel and tourism teacher described it thus,



“At one time when I came in, I came in from industry, was given teaching 



hours and then I was put on a one day a week Cert Ed course, which I did for two 

years while I was teaching here. I mean, you know, that ain’t the case really anymore, 

and we’re looking for people to come in on a PGCE and be committed to doing some 

teaching qualifications.” 

Some teacher educators indicated that a minority of the volunteer tutors considered that gaining a teaching qualification was seen as the sole aim of the course rather than there being dual aims of gaining teaching experience and a teaching qualification. This may be because teaching qualifications are now a legal requirement. This view contrasts with the views of some of the volunteer tutors who used their teaching practice as an opportunity to also acquire inside knowledge and experience that would improve their chances in a job interview.
Some of the colleges surveyed have found that their internal market for trainee teachers has started to dry up; partly because there has been low recruitment of new teaching staff during the recession and partly because nearly all teachers employed pre-2007, when the teacher training qualification regulations changed, have now become qualified. Two centre managers described their colleges’ decision to promote the use of volunteer teaching practice as an attempt to improve the numbers of trainees recruited to their initial teacher training courses. This policy had the added effect of improving access to teacher training for inexperienced, unemployed and for disabled course applicants in these colleges. 
4.3.3
Dual market for teacher education: Because of low pay or lack of paid work opportunities for some professionals, especially those in the service industries, it may be hard to earn a living from their specialist area of work alone. Several volunteer tutors described how they recognised this economic reality and aimed, right from the start of their training, to have a portfolio career and to combine their professional practice with part-time teaching. The research encountered trainees who considered themselves as “professionals who also teach” and trainees who considered themselves as trainee “professional teachers” , that is, aiming to teach, whether full time or part time, as their main career. There are different marketing issues to consider for each of these two groups.  Some of these trainees “professionals who also teach” gave up days of their paid work in order to undertake the voluntary teaching practice. As well as the cost of course fees, they experienced a further cost in terms of lost earnings. It was particularly important to this group that their teaching practice placement was well planned, well structured and gave them opportunities to improve their teaching practice in line with their theory learning on the course. Some of these volunteer tutors considered that it was the centres’ responsibility rather than their own responsibility to ensure quality of the teaching practice experience and their satisfaction with the course was affected by their experience of the teaching practice placement. This was especially the case where the teaching practice placement was in the same college as the CPCET centre. For the “professional teachers” group their need was to ensure they were up to date in the practice of their subject and that they gained contacts and work experience within a formal education institution which would help improve their job prospects. It was particularly important to this group that their work placement was fully integrated in a formal education workplace setting.
4.3.4 Costs and benefits of internal college teaching practice. Internal college teaching practice was considered to have several incidental benefits and costs to the college and to the trainees.  For college staff one of the benefits of the arrival of volunteer tutors was that they provided new, direct industrial contacts and they learned new information and techniques about their subject from the volunteer tutors. Some volunteer tutors clearly saw themselves as having a valuable skill to offer and were assertive customers moving from college to college when dissatisfied. Two of the volunteer tutors, who were also experienced assessors, described the college gaining from their use by the “responsible” teacher when they were asked to carry out assessments in busy workshop situations. There was also an example of a qualified teacher with CTLLS qualification being used as a volunteer tutor while she was following a Cert. Ed. course. These uses were generally, but not always, accepted by the volunteer tutors concerned as being necessary to complete the course and as useful work experience rather than as being unfair exploitation.  Managers gave examples of how they had used voluntary tutors to fill unforeseen vacancies. In some cases it could be argued that the voluntary teaching practice was operating as a probationary work period for the volunteer tutor; for example there were 3 occasions where a tutor acquired a paid job in a college, albeit temporary work, after having started as a volunteer. There was continual negotiation throughout the teaching practice between responsible teachers, mentors, line managers and volunteer tutors to ensure that the balance of these incidental costs and benefits remained fair and equitable. The results of these negotiations varied and were dependent to some extent on the power position of the participants; with the highly skilled and experienced volunteer tutors who had alternative paid employment being in the most powerful position. To ensure equal opportunities for all participants and to remedy potential inequities there should be a written college policy that states the roles and responsibilities of each of the participants in the internal college voluntary teaching practice placements.  Note that this would be in addition to the University Volunteer Teaching placements policy (appendix 9).
4.3.5 Access issues: Voluntary teaching practice widens access for those who have not taught before, for example young, recent graduates. For the unconfident trainee and the trainee with special learning requirements there were benefits in carrying out their teaching practice on a voluntary basis. They perceived that there was less pressure to deliver lessons solo in the first year and more prospect of pastoral support. Several trainees, both employed and unemployed, reported that they could not have undertaken the Cert Ed/PGCE if there had not been voluntary teaching practice available and some trainees reported that the extra support they received from their mentor or the staff team where they worked ensured they continued on the course. Most of the trainees found their teaching placements through personal social contacts. Access to teaching work, paid or unpaid, for those people without personal social contacts in the locality of the college was difficult. One trainee newly arrived in a locality described the “vicious circle” of having to get voluntary teaching before he was accepted on a teaching course, but not being able to get into voluntary teaching as he was not already on a course at a college. He felt that the colleges were likely to find volunteer teaching practice for their own trainee teachers on their own courses first before they offered teaching practice placements to other colleges and so saw it as difficult for someone from outside the area to break this circle.  One way of ensuring that learners have fairer access to volunteer teaching practice placements would be to develop an online database of local colleges that are willing and capable to take on volunteer tutors.

From both teacher educators and centre managers there was a general opinion that volunteer tutors would benefit more from their teaching experience if they had first completed a PTLLS course at level 3. This is because it would provide some of the information and training that a newly employed but unqualified teacher would receive as a matter of course in their induction to an organisation. Some trainees paying for their own course fees saw the expectation that they complete a PTLLS course at level 3 prior to the Cert Ed/ PGCE as a burden and an extra, unnecessary cost and did not choose undertake this. On the other hand a trainee whose course was subsidised by her employer was happy to have first completed the PTLLS course. One solution to this dilemma would be for colleges to offer a formal induction course for volunteer tutors and to include a subsidised or free level 3 PTLLS as part of this induction which, as a level 3 course, would not duplicate content of the Cert Ed/PGCE course.
Because of the increased costs to the trainees of the pre-service University course it was reported that some people chose the alternative of following an in-service course at a college while working as a volunteer tutor and undertaking paid employment elsewhere because they could not afford financially to do the pre-service, full-time course. One solution to this could be the extension of provision for part time pre-service courses that allows trainees to work in paid employment while they study. 
4.4 Retention and success for trainees

4.4.1   Commitment of volunteer tutors.  The commitment and determination demonstrated by volunteer tutors in overcoming difficulties and obstacles (e.g. family ties; other work; learning difficulties and disabilities) was impressive.  In some cases such commitment and demonstration of skills (teaching and vocational) has led to paid teaching.  Some were clearly determined to work towards becoming full time teachers as well as successfully completing the course.  In some cases, the decision to enter teaching and apply for the course was based on a conscious choice to maintain a life balance against family commitments, some part-time work and part-time teaching.  Some were clearly committed to passing on vocational skills and being passionate about their vocation/profession.
4.4.2 Reasons for undertaking voluntary teaching practice. In a minority of reported cases, the decision to continue of the course was determined by the fact that the trainee had been made redundant in mid-course; the decision was, therefore, a pragmatic one to ensure completion of the qualification.   Some teacher educators reported on a ‘grow–your-own’ model whereby prospective teachers are taken on as trainees, sometimes without payment if no paid employment is possible.  This ensures an intake of, potentially, suitable new teachers with recent vocational/professional experience who can be developed within the context and culture of the organisation without any obligation to offer a part-time or full-time position after completion of the course. This could be regarded as a more realistic route in straitened times that will allow the individual to develop the skills and experience, at the same time as achieving a teaching qualification, whilst offering the employer the opportunity to develop staff for the future. Employers in the future may not be prepared to take the risk of offering someone who has no previous teaching and no qualification a paid position. On the downside – some centre managers reported that some volunteer tutors did not fulfill their placement required hours; some did not seem to be committed and, for example, did not turn up for classes, citing  that they were ‘only’ volunteers and therefore not under the same obligation as a paid employee.  Where the volunteer tutor had paid work (for example, in their vocation or profession) the pressure of course fees seemed less of a problem. For others, this was an issue and led some to enroll on the in-service route rather than the full-time pre-service.

4.4.3 Selection of volunteer tutors as in-service trainees.  Teacher educators commented on the need to ensure that rigorous selection procedures were followed.  Whilst this applies to all applicants, in the case of volunteer tutors, their commitment, demands of the course (particularly if the trainee is also working full time) and access to a suitable placement with effective support are all crucial.  Without these, the volunteer tutor can easily be in a position where they may not complete the course.

4.4.4 Supporting volunteer tutors to ensure retention.  Some teacher educators reported that the lack of previous experience of volunteer tutors led to extra demand on teacher educators; such trainees were described as sometimes ‘needy’ and more like many pre-service trainees. There was also a comment in one case that a large proportion of volunteer tutors in a group could lead to difficulties in participation and contribution from some trainees as a result of their lack of experience and, in some cases, lack of commitment.  However, this may also be true of any trainee who is new to teaching and has had no or very little previous teaching experience.  Lack of support either on the course, from mentors or in terms of lack of access to resources and the Virtual Learning Environment (VLE) in the teaching organization could lead to retention problems.  The value of having an effective support and quality assurance system for mentoring of trainees was evident in some of the remarks from volunteer tutors who considered that the support they were given was not meeting their needs; for example, in providing opportunities to widen their experience as a teacher.  There were reports from one centre of a large proportion of volunteer tutors leaving the course before progressing to the second year; however, this was not the case in other centres where only a few volunteer tutors left the course before progressing to the second year. Further information about the numbers involved and how significant this is should be available in 2012.
Flexibility in timetabling aids retention to ensure that volunteer tutors can access a variety of teaching experiences (to ensure fulfillment of course requirements) and to allow them to obtain and/or continue with some paid employment. 

4.5 The full teacher role

4.5.1 Fulfillment of the full teacher role as a requirement of the course.  The issue of some volunteer tutors not being given the opportunity to broaden their teaching experience (level and range of teaching), was raised by some of volunteer tutors.  They expressed frustration at this limitation; some demonstrated their awareness that they need to do this for their own improvement and not merely as a course requirement and some indicated that they were not aware of the course requirement.  There is a need to undertake an initial assessment of each volunteer tutor as some may or may not have prior experience of a trainer role or a coach role and also some may bring exceptional and recent industrial/vocational experience.  These issues may also relate to all or a number of trainees, not just volunteer tutors.  There was some evidence that the responsible tutor/teacher deliberately limited the experience of the volunteer tutor on the (seeming) misunderstanding that they would lose their payment for the class if the volunteer tutor taught the class.  There was also evidence that the basis of the restriction of range of teaching and assessing and teaching of theory was on a concern that giving their class to a volunteer tutor may have a negative impact on their students , either in terms of the results or the evaluation of students on their experience.  Some teacher educators considered (incorrectly) that a trainee without a teaching qualification or the relevant assessment qualification could not undertake assessments.  The position is, of course, that as long as the assessments are ‘signed off’ by a qualified teacher, a trainee who is ‘working towards’ a relevant qualification can undertake assessments.  

4.5.2 Selection onto the course.  Again, the rigour of the selection process can be crucial in ensuring that those volunteer tutors who are accepted understand the demands and expectations of the course, including their role as a trainee teacher.  Opinion was expressed that some volunteer tutors were not ready for the full Certificate in Education (Cert. Ed) and would, perhaps, be better undertaking a PTLLS first, particularly if they have no previous experience of any form of training/coaching and were not sure about whether they should be on a full Cert. Ed course. This would also have the advantage of eliminating those who were undertaking the course as a ‘taster’ after graduating and who decide teaching is not for them.

4.5.3 Strategies to ensure fulfillment of full teacher role.  There were some excellent examples of the responsible tutor/teacher developing strategies to ensure that the volunteer tutor had opportunities to develop the relevant range of experience and skills over the first year of the course.  The use of shadowing and observing of experienced teachers in the first few weeks was a common example.  This is beneficial if incorporated as an element of a strategy to develop the volunteer tutor and identifies progression onto the full teacher role.  In one case however, this was not used as a strategy for development but was the main form of experience for the trainee with little opportunity to undertake the full teacher role.  Such an example reveals the need for guidance for the responsible tutor/teacher as to what constitutes teaching and how a trainee can be supported in developing the necessary skills to fulfill the trainee needs as well as the course (and regulatory) requirements.  One example revealed a conscious structured approach that facilitated the trainee development with, for example, progression on to team teaching as an intermediate position between observations and full independent teaching.  Although all trainees should have an individual programme of development that is based in and around their work place (or in the case of volunteer tutors, on their placement) and supports the course, the needs of the volunteer tutor are clearly critical if the course is to be completed satisfactorily.   This needs to be discussed and negotiated with the volunteer tutor.  

4.5.4   A Team Effort.  In order to ensure that the experience of a volunteer tutor is at least as good as that of an employed in-service trainee, the staff associated with the volunteer tutor and their progress on the course should coordinate the programme of support and ensure that everyone understands their role and that this includes the volunteer tutor.  The various roles associated with this are as follows: volunteer tutor; responsible tutor/teacher; mentor (where in addition to that of the responsible tutor/teacher); teacher educator(s)/centre manager; line manager/head of department; and HR.

4.6
 Mentor and responsible tutor/teacher support
4.6.1
Finding a mentor: The responsibility for finding and negotiating a suitable placement rests with the applicant however some applicants had help with the process and some did not. The help varied from the centre manager giving signposting advice and contact names to their helping the trainee negotiate and re-negotiate the placement as necessary. For those trainees who sought out their own mentors outside the college, finding a volunteer placement and mentor support was more difficult and this was especially so where a subject was a “minority” subject e.g. B.S.L. The “responsible” teacher as mentioned in the University of Huddersfield’s Volunteer Teaching Placement policy June 2010 (appendix 9) is the person paid to teach and to be responsible for the class that the volunteer tutor is teaching. The role of a mentor was described by teacher educators as the person who observes the trainee’s work and provides support to the trainee throughout their teaching practice. In some colleges the mentor was chosen by the Head of Department rather than found by the volunteer themselves and this was not ideal as it may have caused the mentor to feel that they had been coerced into the role and could cause a break down in the mentor- mentee relationship. To ensure compatibility and to clarify expectations, the applicants and mentors should meet before the start of their ITT course and agree the programme of support. The roles of mentor and of “responsible” teacher were not always carried out by the same person although the policy implies that this would be the expectation. The mentor should normally be the person responsible for the class so that they are familiar with the work and can provide appropriate support. As mentors they are not likely to receive separate remission or payment for the role so, if they were also the “responsible tutor/teachers” the time saved when the volunteer runs the class solo should partly compensate for the time they spend providing mentor support and observations.
4.6.2 The quality of mentoring: Mentoring was reported as varying somewhat in quality both within college settings and with independent training providers. There were several examples quoted where the mentor- mentee relationship had to be re-planned and re-negotiated e.g.: - When a mentor was absent long term the student had to find another one within the organisation, one internal college mentor agreed to mentor and then changed their mind, one volunteer tutor went through 3 mentors during his first year.  This reflects the difficulties of the organisation and changes in staffing.  Those who had the best experience of being mentored were college “insiders”, either because they had been a member of staff in a different role at the college or were long term students there. These mentees were inducted into a professional community of practice and informally mentored by the entire staff team. They also had easy access to resources to enable them to do the job effectively including; induction on college policies, photocopying systems, staff codes and badges, space in staffrooms, access to computers and VLEs, setting up VLEs, behaviour management policy and practice.  Positive feedback about the mentor-mentee relationship was associated with trainees who had current professional experience and were educated at degree or Masters level. Those trainees who have a disadvantage and require particular support have these requirements assessed and dealt with in the planning of the initial the programme of support.
4.6.3 Expectations of the mentoring process:   Half an hour per week plus observations was suggested as the best time allocation and the time spent reflecting the mentoring process could be recorded by the mentor as part of their own professional CPD record. The subject knowledge, age and experience of the participants may affect the dynamics of the mentor – mentee relationship; this was especially so where the mentee had more recent work experience in the subject than their mentor. There were different expectations from the mentee when their mentor was a manager, e.g. expectations that there may be informal staff appraisal taking place during their interchanges that would affect their future job opportunities. There were occasions where the volunteer tutor was described as “needy” and the mentor saw their role more as pastoral care rather than providing professional advice and support. Mentoring has different meaning to different people for example; people who work in the voluntary sector see this more as personal support rather than professional support, some see the mentor role as initiating the volunteer tutor into the teaching community of practice and for some the mentor role was described as sponsoring their admission to the “club” of college teaching staff. There was a general recognition amongst teaching staff and centre managers that the mentoring process could be improved if the responsible teachers and the mentoring process were to be more effectively planned and timetabled.   
4.6.4 Initiating novices into the world of FE teacher employment: Mentors provided more than support in learning the practicalities of teaching a class; this mentor saw himself as providing an experience of what the unspoken extras are that teachers are expected to do and on which they may be “judged” when they are applying for a full time job in the expectation that would make them more employable.

“you learn about how to structure your lessons and you know, complete lesson plans, 
scheme of work, that sort of thing, and I think pretty much every teacher is able to 
do that, but then it’s what you do extra …it might be speaking to a student in the 
corridor at break time, it’s not just actually what you do in a classroom but probably, 
having been through the training course, a lot of teachers  might think that’s just 
what you’re judged on, but then, obviously in a full time job, it’s more to do with what 
you do extra as well, you know, the value-added stuff,  the tutorial that you provide, 
that kind of thing.”
4.7 Practical management and administrative issues
4.7.1 Administration issues: Increased administration load was reported by centre managers where internal volunteer placements had been recently introduced and one college where demand for teaching placements was high was considering introducing a role of volunteer co-ordinator. The college or training provider employing volunteer tutors is able to claim £400 per volunteer from the IfL providing the organisation receives funds for the Skills Funding Agency (appendix 5).
4.7.2 Timetabling and planning. Timetabling and planning of volunteer placements was reported as being an issue during the previous year. Placements are not required early in the recruitment process but are required before a confirmed place can be offered and it was suggested that this could take place over the summer period. However many volunteer tutors applied very late for the course after timetabling had been undertaken in the departments so this may have restricted the range of volunteer teaching opportunities available. Criminal Record Bureau (CRB) checks needed to be processed by the organisation granting the placement before the placement commenced and delays were reported in the time taken to process these, particularly for trainees who changed addresses frequently or have returned from abroad. There may also be issues about who pays for costs of the CRB checks – the volunteer tutor or the employing organization?  
Conclusions
There is reason to expect that there will be more CPCET trainees undertaking unpaid teaching practice in the next few years as knowledge spreads of this facility and in the face of an economic recession. This voluntary teaching practice may take place within the same college where the CPCET centre is located, in other colleges or with other training providers. This is an as yet uncharted area of work for CPCET, though common place elsewhere. It has the potential of widening access and equal opportunities for teacher education and yet carries the risk of compromising quality and consistency of provision if approached in an ad hoc manner. The research uncovered some examples of enterprising and innovative practice and some examples of committed managers, mentors and volunteer tutors who had made these placements a success. Where there were occasions for dissatisfaction or problems with retention these issues could be tackled by using a team approach to supporting and developing volunteer tutors and providing clear policies and operational guidelines for all participants. Examples of guidelines and checklists informed by the work of the trail-blazing centres can be found in the appendices and there is scope for adding to this guidance with further training and information sharing.
Recommendations
1. The University to consider extending the part time pre-service course as this allows trainees to work in paid employment while they study.

2. Colleges to offer a formal induction course for volunteer tutors into their institution (as opposed to the induction for the CertEd/PGCE course) and advised to include a subsidised or free level 3 PTLLS as part of this induction.  This would act as a preliminary to the PTLLS incorporated into the CertEd/PGCE at level 4.

3. CPCET should provide guidance on the requirements of the additional support processes for volunteer tutors and advice on how to plan and timetable these processes.

4. Colleges to have a written policy that states the responsibilities of each of the participants in the internal college voluntary teaching practice placements.  This would be in addition to and supplement the University policy. 

5. Checklists and guidance produced by the volunteer tutors research project to be circulated to all centres

                a) A checklist to be circulated to all centres re the administrative practicalities of  
                   introducing internal voluntary teaching practice (appendix 5)
b) A checklist to be used by CPCET for administrative actions to improve equality 
of access and quality of mentoring (appendix 6)

c) Guidelines for supporting volunteer tutors to be circulated to all centres (appendix 7)

                d) Frequently asked questions produced for mentors and responsible 
tutor/teachers to  

                    be circulated (appendix 8)
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Glossary

BSL 

British sign language

CRB 

Criminal Records Bureau

CPD 

Continuing professional development

CTLLS 
Certificate in teaching in the lifelong learning sector

CPCET 
Consortium for post compulsory education and training

ESOL

English for speakers of other Languages

IFL

Institute for learning

PTLLS 
Preparation for teaching in the lifelong learning sector

VLE

Virtual learning environment

Appendix 1  

Numbers of volunteer tutors and their percentage of the total trainee year 1 population 2010-2011

	Centre name 

Volunteer tutors per centre

Total Yr1 trainees per centre

Volunteer tutors as % of Yr1 trainees per centre

Accrington and Rossendale

9

36

25%

Askham Bryan

2

17

12%

Bishop Burton

0

25

0%

Boston

0

32

0%

Calderdale

3

30

10%

Craven College

0

39

0%

Dearne Valley

8

20

40%

East Riding 

0

53

0%

Grimsby Institute

1

45

2%

Harrogate College

1

34

3%

Hull College

0

31

0%

Joseph Priestley

6

28

21%

Kirklees College

7

68

10%

Leeds City College

1

55

2%

Nelson & Colne

3

14

21%

North Lindsey

0

31

0%

RCAT

2

31

6%

Selby College

0

25

0%

South Tyneside

1

27

4%

Stockton Riverside

1

28

4%

Tameside

37

55

67%

The Manchester College

9

133

7%

The Northern College

9

27

33%

U.C. Barnsley

0

40

0%

U.C. Oldham

1

34

3%

University of Huddersfield 

3

36

8%

Wakefield College

8

63

13%

York College

7

39

18%

Yorkshire Coast College

0

10

0%

Total All Year 1 trainees 

1106
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Appendix 2     Age profile of all trainees in 1st year 2010 -2011

Centre name 

19-24yrs

25-34yrs

35-44yrs

45-64yrs

Total Yr1 trainees

Accrington and Rossendale

5

7

14

10

36

Askham Bryan

4

4

2

7

17

Bishop Burton

4

2

13

6

25

Boston

2

6

9

15

32

Calderdale

3

5

13

9

30

Craven College

4

6

8

21

39

Dearne Valley

3

4

2

11

20

East Riding 

2

5

25

21

53

Grimsby Institute

5

6

17

17

45

Harrogate College

7

3

12

12

34

Hull College

6

3

9

13

31

Joseph Priestley

3

4

11

10

28

Kirklees College

7

14

24

23

68

Leeds City College

2

14

18

21

55

Nelson & Colne

4

3

6

1

14

North Lindsey

3

8

7

13

31

RCAT

3

4

10

14

31

Selby College

5

7

4

9

25

South Tyneside

3

5

8

11

27

Stockton Riverside

4

7

4

13

28

Tameside

8

9

21

17

55

The Manchester College

9

18

40

66

133

The Northern College

0

2

10

15

27

U.C. Barnsley

3

8

15

14

40

U.C. Oldham

3

9

13

9

34

University of Huddersfield 

1

7

13

15

36

Wakefield College

4

13

20

26

63

York College

3

5

10

21

39

Yorkshire Coast College

0

1

0

9

10

Total

110

189

358

449

1106


	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	


	Appendix 3 

Employment status of the 35 volunteer tutors who responded to the questionnaire (n.b. some of these categories overlap)
Employment status

Numbers of Volunteer tutors

% of respondents
Not in paid work

10

29%

In unpaid work for vol. org.

3

9%

In paid work for vol. org.

1

3%

Employed full time

13

37%

Employed part time

6

17%

Self employed full time

2

6%

Self employed part time

4

11%
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Appendix 4

Data from teacher educator responses from 10 Centres

	Affect on recruitment
	Responses

	numbers remained constant but would have decreased 
	1

	numbers increased substantially
	2

	no noticeable effect
	7


	Who arranged the teaching practice?
	Responses

	Trainees themselves
	8

	mixture
	2


	Evidence of volunteer tutors leaving their course early?

	In one centre there was 1 early leaver who was a volunteer (25% of their early leavers); in another centre there were 12 early leavers who were volunteers (63% of their early leavers). In the other 8 centres there was either no evidence of volunteers leaving early or the information was not available.


	Information supplied to volunteer tutors that is extra to that provided to other trainees

	College policies

	Log in number for college system

	Access to photocopying

	Form for placement provider to complete CRB checks

	Extra verbal support and feedback. Reference made to points raised in handbook. Importance of regular mentor meetings


	Volunteer experience a better one
	Volunteer tutor experience similar  to other trainees
	Volunteer tutor experience a worse one
	Difficult to say
	Some better and some worse

	0
	5
	2
	2
	1



Appendix 5

Volunteer Project:
Practicalities checklist for Centre Managers 

Managing volunteer teaching practice placements within your College 

75 paid teaching hours is the first requirement for recruitment and entry on to the teacher training programmes, if these paid hours are not available for your Cert Ed / PGCE applicants then consider using voluntary teaching within your college. 

· For internal college teaching practice placements, agreement needs to be undertaken at principalship and human resources level within the college to use volunteer tutors as this produces a win/win situation for all.
· Provide a list to college management of the course applicants who are looking for teaching practice placements.
· If demand for volunteer placements is likely to be high, ensure that yourself or another manager has allocated time for dealing with any extra liaison or administration requirements and any reciprocal agreements required with other colleges.
· Centre managers should ensure that the “Policy on volunteer teaching placements” and the agreement form, “Approval for Volunteer teaching practice” are applied with rigour. Both should be seen by Heads of Departments offering placements and understood by the trainees. 
· There may be issues with the voluntary placement e.g. unsuitable placement, trainee attendance etc. which need to be resolved during the academic year by an appropriate person. It needs to be clear whose responsibility it is to resolve such issues e.g. centre manager, human resources manager, head of department.
· When a college or training provider takes on volunteer tutors , the college/organisation can claim £400 per volunteer from the IfL providing the organisation receives funds for the Skills Funding Agency. This money can be used to offset the cost of course fees for the volunteer tutor.  This requires co-ordination between trainees, centre manager and the finance department of the “employing” organisation for the volunteer tutors. See quote on the IFL website, August 2011
“Volunteer teachers are eligible for a grant of £400 providing you are an experienced teacher (and not pre-service on a teaching placement) and have a written agreement of your volunteer work with the employer for whom you are volunteering with. The employer must be a FE college or Skills Funding Agency (SFA) funded employer, and you must be teaching (voluntarily) on a SFA funded provision. You will also need to meet the rest of the eligibility criteria”
· Start planning early. Placements are not required early in the recruitment process but are required before a confirmed place can be offered. Many colleges will not confirm placements until after recruitment in Sept. The Cert. Ed/PGCE courses normally commence in the 3rd week in September so there is time to find placement over the summer period. Many volunteer tutors apply very late for the course after timetabling has been undertaken in the departments so encourage early applicants.
· Allow for flexibility in timing and delivery. Often trainees fit their course and placement around full time jobs and family.
· Ensure all responsible tutor/teachers understand that placements involve a full teaching role and range of teaching, not just shadowing. However trainees should not be used to completely replace the normal teacher. The normal teacher still has direct responsibility for the class. (see policy)
Information to check with the volunteer applicant
· When interviewing applicants for the Cert. Ed/PGCE course make clear that Centre Managers may make suggestions regarding finding placements but the applicant will ultimately be responsible for securing the placement. 

· Trainees should realise that they are fulfilling the role of tutor in a professional manner even if unpaid. A high level of commitment needed, this should be checked at interview.

· Where their placement is in your college they should expect to go through the normal college process for selecting volunteers; e.g. by interview or by undertaking a micro teach prior to the placement in those cases where they have not got a PTLLS certificate or previous experience of teaching. Make sure they understand that your role as a centre manager or course tutor is separate and different from the role of the mentor or “responsible tutor/teacher”
· Where the placement is elsewhere, discuss the distance to travel to a placement as this may be may be an issue in terms of travel cost and time given to observations for both the trainee and the college.
· CRB checks need to be processed by the organisation granting the placement and usually before the placement commences. Ensure that the applicant knows this and knows who is responsible for paying the costs of the CRB checks – the volunteer tutor or the “employing” organisation?
· Volunteer tutor trainees and mentors should meet before the start of their ITT course and agree the programme of support. Make sure that a date and time is arranged for this to take place. (See the CPCET “Model programme of development support for trainee tutors” for guidance.)
· Ensure that the volunteer tutor trainee has been provided with employee induction information about your college policies, photocopying systems, staff codes and badges, space in staffrooms, access to computers and VLEs, setting up VLEs and behaviour management. 

Appendix 6 


Volunteer Project:
Practicalities checklist for the Consortium for PCET

· At university training days attended by new centre managers and in-service course tutors should include extra information regarding the volunteer policy.
· The ‘responsible teacher’ has a role which extends beyond that of the traditional mentor role in the in-service ITT courses.  Guidance and support should be offered to all those ‘responsible teachers’ undertaking this role and accepting a volunteer tutor.  
· Publicity leaflets and information sessions must market the volunteer aspect of the course. There should be consistency across the Consortium for PCET to ensure equality of opportunity. Check this each year when publicity is sent to University.

· Data collection can be time consuming for centre managers.  Advise centre managers to use their internal college MIS systems as well as the university enrolment system to assist with data extraction.
· Some colleges prefer trainees to have a level 3 PTLLS qualification prior to starting on a PGCE although this is not a university requirement. Remind colleges of the university admission requirements.

Appendix 7

Model Programme of Development and Support for Volunteer Trainee Tutors on the University of Huddersfield Certificate in Education/PGCE courses offered through the Consortium for PCET partner colleges.

Introduction

These guidelines and suggested model are one of the outputs from the report on Volunteer Tutors.  The report and all of the other outputs can be viewed on the Consortium web site (under projects) at http://consortium.hud.ac.uk
A Team Approach

Although all trainee teachers need a coherent and planned workplace development strategy that supports the CertEd/PGCE course, volunteer trainee tutors have an additional person involved in their development and support.  So, in addition to the teacher educator(s) and mentor, the volunteer trainee tutor will have another range of staff involved in their support.  This will include: the ‘responsible tutor/teacher’ (i.e. the teacher whose class the volunteer trainee tutor teaches and who normally acts as the mentor to the trainee); the line manager or head of department; HR; and QA.  As the volunteer trainee tutor is not an employee of the organisation but fulfils some of the functions of the ‘responsible tutor/teacher’ they will need access to the ‘normal’ support systems in the organisation.  For example, volunteer trainee tutors will need CRB clearance, induction into the organisation and access to the usual resources (physical and electronic) that are made available to teachers/trainers.  
These particular guidelines identify a model that will support the development of a volunteer trainee tutor over their two year course.  It is not intended to be exclusive or to be fixed.  Some employers were already developing support systems for their volunteer trainee tutors during the implementation of the project, although these tended to be ad hoc and dependent on the particular responsible tutor/teacher and/or head of department.  We hope to move towards a standard model that can be adapted to suit different organisations and cultures, yet will fulfil the needs of the volunteer trainee tutor and the requirements of the Cert. Ed/PGCE course.

Approaches to Trainee Development

In order to understand how we might best support the development of a trainee new to teaching (and this can be applied to any trainee who has had no or little previous experience of teaching and this applies to a growing number of in-service trainee teachers), it is useful to consider some models already developed.  For example, a model which has been suggested to describe the development of the initial teacher trainee is as follows (Maynard and Furlong, 1993):

Early idealism          
ideas, beliefs and hopes of the role of teacher are to the 




forefront; these may be abandoned or at least modified over the 



duration of the course
Survival 


trainees become concerned with acquiring the basic ‘tools’ to 



manage Learning
Recognising difficulties    
acknowledgement of the issues that need to be faced and a 




growing realisation that many issues are difficult to resolve; there 



are no ‘quick fixes’. 
Hitting the plateau    
a feeling that the trainee is not making much progress
Moving on
           
recognition of the improvements and progress being made
Gage and Berliner (1998) have suggested the following model in terms of professional development:
Novice; advanced beginner; competent; proficient; expert

A 2-dimensional model of mentoring relationships

from Elliott and Calderhead’s model (1993)
This model considers the impact of support and challenge between the mentor and the trainee.  

Growth in trainees’ understanding and skills involves both support and challenges from the mentor.

Support – ‘to foster cognitive and affective orientations’ (ibid, p.171); includes freedom to make mistakes, acceptance of differences and professional debate.

Challenge – a necessary element for growth to occur?  This can lead to trainee discomfort.  Does not mean aggressive challenging – but a questioning of assumptions and identification of alternative meanings and assumptions in contrast to those held by the trainee.

Images – i.e. the understanding and assumptions of education and training that the trainee has and brings with them, to the course and the mentoring relationship.

The table below shows the relationship between support and challenge in this model.

	Low Support

High Challenge 
	Novice withdraws from the mentoring relationship with no growth possible


	Novice grows through development of new knowledge and images
	High Challenge

High Support

	Low Support

Low Challenge 
	Novice is not encouraged to consider or reflect on knowledge and images


	Novice becomes confirmed in pre-existing images of teaching
	Low Challenge

High Support


Depending on the previous experience of the volunteer trainee tutor, some of the above models may be pertinent.  However, some volunteer trainee tutors, although relatively inexperienced in teaching, may have had considerable experience in training/coaching (often on an informal basis) and certainly have vast vocational/professional and work experience. This underlines the need to ensure that any development programme for the placement is discussed and an agreement is negotiated with all parties concerned, including the volunteer trainee tutor themselves.

A suggested model for trainee development

1. Before the course starts:
· Consideration of the volunteer trainee experience to date

· Initial discussions and agreement with volunteer trainee tutor after earlier discussions with other ‘stakeholders’ e.g. teacher educators, HR, etc.

· Note that the trainee must undertake 75 hours of teaching across the first year of the Cert. Ed/PGCE course.  This needs to be built into the plan.

2. The initial stages (suggested timescale - first 3 months but may be shorter or longer, depending on previous experience of the trainee).  

To include:

· Discussions and background papers on the class(es) to be taught in the future; the curriculum, scheme of work; resources and how to access them; the students/learners (profile - qualifications, skill levels; any behavioural issues).

· Initial observations – an observation followed by discussion.  Perhaps some questions for the trainee to consider whilst observing, based on the information already provided.

· Work shadowing – the range of tasks associated with teaching in the full teacher role

· Acting as an assistant teacher role within a class (e.g. setting up some resources, supporting learners accessing resources/information).

· Depending on the previous teaching experience of the volunteer trainee tutor, they could be asked to lead a section of the class e.g. a mini-demonstration.

· Hold regular meetings (once per week is suggested by most mentors) with the trainee to discuss progress.

3. Surviving the first experience of teaching (suggested timescale – 3 months but, again, could be longer or shorter depending on the progress of the trainee)
· Having undertaken observations and perhaps an element of delivering a small section of a class, the trainee could move increasingly to taking larger sections and then a whole class themselves.  The responsible tutor/teacher should be present in the room at this stage.

· Ensure that the trainee begins to be involved in different stages of assessment.  Remember that a trainee can make assessments, as long as these are ‘signed off’ by an accredited teacher.  These can obviously form the basis of a feedback session between the trainee and the responsible tutor/teacher.

· Consider the range of teaching experience that the trainee undertakes; they must experience different levels and if possible, age groups and related subjects.  If it is not possible for the trainee to have direct teaching experience beyond the specific group, then arrange observations and work shadowing.  You may need to refer this element to a head of department/line manager to implement.

· Continue holding regular progress meetings with completion of relevant records.

4. End of the first year.  

· By this time the trainee should be completing the 75 hours of teaching with the requisite number of observations (4) undertaken.  

· It is important that observations are distributed sensibly across the year; undertaking the first observation as late as April is not acceptable as the trainee will not have time to incorporate improvements and for these to be observed and assessed by any future observer.

· Ensure that all relevant progress reports and any other documentation for the course and/or your employer are completed and submitted.

5. Second Year

· This should be a time for substantial progress with greater responsibility for a class and groups of students.  Trainees must be able to demonstrate that they have fulfilled the full teacher role.  This entails a move towards a position of challenging trainees (see Elliott and Calderhead’s model above).

· Ensure another 75 hours of teaching is planned and undertaken.  Include broadening of trainee experience again with reference to your line manager to implement.

· Ensure regular meetings and completion of records.
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Appendix 8

FAQ for Mentors and “Responsible tutor/teachers” of Volunteer tutors

Q
What is a “responsible tutor/teacher”?

The “responsible tutor/teacher” is the tutor/teacher of the class that is being used for voluntary teaching practice. They are ultimately responsible for the learning that takes place in this class. The responsible tutor/teacher is usually, but not always, the person who mentors the volunteer tutor.
Q
How would being a mentor benefit me and my students?

CPCET research has shown that mentors who have chosen the role themselves have gained much in terms of personal learning as one mentor put it,

“I think also you reflect more on your own teaching as well, because there was some times 
when we spoke, informally at the end of the lesson, and he picked up on things that I’d 
done, either from a policy point of view, or things that I’d missed and it’s kind of good to get 
feedback for yourself as well.” 
Some volunteer tutors have up to date information and techniques to pass on. Take advantage of this opportunity to update your knowledge and also take up offers of mentoring training and keep a record of your reflections on the mentoring role as all of this will be useful evidence of your own participation in CPD.
Q
Will I receive time off my contracted “contact time” as a ‘responsible teacher’?

Your manager has signed an agreement to say that, among other things, 

“ The teacher(s) with formal responsibility for the applicant's classes will have the same 
workload recognition for these classes as would be the case if the teacher(s) were actually 
taking the classes.”
This is to ensure that colleges are not tempted to replace paid staff with unpaid volunteers. It also means that you are not able to have time off from your contact time to mentor a volunteer tutor. However if your mentee is teaching your class then as they grow in confidence and you find they can be left in charge of the class, you should be able to work on other work in the classroom or staffroom nearby. 

Q 
Will the volunteer tutor be shadowing me throughout their placement?

When the volunteer tutor starts volunteering, like any new teacher they should have a period of induction to college policies and practices, a period of observing how their subject is taught and of getting to know the learners. They should not spend large parts of the placement just shadowing your work. They need to gain experience of the full teaching role, which means they need to work with individuals and groups and to be gradually introduced to teaching the full class on their own. For further information on this see the CPCET “Model programme of development and support for volunteer trainee tutors.”
Q
Will the volunteer tutor require more support than other trainees I have mentored in 
the past?

The volunteer tutor will need to be informed of college policies and so you will need to check that human resources has provided them with that information. Some tutors may require different support because of a range of issues e.g. a disability, however this requirement is not specific to volunteer tutors. CPCET research has shown that volunteer tutors in general make the same demands and have the same needs as paid tutors in terms of support, some may need less and some may need more. Like other tutors, all volunteer tutors have had to pass an initial assessment before they have been accepted on their PGCE or Cert Ed course.

Q
What practical support will the volunteer tutor need?

It is important to ensure that the volunteer tutor has access to the same sorts of resources and support as would a paid tutor. In practice this may mean, access to photocopying, a physical space to be between lessons even if it only a “hot desk”, a log in and password to access the areas of the staff intranet where resources are stored or where their students records are stored. You will need to liaise with other departments in the organisation, including your line manager, to ensure this takes place.
Q
Surely a volunteer tutor will be less reliable, less likely to be committed to the work and more likely to take time off than a paid tutor?

CPCET research has shown that volunteer tutors are no more likely to leave their course early than other trainees and are no more likely to take time off and be less committed to their work than paid workers. In fact some volunteer tutors make a considerable sacrifice in terms of lost income from other employment in order to do their volunteer teaching practice. Those volunteer tutors who are unemployed may require time off at a particular time in order to sign on so you should check this and agree the times beforehand. Some volunteers may require time to undertake paid work commitments, family commitments or for medical appointments. You should check these at the beginning of the placement and arrange for them to be timetabled in to the programme of support where possible.

Q
I am a part time teacher. Will the volunteer teacher eventually be used to replace my 
teaching hours? 

It is easy to feel insecure as a part time teacher, however if you can demonstrate that you are able to provide effective mentoring support, then the presence of a volunteer tutor is more likely to improve your career prospects than damage them.  Some volunteer tutors have up to date information and techniques to pass on. Take advantage of this opportunity to update your knowledge and also take up offers of mentoring training and keep a record of your reflections on the mentoring role as all of this will be useful evidence of your participation in CPD 
Q  
There is the possibility of some extra work in our section as we have over-recruited 
learners, should I put in a “good word” for the volunteer tutor with our head of 
department?

It should be made clear to the volunteer tutor that their doing voluntary teaching is not a prerequisite for gaining employment in your organisation. By all means encourage the volunteer to apply for posts and where relevant agree to write a formal reference for them, however do not promise to put in a “good word” for them with the head of department as this will open up both you and your employer to legal prosecution under equal opportunities and other work related legislation.

Q
Will the volunteer tutor have had a CRB check and will they have received an 
induction to the way we work at this college?

It is the responsibility of your human resources department to ensure that the necessary Safeguarding checks have been undertaken and new workers are familiar with college policies. Check with your HR department whether this has been done and arrange for the volunteer tutor to join in the normal college induction for new employees in the appropriate sessions. Your manager will have signed an agreement to the effect that, the volunteer tutor “will be expected to participate in staff development, curriculum development and other appropriate non-contact activities.”
Q 
Can I use the volunteer teacher to help with assessment work? We have lots of 
paperwork to catch up with for our current students and it would be a great help?

The applicant should not be used to completely replace any learning, assessment or other support normally provided for the classes.  It is good practice for the volunteer teacher to take an active part in formative and summative assessment. However you yourself or some other experienced assessor must check and “sign off” their assessments. This does not mean that as the teacher with formal responsibility for the class you must attend all classes and all workshops where assessment is taking place.
Q
Should I place the volunteer tutor with my entry level class? I am concerned that if I 
place him/her with my level 3 class that they might not do so well in their 
qualifications and they might complain that they are not getting value for money?

There is no reason to suppose that entry level course would be easier for the volunteer tutor to teach than a level 3 course and in many cases it may be more difficult. Place the tutor in the course that is most convenient for them to attend and most suitable for both of you to arrange an appropriate learning experience. It is important you explain to the students that the volunteer tutor is a trainee and that you will be supervising and observing the trainee as they work. Most people are familiar with trainees being present in many different professional contexts and understand the need for this. There is no reason to expect that the presence of a trainee would lead to complaints. At the same time, don’t forget that the trainee (and this applies to any trainee) will need to eventually experience teaching a range of levels and age groups.
Q 
Do I have to provide schemes of work and session plans for the volunteer tutor to 
use?

The volunteer tutor must have responsibility for planning, delivering and assessing learning for at least 75 hours per year. This means that they should write their own schemes of work and session plans for these sessions. Start them off with your lesson plans but they must progress to a position where they are completing their own schemes of work and session plans in order to pass the course, as well as experiencing the full teacher role.
Q 
Is there a lot of extra paper work required with mentoring a volunteer tutor?

CPCET research has shown that mentors of volunteer tutors did not find paperwork an issue. As a mentor, if you are carrying out their observations, you will need to complete an observation form for the volunteer tutor.  Apart from that, the trainee themselves will be doing the recording and reflecting on their experience through out the placement.
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UNIVERSITY OF HUDDERSFIELD DEPARTMENT OF POST-COMPULSORY EDUCATION AND TRAINING IN-SERVICE CERTIFICATE, PROFESSIONAL GRADUATE CERTIFICATE AND POSTGRADUATE CERTIFICATE IN EDUCATION (PCET)

POLICY ON VOLUNTEER TEACHING PLACEMENTS as at June 2010

Following discussion at the Network Meeting on Friday 16 October, the Course Team considered the issue of volunteer teaching placements and developed a draft policy for consideration by the Course Committee. Subsequently the PCET Departmental Management Team has decided that a policy of accepting volunteer teaching placements will be adopted, but that this will be subject to certain criteria. Draft criteria were considered by the PCET Network Meeting on 19 February with a view to further discussion and finalisation at the PCET Departmental meeting to be held on 5 March 2010. At the 5 March meeting it was agreed that this policy would be adopted. The definitive version will appear in the next edition of the Part-Time In-Service Cert.Ed./PGCE (PCET) Admissions Handbook for Centre Managers (UofHudEd) and Centre Admissions Tutors              (UofHudEd). In the meantime this document should serve as a guide to centres receiving applications from candidates who wish to join the course on the basis of a volunteer teaching placement. 

STATEMENT FOR COURSE ADMISSIONS HANDBOOK

Applicants to the in-service programme normally hold paid employment as a teacher, trainer or tutor or an equivalent voluntary role with a charity registered with the Charity Commission. Applicants may, however, have a voluntary placement in an organisation which is not a registered charity subject to the criteria set out below.

 

In all cases, the applicant's role must include at least 75 hours per year of teaching with sufficient responsibility and breadth to enable the applicant to meet the course learning outcomes and all relevant teaching standards. A reference from the employer or host institution will be required, confirming that 75 hours per year of teaching will be carried out and indicating the nature of this teaching. Whilst management of the process is devolved to centres the final decision on the suitability of a placement, whether paid or unpaid, lies with the Course Admissions Tutor at the University in consultation with the Course Leader at the University (see 4. below).   

 

Criteria for voluntary teaching placements:

 1. All applicants seeking a volunteer teaching placement must be made aware of the University’s Pre-Service provision and advised to consider whether or not this would be appropriate to their needs.  

2. The responsibility for finding and negotiating a suitable placement rests entirely with the applicant, who is also responsible for ensuring that the required documentation is provided to the Centre Manager in good time and for providing evidence that they have been given CRB clearance to perform teaching duties in the host institution.






/continued…

3. For each trainee undertaking a volunteer teaching placement a member of staff at Head of Department level (or equivalent) or above in the host institution must provide a statement confirming that the following conditions will be met over the full period of the course:


a) Teacher(s) employed by the institution will have formal responsibility at all times for any 
classes to be taught by the applicant.


b) The teacher(s) with formal responsibility for the applicant's classes will have the same 
workload recognition for these classes as would be the case if the teacher(s) were actually 
taking the classes.  


c) The applicant will not be used to replace any learning or other support normally provided 
for the classes


d) The applicant is covered by the institution's insurance for any situation that might arise in 
the placement


e) The applicant will have responsibility for planning, delivering and assessing learning for at 
least 75 hours per year and will be expected to participate in staff development, curriculum 
development and other appropriate non-contact activities.

 

4. The Centre Manager will be responsible for making decisions on the suitability of the proposed placement, but must seek the advice of the Course Admissions Tutor at the University if there is any doubt as to whether the above conditions are met. The Admissions Tutor will also sample evidence on placements.

 

5. No payment will be made by the University for in-service volunteer teaching placements.

6. Principals of colleges/organisations in which volunteer teaching placements take place must sign a formal agreement accepting the above criteria, [unless the college/organisation is a CPCET member and this policy is formally endorsed by the CPCET Board as binding on its membership]. 

Dr Robin Simmons

In-Service CertEd/PGCE Course Admissions Tutor (CAT)

June 2010 

Pen portraits of Two Volunteer Tutors





 X is a self-employed beauty therapist in her mid 30s who works a 60 hour week; for part of the week she works in a beauty salon and for part of the week she travels long distances to work as a paid trainer and assessor in this subject. She has reduced her working week in the salon, and thus her income, in order to work as a volunteer tutor in a college setting. She hopes to eventually obtain employment in a college setting and this is why she chose to do a college voluntary teaching practice as well as continuing with her own paid training work. A confident and proactive trainee she arranged her own teaching practice through a social contact. She is dissatisfied with her voluntary teaching practice as she considers that her only experience of the full teacher role in a college setting has been during those sessions where she was observed. 





Y is in his mid 40s. He is unemployed and has got a training qualification and some years experience of providing training in a technical subject. He has a long term disability and his current life situation and medication has damaged his personal confidence and his ability to communicate quickly and effectively. He is personally committed to fostering learning but struggles to maintain order in a classroom full of 16 -19 year olds. He needs to update himself on his subject or retrain as he has been unemployed and out of his industry for a long time. He has had 3 different mentors in his first year and has received extensive personal and pastoral support because of his learning difficulties.
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