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A BRIDGE Community 

of Practice  

This CoP is a model of collaboration rather than 

competition. We need to break down silos or we 

won’t get impact in any meaningful way. [Nigel 

Richard, Global Teachers Institute] 

We want to do the best we can for 

young teachers. Once you enter the 

classroom it is often difficult to cope. 

Don’t kill their fire! [Lizette Baker, 

Vuleka School] 

 

 

 

Setting the scene  

This was the second meeting of the National Pre-service Teacher Development Community of Practice (CoP), 

established in September 2015. This CoP includes a range of schools and organisations who have been 

involved in implementing student-teacher internship programmes as a pre-service training method. This 

group is united in the desire to see more of the right people entering the teaching profession and aims to 

form a collaborative advocacy group to draw in and support attractive models for pre-service teacher 

training. 

Some comments from participants on why they are part of this community:  

 

 

 

 

 

 

 

 

Overview of presentation by Harambee  
[Ashara Giordanelli and Thiru Govender] 

 

Harambee is a youth-employment accelerator, bringing young people into first time employment. The 

Harambee model is to identify, assess, fund, train through work readiness programmes and then place 

young people who are locked out of work opportunities for various reasons (for example, lack of prior 

experience, lack of knowledge on how to apply for work, lack of networks). Harambee works in a range of 

sectors, has over 200 employer partners, and has placed over 20 000 people in the past four years. 

Harambee’s teacher recruitment project is funded by the ELMA Foundation, and partners with UNISA, Funda 

Lushaka and Save the Children. This is the first time Harambee has engaged with work opportunities in the 

education sector, and recognises that there are a number of challenges in this field. A four year degree is not 

attractive, teaching is often seen as a last resort, and there is a high attrition rate in the profession. 

Harambee is however committed to finding long term solutions in partnerships with others while 

implementing short term solutions.   

 Meeting Highlights  

Pre-service Teacher Development Community of Practice  

[The Education Hub, 6 Blackwood Avenue, Parktown, 17 November 2015] 

When we do new work we 

have to stay open to 

possibility: we have to break 

our own patterns and learn 

from alternative 

approaches. [John Gilmour, 

LEAP] 

 

http://www.bridge.org.za/
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With participation from teachers at LEAP and Vuleka schools, Harambee developed a profile of ‘critical 

habits’ for teachers. The Shadow Match assessment (key features given in the presentation on the link 

above) evaluates candidates against an ideal profile of characteristics, and forms part of an intensive 

recruitment process which includes a one hour interview with a psychologist. In the current phase of the 

programme they have identified fifty four candidates whom they hope to enrol with UNISA. These 

candidates will serve as assistant Foundation Phase teachers who will be mentored in partner schools in the 

area they live in while they study.  

 

Overview of presentation on Global Teachers Network 

[Nigel Richard] 

 

 

 

 

 

 

 

Phase 1 of the pilot has involved ten school sites, six of which are LEAP schools. These schools are in the 

process of refining and formulating programmatic inputs, which include a number of components: apart 

from the internship programme itself, there are elements such as quality control, costs, and various roles 

Process for recruiting 

potential teachers in the 

ELMA project.  

To view Harambee’s 

presentation click here.  

The Global Teachers Network provides internships for teachers 

and school-based alternatives to university-based teacher 

training. Schools are themselves becoming sites of initial 

teacher education, with all-round benefits for teacher 

development as reciprocal learning between interns, 

established teachers, and those in leadership positions.  From 

the pilot process over the last seven years, best practices are 

becoming apparent.   

 

http://www.bridge.org.za/wp-content/uploads/2015/11/ELMA-Teacher-Recruitment-Project-Harambee-Presentation-17Nov-2015.pdf
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and responsibilities. The programme has evolved from the initial SAESC programme into the ‘E-Step’ 

internship programme, and is now moving into a second phase. Phase 2 will focus on replication at new 

sites: the aim is to develop a ‘teacher in a box’ approach, and work towards a social franchise model for 

scaling up. So far five new sites for replication have been identified; implementation in phase 2 will be seen 

as a co-creative model that will feed back to the centre as new lessons and dynamics materialise.    

  

 

 

 

Discussion   

 Selection of candidates for internship programmes: There was some debate on the degree to which 

Senior Certificate results are an indicator of teacher potential. Personality attributes, behavioural habits 

and a passion for communicating ideas were seen as playing a major role. The Shadow Match tool 

presented by Harambee captured some of these ideas, and matches 21st C notions of what ‘learning’ is all 

about. It was noted, however, that subject matter expertise can’t be dismissed, especially for those 

planning on teaching at high school level. The balance between mastery and attitudes needs to be further 

explored.  

 Tracking impact of internship programmes: Harambee partners with employers for follow-up after 

placement, employs researchers to phone placed candidates for tracking, and sends out survey 

instruments. Harambee is building various insights from these processes; however, in respect of potential 

teachers, the ELMA project is still new and the tracking mechanisms are not yet in pace. It was noted that 

a five year window is needed to track success in a teaching journey; the CoP should debate this issue 

further, and consider the criteria for an acceptable success rate.  

 Mentoring: There are a number of important elements to consider in exploring the role of a mentor in an 

internship programme:  

 Should there be criteria for selecting mentors? How do we make this an aspirational goal? 

 How do we recognise teachers who give up their time to play the role of mentor? It is counter-

productive to simply make mentoring an ‘add on’ to general duties, so that it becomes an additional 

burden. It was generally agreed that this should not be linked to remuneration, but there should be 

structured recognition. Suggestions here included: (i) additional time through release from other 

duties; (ii) linkage to SACE CPTD points; (iii) making mentoring a recognised career pathway.  

 A mentoring pathway could be linked to standards for mentorship. It would involve an aptitude for the 

mentoring/ mentee relationship, and a process such as the following:  

 

Mentee  Observe  
Co-

teach  
Teach  Mentor  

HOT TOPICS 

 What makes a good mentor?   

 What individual characteristics suggest a 

predisposition for teaching?  

Many of the points made in both 

presentations were taken up in general 

discussion, and are summarised as key 

themes below.  
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 The group felt that a mentorship programme needs to be practice-based, and take into account issues 

such as optimal contact time, building relationships and clearly defined roles and responsibilities.  

 School-based teacher development and the ecosystem of the school: School-based teacher 

development using an internship model changes the nature of a host school in positive ways. There are 

adult learners in the school as well as child learners. Teachers learn from interns as well as the other way 

around. There is also an additional tier involved in management of the processes. There are a number of 

implications for schools that choose to become sites of teacher development:  

 Schools involved should consider making teacher development units as separate units within the 

school. This helps with both management and funding.  

 Schools should not forget that their key pool of potential teachers is made up of their own students, 

who can be identified early on, nurtured and who will share an understanding of the school’s ethos.  

 Common standards for internship programmes: There appears to be little standardised quality 

assurance across university-based initial teacher education programmes. This community of practice 

could begin to set common standards for internship programmes, or even develop a common 

programme or framework of common capacities. This would also allow for mobility of staff movement 

between collaborating schools.  

 Replicating at scale in the public sector: What would it take to develop any of these models into 

replicable models for the public sector? Lessons from internship pilots must look to how our models can 

ramp up the quality of teacher development in a systemic way.  

 Accreditation as providers: Some participants present were involved in accreditation processes with 

Council for Higher Education in order to have internship programmes accredited. The difficulties and 

complexities of accreditation processes were noted but not explored.  

 

Participant sharing  

Participants involved in active internship programmes shared brief updates on their projects.  

BRIDGE is currently developing a database of this information for sharing between members of the 

Community of Practice and beyond. If you are involved in pre-service teacher training and have not yet 

completed the survey, please click on this  Initial teacher training survey so that we can understand the 

Research at Stanford University in the US suggests that 

relying on a pool of mentors who go off to work at 

different schools is not effective, as there is not enough 

contact between mentees and mentors. Ideally the 

mentor should work on site on a regular basis with the 

mentee. One model is that mentor/mentee ‘team’ have 

an external supervisor who checks in on the team 

relationship.  

 

Successful mentors should be 

measured on the strength of 

their relationships. 

https://docs.google.com/forms/d/1zzCZ8gkZL7AJir9CXhUqdBFJiPt-PbjVDjxm4cRr73M/viewform?usp=send_form
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nature and scope of your work for BRIDGE’s knowledge management purposes and to promote increased 

collaboration. 

 

Facilitator Reflection on the CoP  

In closing John Gilmour stressed the following.  

 

 

 

 

 

 

 

 

 

 

 

PARTCIPANT LIST  

Name & Surname: Organisation: 

Ashara Giordanelli Harambee Youth Employment Accelerator 

Barbara Dale-Jones BRIDGE 

Benter Okelo BRIDGE 

Dave Rossouw United Church School 

George Harris Royal Bafokeng Institute 

Jenny Dry Institute for Balanced Living 

John Gilmour LEAP 

Judy Tate Inanda Seminary 

Kaley Le Mottee BRIDGE 

Lizette Baker  Vuleka School 

With the right theory of change we can start a social 

movement that can draw thousands of young people to the 

teaching profession, and challenge negative assumptions 

about teaching as a profession. By growing alternative 

approaches to teacher development, we can help young 

leaders themselves become agents of change who will have 

positive impacts on our education system.  

 

This group is testing this notion and thinking 

about how, collectively, we can unlock the 

numbers.  
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Melissa King BRIDGE 

Nigel Richard Global Teachers Institute 

Pieter Steyn Masibambane College 

Phumla Hobe Tshikululu Social Investments 

Rozelda Pienaar Prestige College 

Thiru Govender  Harambee Youth Employment Accelerator 

Tom Parry Instill Education 

Nicole Sudding Polyoak Family Educational Foundation 

Suzanne Dingley  Polyoak Family Educational Foundation 

Brenda Elshove  Polyoak Family Educational Foundation 

 

 


