Personal Learning Plan
Name:																	Date:
	Objectives
What do I want to be able to do
or do better?
	Success criteria
How will I recognise success?
How will I review and measure my improvement?
	Actions
What methods will I use to achieve my learning objectives?

	Implementation
How will I practise and apply what I learn?
Timescale?

	Further explore and integrate AI powered tools in to teaching and learning to further enhance student engagement and learning.
Develop my own understanding of AI from the foundation that I currently have.






	In Semester one of the 24/25 academic year I will pilot one additional AI driven learning activity.
I will evaluate the impact of the AI tool on student performance by comparing subjective engagement with previous iterations of the module being taught.
I will develop a demonstrable working knowledge of AI tools that can be readily shared with colleagues.
	I will dedicate a minimum of 4 hours per month to research and familiarise myself with various AI tools that are suitable for enhancing student engagement and learning.
I will attend all possible university run workshops and utilise the university LinkedIn Learning opportunities to develop my knowledge.
	With colleagues in the discipline and support from the academic office:
 I will identify suitable AI platforms, e.g. adaptive learning platform, prior to the start of teaching in September 2024
I will design and deliver a formative assessment activity that utilises an AI tool to enhance the student learning experience, this will be designed and implemented by December 2024

	Enhance the current guidance and support offered to PCET students on placement within the programme. This will include programme development, teaching methods and student assessment (formative and summative)
Foster the professional development of the PCET student.

	Subject to the PCET programme placing a student in the programme in the next academic year. 
Success will be measured through improved feedback from the Mentee and the PCET lecturers. regarding the value and effectiveness of the mentorship they have received 
	The Mentee will receive fortnightly 30-minute review sessions in addition to any ad-hoc support.
Feedback provided will be constructive with appropriate resources and guidance employed based on the needs of the individual.
	During the fortnightly meetings I will employ active listening to determine the challenges being faced by the mentee and provide feedback and feedforward from my own teaching experience.
On an ongoing basis I will share best practice for programme development, teaching methods and formative assessment strategies.
These will all take place through the 24/25 academic year. 
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Concept Map
Concept Map Analysis

The purpose of this analysis of the concept map is to critically examine the research specifically relating to adults and their volunteering habits in the third sector. Whilst the concept map outlines a large number of challenges in recruiting volunteers this analysis will focus on the changing volunteering culture in the UK linking this in broad terms to the concept map. The analysis will also consider in depth the evidence and research around why individuals cease volunteering and the implications of this for the organisations involved.
In order to effectively discuss volunteering, it is necessary to define the term and determine the model that will be focussed on. Brudney & Meijs (2014) outline four distinct models of volunteer involvement shown in appendix A (page 22) These models focus on how volunteering is structured and ultimately managed. Rochester (2021) argues that there are a number of paradigms involved in volunteering including the default setting or the non-profit paradigm, where volunteers are involved in a contribution to social welfare in large formally structured organisations. Or the civil society paradigm where volunteers are involved as a form of serious leisure being involved in self-help or campaigning and that this complexity leads to uncertainty as to what volunteering is for. However, Enjolras (2021) simplifies this approach stating that in modern terms volunteering is optional, unpaid and outside of familial groupings. For the purpose of this analysis a definition of an individual who gives freely of their time and expertise to benefit social welfare in a formally structured organisation supported by members of staff employed due to their expertise.  
UK Government (2023) stated that in England twenty-three percent of people over 16 undertook some voluntary activity in an organisation once a month showing a small increase over the previous three years. Welsh Government (2023) statistics support this rise stating that thirty percent of people undertook some voluntary activity in the year 2022 to 2023. Whilst none of the research pieces specifically define a causal relationship to lower volunteering rates during the global pandemic, given the extensive lockdowns it is reasonable to assume a correlation in this area which will be taken into account further in this analysis. Interestingly Rochester (2021) notes that broadly speaking volunteering participation rates up to 2018 had not changed significantly since the 1940’s. Despite the significant investment and commitment to volunteering activity by the UK government through the Make a difference report discussed by Wardell, et al. (2000). However, the nature of the volunteering that individuals undertake has changed significantly, with Welsh Government (2023) reporting that almost seventy percent of volunteers undertake less than ten hours of activity per week. Dempsey-Brench & Shantz (2022) Hustinx, et al. (2022) and Rochester (2021) all argue that traditional research models and subsequent definitions of volunteering do not effectively take into account the rise of micro [footnoteRef:2]or episodic [footnoteRef:3] volunteering that is a feature of millennial volunteering preferences. The Scout Association has long offered flexible volunteering opportunities in a range of roles often focusing on the subjective wellbeing aspects as a draw to encourage new volunteers (The Scout Association, 2024 a). However, anecdotally from the authors experience there is a focus in some groups on frequent role-based volunteering. Interestingly as noted by Lawton, et al. (2021) the evidence for a causal relationship between improved subjective wellbeing and volunteering activity is fraught with challenges and may not be the significant draw to encourage new and retain existing volunteers. The Scout Association (2024 b) is currently undertaking a far-reaching reform that is designed to move the organisation to task-based volunteering, far more suited to micro and episodic volunteering common in the 21st century that should reduce burnout noted in the concept map. [2:  Micro-volunteering – task-based volunteering meeting a specific need of an organisation or individual EG grant applications. ]  [3:  Episodic volunteering – occasional volunteering activities based on the availability or whims of the individual.] 

As discussed by Chacón, et al. (2017), Lindsey, et al. (2018) and Dawson, et al. (2019) individuals become involved in volunteering generally for altruistic reasons or from a sense of duty either to society or to the organisation itself. In a scouting context Turpie (2024) supported this argument stating that many volunteers begin their journey to support their child. In contrast to this Wilson & Musick (1999) Wardell, et al. (2000) and Willems & Dury (2017) all argue that altruistic motives make up a small part of the bigger picture in why people choose to volunteer with diverse reasons including professional development and filling their own spare time being as important to some volunteers. Livi, et al. (2020) develop this discussion further focussing on the psychology of the individual arguing that, regardless of their initial motives, those that initially volunteer have a highly prosocial personality type. This antecedent personality type links to the individuals unique value structure, emotional intelligence and self-efficacy that leads to an increased likelihood of volunteering. Interestingly these are all values the Scout Association (2024 c) aims to instil in the youth membership. McCormick & Donohue (2019) and Zollo, et al. (2019) argue that a key component of a potential volunteers attraction to an organisation is the emotional attachment they feel based on shared values and goals. Anecdotally from the authors experience recruiting potential volunteers from the pool of parents, guardians and care givers is somewhat easier than from the wider community as the individuals already share some of the same values and are aware of the benefits to their young person, however this does lead to the lack of outreach noted in the concept map and may offer a limited pool of expertise to draw upon.
Having focussed on the reasons for volunteering this analysis will now consider the reasons for individuals not commencing volunteering. As noted in the concept map one of the significant barriers to an individual volunteering is other time commitments, be this due to familial obligations or work commitments. Willems & Dury (2017) and Southby, et al. (2019) expand on this by positing a range of other barriers. Whilst these barriers are discussed using different language, they both broadly suggest that personality traits are a significant factor in volunteering rates. Alongside this both suggest that a key barrier to volunteering is that no-one has asked. Southby, et al. (2019) expand on this by suggesting that there is a complex interplay of human, social and cultural capital in the decisions for volunteers to offer their services. The Scout Associations transformation of volunteering noted above should make this conversation easier for current volunteers. Willems & Dury (2017) note that some individuals simply do not wish to volunteer, this may be due to a lack of individual motivation or a mismatch of values between the organisation and the individual. Welsh Government (2023) also note that white, highly educated, middle-class males are more likely to volunteer than any other social group with this being particularly prevalent in rural areas. In contrast to this Turpie (2024) does note that sixty percent of volunteers are female, however, anecdotally the author has experienced the perception of Scouting as being a very white middle-class activity in their volunteering experience that likely contributes to the outdated image and presents as a barrier to entry for some minority groups.
As discussed, the recruitment of volunteers often proves challenging, with a myriad of reasons as to why people do and do not volunteer for organisations to consider. In addition to the challenges of recruiting new volunteers retaining existing volunteers is equally difficult. As noted by Holtrop, et al. (2024) globally over forty percent of volunteers ended their volunteering activities between 2018 and 2021, with little evidence that these volunteers are easily replaced within their organisations. In line with this trend Weakley (2021) notes that during the Covid-19 pandemic fifteen thousand volunteers left the Scout association, it is challenging to compare this to current rates as the scout association focusses on net gains in volunteer numbers. However, it is reasonable to assume there is a significant churn in experienced volunteers as the association’s own figures suggest that volunteers average three years of service before leaving the movement (Turpie, 2024). In their seminal work on volunteering habits Wilson & Musick (1999) state that volunteers become attached to a role due to the level of resources they bring to the position and the rewards they obtain from this position. Livi, et al. (2020) develop this discussion arguing that volunteers become socialised into an organisations culture resulting in longer term commitments becoming ingrained. However, given the changes in the demographics and the rise of micro-volunteering discussed earlier this may be an oversimplification when considering why individuals remain with an organisation. De Clerck, et al. (2021) acknowledges the changes in demographics for volunteers but argues a significant demotivating factor is a lack of cohesion around management and vision with poor motivation being cited as a factor. Anecdotally this is a significant issue within the Scout association with regular complaints on social media forums from volunteers about excessive bureaucracy around safety issues and risks. 
In summary changing demographics and the continued rise of individualism present challenges for all volunteer organisations but the steady levels of individuals willing to donate their time and energy allow those organisations agile enough to meet the demands of modern volunteers to thrive.


Case Study of Workplace context
The purpose of this case study is to provide an in-depth analysis of the recent employability week for undergraduate students that the author co-led with colleagues from within the discipline. The week was scheduled to take place in January 2024 with planning commencing in June 2023. The case study will examine two key periods during this process, The initial formation of the team and the planning phase and the delivery of the finished programme with a particular focus on student engagement. The case study will then look to make recommendations to enhance future events. As discussed by Jackson & Bridgstock (2021) graduate employability outcomes have a significant impact on university funding hence the focus through this team.
In order to ensure clarity this case study will first offer a critical working definition of employability that will be used throughout. McQuaid & Lindsay (2005), Römgens, et al. (2020) and Behle (2020) state that employability forms a central tenet of policy for government, employers and educational institutions, but often the term is ill-defined or misunderstood, generally focussing on the skills and characteristics an individual possesses. Behle (2020) also argues that despite the range of theoretical and empirical models there is little agreement on definitive indicators for employability. Vanhercke, et al. (2014) identified three distinct models of employability, perceived, the individual’s perception of their prospects of obtaining employment. Dispositional, the individual’s proactive attitude to obtaining employment and competence, the individuals’ skills and abilities as related to the workplace. McQuaid & Lindsay (2005) argued that The OECD and the UK government focussed their definitions of employability on the skills and characteristics that the individual possesses or aspires to possess. Behle (2020) Also supports this assertion stating that despite the lack of agreement on specific indicators globally there is a strong emphasis on skills and characteristics. For the purpose of this case study employability will be defined as the skills that allow an individual to access and maintain or adjust their employment effectively. 
This case study will now analyse the team development using Tuckman’s theory outlined in appendix B (page 22) (Tuckman & Jensen, 1977). Rojas (2021) and Pfutzenreutera, et al. (2021) state that this model remains one of the preeminent theories in team development in the modern era. The team originally formed from two members of the previous years delivery team albeit with the original project lead stepping aside. As discussed by Lacerenza, et al. (2018) The use of teamwork for specific projects has become more prevalent in recent years with these teams having a high degree of independence in the overall structure of the organisation and members who work interdependently with one another. 
 Through July and August of 2023 good progress was made in forming the team with both members having a good understanding of their roles and previous experience being utilised effectively. However, in September 2023 changes in personal circumstances and the inclusion of a new programme from within the wider discipline resulted in a change of personnel, requiring the team to go through the forming stage again albeit with much of the outline planning already in place. Trainer, et al. (2020) Identify three distinct team level events (Appendix C, Page 23) that alter team dynamics based on the strength of the event. In this instance it could be argued that the departure of half the team and addition of three new members could have been seen as a critical event, however due to effective handover and a good working relationship the disruption was kept to a minimum. Interestingly the group did not appear to develop a hierarchical structure or specific named roles in the team. Xua, et al. (2022) noted that flat structured teams tended to develop new innovative ideas, and this certainly seemed to be the case in this project. Lee & Green (2022) generally support this argument though do find that in non-hierarchical teams there can be a lack of direction that demotivates lower performing workers. In this case study it would be extremely unfair to suggest that some of the team are lower performing, however, the lack of direction may have resulted in the non-delivery of some segments of the project. The team also appears to have largely avoided the storming phase of Tuckman’s model though privately the author and another team member did express frustration at the lack of input from some of the team during the norming and performing phases. Tripathy (2018) suggests that storming is caused by differences in working styles and discovering flaws in individuals and that strong team leadership is vital to resolving conflicts, however the flat structure of this team did not apparently lend itself to this resolution. Pfutzenreutera, et al. (2021) also suggested that disagreements are caused by team members discovering individuals’ abilities and build mutual respect. In this case study the team members were already aware of each other and had a good idea of their expertise which may have allowed them to bypass this stage. Roy (2019) suggested in their case study that storming occurred due to a lack of feeling valued. In the university context the team each individual’s contribution and development of the outline plan was valued with specific tasks being allocated very early on to individuals based on their experience. Despite the change in personnel for the most part the team very quickly moved onto the performing phase with the majority of the tasks being completed independently and only brief updates required. As this is an ongoing project the with the team working closely across the discipline there is not the opportunity for adjourning as yet, though additions to the team in future iterations will require a new norming phase. 
The 2024 employability week comprised of a variety of events that can be categorised as either informational, for example talks on post graduate opportunities, or training, for example accredited first aid training, the events that were offered were selected based on student feedback from previous years. Both categories of events had elements of face to face and online and students were not timetabled for lectures or other activities during these times. Ornellas, et al. (2019) state that youth employment has had a significant focus since 2008 with various policies being developed to ensure maximum employment. Jackson & Bridgstock (2021) support this assertion and also state co-curricular activities are commonly used in western universities in an effort to improve a student’s skills and social capital thus making them more employable, however the efficacy of these approaches is little researched. Wong, et al. (2022) State that there is a dearth of research from the UK supporting the efficacy of higher education programmes, but policy makers appear to be comfortable in higher education proving the bulk of employability skills for graduates. Across the three programmes there are approximately two-hundred and fifty full time and part time students, with a broad mix of ages and experience in this group, due to this the case study will not merely focus on youth employability. 
The employability week team utilised Teams webinars to manage and deliver the online sessions, Eventbrite was used to manage attendance at accredited training where there was a limited number of places and finally an MS form was used to record those who intended to attend a careers fair. The team also sought to obtain feedback on the events from students through the use of a questionnaire available in the medium of Welsh as well as English. Anecdotally the student cohorts should all have been comfortable utilising the Teams technology as it is regularly used along the university virtual learning environment either for teaching or tutorials. Guppy, et al. (2022), Wong, et al. (2022) and Bartolic, et al. (2022) all support this anecdotal assertion stating that despite some initial difficulties at the start of the Covid-19 pandemic, higher education students transitioned rapidly and effectively to online learning.
Attendance at some of the events was extremely limited resulting in these events being cancelled prior to the day, responses to the feedback request which also included a call for students to join a working group was extremely limited. Thompson, et al. (2013) suggested that student engagement in co-curricular activities, particularly those linked with employability, was limited due additional extra-curricular activities such as working and volunteering. In the context of this case study a large number of the students do actively engage in paid work alongside their studies and often this is directly related to their field which may explain the perceived low engagement.   
This case study will now look to make two key recommendations based on the evidence presented. Firstly, despite the perceived benefits of a non-hierarchical structure to team building and the authors own preferred leadership style it would be beneficial to include a senior leader from the discipline to ensure that tasks are completed on time. This would have the added benefit of facilitating budget requests that have not been discussed in this instance. Secondly, as noted a large number of students are already actively engaged in paid employment therefore developing traditional employability skills outside of the university. As Ornellas, et al. (2019) stated a significant percentage of European employers have little to no interaction with higher education facilities therefore it will be beneficial for the delivery team to actively work with prospective employers to deliver training and activities during employability week that fill skills gaps that students have that employers require. 

Critical reflection
The critical reflection will consider key learning points from the authors career and evaluate how they manage their own learning. As discussed by Naicker & Rensburg (2018) reflection is a powerful tool for learning and development. However, as noted by Hébert (2015) and Macnaught (2020) critical reflection is often poorly defined in an academic context though generally includes an element of linking theory to practice in order to foster growth, which is what this reflection will aim to do.
This critical reflection will focus on two distinct but interlinked areas that the author has developed in over twenty years of practice; leadership style development, their development of teaching style. This reflection will also consider the identification of the authors additional learning needs and the implications for managing the authors own learning and practice. The Reflection will utilise John Driscoll’s What, So What, Now What model of reflective practice. As discussed by Golaghaie, et al. (2019) Gladd (2020) Nielsen, et al. (2022) and Robinson (2022) Driscoll’s reflective cycle is one of the simplest models in use. The questions are designed to guide the practitioner through a process of identifying what happened and how this made them feel, then analysing why this is important before finally determining what if anything needs to be changed. The author ordinarily prefers a form of Schön’s reflection in action style of reflection which focusses on immediate reflection and knowledge in action to adjust or react to stimuli (Hébert, 2015) as opposed to a more lengthy written reflective cycle such as the Gibbs model though for this exercise that is not feasible. As discussed below this preference for immediate reflection and action may be linked to the authors Specific Learning Differences (SpLD).

Leadership Style Development 

What: The author has had several leadership roles in a variety of organisations. In 1999 the author was made a supervisor in a small supermarket with responsibility for three members of staff all of whom were significantly more mature both emotionally and chronologically. The author was not trained for this role and defaulted to an authoritarian leadership style, making several poor choices in leadership that alienated the team. The authors next significant leadership role came in a voluntary organisation initially managing a small team of volunteers to deliver scouting to young people. This team has grown significantly in the last ten years with changes in personnel over that time. Individuals have left the group either due to personal commitments or disagreements in the direction of the group.

So What: The authors poor leadership in the supermarket had a significantly detrimental effect on the team’s morale and functioning resulting in lower rates of effectiveness and increased cost to the business. During this period the author adopted what would be described as an authoritarian leadership style. As discussed by Crosby (2021) and Nickerson (2024) authoritarian leadership has a place in the zeitgeist of management though often leads to alienation due to the leader’s lack of consideration to the team. This experience has led the author to develop a Laissez-faire or democratic leadership style in their volunteer management role. Crosby (2021) and Nickerson (2024) describe this style as being more egalitarian in nature though can lack direction and support for newer team members. However, as discussed by Schyns & Day (2010), Power (2013) and Anderson, et al. (2020) Leader-Member Exchange (LMX) theory states that rather than focussing on the style of leadership exhibited there should be a greater focus on the relationships developed between the leader and team members in their dyadic relationship. Whilst this is notoriously difficult to judge due to the subjective and shifting nature of the relationships the author would like to think that for the most part the relationships in the team are generally positive and built on mutual respect. 

Now What: Whilst a Laissez-faire leadership style, based on trust in the volunteers’ abilities will be the authors default setting. they will also be placing greater emphasis on building and maintaining positive relationships, particularly with newer team members, ensuring the greatest benefit for everyone.

Teaching Style Development

What: Since 2004 the author has held a variety of teaching positions in industry or academia and their voluntary role with the scout association. During this time the author has developed and utilised a variety of teaching styles particularly favouring either Honey and Mumford’s learning styles theory and more latterly a Socratic method. The authors first teaching role was that of a quality assurance coach with a large utility provider. They then moved to a role teaching new employees of the utility provider before moving to a software provider in 2006. These roles while disparate in nature all required formulaic teaching of specific processes to achieve a defined end goal.  The authors current academic role and voluntary role allow more flexibility in teaching method allowing the development of the Socratic approach. 

So What: The conscious decision by the author to develop teaching activities based on Honey and Mumford’s learning styles theory was born out of a need to deliver a large amount of information to a disparate group of learners in a very short space of time. The nature of the software training and estate agency in general meant that most companies allowed one day of training and then expected their employees to be able to muddle through. As discussed by Demetriou, et al. (2022) utilising Honey and Mumford allowed large scale organisational change to be disseminated quickly though the efficacy of the training was unclear especially given the subsequent utilisation of the companies support line for user help. However, as noted by Haynes (2021) if tested, as learners should score in all four categories of the learning style it is not clear what benefit different activities offer to a group. In addition to this Shrivastava & Shrivastava (2023) state, even though learning styles have utility in teaching there is a lack of evidence to support the enhancement of learning.
Due to the requirement of the early teaching being to deliver very specific product knowledge, formulaic or product teaching was a necessity rather than a choice. However, the current academic role and experiential nature of the volunteer teaching lends itself to employing the Socratic method. Mitchell (2006) stated that Socratic principles should be the norm in undergraduate teaching. Acim (2018) and Farmer (2018) develop this point stating this method allows significant critical thinking by the student as they examine and explore their own understanding of a subject. Altorf (2019) also suggests that effective use of the Socratic method develops a sence of community mong the students as they develop their understanding. 

Now What: As the author is relatively new to the academic role their effective use of the Socratic method is still developing and they will be looking for new ways to introduce this to students. 

ALN Diagnosis Inc SDAM
 
What: During the authors compulsory secondary school education, they were placed in a remedial handwriting class with the express aim of improving their writing skills. The authors parents were also repeatedly advised in school reports that if they ‘just applied themselves they would achieve far more academically’. During the authors college and initial university experience this pattern continued with significant elements of the author not focussing on their academic studies. In 2013 the author was made redundant and returned to university at the age of thirty-six as a mature student. It was at this time that the possibility of SpLD was raised and ultimately diagnosed with co-occurring Dyslexia, Dysgraphia and Attention Deficit Disorder (ADD) among other things these manifest with Severely Deficient Autobiographical Memory (SDAM). This diagnosis allowed the author to conceptualise the coping strategies they had developed since childhood. 

So What: Interestingly a significant body of research suggests that Dyslexia is purely a phonological processing issue (See: Colenbrander, et al. (2018) Bazen, et al. (2020), and Bree, et al. (2022) among others) particularly related to rapid word processing and understanding, however for the most part this is not the case for the author who predominantly identifies issues with the spelling of specific words and a severely deficient autobiographical memory likely linked to their co-occurring ADD. In the author’s case this presents as an inability to recall specific events and dates from their own history but a good ability to recall processes and facts that are of need or interest to the author. However as noted by Sadusky, et al. (2021) as an individual progresses into adulthood their orthographic lexicon develops making the processing of new words somewhat easier. It is possible that this is the case for this author though due to their SDAM it is not possible to be certain if they ever had difficulties with reading that was masked in early childhood. As discussed by Döhla, et al. (2018) dysgraphia is closely linked with dyslexia and shares many of the same phonological processing difficulties, though is less understood or known about. Amini, et al. (2022) note that a Dysgraphia diagnosis is extremely subjective. The lack of awareness and subjective nature of a diagnosis may have been the root cause of a lack of identification of the SpLD in childhood and the subsequent detrimental effects on their educational progress.

Now What: As the author has developed a range of coping strategies there is little in the way of development or change that needs to be done directly however the author is always open to new methods and support.
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TABLE 3
™ Four Models of Volunteer Involvement
@ Type of Model
Service Delivery
Model Support Role Model Member/Activist Model Co-worker Model
Relationship to Volunteer
Role of Most of work done by Volunteer supplement All positions held by Unclear distinctions
volunteer volunteer work of paid staff volunteers between volunteer

Recruitment of

Specific recruitment

Volunteer recruited to take

Volunteer’s purpose in

and paid staff
Volunteer’s purpose in

volunteer based on volunteer a non-operational role organization is organization is
ability self-defined self-defined
Volunteer Potentially relevant to Feeling of doing good Volunteer involved for Develop or maintain a
motivation paid employment personal growth and particular service
development
Volunteer “Workplace model” Part “workplace,” part Teamwork, personal Teamwork, personal
management teamwork leadership leadership

Relationship of
volunteer to
governance

Clear differentiation
between volunteer
and paid staff

Somewhat clear
differentiation between
volunteer and paid staff

No paid staff, organization
governed by member
activists

Ambiguous difference
between volunteer
and paid staff

Source: Adapted from Rochester (1999).

offer examples (Gazley & Dignam, 2008). Management of volunteers is carried out by a “non-
hierarchical team or collective” (Rochester, 1999, p. 17). Leaders of teams are most often, but
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