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Introduction: 

 One of the hallmarks of being identified as a professional is to continue to learn throughout a career. As long teaching is seen as a profession, an 

important characteristic of a member of this profession is the COMMITMENT shown towards self-improvement or development to ensure that 

learners are provided with the best possible service. 

Why do we need to do CPD? 

 “All practising professionals want to develop their careers and strive for excellence. Quality, accountability and effective practice demand that 

you as a professional demonstrate that you are keeping abreast of new knowledge, techniques and developments related to your practice.” 

What is CPD? 

 “CPD is a systematic, ongoing structured process of maintaining, developing and enhancing skills, knowledge and competence both 

professionally and personally in order to improve performance at work.”   (CSP, 2003) 

 “a range of learning activities through which professionals maintain and develop throughout their career to ensure they retain their capacity to 

practise safely, effectively and legally within their evolving scope of practise.” (HPC CPD definition, 2004) 

What does CPD include? 

 CPD consists of any educational activity which helps to maintain, develop or increase knowledge, problem-solving, technical skills or 

professional performance standards all with the goal that physicians can provide better health care.  

 CPD includes 'formal' activities, e.g. courses, conferences and workshops, as well as self-directed activities such as MOOCs and directed 

reading.  
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What does CPD include? 

CPD is an on-going process of education, training, learning and support activities which is: 

 engaged in by qualified, educational professionals 

 taking place in either external or work-based settings  

 aimed mainly at promoting learning and development of their professional knowledge, skills and values:  

to help decide and implement valued changes in their teaching and learning behaviour so that they can educate their students more effectively thus 

achieving an agreed balance between individual, school and national needs (based on Bolam, 2003)  

What are the benefits of CPD for professionals? 

 Confident because you have the evidence to show that you can practice effectively. 

 Capable because your CPD skills equip you to meet the changing demands of practice 

 Competent because you have an up to date knowledge and skills base 

What is effective CPD? 

An effective CPD has a number of key characteristics: 

• Clear identification of aims and objectives. 

• An analysis of training needs. 

•  Training activities that match existing level of expertise. 

• Opportunities for reflection. 

• On-going evaluation and follow-up. 
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CPD should aim to: 

• Be ongoing  

• Be school-based and rooted in the knowledge base of teaching 

• Be flexible and fit in with the natural rhythms of teaching  

• Be collaborative and allow teachers to interact with peers 

• Include opportunities for reflection and group enquiry into practice 

• Be accessible and inclusive 
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Identifying Training and Development Needs 
 

The first two stages of the staff development cycle are concerned with the identification 

of staff needs  and  their analysis. The measurable discrepancy  between  the present  state of  affairs and  the  desired  state  of 

affairs is the  first and  pivotal  issue of CPD or staff development management. No CPD should be undertaken without taking 

into account what teachers and other staff already know and can do. It is therefore important to identify individuals‟  needs  

(rather  than  wants)  along  with those  of the school  and  the education  system. Needs identification is about  discovering  

individuals‟  needs  for training and in which particular areas it might  be most effective. 
 
INDIVIDUAL OR SCHOOL  NEEDS 
 

Continuing professional development co-ordinators and other educational leaders have to ensure  that  training  and  

development programmes meet the needs  of both  individ-  ual  staff and  their  schools,  minimizing any  tensions that  may  

exist between  system needs and priorities  (the  school  development or improvement plan)  and those of indi- viduals (the  

individual development plan).  Continuing professional development has to meet several, sometimes competing, needs: 

 
•  the school‟s agenda in the form of its development or improvement plan; 

 
•  school  teams (e.g. department or year group); 

 
•  government initiatives; 

 
•  local authority initiatives; 

 
•  individuals‟  needs – which can be broken  down  into  the professional, personal and propersonal. 

 
To make best use of time  and  money,  there  needs  to be „joined up‟ thinking across all these areas. This is not  easy: Her 

Majesty‟s Inspectorate (HMI)  (Ofsted,  2002b) found, 
for instance,  that  the  link  between  performance management and  the  school‟s  other 

planning cycles and procedures was weak in around three-fifths of the schools they visited. 

One of the key issues that CPD co-ordinators have to consider is managing  the tension between the demands of the school (as 

reflected in school improvement plans),  the latest government or  local  initiatives  and  the  needs  of individuals. In  the  past,  
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professional development has been more focused on addressing  school needs than individuals‟ needs. Schools are better at 

identifying  their own needs than those of their staff. As HMI note: 

 
Although  senior  managers  identified their  school‟s needs  systematically  and  accurately,  the identification of 

individual teachers‟ needs  was not always so rigorous.  As a result, planning for the professional development of 

individuals was often weak. (Ofsted,  2006: 2) 

 
However, CPD can only be effective if it is rooted  in a commitment to evaluate and move forward  individuals‟  basic teaching  

competence. Without  this,  school  development  is unlikely  to occur and certainly not at the speed required  to ensure 

continuing improve- ment. Individual and school needs have to be brought together.  This has to be managed within  a finite 

budget. 

The different  approaches to the management of people  (or HRM) that  schools  take will make a difference here. Is the 

human resource approach one of „hard‟ economic util- itarianism or more  of a „soft‟ developmental humanism where staff are 

valued,  morale  is high and they are likely to be well motivated? Interestingly, the Ofsted handbook (of2003)  told inspectors  

that „professional development should reflect the professional and career needs  of the  individual, as well as the  needs  of the  

school‟  (2003a: 48).  It is important to remember that  professional development can serve both  individual and system needs  

– it is not  always a case of serving one or the other.  Fortunately, to make matters  easier, the  two often  go together  – 

individuals‟  needs  very often  overlap  with those  of the  school.  Also, it is important to  remember that  development cannot  

be forced – it is the   

 

person  who  develops  (active)  and  not  the  person  who  is developed (passive).  People who are excited and motivated by the 

experience of their own learning are likely to communicate that excitement  to pupils. 

 

One  of the issues to consider  is the degree to which  training  provision, particularly off-site  courses,   can   effectively  meet   

individual  professional  development  needs. Balancing the needs of individuals with those of the school, especially with 

limited  CPD budgets,  has already been  alluded  to. School development and  other  plans  will clearly show  priorities  but  

Connor argues  that  „without  a clear analysis  of individual need, strategies for corporate development can fall on barren  

ground‟ (1997:  49). He gives the example  of a department in a secondary  school: 

 
Let us assume  the English department has identified the need  to strengthen its teaching  of media.  The second  in 

department is sent on a course run by an external provider.  An adviser is brought to a team  meeting  and  does a 

splendid job of outlining a creative, activity based approach to the teaching  of the subject centred  on the concept  of 
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pupils  doing  things: mak- ing newspapers, editing  TV news bulletins, writing comment columns and the like. So far, 

so good.  But what  of the  two  newly  qualified  members of the  department who  struggle  to achieve purposeful 

order with group  work? What of the teacher  of 30 years‟ experience  who does not perceive the need  at his time of 

life to master  the skills of desktop  publishing and what has that got to do with English teaching  anyway, thank  you 

very much? (ibid.:  49) 

 
Each individual is different  and  a „one size fits all‟ approach to meeting  development needs is unlikely to be successful. A 

more „personalized‟ approach is needed  for CPD to be effective but this is not without its own challenges. 
 
PERSONAL DEVELOPMENT 
 

But what about  personal development? Managers and leaders of CPD need to ensure that 
personal development is not  marginalized as it is crucial to teacher  effectiveness  and school  success. Research makes  a 
compelling case for personal development as a key 

component of teacher  development. In the introductory chapter  professional develop- ment  was defined  as the  knowledge  

and  skills relating  to „occupational role  develop- ment‟ and  personal development as the development of „the person,  often  

the “whole person‟‟‟ (Waters,  1998:  30),  and  that  personal development was „often necessary  to complement and 

“complete‟‟ professional development‟ (ibid.:  35). 

 

Also personal development can have wider benefits.  As Davey suggests: „An individ- ual‟s personal development may  not  

be  used  immediately within  an  institution but often constitutes a resource which can be drawn  upon  in the future to the 

benefit of the wider education service‟ (2000:  34). 

The more  common approach to personal development adopted by schools  is best described  by Waters‟ term  „propersonal 

development‟. This is development that  is not genuinely  „personal‟ in its focus but is personal development for professional 

develop- ment  purposes (Waters,  1998:  35).  Teachers and  educational leaders  are increasingly being asked to acquire and 

develop  their emotional intelligence  as well as their knowl- edge  and  skills.  Research,  especially  into  highly  effective leaders,  

is pointing to  the importance of this and it reinforces Waters‟ exhortation for teacher development which links improved 

personal management with increased  professional efficacy. The impor- tance  of „resilience‟ has also been  noted  as crucial to 

teacher  effectiveness (Day  et al., 

2006). Do most  schools‟ CPD policies  and  practices  recognize  fully that  professional and personal spheres are mutually 

supportive and beneficial? 
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As we have seen, the stance of individual schools  to developing and  supporting their people  resource is crucially important 

but it needs to include  elements  of personal devel- opment. This has been recognized  by another government initiative,  the Staff 

Health and Wellbeing project, which states its preferred school HRM policy as one that clarifies the per- sonal developmental needs 

of teachers in the same way as in other professions: 

 
The  business   world  is recognizing   that  there  is a  link  between  health   and  wellbeing  of employees  and the 

productivity of an organization. There is a compelling business  case to be made for investing in the wellbeing of 

employees.  Similarly it could be argued that the health  of a school  community and  its capacity to be effective is, in 

part, a product of the health  of the staff who work there. (DfES, 2002a:  7) 

 
However, meeting  the needs of individuals makes the CPD co-ordinator‟s role yet hard- er. There are many different  people  

taking many different  roles in schools.  Each person  will have different needs, different learning styles and will be at a different 

stage of devel- opment. Table 4.1 illustrates  five stages that  new teachers  typically go through. Clearly there  is no  point  in  

planning professional development requiring  someone to  think deeply about  assessment for instance,  when  they are in the 

„Survival‟ stage battling  for control.  Equally, teachers at the „Moving On‟ stage will want more than  quick tips. 

Hustler  et al. have drawn  pen portraits  of types of teacher saying, „It is clear that the “person” a teacher is, makes a difference, 

revealed from the somewhat differing learning styles, personality characteristics,  and social situations reflected‟ (2003:  220). 
 
TAKING ACCOUNT OF WORKLOAD AND WELLBEING 
 

We have explored  the issues of workload and  wellbeing  in detail  elsewhere  (Bubb  and Earley, 2004)  but  both  are important 

to consider  in relation to professional develop- ment.  We all remember how a course became a beacon  to look forward to and 

how we returned from it with a spring in our step. To a degree, CPD co-ordinators need to look at the potential of CPD to 

motivate,  refresh and reward. There may be teachers for whom some inspiring  CPD will really help keep them  in the job and 

being effective. 

 

FINDING OUT WHAT CPD STAFF WANT AND NEED 

So how  are the training  and  development needs  of individuals gleaned?  How does  one know what one doesn‟t know? Connor describes 

what is a common school pattern around placing CPD within  the context of team and school development or improvement plans: 

 
Much of this is based around the most important management set piece in the school, a series 
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of formal  review meetings  between  team  leaders,  the  headteacher and  a linked  deputy.  At these  meetings development priorities  

are discussed  and  agreed within  the  structure  of the whole  school  needs  and  action  is formulated. This then  provides  the context for 

team leaders and the school  to plan their professional development activities for the year. (1997:  48) 
 
The most  used methods for assessing the training  and development needs of individuals are interviews and questionnaires. A good example in 

relation to ICT need identification is given by Adams (2005). Performance management reviews can be extremely useful to elicit participants‟  

views of their needs, but are not always helpful  because it is often difficult  for staff to  think  about  those  areas  of their  own  practice  where  

they  feel least knowledgeable, skilled and competent. Teachers and other staff are likely to be better at identifying „wants‟ rather than  „needs‟! 

 

Effective needs  assessment is an important factor in contributing to the  success of training programmes. This cannot  always be derived 

from interviews and questionnaires – some  people  do not  know  what they need.  Monitoring of teaching,  such as observation,  is useful in 

such cases. The time and effort put into  identifying needs accurately is well worthwhile but according to HMI: 

 
Arrangements  for identifying staff‟s individual needs were too subjective in about  a third of the survey schools. These schools relied 

too heavily on staff‟s own perception of their needs and on the effectiveness of individual subject leaders to identify needs 

accurately. (Ofsted,  2006: 4) 

 
The role of individuals in the identification of their needs  has often been a minor one. Indeed,  there is evidence that where they do choose  

the professional development they undertake, it can be in a random and ad hoc way: It involved  them  glancing  through a list or booklet  of 

advertised  professional development courses prepared by their employing schools or professional association. They selected a course to attend based 

on criteria such as their interest in the topic, when and where it was to be held, and/or its cost, and whether or not the school or employer will meet 

these costs. The linking of the course to their actual professional development needs appeared to be of minor significance. (Harris, 2000: 26) 

Professional development portfolios are useful in chronicling where one has been  and planning where one wants to go (see Chapter  2) and  

helping  individuals to be greater advocates  for their  own  learning  needs.  Some people  draw up individual professional development 

plans. 

 

CATERING FOR A RANGE OF PEOPLE 

 

Any school or college will have a range of people  working within  it who will have varying preferred  learning  styles (see Chapter  2). An audit  

of learning  styles may help to explain people‟s perceptions and expectations of the training  they receive, and to support schools  in 

recognizing  and facilitating different ways to support individuals‟  learning.  If one looks just at teachers, there will be people  with a range of 
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experience  and needs,  and who vary in how  effective their  teaching  is. Our colleague  Kathryn Riley (2003) distinguishes two broad  groups 

of teachers, which she calls the „glow-worms‟ and „skylarks‟. 

 

   Many of the „glow-worms‟ find it difficult to think  beyond the confines  of their class- room. Locked into a dependency culture by 

prescriptive reforms, they are cautious and lack spontaneity, caught up in a „painting by numbers approach to teaching‟. They find it difficult to 

see how they can take responsibility for their own professionalism. Nevertheless, the „glow‟ of teaching is still there, however dimly lit and 

however intermittent. They occasion- ally get excited about  new things  such as interactive  whiteboards that  they see having  a direct impact 

on pupils.  To „glow‟ again, this group will need to be fanned  and nurtured. 

 
The „skylarks‟ recognize  some  of the  difficulties  created  by the  centralized reform 

process. However, they seem less constrained and less likely to see themselves  as prison-  ers of the government‟s  agenda than the glow-

worms.  Skylarks talk about  the need to put the „sparkle‟ back into teaching.  They are keen on sharing  good practice with colleagues in other 

schools, having sabbaticals and secondments; participating in international and professional exchange programmes. They want „professional  

learning‟ that is distinctive- ly different  from the „professional  development through courses‟ model  typically avail- able to teachers. The 

skylarks want time and space to develop. 

 

The challenge for CPD co-ordinators is to ensure that all groups and types of people  get the professional development that  will move 

them  on. In any size of school  this is difficult, but in a large one there will be more people  to liaise with. Do you ask people  what they 

want or wait for them  to ask? You will find yourself torn between  government and local initiatives,  where the school  wants to go and team 

and individual needs. 

One way to look  at what  staff need,  and  whom  to invest in, is to use the perform-  ance and attitude to improvement grid (Figure 4.1). 

Use the horizontal and vertical axis to look at how well someone is doing  their job and how keen they are to improve.  You may see four 

broad  categories of staff: 

(A)   Someone  who is doing  their job well but doesn‟t want to improve  needs motivation. 

(B)   Someone  who is doing  their job well and wants to improve  probably doesn‟t need training  so much  as resources, such 

as time, to enable  them  to develop. 

(C)   Someone  who is not doing  their job well and doesn‟t want to improve probably needs a new job, either in the 

same school  or somewhere else. 

(D)   Someone who is not doing their job well and wants to improve is an ideal person to invest in training that is likely to help 

them do their job better. 
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Spending most time and money  on people in Group D, who are not doing their job very effectively but who want to improve,  is likely to 

have the most impact  on whole-school improvement. This is one of the reasons  why new teachers are worth  investing  in. 

 

PERFORMANCE MANAGEMENT 

Schools and  colleges which  integrate  performance management, school  self-evaluation and  CPD into a coherent cycle of planning 

improve  the  quality  of teaching  and  raise standards (Ofsted,  2006:  4). Participation in CPD is an essential  part  of any perform-  ance 

management (PM) cycle with  teachers seeing „performance  management as their right  and  continuing professional development as  

their  duty‟  (MiIiband, 2003:  6). Effective performance management arrangements provide  schools with a route to better reconciliation 

between  the  individual‟s  and  the  school‟s  priorities   for  development. They allow individual, departmental or section and whole-school 

developmental priorities to be  identified and enable  individuals to see how their own development fits into  and contributes to the wider 

agenda. 

 
The notion of managing performance is controversial, however.  In unsound hands, 

performance management can be used to control,  to ensure  uniformity and  to de-pro- fessionalize; in sound hands  it can be used to 

support, coach and validate good practice, whilst respecting and promoting proper autonomy, creativity and variety. Used with flair the 

process can be used to support the school‟s vision and help develop  pupils  and staff alike; it is an effective instrument but  it is only as 

effective as the person  who  uses it. Individuals whose  team  leader  does  not  get round to holding individual meetings  or does  not  carry 

them  out  well will suffer. One secondary deputy,  in charge of performance management and  CPD, gets frustrated:  „You have to chase, 

chase, chase and  don‟t take no for an answer. It‟s worse than getting the kids to get their course work in‟. He now sets a training  day aside for 

the interviews to make sure that they happen. 

Performance management is an  ideal  forum  for discussing  individuals‟  needs  but schools  vary in how well it works. Clearly it 

should be a forum  to discuss professional development, but some schools and teachers do not take it very seriously, as illustrated in this 

posting  from a teacher on the TES website: „Ninety per cent of the time it is tooth-  less ticky-box bollocks.  I was appraised a year ago and  

got a good  report,  which  high- lighted  some training  needs about  which I have asked about  at three monthly intervals since but without 

result. What nonsense it all is!‟ (Bubb, 2003c). 

Her Majesty‟s Inspectorate‟s  report  into  PM found  that there was scope for improve- ment  in objectives  related  to teachers‟ professional 

development in at least half of the schools they visited (Ofsted,  2002b). There was a tendency  for objectives to be activities or tasks, such 

as „produce a report‟, „attend a training  course‟. They often did not  detail the strategies or the support needed, including resources and 

training, to help progress. Training plans are one of the weakest features of performance management practice. 
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Performance management is the statutory  procedure (DfES, 2006a) for making  sure that all teachers (except NQTs on induction) discuss 

their teaching,  career plans and how to be more effective. Done  well, it should make people  feel valued, give them  a clear pic- ture about  their 

work and help them develop but it takes time, skills and commitment: on the part of the reviewer and reviewee. Coaching  can also help (see 

Chapter  5). 

 

Worth Primary School in Cheshire (see Case study 4.1) has made great efforts to give professional development the  high  priority  it 

deserves and  to link it closely with  per- formance management and other planning processes. It has also endeavoured to ensure that value 

for money  linked  to effective CPD and pupil  outcomes is paramount. 

CASE STUDY 4.1: WORTH PRIMARY SCHOOL 
 

The senior leadership team, governors and all staff of Worth  Primary School are highly committed  to, and greatly value, training, development and coaching and 

fund it appropriately.  The school believes that receiving and providing high-quality, effective training, development and coaching enables the organization and 

individuals continuously to improve and develop. Well-trained, well-motivated and effective staff, governors and trainees are a valuable resource that can be used 

to provide a first-class education for all pupils.  We aim to recruit good quality people with the right 'skill set and mind set' coach them well, then create space 

for them to shine! 
 

The school unashamedly puts performance  management (and performance coaching) at the heart of professional development, it sees performance  

management as a structured,  professional dialogue  that reviews and enhances organizational effectiveness, staff motivation  and professional development.  Team 

leaders at Worth see PM as a key tool in moving an organization from being  a series of processes,  structures and separate groups of  individuals to an 

effective, flexible and focused  learning organization. There is a direct linkage between pupil progress targets, professional development  targets, action plans 

and the school development plan; one informs the other in a cycle of growth and development. 
 

The Performance Management process has evolved  into Performance Coaching. The process  still follows nationally recognized  guidelines and statutes but 

the feel of the process  is professional, agreed and applies coaching skills. The appraisal interview  in particular is very much a coaching  dialogue as our staff are 

very positive. The leadership team reserve the legal right to disagree with team members and press a point but this has never happened  to date. 
 

Training is consciously reduced  in quantity but enhanced in terms of quality, impact and monitoring. For professional development to be regarded  as effective  

it must impact on the individual member of staff, change a behaviour  or process and be seen to impact on pupils  and colleagues.  Virtually all professional 

development  is organized within set training days or a few twilight  sessions; ad hoc training and meetings are unpopular  and are strongly discouraged.  This 

ruthless focus on that which  is needed saves precious  time, goodwill and funds that are so often wasted in so many organizations.  Every event and 

development  has an 'opportunity cost'; these must be reviewed and all resources placed where and when they are most effective. 

•  feedback from pupils,  parents  and colleagues; 
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•  analysis of test results; 

 
•  self-evaluation; 

 
•  observations; 

 
•  planning and evaluations; 

 
      •  work samples  showing  progress and the impact  of assessment for learning. 

 
Use benchmarking data to compare the impact  with others  in a similar context nation- ally and locally. For instance,  in London the Family 

of Schools data (DfES, 2006b) can be used to compare impact  on pupils  with other  schools  with a similar pupil  profile. 

 

(B) PLANNING THE NEXT YEAR 
 

•  What would  the person  like to improve? 

•  Why? What‟s the current  picture? (What‟s the evidence?) 

•  How does this fit in with the school  improvement plan? 

   •  How does this fit in with career plans and any standards that are being worked towards? 

•  How will you know that things  have improved, in about  a year? 

  •  What does the person  need to do to meet this objective? 
 
  •  What support from the school,  including professional development, will help? 

  •  How should progress and impact  be monitored? 

 
    An outcome of this meeting  is the draft performance review statement, which should be given for agreement within  five days. The completed 

review statement is passed  to the headteacher within  ten days. During  the year, the reviewer should keep an eye on your progress towards the 

objectives and take any supportive action needed.  At the end of the year, there is a formal  review of progress and then some more  objectives are 

set for thenext year (based  on Bubb, 2007). 
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CHOOSING  OBJECTIVES 

 

Under the 2007 PM arrangements in England  people  can have as many or as few objec- tives as they like and  they don‟t have to relate to 

any particular area. One  objective  is enough but  people  may  want  to  use a model  of choosing  one  to  do  with  teaching,  another 

relating  to other  roles in the school  and  perhaps another about  them  as a per- son. This last point  is important. Performance 

management, and the professional development that goes with it, need to support and increase wellbeing, physical and emotion- al 

resilience, job satisfaction,  sense of achievement and commitment. This is particularly relevant when teaching  in challenging conditions. 

 

How  many  times  have  we been  told  that  objectives  should be  SMART:  Specific, Measurable, Achievable, Relevant and Time-

bound? This is of course also true of learning objectives in lesson plans or targets on Individual Education Plans (IEPs) but it‟s easier said 

than  done.  A frequent problem with objectives is that they are not made  specific enough, which can lead to failure. Research on NQTs 

(Bubb, 2003b) found  that many objectives were too large so that they had to be repeated. „Improve control‟ may be too general and   

benefit  from being more  specific about  what needs  most urgent  attention, such   as  „To   improve   control,   particularly   during   

transitions,  after  break times,   in independent activities and at tidying-up  time‟. 

 

It makes sense for individuals‟  objectives to link in with other  developments in the school, where possible.  But be sure that the 

intended impact is focused on the impact of development. For instance, in a school  where the priority  was „Improve  the quality  of 

teaching  in  mathematics‟ an  individual‟s  objective  was: „Participate  in  training  in  the teaching  of mathematics through school-based 

courses,  self study  and  observation of others‟. This objective is confused  with the activity: will participation mean  that learning  takes place 

and will there be an impact  in the classroom?  Not necessarily! 

 

It‟s useful to think  of how much  better  things  will be in a year‟s time: aim high but be realistic. These points  then  become  the success 

criteria around which an action  plan is drawn  up  of  what  needs to  be  done  when.  When  the  professional development co-ordinator 

has  the  big  picture  of  everyone‟s  needs,  INSET days  or  training  can  be organized around common areas. Table 4.2 illustrates the process 

of setting an objective, success criteria and how progress is to be monitored. 

 

The benefit  of objective-setting as a way to manage  steady improvement by children  and adults  is well recognized.  Objectives provide  a 

framework  for staff doing a complex job at a very fast pace. They encourage  people  to prioritize  tasks and  make best use of time  and  

other  resources,  and  feel a sense  of achievement when  objectives  are met. However,  if the processes of reflection,  setting an objective, 

drawing  up an action  plan and  evaluating  the impact  of the learning  do not take place, professional development may be reduced to the 
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level of ad hoc activities. The very act of writing things down causes people  to  consider  whether  they  are the  real priorities  and  gives them  

something to focus on. 

 

Questions Examples of answers 

What would you like to be better at? 

Why? What‟s the current picture? 

Challenging more able pupils. 

Test results, work samples and my gut feeling show that average 

(What‟s the evidence?)       pupils and those with special needs are making better  progress in 

comparison  with other classes at this school  and others. My more 

able pupils‟ results were disappointing: they could have done better. 

Their parents are not as pleased  as others. Some of the very able 

pupils mess around and avoid working. 

How does this fit in with the school 

development plan? 

Perfectly! The school  is trying to raise the achievement of all  

pupils 

How does this fit in with your career and 

any standards you‟re working towards?   

It will help me be a better teacher, and help me meet the upper 

pay scale standards 

How will you know that things have 

improved? 

Higher attainers will be engaged in lessons, will produce good 

work and will make more than two NC sublevels progress in a 

year. Maybe, they will pull up the achievement of the rest of the 

class. 

 

What do you need to do to meet this 

objective? 

Identify pupils with potential for high achievement – I may have 

missed  some. 

Plan more challenging work. Where possible, set pupils 



 18 

purposeful problems  to solve.  Raise expectations of what they 

can achieve. 

Develop my questioning skills so that  I can  really get  them  thinking.  

Consider organizing mentoring by older successful pupils. 

Look for opportunities for pupils to extend themselves outside 

school. Get involved in any competitions  or projects. 

What support from the school, including 

professional development, will help you? 

Time to discuss strategies and resources with G&T co-ordinator, 

Including how to use Bloom‟s taxonomy of questioning. 

Find ideas from websites such as www.londongt.org. 

Observe two teachers (one in this school, one in a higher 

achieving school) with a reputation for challenging more able 

pupils, and discuss strategies. 

How should your progress and its impact 

be monitored? 

Keep track that activities happen by the dates agreed. 

In 3rd week of March, the reviewer should observe a lesson and 

look at the work of three pupils to see impact. 

Source: Bubb, 2007: 5 
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DIAGNOSING A PROBLEM AREA 
 

Some teachers and other staff have suffered from not having areas for development accu- rately diagnosed. It is very hard  to decide  what  to 

work on when  things  are not  going right because  each problem has a huge  knock-on effect. Always remember that  objec- tives should 

be able to be met, while containing a degree of challenge,  but setting ones which  will  be  useful  and  that  contain the  right  amount of  

challenge  is  not  easy. Particularly when someone has a problem, it needs to be reflected upon  and diagnosed accurately in order to draw 

up the most useful objectives and plan of action. Brainstorm its features and results. For instance,  Rachel‟s control  problems include  the 

following: 

 
•  Her voice is thin  and becomes  screechy when raised. 

 
      •  Sometimes she comes down  hard on the pupils  and at other  times she lets them get away  with things. 

•  She takes a long time to get attention. 
 
      •  She runs out of time so plenaries  are missed, the class is late to assembly, and so on. 

•  Pupils call out. 
 

•  Pupils are too noisy. 
 

•  A small group of pupils  is behaving  badly. 
 

•  Even the usually well-behaved pupils  are being naughty. 

 

 
Look at your list. Does it seem a fair picture? It is easy to be too hard  or too generous. 

Then list some positive features, relating to the problem area. For instance,  Rachel: 

 
•  really likes and cares for the pupils; 

 
•  speaks to them  with respect; 

 
•  plans interesting  work for them; 

 
•  is very effective when working with individuals or small groups; 

 
•  has better control  in the early part of the day, and works hard. 

Think 
 

Name: Rachel              Date: 1 Nov                              Date objective to be met: 16 Dec 
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Objective:  To improve  control,  particularly  after playtimes,  in independent  literacy activities, at tidying-up time, and home-time 

 
 

Success criteria Actions When Progress 

Gets attention more 

quickly 

Brainstorm attention-getting devices with other 

teachers 

Use triangle, etc. to get attention 

4.11 7.11 Triangle made  children  more  noisy 

– 

try cymbal 

Rarely shouts Voice management course 

Project the voice 

Don‟t talk over children 

19.11 23.11 Using more range in voice – 

working! 

Plans for behaviour 

management 

Glean ideas from other teachers through 

discussion and observation 

Watch videos on behaviour management 

strategies 

Write notes for behaviour management on plans 

4.11 12.11 Improvement through lots of 

tips, staying calm and being more 

positive. Not perfect  and exhausting 

but better. 

Successful procedures  for 

sorting out disputes after 

playtimes 

Glean ideas from other teachers 

Ask playground supervisors to note serious 

incidents 

Children to post messages in incident box 

11.11 18.11 Incident box really working for 

those who can write and  I can  now 

tell when there‟s a serious problem. 
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Successful procedures  for 

tidying 

Discuss what other teachers do 

Start tidying earlier and time it with reward for 

beating record. 

Sanctions for the lazy 

18.11 25.11 Sandtimer for tidying working 

well though  still a few children not 

helping. Might try minutes off 

playtime. 

Successful procedures  for 

home-time 

Discuss ideas with other teachers Monitors to 

organize things to take home Start home-time 

procedures  earlier and time them (with 

rewards?) 

25.11 2.12 Changed routine so tidy earlier. 

Some Y6 children  helping give out 

things to take home. 

Children succeed in 

independent  literacy 

activitie 

Ideas from literacy co-ordinator  s 

Change seating for groups 

Differentiate work 

Discuss with additional adults 

2.12 9.12 All class doing same independent  

activity working better. 

Mrs H helping. 

CONCLUSION 
 

Identifying  and analysing needs can be time-consuming but, like any in-depth  look  at pupils‟ learning  needs,  the effort is 

worthwhile. The next challenge  is to find the best way to meet needs – the topic of the next chapter. 
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Meeting CPD needs 
 

Introduction 

 
Continuing Professional Development (CPD) will give you the opportunity to demonstrate to teachers, that you are maintaining 

and building on your and their capabilities. This presentation guide will help you do this. Our approach to CPD puts you in 

control of their learning. You direct learning by identifying learning needs, choosing activities to meet their needs, and putting 

what you have learnt into practice. 

  

Outcomes 

1. Getting started with knowing the CPD cycle 

2. Reflection on practice identification of learning needs 

3. Meeting CPD needs requirements 

4. Establishing the effectiveness of your learning 

5. Guidelines for CPD head teacher to meet the group needs 

6. Activities that can be recorded as CPD 
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          Getting started with knowing the CPD cycle 
 

During the first year of organizing CPD in your school, you will work through five stages, from “Getting Started” through 

“Reviewing Progress”, eventually starting the cycle again. From then onwards, you will follow an annual cycle around the three 

stages linked by large arrows in the diagram below. This 3-stage cycle does not necessarily have to take one year. The number of 

weeks shown in each stage box indicates approximately the amount of time in which each stage of the cycle will take during this 

first year of managing CPD. The first stage does not indicate a timeframe because this will vary according to the 

individual school's circumstances.  

 

 

 

 

 

Identifying

initial needs :what 
do i want to 

learn?

4 weeks

Planning

interventions what is the 
best way to learn what i 

want to

5 weeksImplementing

and monitoring 
action doing 
the learning

20 weeks

Reviewing progress

(including identifying what 
have i leant? who is benefiting 

why and how

new needs)

5 weeks

Getting

started

reflect 

plan 

action 

evaluate 
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The CPD cycle enables you to update, maintain and develop your capabilities by: 

 
• Helping you identify your individual learning needs 

• Recognizing the learning that occurs in the workplace 

• Acknowledging that we learn in a variety of ways and that you will have your own preferred approaches 

• Avoiding the need to complete a fixed number of hours of continuing education. The emphasis will be on quality, rather than 

quantity. 

1.REFLECT 

What is reflection on practice and how does it help identify your learning needs? 

A key part of CPD is the identification of your learning needs through reflection on practice. If you don‟t identify the right needs 

it doesn‟t matter how well you subsequently manage your learning, you will not see the changes in your practice that you might 

have hoped for. You are the person best placed to identify these needs. Always remember that the best means of identifying your 

learning needs is to be honest and open in reflecting on your practice. A good way to start the process is to take a moment to 

think about your practice to date. Think where you might have struggled in the past and, more importantly, where you want your 

practice to go in the future. 

Methods that you can use to help identify your learning needs 
‘Self-diagnosis‟ of learning needs can be challenging, but there are a variety of methods to help give you a more objective view of 

your needs: 
 

a. Critical incident analysis 
Learning from your own experience is one technique that can be used. This is sometimes known as critical incident analysis or 

learning from meaningful events. In this approach, an event that was associated with a particular outcome is  

analysed. If the outcome was negative, you will have identified the need to find ways to avoid this in the future. If the outcome 

was positive, think about why it was positive and if you have learned anything that you could apply to other situations. 
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b. Appraisal and peer review 
Do not ignore the value of discussing your practice and learning needs with colleagues, your line manager and friends. Their 

opinions can be very useful – our insight often differs from that of others. Their input may take the form of appraisal, peer review 

or an informal conversation. You may wish to discuss a critical incident with a colleague or friend in order to help you 

understand the event more fully. 

c. Professional audit 
Professional audit offers a systematic approach to developing your performance. The objective results from an audit can provide 

a clear indication of learning needs. If audit is not a term with which you are familiar with, you have just identified a learning 

need. Record the need and plan how you are going to find out about audit.  

d. Reading and other learning activities 
Reading the Educational Journal and other publications, and participation in workshops, meetings and study groups will also 

introduce fresh ideas and help you to reflect on your needs. For example, CPD articles include pre-reading questions to help you 

establish if you have any learning needs that the article might help you meet. Remember to ask yourself if the questions are 

relevant to your practice. 

e.  Setting objectives 
      It is important to set SMART objectives: 

 Specific – state exactly what it is you want to learn to do 

 Measurable – be able to test whether you have met your learning objective (if you have already been specific, this should 

be more straightforward) 

 Achievable – take into account constraints such as time, cost and support. 

 Relevant – if the learning need has been identified in the way that we have described earlier, this should already be the 

case 

 Timed – set yourself deadlines for achieving your goals. (You will record this detail in the planning section of the 

recording format) 
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(Setting objectives will help ensure that you meet your learning needs) 

 

f. Personal development plan 
From time to time the Society will develop materials to help you identify your learning needs. The first of these is a 

personal development plan (PDP). A PDP is designed to structure the reflective process and to link your development, 

career and business plans to service needs and their delivery through your CPD. Your employer might already require you 

to develop a PDP as part of their performance review process.  

 

g. Reflection on practice 
                     (plan & record) 

Having identified one or more learning objectives, you need to think about prioritizing them and deciding how you will meet 

them. 

 

 

h. Identifying appropriate activities to meet your learning needs 

The list (below) shows some approaches to learning that you can consider. 

 Some are more formal than others. 

Learning by doing/ presentations / tutoring/teaching/educational meetings/presentation/ symposia / work shadowing/writing/ 

research/projects / workshops/reading /short courses/ brainstorming/ distance learning/talking to colleagues/monitoring……. 
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2.PLANNING 

 
Planning is important to CPD because it enables you to identify and set priorities according to their urgency and importance. 

Some things need to be done immediately while others can wait. Similarly, some of the things you want to learn are more 

important than others. Once you have identified something you want to learn we ask you to consider its importance . We 

recommend that you focus your planned CPD on those activities that are likely to have the biggest impact on your colleagues . 

 

 Prioritizing your learning objectives 
You may already plan your daily or weekly activities using a „to do‟ list. This helps you keep track of what you need to do and 

which tasks take priority over others. There are two issues that you need to consider when prioritizing your learning objectives: 

urgency and importance. 

 Urgency 
Urgency is simply a measure of how soon you need to meet a learning objective. In some cases you will have to learn something 

immediately. In others, the learning may be in response to a change in your practice that may occur over the forthcoming years, 

and several activities will need to be undertaken to meet the objective. 

 

 Importance 
The importance of a learning objective is a measure of the likely impact of meeting your learning need. This impact may be upon 

you and your colleagues. Consider how frequently you will use the new knowledge or skill. Something that you do in your job on 

a daily or weekly basis. It is, of course, a matter of your professional judgment. 
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3.Action 
Completing this stage of a CPD entry is easy. You need to record what you did, what you have learned and when the learning 

was undertaken or completed.  

It is quite common to learn something unexpectedly without prior thought or planning. It can happen, for example, when you are 

reading a journal, talking to a colleague or when you attend a professional meeting. This is sometimes referred to as unplanned or 

unscheduled learning. In these circumstances you can start to record a CPD entry at the action stage. 

 

4-Evaluation(reflection on learning) 

 
This is the most important stage of the cycle as this is where you think about (reflect on) what you have learnt. There are two 

stages to evaluation.  

Firstly, you need to think about the success of your learning activities. Have you learnt all you wanted to, or is there something 

else that you still need to learn? This is important to understand because you may need to undertake additional learning activities 

to achieve what you set out to learn.  

Secondly, you need to understand if what you have learned has benefited or will benefit your practice as a teacher/ HOD. This 

may be the case even if you did not complete the learning fully. Identifying benefits is not always obvious. If you are able to 

introduce a new service successfully, the benefits will be clear. If, as a result of some learning, you are more confident in your 

ability to respond to a particular query or have some new knowledge that you can use in your practice that is a beneficial 

outcome. 
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 Evaluation is the last stage in the cycle 

  

Every CPD entry should contain a completed evaluation stage. You may find, when your CPD record is called for review, that 

you have not yet had an opportunity to put all of your learning into practice, for example, if you are on maternity leave or are 

preparing to introduce a new service that has not yet started. If this applies to you, it is acceptable to record in a CPD entry how 

you think the learning will benefit your practice in the future. 

Evaluation is an important stage in the CPD cycle since this is how you assess how successful your approach has been in meeting 

your objectives. You may regard the evaluation stage of the CPD cycle as reflection on what you have learnt. 

 

Establishing the effectiveness of your learning 

 
You will already have recorded a specific and measurable learning objective. You should now ask yourself whether it has been 

met. 

This can be tested by applying what you have learned when the opportunity arises. Ask yourself whether you are now able to deal 

with a particular situation more effectively. You should encourage feedback from users of your colleagues. 

Having tried to apply what you/ your staff have learned, ask yourself whether the objective you set for your learning has been met 

fully, partly or not at all. 

If it has not been met, where did your learning break down? Was the wrong need identified? Were the action(s) you undertook 

inappropriate? 

If your learning need was only partly met, try to apply what you have learned while still trying to understand why you did not 

fully meet the objective. Do you need to address those parts of your objective that are still outstanding? Remember that CPD is a 
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cyclical, on-going process. So at the end of each learning cycle, whether the need was met fully, partly or not at all, you should 

give some thought as to whether you have identified any further learning needs. 

Summary 
 

Each stage of the learning cycle is identified by an aspect of the way in which you learn: 

planned learning 

• Reflection on practice - there is a specific need or issue that you wish to address about your professional practice 

• Planning - you have no specific need, you are just making a deliberate decision to increase your overall understanding of an 

aspect of your professional practice 

Unplanned learning 

• Action - where an occasion or circumstance instigates an action, resulting in a new thing being learnt 

• Evaluation - incidental learning, where through your professional and personal life you apply a new skill or knowledge that is 

the by-product of some other activity. 

 

The CPD cycle enables you to update, maintain and develop your capabilities by: 

 
• Helping you identify your individual learning needs 

• Recognizing the learning that occurs in the workplace 

• Acknowledging that we learn in a variety of ways and that you will have your own preferred approaches 
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Guidelines for CPD head teacher to meet the group needs  

It is recommended that the Head teacher follows these steps: 

1. Call for a staff meeting . 

2. At the meeting, Outline CDP meeting purpose  

i. Work collaboratively with staff members  

ii. Carry out needs identification of teachers in relation to CPD 

 

iii. Prioritize needs of teachers and plans for meeting these needs 

iv. Schedule and keep a record of CPD activities at school level 

v. Implement the CPD plan. 

vi. Encourage regular monitoring of CPD and evaluation of progress 

vii. Represent school CPD issues at a school level 

viii. Mobilize resources for effective teaching and learning. 

To be able to meet the CPD needs, you need to be an ideal School head teacher 

Who is an ideal CPD head teacher? 

1.  a knowledgeable teacher 

2. has at least 5 years teaching experience 

3.  respected as a classroom teacher 
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4.  a good team-worker 

5.  a good listener 

6. takes interest in other teachers, especially their professional needs and their concerns 

7. is particularly interested in issues related to the curriculum and assessment 

8. likes developing resources to supplement the textbook 

9.  good at keeping records 

10. has good communication skills 

11. shows creativity in designing of lessons and production of resources for teaching 

12.  a self-starter and self-directed 

13 . an individual who commands respect from fellow teachers 

14. an experienced classroom teacher 

15 . an individual who displays a desire to do things better and to improve 

16.  committed to lifelong learning as an individual so they can motivate others 

Planning CPD interference to meet needs 

Implementing the CPD Plan 

Monitoring CPD activities 

Conducting progress reviews 

Using the relevant tools to keep an effective written record of all of these processes and to help colleagues in their professional 

learning through  

a variety of involvement: 
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 Formal CPD sessions 

 Building professional learning portfolios 

 Classroom observation 

  Mentoring 

Share with others their experience of some new activity types and techniques for managing participatory learning, 

through: 

 
o Using stories 

o Grouping participants 

o Using energizers 

CPD, but professional development also occurs 

through activities such as: 

 Learning by doing 

 Dealing with problems/situations in the workplace or elsewhere 

 participating in group activities, e.g. staff meetings, staff training or working groups 

 Projects and professional audits 

 Preparation for a presentation or teaching others 

 Work shadowing („sitting next to Ali‟) 

 This list is not exhaustive, and could include any other activities that develop your professional capabilities. 
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Meeting CPD needs requirements 

                The Follow up of head teacher 

 
1. Use CPD Activities Calendar ( Planning ) 

 

Instructions for designing the CPD activities calendar: 

Note: It's probably best if you use a pencil for your draft 

1. Write the names of the next 12 months along the top row, beginning with the current month (unless the month is almost 

over!) 

2. Block out excess days at the end of each month, so that e.g. September has 30 days. (Be careful with February in a Leap 

Year!) 

3. Block out the weekends, so that the individual weeks are clearly visible. 

4. Block out weeks which fall in the school holidays. 

5. Now number each of the remaining weeks. 

 

2. Managing Meetings (General Guidelines) 

To establish the needs of staff , a successful meeting is required  depending upon three things; preparation for the meeting, 

what happens 

during the meeting and what action is taken after the meeting. Here are some ideas that will help you hold effective and 

efficient meetings. 
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 Preparing for meetings 

 
1. The CPD Team must be clear about the purpose of the meeting and communicate it to the people invited to the meeting. 

2. The agenda should be agreed in advance . 

4. Decide who will be the Secretary. 

5. Decide where the meeting will be held (the venue). 

6. Decide when the meeting will be held and how long it should last. 

7. Prepare the venue and any materials needed, before the meeting is due to start. 

2. During meetings 
1. The HOD must outline the purpose and agenda for the meeting. 

2. The HOD needs to be aware of how everyone is participating in and following the meeting, using various strategies to 

manage dominant and passive participants to ensure that everyone contributes equally. 

3. The Secretary must record the agreements reached, so that they can be put in the record. 

4. The HOD must try to keep to the timeframe so that the meeting does not go on too long (see the Tool sheets, later in this 

document). 

5. A time, date and place must be agreed for the next meeting. 

3. After meetings 

1. The CPD Team must think about what happened at the meeting and decide what action they need to take as a result of 

the meeting. 

2. The HOD must make sure that the decisions of the meeting are recorded in the appropriate Tool. 

3. The HOD must take any actions that have been agreed upon so that progress will continue. 
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3. CPD Meeting #1-Agenda and Record 
Notes: 

o Try to limit meeting notes to this page - this will help you to be concise. However, continue on a separate sheet if 

necessary. 

o The meeting was held on (date) in (place)from(start time)to(closing time) 

o HOD: (name) Secretary: (name) . 

Agenda: 

1. Choosing a secretary for the meeting 

2. Checking the CPD activities calendar  

3. Preparing a notice for teachers about CPD Sharing understandings of 

    what school-based CPD is and give a brief idea of how it will work 

4. Preparing for the staff meeting and allocating responsibilities  

         A sample of a Recording format 
           Record of the meeting and main agreements reached at the meeting 
 

Date: Place: (start time): (closing time): 

HOD: Secretary: 

 

People who attended  Signature 
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Agreed action Who is responsible By when 

 

   

   

 
                            Type of help offered By whom 
  

  

 
                           Community's CPD priorities 
1  
2  
3  

 

Staff Meeting #2- Getting Started 
1. Ideally the HOD would chair this meeting, and the role of secretary would be rotated amongst all teachers 

2. Team members. Try to limit meeting notes to this page - this will help you to be concise. However, continue on a 

separate sheet if necessary. 

Agenda 

1. Opening formalities 

2. Sharing understandings of what school-based CPD is and give a brief idea of how it will work 

3. Sharing CPD activities calendar  

4. Formulating the norms that you will use for all your meetings  

5. Share the CPD activities calendar, linking it to the CPD cycle 
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4. Invite colleagues to ask any questions or share any further ideas. 

     Note: Use the example “I will wait until the other person has finished talking before I try to make my point.” Put this 

example on a poster, or the chalkboard if you have one. 

Recording formats  

    There are a number of ways you can record your CPD.          

    Plan and Record Master Record Sheets. Paper recording is perfectly acceptable, but we encourage to move to online 

recording as this offers a range of advantages over paper recording: 

                             • Easy editing of your CPD record 

                             • Legibility – there is no need to worry about whether someone 

                                can read your handwriting 

                            • You will receive feedback on your record more quickly when 

                                you submit it for evaluation 

How do I record my CPD? 

Different formats are available. We encourage you to use the electronic format. 

 

Activities that can be recorded as CPD 
There is no defined activity requirement. However, as a guide, the following activities may lead to learning that could be included 

in a CPD record.  

 learning knowledge and skills at conferences, courses and professional meetings  

 practice-based learning including feedback from teachers  

 professional audit, including peer review analysis and review of critical incidents and complaints  
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 self-directed learning, including reading, writing and undertaking research 

 learning with others in the workplace  

 preparing for and giving lectures and presentations  

 designing and delivering training sessions or courses  

 writing papers and other articles for publication  

Any other activities that result in learning that is relevant to your practice as a teacher.  
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The Effectiveness Practices in CPD Project 

 

     The effectiveness of professional development lies in its impact on learners‟ experiences and in improvements in the outcomes of their learning. 

      Although it is still not possible to conclude that the significant investment in teachers‟ professional development has led to improved outcomes for 

all learners, it has identified some encouraging features of progress:  

       • The increase in school, cluster and education authority-based collegiate and supportive CPD activities is embedding              CPD and related 

improvement initiatives more fully in the life and work of many schools. 
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       • An evidence of enhanced teacher professionalism and raised morale where 

          teachers had direct involvement in, and felt ownership of, activities to implement is found in some cases. 

       • There is evidence of positive impact on children‟s learning through teachers using the Assessment is for Learning                  programme. 

It was found also: 

       • increased motivation and commitment to personal learning by children and young people where their teachers had                implemented 

improvements in practice. 

       • teachers showing a commitment to be innovative in their practice and improve provision for learners; 

       • increased collegiality and professional dialogue in implementing improvement; 

       • more staff taking on leadership roles in development; and ready sharing of ideas and resources. 

 

      It was found that CPD activities which were bringing about more varied and imaginative teaching approaches. Some of these promoted active 

learning, in which children and young people were set challenging goals and were fully engaged in thinking creatively and independently and taking 

responsibility for their learning. 

      Learners were increasingly being encouraged to work collaboratively on group tasks within contexts where they use a wide range of learning, 

problem solving and social skills.  

     Some of the approaches involved imaginative use of media and ICT. Others developed the critical thinking, literacy or numeracy skills of learners, 

or helped teachers to implement inclusive provision for children and young people with additional support needs. 

      An evidence of aspects of learners‟ performance being improved through the outworking of various aspects of CPD was also found in individual 

schools there was impact on: 

             • learners‟ understanding of the purposes of their learning and their skills in assessing and evaluating their own                      work and that of 

others; 

             • learners‟ ability to take responsibility for their learning and be more confident in contributing in class; 

             • learners‟ development of social skills and ability to work cooperatively; 
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            • improved problem-solving, listening and talking skills; 

            • better achievement of targets in learners‟ individualized educational programmes; and development of learners‟                    leadership skills 

through being involved in pupil councils, mentoring and buddying, peer reading and school                         working groups. 

 

     Well- targeted  CPD is based on professional review and supports improved outcomes. 

 Here are some case studies of practice: 

 

      A head teacher o a primary school leads professional review for class teachers. One depute head teacher leads professional review for visiting 

specialists while the other takes the lead with support staff. The head teacher then ensures that group and individual development activities are matches 

to the strengths and needs of individual members of staff. These activities focused on gormative assessment, developing writing skills, and curriculum 

for Excellence. 

      Children are benefiting from grappling with challenging problems and developing skills in logical and creative thinking. Teachers have set up a 

programme in which children can choose from a wild range of challenging out-of-school activities to extend and enrich their curriculum. This 

programme is helping to widen their interest and increase their motivation. 

 

Another case: 

 

       Development of pedagogies within schools that inform adolescent learning has been an ongoing struggle within education systems. A novel 

approach to this issue was taken by the Non Government Organization (NGO) 'Evolve‟ based in Victoria, Australia, who worked in partnership with 

disadvantaged secondary schools to develop a multi-faceted curriculum. This curriculum incorporated traditional outdoor learning approaches of 

residential experiences and expeditionary journeys, alongside school based inquiry projects. 

Data collected over three years found that the different educational settings of the program exposed teachers to a range of teaching practices. This 

exposure combined with the collaborative development of curriculum with evolve staff broadened the pedagogy used by teachers. 
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        This study indicates that programs collaboratively implemented by schools with external providers can expand the development of teachers‟ 

teaching practice. The process is most effective when external providers work directly with teachers and students collaborating on the development and 

delivery of the curriculum. 

 

Evolve Education Development and Engagement Program 

 

     The engagement and leadership program aimed at developing the capacity of young people from disadvantaged backgrounds was implemented in 

four schools across the northern and western suburbs of Melbourne, Australia at the beginning of 2008. Names of the schools, teachers, students and 

staff have all been provided with pseudonyms, but the NGO and program name are authentic. 

     The Evolve Education Development and Engagement Program was designed to work with groups of students who commenced at the start of Year 9 

and continued with the program through to Year 11. 

     The three-year plan involved an initial intake of 60 students from two different locations on the outskirts of Melbourne. Two different ways of 

implementing the program occurred. The Northern Cluster of Schools (Northern Cluster) trialled groups of ten students from each of the three local 

secondary schools, and River Glenn P-12 College (River Glenn) approach entailed 30 students from within one school. One teacher from each of the 

four schools planned to work with Evolve staff to facilitate the program. Additional teachers assisted these teachers during the residential phases of the 

program. The year levels and the core components of the curriculum for both groups were similar, but the allocation of time, continuity of staff and 

support from the schools‟ administration were significantly different. These differences led to the Northern cluster of schools withdrawing from the 

program after the second year. This model withdrew 10 students from each school and was not sustainable due to lack of school support. At River 

Glenn P-12 College, the program was maintained for the full three years and enrolled a new cohort of Year 9 students each year, involving a total of 90 

students and 14 teachers. 

         The original plan was to provide a long term leadership program that provided a range of  learning opportunities including community 

engagement, outdoor experiences and inquiry based learning.  

The goals of the program were twofold: 
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(1) To provide young people with opportunities for personal growth and development. Identification of life opportunities to       enable individuals to 

develop the skills and potential pathways required in achieving them. 

(2) To influence school structures and teacher practices to use inquiry based pedagogy. The program combined school-             based curriculum with 

residential sessions and expeditionary journeys over the three years. Each year was tailored to           the students‟ developmental needs, focusing on 

personal development and organization skills in Year 9, extending these       skills and  exploring vocational opportunities in Year 10, and to finish in 

Year 11 with students identifying personal            goals and pathways to achieve them. 

 

     Evolve provided two core staff that worked with the teachers at the schools on a regular basis providing a link between the students‟ time and 

experiences at Typo Station and the regular school days. The Evolve staff and teachers collaborated and shared resources to explore inquiry learning 

approaches to curriculum delivery of the school based program. This arrangement supported a more integrated learning experience for students and 

provided opportunities for teacher professional development. 

 

References: 

 

Teacher Professional Learning in the United States: Case Studies of State Policies and Strategies. November 2010 Learning Forward. 

 

Postholm, M. B. (2008). Teachers developing practice: Reflection as key activity. Teaching and 

Teacher Education 24(7), 1717–28. 
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Evaluation is perhaps the most difficult and therefore neglected part of the CPD cycle.  In their report on CPD in schools „The Logical Chain‟ (2006),  

Ofsted commented that „The weakest link in the chain was the way the schools evaluated the effectiveness of their professional development 

activities‟.  However, it is possible for CPD leaders to develop an evaluation process which is effective, without being a burden or requiring mountains 

of paperwork.  Evaluation forms a logical and natural part of the CPD cycle (see diagram above), and needs to be built in from the outset.  Where this 

is the case, identifiable changes in practice that result from CPD can be observed, evaluated and quantified against planned learning objectives.   

With this in mind, the Workforce Development team have produced this guidance for schools and centres.  Our main aims are to: 

 Identify the underpinning theory around the impact of CPD 

 Share some key principles of evaluation  

 Exemplify these principles using case studies on impact and evaluation 

 Suggest possible documentation to aid evaluation 

  

PLAN 

DELIVER 

TRAINING 

EVALUATE 

Schools and centres will be very familiar with the concept of the „learning 

community‟, where adults as well as children see learning as part of their everyday 

experience.  Learning for the schools‟ workforce can take many different forms – 

work based learning such as job shadowing, conventional training courses off-site, or 

perhaps e-learning.  Learning is also known by different names e.g. training and 

development, professional learning, or the term we will use in this guidance - 

Continuing Professional Learning (CPD). 

 

No matter what form it takes, or what we call it, effective CPD for the schools‟ 

workforce has a significant impact on the quality of provision offered to young 

people, including teaching and learning.  It can also impact positively on other aspects 

of school life including team working, and leadership and management.  However, if 

we are to know how effective CPD is, and the extent to which it offers value for 

money, it must be evaluated carefully by participants and by school leaders. 

 

 

 

MONITOR 

Introduction - Understanding Impact Evaluation in the CPD cycle 
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Evaluation of CPD may take different forms in different schools and centres, and yet be equally effective.  However, there are some key principles 

which, if observed, are more likely to offer a foundation for success.  Here is a checklist of ten against which to check the process in your school or 

centre.  We have added a flow diagram to show how evaluation needs to be built in from the planning stage. 

 

1. Evaluation of CPD should be a collaborative process between the individual participant and key staff such as team leader and CPD leader. 

2. Evaluation outcomes should inform the strategic leadership of CPD at whole school level, including the Governing Body.  

3. The planning and evaluation of CPD should link closely to the school‟s Performance Management process. 

4. There should be an agreed timescale for evaluating outcomes in the short, medium and long term, accepting that some outcomes may take 

longer to become evident than others.  Longer term professional development e.g. Masters Level, Foundation Degrees for support staff, should 

have formative reviews at agreed stages 

5. Evaluation should focus on what participants learn, how they use what they have learned, and the impact on pupils and the organization.   

6. Intended outcomes with timescales should always be identified as part of the planning stage. 

7. Required support or changes to the organization may be needed to allow learning to be implemented – these should be identified in the 

planning stage, or early in the evaluation stage 

8. The evidence base and the success criteria of the impact evaluation should be agreed in advance.  A range of evidence should be considered, 

including contributions by colleagues or pupils. 

9. The evaluation of impact should, where possible, include a cost-benefit analysis of the CPD 

10. The process of evaluating the impact of CPD should itself be reviewed regularly to ensure it is effective and proportionate. 
 

 

 

 

 

 

2.  Ten Key Principles for Effective Evaluation 
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Plan CPD 

activity and 

its impact 

What will participants learn? 

 

How will they apply what they 

have learnt? 

 

What impact will their learning 

have on pupils and the 

organization? 

 

Support 

participant 

in applying 

learning 

from CPD 

activity 

Evaluate 

impact of 

CPD 

activity 

What support will they need to 

apply their learning? 

Deliver / 

monitor 

delivery of 

CPD activity 
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Guskey’s Five Levels of impact  

Any approach to evaluating the impact of CPD needs to be underpinned by an understanding of the different levels at which impact can be identified. 

 These different levels will also relate to different timescales.  The five level approach to impact evaluation shown here was devised by Thomas 

Guskey for use in Education.  Immediate impact is shown at the base of the triangle, and further impact shown progressing upwards over time.  The 

five levels are reflected throughout this guidance, including our suggested documentation.  The same colour coding is used throughout the document 

and annexes. 

 

 

 

  

3. Understanding and Applying Levels of Impact in Evaluation 

 

Results 

The impact on  

pupil outcomes 

and the organization 

Behaviour / Practice 

How the learning is being applied 

Learning 

What learning has taken place? 

Improved knowledge / skills / attitude 

Reaction 

Im
p

a
c
t 

 /
 T

im
e

 

Organization support and change 

How did the school support implementation of 

the learning? 
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Continuing the idea of five basic levels of impact, the table below offers greater detail about: 

- The potential impact of CPD which might be measured at any level and timescale 

- Possible methods that might be used to gather evidence of impact at each level and timescale 

The table can be used to suggest practical methods of evaluation level by level, or to create an audit trail for the impact of a CPD activity. 

Level Impact focus What is measured Method of evaluation / evidence 

1 Reaction Initial satisfaction of participant with training or 

learning experience including: 

- organization 

- suitability of venue, catering, etc 

- extent to which learning objectives met 

- quality of trainers / materials 

 

- Participant questionnaire administered at end of training 

(‘happy sheet’) 

- Verbal feedback to trainer – ‘what went well?’, ‘even better 

if?’ 

2 Learning New knowledge or skills of participants.  Did the 

learning match planned objectives? E.g. 

- greater knowledge of curriculum? 

- improved understanding of pedagogy 

- improved understanding of leadership and 

management 

- Written evaluation form completed with appropriate line 

manager* 

- Participant reflection e.g. via individual CPD Portfolio  

- Discussion/ Interview with participant by CPD leader, team 

leader** 

- Presentation / modelling of learning to colleagues e.g. via 

staff meeting, team meeting, school INSET 

- Formal testing of learning 

3 Organizational 

support and change 

Was application of learning supported by 

necessary changes or provision of support in 

school? E.g. 

- opportunities for coaching and mentoring 

- further funding 

- Written evaluation form completed with line manager* 

- Team or whole school action plans e.g. School Improvement 

Plan 

- Minutes of meetings / Meeting action points 

- Budget allocations 

 

  

4. Methods of impact evaluation by level 
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Level Impact focus What is measured Method of evaluation / evidence 

4 Behaviour / Practice Did participants effectively apply the new 

knowledge and skills? E.g. 

- enhanced curriculum planning 
- improved classroom practice 

- more effective leadership and 
management 

 

 

- Written evaluation form completed with appropriate line 

manager* 

- Participant reflection e.g. via individual CPD Portfolio 

- Lesson observations 

- Records of evidence from coaching and mentoring 

- Work sampling including curriculum plans 

- Leadership and management audit including team feedback 

5 Results What was the impact on pupils and the 

organization? E.g. 

- improved pupil attainment 
- improved pupil social and emotional 

wellbeing 
- improved behaviour and attendance 

- more effective team working 
- greater organizational efficiency 

 

- Written evaluation form completed with appropriate line 

manager* 

- Participant reflection e.g. via individual CPD Portfolio 

- Evaluation of whole school or team action plans and 

objectives 

- School data e.g. examination results, Pupil Attitude Survey 

data 

- Pupil interviews 

- Leadership and management audit 

- Financial audits 
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The following case study exemplifies the impact of a training on one participant using Guskey‟s levels.  In the case study Sam is an NQT who attends a 

one-day course in behaviour management. 
Level 1 – Reaction 

Sam was irritated by a lack of communication before the course, and found the venue difficult to find and park.    However, once the day got started 

she enjoyed the fact that there were several presenters with different delivery styles.  They all had a level of experience and confidence which made her 

feel that the strategies offered were practical and workable. 

There were lots of activities designed to encourage discussion and reflection, and the variety helped to keep her energy level up.  The afternoon 

contained a particularly engaging role play activity where she got the chance to try out behaviour strategies, and comment on the approaches tried by 

others. 

Evaluation – Sam completed an evaluation sheet distributed by the trainer indicating her reaction to the quality of presentation, training materials, as 

well as prior administration and the venue. 

Level 2 – Learning 

 

Sam gained a new insight into the reasons for challenging behaviour including an approach 

built around the ABC model.  She reflected critically on different models of behaviour 

management in schools.  In particular she was impressed by the need to develop a strong 

culture of praise alongside any sanctions policy.  The handouts from the day reminded Sam 

of her learning.  The PowerPoint presentation used was made available via the trainer 

website. 

 

Evaluation – On her return to school Sam completed a written evaluation of the course, and 

made arrangements to discuss this with her line manager.  In her evaluation Sam rated the 

quality of the training against criteria including value for money.  Sam reviewed her learning 

from the course, and identified next steps including further support she would need to allow her to change her classroom practice.    Sam and her line 

manager confirmed a date for her to share the key points from the training course with her department.

5. A Case Study in Impact 
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Level 3 – Organizational support and change 

During discussions with other NQTs during the day Sam identified another school which had implemented a new behaviour policy with a strong 

emphasis on an understood „ladder of sanctions‟ and a culture of praise.  Sam was given some release time to visit the school and observe the policy in 

action.  Following the visit Sam was encouraged to trial some aspects of the policy in her classroom.  Some funding was provided to produce and 

laminate resources for the classroom including behaviour codes, and certificates rewarding positive behaviour among her class.  The colleague she had 

visited in her neighbouring school was invited to observe Sam using the new strategies and give feedback. 

Evaluation – Sam‟s line manager also began to complete an evaluation of the impact of Sam‟s learning, following their discussion.  This initially 

consisted of a record of the Sam‟s feedback to colleagues from the course, and the support offered to Sam to allow her to apply her learning.   

Level 4 - Behaviour 

Sam said that she lacked confidence in dealing with challenging behaviour prior to the course, but afterwards was able to try different out strategies 

with good results.  She began to use seating plans more consistently.   She was more aware of the need to use a „ladder‟ of sanctions.  She increased the 

amount of praise she used and found new ways to „celebrate‟ pupil successes.  Behaviour management was identified as a strength by her subject 

leader in his lesson observations following the course. 

Evaluation - Through lesson observations Sam‟s line manager was subsequently able to add a written comment on the improved classroom practice 

which resulted from the CPD. 

 

Level 5 – Results 

Pupils in Sam‟s classes benefited as low level disruptive behaviour was managed more effectively.  Improved results 

over the year could be attributed in part at least to Sam‟s improved behaviour management skills.  Sam was invited 

by the Induction Co-ordinator to share ideas from the course with other NQT‟s, which impacted on their practice.  

Following Sam‟s positive evaluation, the course became a key element of the school‟s NQT programme rather than 

an opt-in. 

Evaluation – Sam‟s line manager‟s written evaluation identified improved pupil behaviour seen in observations.   In incorporating this evaluation in 

her report to Governors the school‟s CPD leader was able to comment on the resulting revisions to the NQT programme at whole school level.  
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As Sam‟s case study in Section 5 shows, the impact of an individual‟s professional development can extend far beyond their own classroom practice 

or the learning of their own pupils.  Impact evaluation needs to take this into account by considering the wider outcomes at team, school and even 

Local Authority level for teachers and for children and young people. 

The flow diagram below exemplifies the widening impact of a CPD activity for a teacher.  However, its principles apply to any member of the 

children‟s workforce in schools 

 

Teacher’s 

knowledge, skills 

and attitudes 

 

PROFESSIONAL 

DEVELOPMENT 

ACTIVITY 

 

Learning of own 

pupils 

 

Classroom effect for 

participant teacher 

 

Classroom effect for 

other teachers 

 

School effect 

e.g. by disseminating 

curriculum 

development, by 

coaching, etc 

 

Learning of other 

pupils 

 

Impact beyond the 

school 

e.g. via cluster,  

professional 

association, Lead 

Partner network 

 

6.  Measuring the Wider Impact of CPD 
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Effective impact evaluation requires the identification of clear outcomes, or success criteria, at the planning stage.  This is especially true where there is 

a link to Performance Management.  The outcomes of CPD may relate to the acquisition of new knowledge and skills.  They may, in turn, lead to 

changed practice which impacts upon pupils, colleagues or the wider organisation.  The table below provides a selection of possible outcomes.  It is not 

intended to be comprehensive, but may be useful to inform planning of CPD, or an „audit trail‟ to identify impact. 

 

New skills and knowledge / Changed practice 

 

Improved pupil outcomes 

 

 Confidence, risk taking.  Trying new ideas. 

 Motivation, enthusiasm. 

 Self esteem. 

 Assertiveness. 

 Willingness to listen, reflect. 

 Improved self evaluation. 

 Creativity and innovation. 

 Understanding of good, successful practice. 

 Planning for and use of a wider variety of learning and teaching 
strategies. 

 Greater subject knowledge. 

 Willingness to engage in CPD. 

 Willingness to sustain and embed change. 

 Improved career progression. 

 Collaboration and partnership beyond own school / centre. 

 Improved teacher-pupil relationships. 

 Improved wellbeing, work-life balance. 

 Willingness to share and disseminate learning. 

 Engagement with pedagogy – application of theory into practice. 
 

 

 Engagement with and enjoyment of learning. 

 Improved attitude to school e.g. response to Pupil Attitude to School 
and Self 

 Improved attendance 

 Pupil wellbeing 

 Better response to questions or tasks 

 Improved assessment outcomes e.g. key stage results, GCSEs 

 Higher course take-up rates 

 
Impact on colleagues or organization 

 

 Attainment of whole school pupil attainment targets. 

 External recognition of e.g. Investors in People, Healthy Schools, 
specialist status. 

 Improved school ethos, culture… 

 Leadership capacity at all levels. 

 More effective team working and collaboration 

 Improved recruitment and retention. 

 Streamlined systems and structures or greater cost efficiency 

7.  Potential Outcomes of CPD 
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Evidence of the outcomes of CPD such as those identified in Section 7 above can be collected from a variety of sources, using a variety of methods.  

The sources and methods to be used should be agreed at the planning stage, especially where there is a link to Performance Management objectives.  

Evidence may arise from individual reflection, perhaps supported by coaching and mentoring, or done collaboratively as part of a learning group.  

Alternatively, evidence may be collected by a line manager or other appropriate individual through observations, discussions, or analysis of data such 

as pupil results.  A selection of possible sources of evidence and means of collection is given below: 

 

Personal or Collaborative Reflection 

 

Other evidence may include 

 

 Compiling a Professional Development Portfolio 

 Evidence from coaching and mentoring 

 Completion of a learning journal e.g. as part of NCSL courses 

 Dissemination of learning e.g. presentations to colleagues at team or 
staff meetings 

 Contributions to staff INSET 

 Performance Management discussions 

 Evaluation forms 

 Publication of case studies 

 Presentation to Teacher Learning Academy 

 Masters level work 
 

 

 Discussions with pupils 

 Pupil questionnaires 

 Discussions with staff within the school or centre, or from other 
schools 

 Lesson observations 

 Review of curriculum planning e.g. lesson plans or schemes of work 

 Departmental or school development plans 

 Parental surveys  

 Pupil assessment outcomes 

 Pupil attendance data 

 Reports to Governors 

 Course take-up 

 Staff absence data 

 Work scrutiny 

 Video evidence 
 

 

  

8.  Collecting Evidence of the Outcomes of CPD 
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This section contains a range of evaluation questions for participant, line manager and CPD leader.  They are intended to guide, firstly, the planning 

of any CPD activity, then the review of impact.  The questions have been developed from materials devised by the Training and Development Agency 

(TDA). 

PLANNING QUESTIONS 

These are questions to be considered before the professional development is undertaken: 

Planning questions for the participant 

Participants should consider these questions with their line manager or other identified person such as mentor/coach 

1. What specific outcomes will result from this professional development activity? 

2. How will your practice be changed? 

3. How will the professional development benefit you? 

How will the professional development benefit children in the school, your colleagues, or the school as an organization? 

4. When will it be appropriate to evaluate the evidence of outcomes? 

5. How will the evidence base for evaluating the impact of professional development be collected? 

- what will be the form of the evidence? 

- how will colleagues or children contribute to this? 

6. What would be appropriate criteria to judge the intended impact? 

 

Planning questions for the CPD leader 

1. Is the strategy and timescale for evaluating impact appropriate? 

2. Has the activity been costed and does the intended impact suggest that the professional development is cost-effective? 

3. How will the school support the participant in achieving the intended learning outcomes? 
4. How will the impact evaluation feed into the Performance Management process? 

 

9.  Questions to Guide Impact Evaluation 

 



 56 

REVIEW QUESTIONS 

These are questions to be considered at an agreed stage (or stages) after the professional development has been completed: 

Review questions for the participant 

Participants should consider these questions with their line manager or other identified person such as mentor/coach 

1. What is your evidence of impact? 

2. Is there more evidence to be reviewed?  If so, when will it be available for review? 

3. Does the evidence suggest that the professional development had the intended impact on you, on children, on your colleagues or the school as 

an organization? 

If not, why might this be the case? 

4. Has the school provided the support or made changes necessary for you to achieve the intended learning outcomes of the professional 

development activity? 

 

Review questions for the line manager, or other identified person such as mentor/coach 

1. Do you agree that the identified outcomes suggest that the intended impact has been achieved? 

2. Would you like to see further evidence?  If so, what would it be? 

3. By considering the impact of the professional development and its cost, do you think that this activity has been cost effective? 

4. How should the participant follow up this professional development to maintain or increase the impact? 

5. What should you or the key staff do to maximise the impact of this professional development on the participant, children, colleagues, or the 

school as an organization. 

 

Review questions for the CPD leader 

1. What will the school do to follow up the professional development and maximise its impact? 

2. How does the evaluation of impact lead to a greater understanding of what CPD is achieving for the participants, for children and the school as 

an organisation. 

3. Are the impact evaluations manageable and proportionate to the activities being undertaken? 

4.  



 57 

 

This framework of questions can be applied to any CPD activity to identify and quantify impact.  It can be used to stimulate individual evaluation, or a 

group exercise for teams including the leadership team.   

       The „school‟ need, What was the school/team/individual trying to achieve? 

How would we know when it was achieved? 

 

 

 

The learning need,  What did people need to learn to do differently? 

    Would this involve developing knowledge, skills or a change of behaviour and/or attitude?   

  

The „development‟ action  What was the development activity? 

 

 

 

        The learning achieved      

                 

Has knowledge or skill increased as planned as a result of the action?   How?    

 

 

 

The impact on performance     

                 

What difference has it made?  

Are people using the new skills or knowledge as planned?  

What is the impact on the individual/team and/or school? 

Have behaviours/attitudes changed?  How?  

  

          The Benefits?                 

                           

Is the performance of the individual/team or school better as a result of staff development?  

In what way? 

  

         Reduced costs?                

                        

What are they? How much?  

 

 

 

      Value for money?               

                       

Time savings? What are they? 

  

Increased effectiveness?  How was it achieved?  Increased efficiency?  

10.  The Evaluation ‘Audit Trail’ 
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The following documents have been designed to support the planning of CPD activities, and their evaluation, using the key principles described in the 

guidance.   Both documents require collaboration between the participant and their line manager in planning and evaluating any CPD activity, prior to 

the involvement at strategic level of the CPD leader.  The structure imposed upon the evaluation process by these documents continues to reflect the 

five levels of impact used throughout this guidance.  Our use of colour within sections of the documents is intended to reinforce this. 

We believe that both Evaluation document in particular, if completed carefully by participant and line manager, will support CPD leaders in collating 

an accurate picture of CPD activity and its impact across the school.  This will be particularly useful in reviewing strategic delivery plans for CPD year 

on year.  It will also significantly assist CPD leaders in formally reporting to leadership teams and to the Governing Body on the provision and impact 

of CPD. 

The Evaluation document provides a simple mechanism for 

developing a „cost benefit analysis‟ of CPD based on participant 

feedback (discussed with line managers).  This will be most 

effective where administrative support is used to identify 

accurately the total costs of any CPD activity at the application 

stage, and sharing this with the participant and his/her line manager 

prior to their evaluation.  

We envisage that the documents will be adapted to the needs of an 

individual school.  Within both documents we have made extensive 

use of Word tables to allow easy completion, transmission and 

storage electronically. 

 

A. Application for Professional Learning 

B. Evaluation of Professional Learning Activity

Annexes A, B – Sample Documents 
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A. Application for CPD 

 

Applicants for CPD should complete Section 1 and request that their line manager complete Section 2.  The completed 

form should be passed on to the CPD leader. 

Section 1 – To be completed by Applicant(s) 

Applicant name(s)  

 

 

Details of CPD Activity (please circle one) 

External course Internal training Observation / work 

shadowing 

Visit to another school / 

centre 

Other (please specify)  

 

 

Organising body  

 

Venue  

 

Date  

 

Time  

 

 

Costs – Applicant(s) must confirm funding source with signature of fund holder: 

Course fee (if applicable)  

 

Funding source  

 

Signature of fund holder  

 

Details of cover needed  

 

Travel / subsistence costs  

 

Total costs (For office use only)  

 



LEADING AND MANAGING CONTINUING PROFESSIONAL DEVELOPMENT 
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Impact – Complete this section to support your application: 

How will your participation in this CPD activity 

benefit: 

 Your learning? 

 Your professional practice? 

 Your colleagues and / or pupils? 

 

 

 

 

 

 

 

 

 

 

How do the outcomes support: 

 Team / School development plans 

 Your performance management 

objectives? 

 

 

 

 

 

How do you plan to disseminate your learning to 

colleagues? 
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Applicant 

signature(s) 

 Date  

 

Section 2 – To be completed by Applicant’s Line Manager 

I agree to the application and confirm that funding arrangements are correct 

Line manager‟s 

comments: 

 

 

 

 

 

 

 

 

 

 

Line manager 

signature 

 Date  



LEADING AND MANAGING CONTINUING PROFESSIONAL DEVELOPMENT 
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B. Evaluation of CP 

Section 1 – Participant(s) Evaluation 

Participant - Please complete Section 1 as soon as possible following the CPD activity.  You should arrange a meeting 

with your line manager to discuss your comments before signing and passing on this section. 

Participant name(s):  

 

Title of CPD Activity  

 

Date of CPD Activity:  

 

Total cost (if known)  

 

 

1.  Did the activity take place as planned? 

 

YES  

NO (please give reasons) 

 

 

2. Please rate the identified aspects of the training in the shaded boxes below using the 1 – 10 scale shown, and add any 

supporting comments which may be helpful: 

  

 

                  

Quality of delivery and 

materials (if applicable)? 

 Effectiveness in meeting 

your learning objectives? 

 Overall value for money 

against total costs? 

 

 

Comments: 

 

 

 

 

 

 

 

1 – 3  Poor  4 – 5 Satisfactory    6 – 7 Good  8 – 10 Very good / Excellent 
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3. Please use the prompts below to reflect on the impact of the CPD activity: 

 

What did you learn? 

 

 

 

 

 

 

What help or support do 

you now need to apply 

your learning? 

 

 

 

What changes in your 

behaviour / practice do 

you expect to make as a 

result of your learning? 

 

 

What impact do you 

expect your learning to 

have on colleagues 

and/or pupils? 

 

 

 

 


