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Introduction 
The induction process became statutory in Wales in 2003 and has undergone several changes in more recent years. Since 2017, the School Based Mentor has been referred to as the Induction Mentor (IM) and the External Mentor referred to as the External Verifier (EV).  All newly qualified teachers (NQTs) must complete an induction period of three school terms or 380 school sessions, where 1 session consists of half a school day. There is no time limit to the time in which it takes NQTs to complete their induction. NQTs should not teach for more than 90% of the normal teaching time, allowing them a further 10% non contact time to reflect on their practice and support participation on professional learning activities. This is a requirement set out in the School Teachers’ Pay and Conditions Document (STPCD Department for Education), (Induction for newly qualified teachers in Wales, 2017).  The purpose of the statutory induction process is to ensure NQTs have the best start in their career, allow them to develop their practice, ensure they have a good understanding of the professional teaching standards and develop an excellent teaching workforce (Induction for newly qualified teachers in Wales, 2017).  All NQTs are entitled to high quality support during their induction period and are required to complete a digital portfolio evidencing their understanding and completion of the professional teaching standards. They are required to undergo regular observations with constructive feedback, be set targets which are regularly reviewed and receive training and support by both the IM and the EV. However since 2017, the role of support has been more directed from the IM and with more and more NQTs being employed on short-term contracts, the opportunity for high quality support and a meaningful induction is severely reduced (Bolam et al, 2006) as many NQTs undertaking supply contracts face problems such as isolation and lack of mentor support. Further, NQTs offered a temporary contract working in primary settings are receiving less non-contact time (Bolam, et al 2006) providing them with access to high quality support. The significance of the difference in attitudes towards the induction period, teaching profession and NQTs perceived experience of ‘high quality support’ to achieve a meaningful induction period became the focus of the current research.
Lit Review 
The induction process is daunting and overwhelming. Smethem and Adey (2005) found that NQTs ‘felt less competent in some of their teaching than they had done as PGCE students, and focused on survival’. Bandura (1997) suggests that self-perceived efficacy is most easily influenced early in the process of learning; therefore, the induction process is crucial in the NQTs development longer term. 

Empirical evidence suggests highly contrasting experiences of the induction period between NQTs in permanent and one‐year temporary positions, and those who were short‐term temporary and supply teachers. NQTs who undertook their induction period in a permanent one year position received a meaningful induction whereas in contrast, the latter did not due to sporadic and fragmented employment (Abbot, Morgan & Clark 2009). With the Welsh Assembly Government’s 2006 review indicating the vast majority of primary NQTs are unable to secure a permanent full time post, and reported finding it difficult to complete their induction, it is clear that induction can not be meaningful and of high quality if NQTs do not have full time employment. 
Previous research from Berliner (2001) indicated 4 situations which are problematic to the induction period; small schools, challenging behaviour, teacher shortages in school and NQTs undergoing induction as a supply teacher thus, ensuring NQTs have a consistent experience, regardless of contract is crucial. 
The Teacher’s Induction Scheme in Scotland aimed to reduce the contrasting experiences received by NQTs in England and Wales. Following the recommendation of the McCrone Report 2000, the scheme guarantees probationers, (newly qualified teachers in their first year), a post to complete their initial induction period. The scheme provides an experienced mentor and ensures consistently high mentoring across the year (Scottish Executive 2005). 
Abbot, Morgan and Clark’s (2009) research on experiences of induction recommends a flexible model of induction with a collaborative involvement. Empirical evidence demonstrates the importance of working in collaboration. Robson and Mitka (2017) suggested that a Partnership-Based Model promoted the professional learning and development of the NQTs. They concluded working in a community setting improved the quality of mentoring and support experienced. Research from Williams et al, (2010) used interview data to show the significance that teacher culture had on NQTs undertaking their first year of teaching. Empirical data indicated that collaborative cultures, whereby the NQT has a supportive IM and a school network provides a highly developmental environment in which the NQT thrives, however individual cultures were found to be problematic for NQTs. The collaborative culture extends support from the individual IM and allows support from the wider school. This is highly beneficial to the NQT as it offers more opportunities to contribute to the programme of support and training (Bubb et al, 2002).

Dudley’s (2011) ‘Lesson Study’ process of collaboration; in particular focused on joint planning, joint observation and analysis was found to work well in the development of teachers.  Results indicated it worked best when the group consisted of 3 teachers.  Similar research using this collaborative and supportive network approach found it raised teachers’ confidence and their self efficacy to make a difference with the children (Cordingley et al, 2004). 
The role of the mentor is of great importance to the development of the NQT. Empirical evidence indicates having a supportive mentor in school enables the NQTs to become effective teachers (Ballantyne et al, 1995). 
Observing teachers is part of day to day procedures within schools. Research has indicated that effective observation and feedback are of great value in terms of developing professional development and providing support and encouragement to the teacher (Jones et al 2002). The statutory induction process requires NQTs to be regularly observed (3 times), usually once per term. Observations are rated highly beneficial to the NQT, especially when effective feedback and the discussion of individual targets followed this (Heilrbonn et al 2002). 
The importance of a structured and varied induction process is crucial in the development of the NQT’s skills (Whisnant et al 2005). The process needs to be tailored to meet individual needs in relation to their targets. Hardy (1999) proposes flexibility in induction programmes to address general problems faced by NQTs and developing the needs of each individual. Williams (2003), found NQTs who were involved in the wider life of the school expressed the highest levels of satisfaction and were more committed to professional growth. Therefore it can be argued that having a whole school, or even cluster approach; like that of the current research, is of great benefit to the NQT in ensuring support.
Previous literature indicates that where induction mentors timetable regular observations, provide effective feedback sessions, timetable the statutory 10% non contact time and where schools are of a collaborative teaching culture which encourage professional development, the NQT can be supported to achieve a meaningful induction, enhancing development and motivation in the longer term.  However, literature suggests that NQTs on short term supply contracts are not in receipt of many of these factors and thus it can be proposed that they are not receiving the same meaningful induction process as an NQT in a full time supportive post. The current research aims to identify the perceived levels of support and experiences from NQTs in both full time and supply posts and identify their views on the teaching profession. 
Methodology 
An indication of the impact of the induction process is gained through the assessment of the extent to which every NQT reports on the level of monitoring and support which they received during their induction period (Harrison 2001). With this in mind, this paper draws upon qualitative data collected as part of a study of the effectiveness of the induction program for all NQTs, regardless of their contract, specifically focusing upon the level of support the NQT received during their first year of teaching. The questionnaire is related to the following themes; information about the NQT’s contract and their induction mentors, induction period and programme, observations and overall view on the profession.
To protect the interest of the school and participants I have referred to the BERA 2018 guidance when carrying out this research. The research participants consisted of 12 NQTs all at different stages of their induction process. For the purpose of the research, the NQTs were categorised into 2 groups. Group 1 consisted of 6 NQTs all undertaking their induction process through daily short term supply across a number of different schools in Swansea. 5 out of the 6 were not allocated an Induction Mentor or External Verifier at the time of the research.  1 out of the 6 received their entitled 10% non contact time and 1 out of the 6 had received professional development opportunities. 

The second group, Group 2; consisted of 6 NQTs completing their induction period on a full time contract, all of which had a consistent Induction Mentor, External Verifier and worked in a highly collaborative school culture. 
Group 2 had support of working in triads where they worked alongside each other to joint plan, observe and feedback on each others lessons. They were part of an NQT school network group and also a wider cluster collaboration group allowing the NQTs to network and observe each other teaching across the cluster, plus across phase including a primary and secondary setting cross over. They all received their 10% non contact teaching time, plus their normal PPA allowance where they were encouraged to use this time to work towards their targets through observing more experienced staff, seeking best practice and advice from subject leads and gathering evidence towards their experience templates of the professional standards. All 6 received various in-house training alongside the courses provided by the EWC and ERW induction programme. Group 2 all had one supportive Induction Mentor and External Verifier throughout their induction process who employed an open door policy alongside timetabled meetings.
Qualitative data, through the form of a questionnaire was used to gather data. All participants were given the same questionnaire about their experience and perceived levels of support during their induction process. This enabled the researcher to make comparisons between the responses from both groups. The questionnaire consisted of both open and closed questions to gather information on the current views of the NQT, the amount of training opportunities they had received, the level of support they had received, whether they were aware of their targets and had opportunities to develop them and whether the induction process was meeting their needs. 
Group 1 (supply contracts) had 1 more question; ‘Do you feel you receive the same experience as full time NQTs’ in order to understand their individual view on the induction process. 
The data was collected and analysed to identify which group experienced quality support and a meaningful induction period where their professional skills were developed, confidence increased and attitude towards the teaching profession was of a positive and supportive view.

Critical analysis 
The results indicate that NQTs who are undergoing their induction process through short term supply reported feeling at a disadvantage to NQTs in a full time contract. They were at a disadvantage in their professional development, with only 33% of supply NQTs reporting receiving in-house or external training and courses compared to 100% of NQTs in Group 2. In terms of mentor support, only 50% of Group 1 NQTs reported being assigned an Induction Mentor and only 33% had been assigned an External Verifier in comparison to 100% of Group 2 NQTs allocated both an IM and an EV. Another indication of their level of support received came from questions 11 and 12 which referred to targets and the perceived levels of support the NQTs felt they had received to achieve their targets. Only 16% of Group 1 NQTs had been given targets and felt supported to achieve them in comparison to 83% who were set targets and 100% feeling supported to achieve targets in Group 2.  Question 18 asked the NQTs if the induction programme was meeting their needs; only 1 participant (16%) in Group 1 agreed with this statement whereas 100% of the NQTs with full contracts, in 1 school, working collaboratively and assigned both an IM and EV felt the induction programme was meeting their needs. Question 20 was just asked to Group 1 NQTs and it asked if they felt they received the same experience as full time NQTs; 0% of NQTs agreed with this statement. 
The quality of the relationship between the mentor and the NQT is crucial in the NQTs professional development (Kelly et al, 1992).With the recent change in responsibility of support mainly the onus of the Induction Mentor, are we allowing our NQTs on supply contracts, most of which are without an IM to be at a disadvantage? At the point of the questionnaire, 50% of Group 1 NQTs had been assigned an IM in comparison to 100% of Group 2 NQTs. Furthermore, only 33% of Group 1 NQTs had been assigned an External Verifier in comparison to 100% of Group 2 NQTs. These findings are in conjunction to previous research from Berliner (2001) who indicated NQTs undergoing induction as a supply teacher do not have a consistent experience compared to those in full time posts. 
The current research indicated 0% of NQTs on supply contracts felt the induction programme was meeting their needs. Further, only 33% (2 participants) of Group 1 participants reported having received in-house training or attended external courses. It is suggested that their opportunity for professional development is hindered in comparison to 100% of Group 2 NQTs receiving in-house training or external courses. This research is in support of the previous literature; for example Jones et al (2002) research indicated primary NQTs receive less ‘timetabled’ induction support, and proposes a strong link between satisfaction of their induction experience and tailored development approaches within and across schools. 
The current research allowed Group 2 NQTs to experience ‘tailored development approaches within and across schools’. The NQTs worked collaboratively within school, worked with the wider school and also worked with NQTs across the cluster. The NQTs reported this to be of great benefit to their professional development and also reported raising confidence and acted as a support system in which to share experiences and ideas. The current research is supported by the research of Smethem and Adey (2005), who indicated NQTs will remain highly vulnerable unless nurtured in a collaborative culture. Research strongly indicates that emotional experiences impact on NQTs during the induction year. Day et al (2006) proposes emotions play a role in identity, and with the unavoidable link between professional, personal and emotional identities, it is therefore essential to ensure a supportive network for the NQTs in which to thrive. However, although the current research allowed for timetabled activities on a cluster level,  it could have been strengthened with a more ‘timetabled’ approach rather than ad-hoc in response to NQT individual targets and needs within the school; this would’ve allowed a wider range of professional development opportunities and a more consistent experience across the NQTs involved in Group 2. 
The 10% reduced teaching timetable is considered a vital component of the induction provision. The current research indicates 0% of NQTs in Group 1 received their statutory additional 10% non-contact time in comparison to 100% of Group 2 NQTs. This is clearly a significant difference in induction experience. If the NQT is not in receipt of their entitled non-contact time, they are not able to undertake professional development activities such as observing other teachers, attending courses, able to carry out personal research to achieve targets, or to remain on top of their extensive workload of normal class teacher roles and gathering evidence of meeting the professional standards.  The current research is in line with previous literature in this field. Totterdell et al, (2002), concluded 20% of the NQTs in their research did not receive this entitlement. Further, in support of ensuring a range of professional development activities is in place during the induction period, Totterdell et al (2002) found between one-quarter and one-third of NQTs had no programme of activities. This is a strength of the current research and supports the previous literature, strongly indicating that NQTs undertaking their induction period through short term supply are unable to meet the demands of the induction programme as a result of not getting the support needed or the opportunities to develop their professional skills. Group 1 participants reported ‘not knowing how to start induction or use the online portfolio’.  Participants 4 and 5 from Group 1 reported ‘working on supply means no contact time which means missing out on training opportunities’. With participant 6 viewing the experience as ‘negative and unsupportive’ stating ‘full time NQTs receive consistent support from IM and other staff, whereas supply NQTs receive no support’ strongly indicating the lack of consistency for NQTs in the induction programme and supporting wider literature.  
Empirical research suggests the importance of observation and feedback as effective in the development of NQTs. Jones et al, (2002) proposed it to the most effective part of induction. Previously, research conducted by Helrbonn et al (2002) reported it to be highly beneficial, especially when the discussion of individual targets followed the observation. Findings of the current research are supportive of the previous literature.  Only  1/6  participants in Group 1 received an observation in term 1 and found this beneficial to their development, whereas 5 out of 6 participants in Group 2 had received an observation in term one, with all 5 participants reporting this to be a beneficial experience in developing their skills. The 1 remaining Group 2 participant had not started induction before Autumn half term, hence had not received this observation. Furthermore, questions 14 and 15 allowed the researcher to identify experiences of induction by asking if the NQT had the opportunity to observe others teach and had acted upon these. 0% of Group 1 had the opportunity or had observed others teach in comparison to 100% of Group 2 participants. When looking at question 19 ‘Are there any areas you feel have been missing from the programme? All 6 Group 1 participants reported having more observations and opportunity to observe others would improve the induction programme. Hence the research strongly indicates the importance and value of observations and effective feedback on professional development during the induction programme in line with previous literature. 
As part of a collaborative culture, the current research involved the NQTs working in triads to jointly plan, observe and feedback on a lesson to each other.  This approach reflects the work conducted by Peter Dudley’s 2004 ‘Lesson Study’ process of collaboration, indicating results to be strongest when the group consisted of 3 teachers.  The research indicated this was beneficial to the NQTs involved and allowed them to support each other, feel less overwhelmed and allowed for skills to be shared. However, the current research would have been strengthened if one of the teachers involved in the triad was a more experienced member of staff in order to strength the development of skills and discussion following the observation. Holmes (1999) states that it is this discussion and analysis of why particular teaching techniques were or were not effective which was most valuable to the NQTs. Furthermore, Barrington (2000) supports this notion, indicating NQTs and Induction Mentors reported observing other experienced teachers were the most valuable part of the induction programme. 
Conclusion and Recommendations 

“At the beginning you don’t have that much confidence that you’re doing it right’ in the words of an NQT cited in Moor et al (2005). The need for nurturing and reassurance is a recurring feature in research on the induction year. For the induction process to be successful and achieved by NQTs, there needs to be ongoing professional dialogue with the induction mentor and wider staff.  Totterdell et al (2002) reported ‘support and encouragement’ to be the most important part of the induction. The current research echoes this with all participants in Group 1 reporting the induction programme would be of more use if they received more support from a mentor, and all participants in Group 2 reporting feeling fully supported by their IM and supported to achieve targets to develop their skills.  It can be concluded that ensuring all NQTs, regardless of their contract, are allocated a mentor who can provide consistent support to them would be of great benefit to the NQTs in achieving a meaningful and beneficial induction. 
The number of NQTs undertaking their induction period through short term supply is rising (Welsh assembly Government). There is a strong link between satisfaction of the induction programme and their experience of training.  NQTs on short term supply are not able to receive the same level of training opportunities as full time NQTs, Totterdell et al (2002). Along with the current research finding 0% of NQTs on short term supply received any form of training, there is a strong recommendation for a change in which NQTs undertaking their induction period through a supply contract are treated.  A more consistent approach is needed, whereby there is a county level tailored timetable of support for all NQTs, regardless of contract. Further, with the many NQTs attempting induction through supply agencies, training in the statutory induction programme for supply agencies could be of value to the NQTs.  Jones et al (2006) found when asked information on the completion of induction, none of the eight agencies used in the research were able to explain it correctly. Yet, the agencies are the most consistent point of contact for the NQT, highlighting limitations in their induction experience. 
The induction programme seems to work best when the mentor is experienced, there is collaborative nature of all whole school involvement, the NQT has a timetabled professional development plan and is able to access this through their 10% entitled non contact time and the NQT is in full time employment. From the literature and current research it is clear that there are limitations of the induction process and there are recommendations in which to improve experience.
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Appendix 1 – Blank Questionnaire 

NQT Induction Process Questionnaire

Participant number ________________

Please tick the appropriate box/boxes (where more than 1 answer applies)

Q1:
	Contract held:
	

	Full time contract
	

	Part time contract
	

	Supply 

(please state whether you are daily, or LTM supply e.g. maternity cover)
	


Q2:

	Do you currently have an Induction Mentor?
	

	Yes
	

	No
	


Q3:

	Have you been assigned an External Verifier?
	

	Yes
	

	No
	


Q4:

	Number of sessions currently completed? 
	

	


Q5:

	Do you receive your 10% NQT time? 
	

	Yes
	

	No
	


Q6:

	Did you receive an observation by Autumn half term? 
	

	Yes
	

	No
	


Q7:

	If yes, did you receive a follow up feedback session after the observation? 
	

	Yes
	

	No
	


Q8:

	If yes, was this useful to your development and allow you to identify targets? 
	

	Yes
	

	No
	


Q9:

	Has there been an opportunity for a professional review of progress so far, including the setting of objectives and targets?
	

	Yes
	

	No
	


Q10:

	Have you been observed by other staff in the setting?
	

	Head teacher 
	

	SMT 
	

	Estyn
	

	Teaching staff
	

	NQTS 
	

	Teacher training students
	


Q11:

	Have you had a review with your IM tand are aware of your targets?  


	

	Yes
	

	No
	


Q12:

	Do you feel you are being supported to achieve these targets?


	

	Yes
	

	No
	


Q13:

	Have you received planned development activities through in house training/external courses?


	

	Yes
	

	No
	


Q14:

	Do you have the opportunity to observe other staff teach? 


	

	Yes
	

	No
	


Q15:

	Have you observed other staff teach?


	

	Yes
	

	No
	


Q16:

	Tick if you have received any of these planned development activities during your induction process
	

	Literacy observation/course/ in-house training
	

	Numeracy observation/course /in-house training
	

	ICT/DCF observation/course/ in-house training
	

	SEN/ALN training/n-house training
	

	Behaviour management training/support 
	

	Monitoring and assessment training/support
	

	10% Non-contact time
	

	Observation of other teachers in the school
	

	Observation of other NQTS in school/other schools
	


Q17:

	How would you describe the level of support from your current mentor (IM or EV depending on contract)
	

	Supportive beyond timetabled meetings
	

	Mentor too busy with own commitments to be supportive beyond timetabled meetings
	

	Mentor gives little advice
	

	Do not have a mentor
	


Q18:

	Is the induction programme meeting your needs at present? 
	

	Yes
	

	No
	


Q19:

	Are there any areas you feel have been missing from the programme?
	

	No
	

	More observations of others teaching 
	

	More time with mentor 
	


Q20:

	Question for supply/part time teachers only. 

Do you feel you receive the same experience as full time NQTs?
	

	Yes 
	

	No
	


Q21:

	Question for supply/part time teachers only. 

If answered no, please explain your reasons. 
	

	


Q22:

	What impact has your experience during the induction process had on your view of teaching as a profession? 

	

	Positive and supportive

	

	I wish to continue in the teaching profession
	

	Negative and unsupportive 
	

	I wish to leave the teaching profession 
	


Appendix 2 

 Group 1 – Supply Contract 

	
	Question
	% of participants answering yes.

	Q2
	Do you currently have an Induction Mentor?
	50%

	Q3
	Have you been assigned an External Verifier?
	33

	Q5
	Do you receive your 10% NQT time? 
	0

	Q6
	Did you receive an observation by Autumn half term?
	16

	Q7
	If yes, did you receive a follow up feedback session after the observation?
	16

	Q8
	If yes, was this useful to your development and allow you to identify targets?
	16

	Q9
	Has there been an opportunity for a professional review of progress so far, including the setting of objectives and targets?
	33

	Q10
	Have you been observed by other staff in the setting?
	0

	Q11
	Have you had a review with your IM and are aware of your targets?  


	16

	Q12
	Do you feel you are being supported to achieve these targets?


	16

	Q13
	Have you received planned development activities through in house training/external courses?


	33

	Q14
	Do you have the opportunity to observe other staff teach? 


	0

	Q15
	Have you observed other staff teach?


	0

	Q18
	Is the induction programme meeting your needs at present?
	1

	Q20
	Question for supply/part time teachers only. 

Do you feel you receive the same experience as full time NQTs?
	0





Appendix 3 

Group 2 – Full Time Contract 

	
	Question
	% of participants answering yes.

	Q2
	Do you currently have an Induction Mentor?
	100%

	Q3
	Have you been assigned an External Verifier?
	100%

	Q5
	Do you receive your 10% NQT time? 
	100%

	Q6
	Did you receive an observation by Autumn half term?
	83%

	Q7
	If yes, did you receive a follow up feedback session after the observation?
	83%

	Q8
	If yes, was this useful to your development and allow you to identify targets?
	83%

	Q9
	Has there been an opportunity for a professional review of progress so far, including the setting of objectives and targets?
	83%

	Q10
	Have you been observed by other staff in the setting?
	83%

	Q11
	Have you had a review with your IM and are aware of your targets?  


	83%

	Q12
	Do you feel you are being supported to achieve these targets?


	100%

	Q13
	Have you received planned development activities through in house training/external courses?


	100%

	Q14
	Do you have the opportunity to observe other staff teach? 


	100%

	Q15
	Have you observed other staff teach?


	100%

	Q18
	Is the induction programme meeting your needs at present?
	100%

	Q20
	
	100%


