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31 October 2017 

Dear Sir/Madam 

PVG SCHEME 

I am writing to you as I understanding your organisation is a member of the National 
Partners Safeguarding in Sport Group. As a Committee we wish to request some further 
information from the Group.  

The Health and Sport Committee’s Child Protection in Sport inquiry report published in April 
2017 raised a series of concerns with the current PVG scheme and how it operates in 
sporting organisations.   

At our meeting on 3 October 2017 the Health and Sport Committee took evidence from 
Ewen McMartin, Disclosure Services Manager, Volunteer Scotland, as part of our Sport for 
Everyone Inquiry. Volunteer Scotland wrote to the Committee on 13 October to provide 
further written evidence (please see Annexe A). The information provided by Volunteer 
Scotland referred to the work of the National Partners Safeguarding in Sport Group and the 
operation of the PVG Scheme. I am therefore writing to request a response to some further 
questions regarding the Scheme that arise from Volunteer Scotland’s evidence.   

Volunteer Scotland’s letter states— 

 "There are 231 directly registered sporting bodies enrolled with VSDS who have submitted 
17,382 [PVG] applications in 2017 (1st January to 28th September). For the comparative 
period in 2016 the total was 8870. Nearly double the amount." 
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 The letter details that this current growth in applications is under review by the 
National Partners Safeguarding in Sport Group. Are you able to provide an update on 
this review and its findings? 

 What do you believe are the reasons for the increase? Is it due to a better 
understanding of requirements of the PVG Scheme, is it due to people submitting 
unnecessary checks or is it due to a delay in ensuring checks are carried out on 
existing volunteers rather than only news ones (i.e. retrospective checking)? 

 Are you able to provide the number of people in sports organisations and clubs who 
have applied for the PVG Scheme but have been found to be on the barred list?  

 Do you believe that the definition of regulated work is well understood and if not, 
what steps are being taken to improve this understanding? 

 What support did your organisations provide to sports organisations and clubs to 
ensure retrospective checking was conducted? 

Our Sport for Everyone Inquiry is due to report shortly. It would therefore be much 
appreciated if a response to these questions could be provided by the National Partners 
Safeguarding in Sport Group by 21 November 2017.  

Yours sincerely 

 

 
 
Neil Findlay MSP 
Convener of the Health and Sport Committee 
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Annexe A 

 

 
 

Health and Sports Committee Meeting – 3
rd

 October 2017 
 
Volunteer Scotland’s response to questions raised by 
Committee Members  

 
Contact George Thomson CEO 

George.thomson@volunteerscotland.org.uk 
 
Tel 01786 479593 
Mobile 07802 780264 
www.volunteerscotland.org.uk 
Jubilee House, Forthside way, Stirling FK8 1QZ 

13th October 2017 
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In answering the Health and Sport Committee questions relating to volunteer management issues 
such as recruitment and retention we have drawn upon Scottish Household Survey (SHS) data 
where relevant. However, it does have its limitations in that it cannot answer some of the 
Committee’s questions and in others the data is for all respondents – not those specific to health 
and sport. To supplement the SHS data we have also drawn upon our knowledge of good practice in 
volunteer management. For sport specific information sportscotland has bespoke data from their 
research work and database to complement Volunteer Scotland’s response.  
Volunteering is also very contextual such as the active community of volunteers in shinty and 
strategies for a growth in volunteer participation and inclusion must be tailored to the specific 
circumstances. By its nature the following guidance is general. 
 

1. Research evidence – setting the scene 

The Scottish Household Survey, 2016, provides the most robust and up-to-date information on 
volunteering in Scotland. The SHS asks those who volunteer in Scotland what types of 
organisations or groups they volunteer for. ‘Health, disability and social welfare’ volunteering is the 
most popular category of volunteering alongside ‘youth and children’ – see Table 1. ‘Sport and 
exercise’ is the fifth most popular category of volunteering.   
 
Table 1 - Types of organisations or groups for which adults provided help in the last 12 
months (2016) 

 

Type of Organisation/Group 
% of 

Volunteers 

Health, disability and social welfare  19% 

Youth/children  19% 

Local community or neighbourhood groups 18% 

Children's activities associated with schools 18% 

Sport and exercise (coaching or organising) 17% 

Religious groups16% 16% 

Hobbies, recreations, arts & social clubs 16% 

The elderly 12% 

Environmental protection 5% 

Other volunteering categories (x 8) <5% 

Source: SHS, 2016 
Base; 2,620 
 
Based on the 2016 SHS adult volunteering rate of 27% there are 1.2 million adults who volunteer at 
least once a year in Scotland. So the two categories of volunteering encompassed by the ‘Health 
and Sport Committee’ account for 230,000 and 206,000 volunteers respectively1: see Table 2. 
 
Table 2 – Number of volunteers in health and sport (2016) 
 

 % of Volunteers No. of adult 
volunteers 

Health, disability and social welfare 19% 230,000 

Sport and exercise 17% 206,000 

Source: SHS, 2016 
Base; 2,620 
  

                                            
1
 Note: these figures cannot be added as volunteers may volunteer in more than one category, which would 

result in double-counting. 
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2. What are the barriers to recruiting volunteers and how can they be overcome? 

Volunteering strategy, culture & leadership – a key barrier is a lack of understanding throughout 

the organisation about why the organisation involves volunteers. Develop a culture of volunteering 
with a clear purpose, values and strategy for volunteering. Acknowledge and celebrate the 
difference made by volunteers and the people managing/supporting volunteers. 
 
Flexibility in the volunteering offer – create flexibility in roles, tasks, location, timing etc. Table 3 
shows that the most frequently cited reason which would encourage people to volunteer in the future 
is ‘if it fitted in with my other commitments’.  Make it easy for people to volunteer, consider how to 
make roles more inclusive and acknowledge individual motivations. This includes reimbursing out-
of-pocket expenses for volunteers and finding approaches such as home-based volunteering. Have 
a clear ask – what do you need volunteers to contribute? And what’s in it for the volunteer in return? 
Roles can be developed together with potential volunteers to ensure a good fit for their skills and 
interests. The second most cited reason to encourage people to volunteer is ‘if it fitted in with my 
interests and skills’: see Table 3. 
 
Table 3 – Reasons why adults may undertake unpaid help in the future (2016) 
 

Reasons for undertaking unpaid work in the future % of respondents 

If it fitted in with my other commitments 14% 

If it fitted in with my interests and skills 6% 

If someone asked me to do something 4% 

If I thought I could help others 3% 

If I could volunteer when I felt like it 2% 

If I knew more about the opportunities available 2% 

If it was good fun 2% 

If it would improve my career/job prospects 1% 

If it helped me gain qualifications 1% 

If it would improve my skills 1% 

If someone I knew volunteered with me 1% 

If I had more confidence 1% 

No answer 56% 

Source: SHS, 2016; Base; 7,020 
 
Effective volunteer management – have a clear process for attracting new volunteers. When 
promoting volunteering, consider the potential audience and aim for a wider reach. Have a 
consistent approach to match the right person to the right role, and a planned welcome or induction 
to get people started. Offer ongoing support and recognition for active volunteers. Volunteer 
Scotland recommends Investing in Volunteers as a framework for effective practice in volunteer 
management. 
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Disclosure checking – is there a need, or perceived need, for PVG scheme membership or 
disclosures – are people put off volunteering because of this or are organisations reluctant to recruit 
volunteers because of this? Confirm that only the roles that require checks are being checked, and 
that ex-offenders are not excluded from volunteering. 
 
Other barriers include, but are not limited to, a lack of accessibility for potential volunteers, financial 
implications for people to volunteer, unrealistic expectations which overestimate or underestimate 
the time, skills and knowledge that volunteers have, and a lack of volunteer management skills or 
knowledge within the organisation. 
 

3. What are the barriers to retaining volunteers and how can they be overcome? 

Effective volunteer management – offering volunteers a positive experience through ongoing 
support and recognition will encourage people to continue volunteering for as long as they are able 
to. Table 4 highlights some of the negative experiences which contributed to volunteers’ decision to 
stop volunteering: 

 Getting bored or losing interest in the volunteer role 

 Poor management and organisation 

 Lack of appreciation of their contribution 

 

Table 4 – Reasons why adults stopped providing unpaid help (2016) 

 

Reasons for stopping unpaid help % of respondents 

I didn’t have the time any longer 34% 

I moved house 13% 

Through illness 10% 

I started paid employment 8% 

My circumstances changed 8% 

I had children 7% 

I had achieved what I wanted to achieve 6% 

I had new caring responsibilities 4% 

I got bored or lost interest 3% 

I wanted a change 3% 

Things could have been better organised 1% 

I didn’t feel appreciated 1% 

It was costing me money 1% 

Other reasons 4% 

 
Source: SHS, 2016; Base; 1,660 
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Develop a culture of open communication, regular check-ins, opportunities for volunteers to feed 
back about their experience and to contribute to decision-making within the organisation; and a clear 
process for dealing promptly with any complaints or performance issues. Celebrate the contribution 
of all volunteers, not just those who have contributed for the longest time. 
 
Flexibility – recognise that individual motivations and personal circumstances will change. People 
might have less time, they might need to take a break due to illness or caring commitments, etc. – 
see Table 4. Table 4 highlights that ‘no longer having the time’ is by far the most common factor in 
stopping volunteering (34% of respondents). Enable people to change their volunteering role or time 
commitment to suit their needs.  
 
Volunteer turnover is a ‘fact of life’ – acknowledge that all volunteers will take a break, retire or 
move on from volunteering. This is a fact of life and should not be seen as ‘a problem’ – a managed 
turnover of volunteers is a good thing.  Guidance includes setting expectations for new volunteers 
about the length of time they might contribute. Define ‘retention’ – does this mean that people 
continue to volunteer in the same field (but maybe with another organisation) or that they continue to 
volunteer (but maybe in a different field) or that they stop volunteering but continue to support the 
organisation in other ways? 
 

4. What support is needed to reduce over-reliance on a small number of volunteers and the 

danger of burnout? 

Analysis of SHS 2014 data2 shows that those who volunteer with organisations involved in sport and 
exercise volunteer more intensively that Scotland’s volunteer population as a whole: see Table 5. If 
we define intensive volunteering as ‘at least once a week’, then 60% of those volunteering in sport 
and exercise meet this criterion, compared to 44% of volunteers in Scotland as a whole. So the 
evidence supports the Committee’s concerns regarding the intensity of volunteering in sport and 
leisure. However, we don’t have the evidence to determine whether this represents an ‘over-
reliance’ with the potential for volunteer ‘burnout’. However, we have outlined some suggestions for 
how such actual/potential problems can be addressed/ mitigated. 
 
Table 5 – Frequency of volunteering in Scotland (20143) 
 

Adults who did voluntary work in the last 
12 months 

Sport/exercise All volunteering 

At least once a week 60% 44% 

At least once a month 17% 20% 

Less frequently 23% 35% 

No answer - 1% 

Total 100% 100% 

Base 349 2,670 

Source: SHS, 2014 
 
Duty of care – recognise the organisation’s duty of care towards volunteers. Be aware of each 
individual’s wider work/life commitments and understand how their volunteering fits in. Acknowledge 
that people may require additional support to volunteer and create opportunities for feedback to and 
from volunteers about their experience. Provide appropriate support for volunteers including open 
communication, regular check-ins, and ensure all volunteers know that they can say no or step back 
when needed. 
 
  

                                            
2
  This is the most recent available data on frequency of volunteering 

3
 The 2016 SHS data has not been released yet, so 2014 data has been used (Note: this is biennial data) 
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Recruitment – reflecting on how new volunteers are attracted and welcomed to the organisation 
(see Section 2 above) will help to address potential problems of over-reliance on volunteers and 
burnout issues.  
 
Volunteering strategy and management: 

 Clearly differentiate volunteers’ contribution from work that could be covered by paid staff by 

having clear roles for volunteers and developing understanding about why the organisation 

involves volunteers.  

 Ensure sufficient resourcing for volunteering and introduce succession planning for volunteer 

roles. 

 Some volunteers who are contributing on an ad-hoc basis might not identify as ‘volunteers’, 

so might not be counted or supported to do more. Ensure all volunteers have a clear role and 

that the contribution of all volunteers is recognised and celebrated.  

 Acknowledge that all volunteers will take a break, retire or move on; create opportunities for 

volunteers to reconfirm their commitment, move into a new role or bring their volunteering to 

an end. 

 

5. What should be the balance between full time/salaried staff and volunteers? What balance 

of skills is required? 

The correct balance between staff and volunteers is bespoke to the organisation; there is no single 
correct balance. There is also no set ratio for the number of volunteers to the number of people 
managing/supporting volunteering. This will depend upon the volunteer roles and tasks, the level of 
associated risk, and the support that individual volunteers might need. For example, in some 
organisations, particularly those working with children, there might be requirements related to health 
and safety, or ratios of responsible adults to children. 
 
Volunteer roles should not replace paid staff posts. There should be a clear understanding about the 
value of both staff and volunteer contributions. The organisation will need to sufficiently resource 
volunteering at both operational and strategic levels. 
 
Defining clear roles for volunteers will enable consideration of the skills that volunteers require in 
those roles. Volunteers might bring skills to the organisation or training can be provided. Training is 
also available for people (staff or volunteers) to develop skills in volunteer management and support. 
 
There is a question about ensuring that volunteer led sports groups have the right support structures 
and professional expertise to help them develop, and again this has to be considered on the specific 
circumstances. 
 

6. What evidence is there of the success of sportscotland's approach to the development of 

sports coaches?  Has there been an increase in the number of coaches with the right 

qualifications, and in the numbers of coaches from underrepresented groups? 

 
There is very clear evidence, based on analysis of available data, of a significant increase in PVG 
applications for sports coaches. In the comparative period between last year and this year the 
increase has been 191%, (3042 in 2016 increasing to 8859 in 2017). 
 
There will be a number of different factors influencing this increase, and we assume sportscotland’s 
approach is having a positive effect, without specific evidence of a direct causal link. 
 
We are undertaking a major analysis on behalf of the Health and Sports Committee of all PVG 
applications since inception by post codes. This will provide a significant indicator about 
underrepresented groups and we will provide this in a follow-up report as soon as possible. 
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We are concerned about the potential barrier that PVG is having on adults with criminal records that 
are not relevant to volunteer roles. However, we do not have any current research evidence or 
policy implications to share at this time. Previous work has indicated that there is a general 
consensus of the value and need for a system that aims to secure the safety of children, protected 
adults, and volunteers. Fear of false accusation is also an element that has been stated requiring 
confidence in the system, including confidence between volunteers. There is a clear message that 
PVG needs to create a safe environment for all involved. We are also working closely with the 
Scottish Government to address the need for greater inclusion and volunteer participation in all 
forms of volunteering and this is an area we can provide more information about if required. 
 

7. Provide the number of organisations currently submitting PVG applications which 

Volunteer Scotland are monitoring and where the applications are coming from. 

 

There are 231 directly registered sporting bodies enrolled with VSDS who have submitted 17,382 
applications in 2017 (1st January to 28th September). For the comparative period in 2016 the total 
was 8870. Nearly double the amount. Of the 231 enrolled bodies, 39 act as umbrella/intermediaries 
for a further 2030 registered organisations. In 2017 916 organisations had applications made on 
their behalf by the umbrella/intermediaries. In 2016 this was 559. Showing a 63% increase in the 
number of organisations affected this year. 
These applications are from all geographic parts of Scotland and cover a very wide range of sports 
as we previously provided to the Committee. We can provide more detailed reporting if required. 
(For clarification about the figures for Scottish Rugby Union -there has been a significant growth 
from 450 applications January –Oct 2016 up to 1667 applications January-Oct 2017. An increase of 
270%.) 
 
There is a National Partners Safeguarding in Sport Group including Disclosure Scotland, 
sportscotland, Children in Sport, Children First and Volunteer Scotland.  The purpose is to consider 
all aspects of safeguarding in sports and the PVG/Disclosure process including Sports Governing 
Bodies best practice in safeguarding. The current growth in applications is under review by the 
group and there is a shared focus on ensuring compliance with all aspects of the legislation, 
including the requirement for applications only to be made for roles that are in Regulated Work. 
 
The national attention that the Health and Sports Committee has given to best practice in 
safeguarding has been a positive factor in the current growth in applications and “wake-up” call for 
the safety of beneficiaries and volunteers. The constructive focus on ensuring that the sporting 
infrastructure is meeting high standards of practice is bringing about positive change. However, 
media coverage which sensationalises and exaggerates risks may prove to have a negative impact 
on the volunteer engagement of community people who fear that their motives for volunteering with 
children may be misconstrued. Maintaining balance and proportionality in the system is an ongoing 
goal in our work. 
 

8. Provide the number of people not passing PVG and the organisation they relate to. 

 

‘Not passing’ PVG is taken to mean someone who is on the barred list who has made an application 
to be a volunteer.. This data is not held by Volunteer Scotland and the question can be directed to 
Disclosure Scotland. 
 
We are aware, however, without knowing about anyone’s identity or the organisation involved, that 
around 10 contacts are raised with us in an average year where a barred individual is concerned for 
administrative and process purposes. We are not informed about the outcomes of these inquiries or 
whether they are an indication of risk. 
For information at September 2017 there were 4834 people on the barred list. 65% of these are 
barred from working/volunteering with children, 9% barred from working/volunteering with protected 
adults, and 26% barred from working/volunteering with both children and protected adults. 
 
 


