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Welcome

A Warm Welcome to the latest edition of the

Kyra Journal

The importance of continued professional
development for teachers, and other education
professionals, cannot be overstated. Investing
in continued professional development delivers
a vast array of benefits for teachers and schools
alike. Research shows that effective professional
development for teachers is at the very core of
securing excellent standards of teaching and learning,
and raising pupils’ outcomes.

Access to effective CPD has also been shown to have a positive
effect on teacher engagement, motivation, and on levels
of professional satisfaction and fulfilment. Not surprisingly,
staff that are invested in and developed professionally feel
more valued, and this is something that is becoming more
important than ever in the face of the current recruitment
and retention challenge in education.
At a basic level, CPD ensures that teachers keep up to date
with the latest research and knowledge. More importantly,
however, it also allows them to continually reflect upon, and
keep improving, their practice at every stage of their career.
At Kyra we firmly believe that teachers must be life-long learners, and that even the most capable
teacher has the capacity to improve even further for the benefit of their pupils.
As our DNA states, we are a learning community. We know that effective professional development
for staff should be collaborative and teacher-driven. Kyra seeks to maximise every opportunity, within
and outside of our schools, for observation, joint practice development, networking, reflection and
research as well as formal training courses and programmes. We believe that demand for professional
learning should be driven by the aspirations teachers have for the children they teach and the passion
they bring to their work. Therefore, our professional development offer has been, and will continue to
be, a responsive offer – driven by our alliance and the teachers in it.
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In this edition of the Kyra Journal, we explore the importance of CPD, as well as what effective CPD
looks like in practice. In the pages ahead, you will find an interview with David Weston, founder of the
Teacher Development Trust, who shares his insights on teacher professional development, as well as
the journey the TDT has taken over the past seven years. We have also included an interview with the
CPD Lead at Kyra, Leann Anderson, about her vision for the future of CPD at Kyra, and two school-based
case studies, each of which demonstrates how CPD has enabled teachers’ progress, and to support
school improvement. We hope you find the articles within this edition of the journal both useful and
interesting.
Warm wishes,

Helen Barker

Expert Voice

David Weston

David Weston is the founder and Chief Executive of the Teacher Development Trust
(TDT), the independent national charity for effective professional development
in schools and colleges. A former maths and physics teacher (MEng (Oxon) ALCM
PGCE) with ten years experience, David founded the TDT in 2012. He writes and
speaks widely through various media platforms and at conferences and advises
ministers and policy makers around professional development.

How and why was the TDT established?
As a teacher, I was becoming more involved in work around CPD and was beginning to undertake
some consultancy work around professional development. My increasing involvement in professional
development and teacher learning led to a sense of frustration at the poor state of ongoing training for
teachers that I was witnessing in so many instances.
At the time, the government didn’t seem to have any policy on teachers’ professional development,
other than hoping that teaching schools would take a lead on it. On top of this, the Training and
Development Agency for Schools (TDA), the national body formerly responsible for teachers’ training
and professional development, was shut down. I felt very strongly that something needed to be done,
and that’s why I and two other teachers founded the TDT in 2012. My vision was that the TDT, as a charity,
could be used as a vehicle to raise the profile of CPD, and campaign to make effective professional
development a much higher priority, to the benefit of teachers in schools across the country. I was also
encountering a lot of ineffective approaches to professional development, and there were widespread
misunderstandings about what good CPD should consist of. I saw that more needed to be done to
improve the standard of CPD that many teachers were getting, and to really get the message across
about what effective CPD looks like, and it was my hope that the TDT could help schools to achieve this.

What is the role of the TDT? How has this evolved over the last seven years?
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Initially, I think the key role of the TDT was to raise awareness of the importance of high-quality CPD,
and to campaign for the effective continual professional development of teachers to become a much
higher priority in schools. We also aimed to increase the level of understanding within the education
system of what makes CPD genuinely effective and impactful.

In July 2013 we launched the TDT Network to enable schools to share
and develop evidence-based professional development practice.

As time went by, it became obvious that many schools wanted more support in enacting quality CPD, and the role of the
TDT began to evolve and grow to meet this requirement. In July 2013 we launched the TDT Network to enable schools
to share and develop evidence-based professional development practice. Other services that we now provide include an
audit tool to help school leaders understand how effective staff development is currently within their schools, training
in implementing and improving staff development within educational institutions, and consultancy services to provide
institutions with tailored support.
On top of all this, we provide easy access to the latest cutting-edge ideas and research regarding teacher’s professional
development, to help education professionals become as informed as possible. We have also produced lots of resources
and tools over the years to support CPD and teacher development, and we also run a blog.
Another way in which we have evolved as an organisation is that we are now producing our own research, rather than
just using the research that is already out there. An example of this is the report we commissioned, the ‘Developing Great
Teaching Review’ in 2015, which is all about what makes for effective CPD. We also produce an annual report which
outlines the amount that schools have invested in CPD in the past year in different regions throughout the country.
So, as you can see, the TDT has evolved quite a lot over the past six years since it was established!

In your opinion, why is investing in CPD so important for schools?
Research demonstrates a clear link between improved professional development and better outcomes for pupils,
particularly the most disadvantaged pupils (see the TDT’s research review ‘Developing Great Teaching’). Therefore, one of
the most important things that governors and school leaders can do to give their pupils the best start in life is to make sure
that teaching and learning is continually developed, and invested in, at their school, by engaging their staff in effective
CPD. Some schools understand CPD narrowly, simply as training days or courses. We are trying to spread the message
that CPD is about everything that helps to improve teachers’ performance and the quality of teaching and learning, and
that is why it is so vitally important.

Research demonstrates a clear link between improved professional development
and better outcomes for pupils, particularly the most disadvantaged pupils.
Effective teacher development has been shown to improve teacher wellbeing and morale, staff retention, and to lead to
an increased positive reputation for institutions that make effective teacher development a priority. In contrast, a lack of
teacher development in schools can lead to teacher performance plateauing, and teacher burnout, with schools finding it
harder to recruit as they gain a reputation for being unsupportive. At a time when the teacher recruitment and retention
crisis is causing real problems for so many schools throughout the country, I believe that a focus on the professional
development of teachers can play a vital role in improving the situation.

What should schools expect to invest in to get this right?
Schools obviously need to invest money. With tighter budgets, this may not be easy, but it really is worth prioritising
teacher development as much as possible, as the long-term benefits for your school will be invaluable. It is also really
worth investing in getting the best CPD expertise possible to ensure you get maximum impact from your investment.
Schools also need to invest time into teacher development, especially as it has been shown that the most successful CPD
is sustained and reviewed over an extended period of time. The best schools in this area are protecting time within the

timetable that teachers can devote to their professional development, in order to continually improve their teaching and
learning.
Finally, effective systems of professional development will mean that teachers need cover for lessons from time to time,
and this is another investment that your school will need to make. My advice is to develop a strong system to deal with
cover, either by utilising SLT or Higher-Level TA’s, or employing cover supervisors. This will ensure that teachers can attend
CPD sessions when required, without having to worry about how their classes will be covered.

What are the key characteristics of effective CPD?
CPD that is made up of a ‘one-off’ session is unlikely to have much, if any, real impact, and it has been shown instead that
the most effective CPD is sustained over a period of time. Teachers need to come back to the same idea more than once,
and effective CPD needs to be a process, where the initial ‘input’ of an expert is just the beginning. Teachers then need
opportunity to ‘try out’ the new ideas, evaluate, and discuss implementation, and impact, with colleagues. Then, ideally,
there will be another CPD session with the expert to review progress so far, and how best to continue to move forward.
This cycle allows CPD to be truly embedded into classroom practice. Therefore, for CPD to be effective, schools must plan
beyond the initial CPD input and consider how they can accomplish this sustained kind of CPD, ideally setting time aside
for teachers to implement, discuss and collaborate, evaluate, and review with an expert.

Effective teacher development has been shown to improve teacher
wellbeing, morale and staff retention.
The culture of the school is also very important in enabling effective CPD. If a school prioritises CPD, and offers staff the
time, support and encouragement to develop their teaching and try new things, then it is more likely that CPD will be
embraced by staff, and properly embedded, resulting in a much greater impact.

How can schools measure the impact of CPD?
There are a few misconceptions out there about how the impact of CPD can be measured. For example, using lesson
observation in order to try and observe the impact of CPD in an individual lesson. There is no evidence that lesson
observations can effectively measure the effects or impact of CPD, or help to embed the CPD long-term. Another
misconception is that the impact of CPD can be measured by exam results, especially whether results improve, or not.
The fact is, exam results are dependent on so many things that the impact of CPD on the results is almost impossible to
measure in any meaningful way.
The best way to measure the impact of CPD is to have a really specific focus. This focus should be narrow and sharp, so that
the individual teacher, and the school, can see any impact really clearly. Prior to implementing the CPD, the teacher should
have already identified a specific area to improve and evaluate. A good example of a specific focus would be something
like: improvement in understanding of angles for Year 5 pupils, eligible for pupil premium. It needs to be something really
tangible, where you will clearly be able to identify any difference.
It’s also a good idea for schools to gather the opinions of their staff as to how useful they have found any CPD which has
been provided, and how much of a positive difference they feel the CPD has made to them in their own practice. This
could be done through staff questionnaires. At the TDT we also offer a service to schools to audit their CPD provision, to
find out what is and isn’t working well, and the extent to which their current CPD practice is having a positive impact on
the quality of teaching and learning at the school.

What do you currently see as the key challenges and opportunities around CPD in the
education system?
I think one of the key challenges is making sure that the conversation about CPD continues to widen. At the TDT, we want
to help all schools to understand that the term CPD encompasses everything that can improve the standards of teaching
and learning in schools. That it’s not just about inset days, and one-off training sessions. I think that this change in the

perception of CPD is taking place at a rapid rate, but it hasn’t taken place in all schools yet, and that’s something that we
need to change.
Some of the other challenges will be very familiar to many schools. Reduced school budgets are an obvious challenge.
However, I would emphasise that schools need to see the costs of professional development as the most important
investment they can make in their school. Also the current teacher recruitment and retention crisis has had a negative
impact on professional development in many schools, as it’s harder to find time in the timetable for staff to dedicate to
CPD. Also more and more CPD is having to be dedicated to staff inductions, or plugging gaps in knowledge, rather than
focused on improving teaching and learning.

Reduced school budgets are an obvious challenge. However, I would emphasise
that schools need to see the costs of professional development as the most
important investment they can make in their school.
However, there is a flip side to the recruitment and retention crisis and how that is affecting attitudes towards professional
development. The crisis has meant that the Government are having to focus much more seriously on making sure that
teaching is a rewarding career, in order to attract and retain more teachers. This is a great opportunity for us to highlight
to the Government, and to schools, the vital role of professional development in attracting, developing, and retaining
great teachers. In fact, support for early career teachers is already improving due to a drive from the Government; this
support includes a greater amount of mentoring, coaching, and support materials for new and early career teachers. The
new Recruitment and Retention Strategy, which includes a new Early Career Framework that I helped advise upon, is a
great example of how the Department for Education is taking this more seriously. I really hope that we see this focus on
continued development and support expand further, and eventually benefit all teachers, and this is what the TDT will
continue to push for. I passionately believe that the more teachers feel valued and supported in developing professionally,
the more likely they are to remain in the profession.
Another exciting opportunity to improve professional development nationwide is the recent establishment of the
Chartered College of Teaching. The TDT played a key role in its emergence, bringing together a coalition of organisations,
teachers, and other supporters to present the proposal for its creation. Once this proposal was accepted, we also played
a significant role in supporting the development of the College, which was officially opened in 2017. The College aims to
connect, inform, and inspire teachers by offering training, and sharing knowledge, with a central purpose of improving
teaching and learning. I think it has great potential in supporting schools and teachers everywhere to take charge of their
professional development, keep informed and up-to-date, and implement really effective CPD strategies. I very much
believe that the establishment of the College will make a really positive difference for teachers and schools across the
country, by ultimately helping them to provide the best possible education for the children and young people they serve.
To find out more about the Teacher Development Trust visit: https://tdtrust.org/

Willoughton Primary School
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CPD Enabling School
Improvement
Jessica Lees became Head of Willoughton primary
school, a school of around 60 pupils located in a small
rural Lincolnshire village, in February 2017. Though
the school had received a ‘good’ judgement from
Ofsted in 2014, it had since been struggling to get
to grips with the new curriculum, which had been
introduced in September 2014, and also hadn’t found
a consistent way of assessing without levels. As a
result, the Local Authority had classed Willoughton
as a ‘vulnerable school’. One of the first things Jessica
realised when she became Head was how much the
school would benefit from making connections with
other local schools in the area, joining local networks,
and engaging more consistently with the Kyra Teaching School Alliance, in order to
rectify these issues. However, Jessica faced further challenges when, in her first year as
Headteacher, she had a complete turnover of teaching staff (the school consists of only
three classes). Her new staff team was made up of two NQTs and an RQT, who all started in
the 2017/18 academic year.
“Taking all of these factors into account, it became clear that staff professional development and CPD
were going to have to be a real priority for us at Willoughton”, says Jessica, “I had always believed in
the importance of actively engaging in professional development, being involved in networks, and
collaborating with colleagues in other schools, and I could see that as a school, Willoughton would
particularly benefit from these things. I wanted Willoughton to become a school that looks outwards,
by getting myself and my staff involved in lots of CPD and networks in the local area; because we are a
small school, I knew this was going to be especially important”.

Networking and Collaboration
Jessica quickly got in touch with other Headteachers in the local area and introduced herself. “Luckily
one of the first Heads I rang put me in touch with the Gainsborough partnership” says Jessica, “and when
I went along to my first meeting I met many local Headteachers and made connections; this meant
that whenever I had an issue I could phone someone straight away for support or advice. Everyone
in the partnership was really supportive and always happy to help, which I was really impressed by.”
Willoughton was also a member of Kyra when Jessica became Headteacher, but up to that point, had
not been particularly involved in making the most of Kyra’s training, networks, or events. Jessica tells us,
“I wanted to use our membership with Kyra to its full potential, so I went along to some training. I felt
that Kyra really held the same values as myself, and I saw that building the school’s connection with
Kyra would really benefit everybody, staff and pupils alike. Therefore, I made sure I got my staff booked
in to the relevant training and networks for them as soon as I could.”

“I wanted Willoughton to become a school that looks outwards, by getting myself
and my staff involved in lots of CPD and networks in the local area; because we
are a small school, I knew this was going to be especially important”
With only three teachers at the school, who were all new to teaching, and also teaching mixed-year group classes, Jessica
knew that an up to date curriculum needed to be in place as quickly as possible, so that professional development and
CPD could be made the priority. Jessica made the decision to use the Cornerstones curriculum, which supports schools in
implementing a rich, meaningful and relevant curriculum in a variety of subjects. As well as this, Jessica needed to make
sure that the school’s pupil assessment data became accurate, and in line with the new national curriculum; “I paid for an
external consultant to come into the school”, Jessica tells us. “The consultant comes in once every half term, and does a
one-to-one session with each teacher for two hours, really unpicking the children’s books carefully so that the teachers can
be secure in their assessments and know how to move them on to the next level. This alternates each half term between
a focus on English assessment and Maths assessment.” Her staff have also attended Kyra moderation sessions to support
them in making accurate assessments of pupil progress. With every teacher at the school having more than one year
group in their class, this has been particularly useful in helping them to gain a clearer knowledge of whether pupils are
attaining the national standard expected for their age.
Jessica also knew that helping her teachers to meet and network with colleagues from other schools was absolutely vital.
Each of the teachers at the school was assigned a ‘buddy’ from another school; “their ‘buddy’ is someone who they can
talk to, to discuss curriculum, issues or ideas. It’s so useful to have someone to bounce ideas off, or share concerns with,
and because we are such a small school, I think it’s important that our staff have someone, who is teaching the same age
group as them, who they can talk to”, says Jessica. “It also means that as a school we are looking outward, learning about
what teachers are doing in other schools, and engaging in professional dialogue.” Jessica has also involved Willoughton in
a peer review group, which keeps the school looking outward, and continually reflecting on any strengths, weaknesses,
and ways to improve further.

Teacher Development
As all of the new teachers who joined Willoughton after Jessica became Head are in the very early stages of their career,
Jessica has been responsible for ensuring that they are continually developing their teaching pedagogy and practice. With
only three classroom teachers at the school, she has also had to begin to develop them as leaders too. She tells us, “trying
to keep on top of the day to day running of the school, as well as leading all subjects, being SENCo, and everything else
in between, was never going to be something I could do by myself. Fortunately, my staff have all been keen to become
subject leaders. However, I have had to be really careful to ensure that, while they are developing professionally, they are
also not taking on too much and becoming overwhelmed. It’s been very important to find the right balance.”

“I’ve invested heavily in my staff’s professional development, because I want
them to be the best teachers that they can possibly be for our pupils”
Each new member of staff has been on their own bespoke journey of professional development since starting at
Willoughton, depending on their specific needs, and their specific interests (in terms of leadership roles). Jessica tells us,
“I’ve invested heavily in my staff’s professional development, because I want them to be the best teachers that they can
possibly be for our pupils, and also because I know it is the best way to secure improvement and excellent standards of
teaching and learning at Willoughton long-term. When staff are out on CPD, I am usually able, and very willing, to cover
their classes for them. When that is not possible, we are very lucky to have two higher level teaching assistants, who do
a brilliant job of covering classes when necessary.” However, Jessica, like all Headteachers, still has to watch her budget
carefully; she tells us, “CPD can be expensive, so you can’t always afford to send all staff on every course you might like
to. Therefore, the general rule at Willoughton is that any member of staff who has been on training then comes back
and delivers it, including any appropriate activities they’ve done, to the whole staff, which sometimes means requesting
additional time during INSET or twilight. This means that we really get the most out of all of the CPD which staff attend.”
Jessica’s first new member of staff, Jade, joined the school is September 2017 as an NQT. “I made sure that I signed her up for
the Kyra NQT Support Package straight away”, says Jessica, “as I knew it would really help her to build her confidence. She
met a lot of other NQTs through this, and developed a strong network, as well as learning vital skills such as how to plan
for children with SEND, and all sorts of other important aspects of teaching and learning.” Jade did so well during her NQT
year that when Willoughton was invited by Kyra to take part in LEAP (the Lincolnshire English Attainment Project), Jessica
thought that this could be the perfect opportunity for Jade to develop her leadership skills by becoming the school-based
lead. “Jade was keen to take up the opportunity, and being the school-based lead for LEAP has been extremely useful in
helping her to develop as a leader”, says Jessica. “As part of LEAP, she is able to discuss evidence-based research with a
group of professionals, and then bring that knowledge back to Willoughton and share it with us. As a result, we have been
able to implement and evaluate new strategies in our English teaching, and that has been really valuable to us as a school.”
Jade has also had the chance to ‘buddy up’ with a Local Leader of Education, and has taken part in coaching sessions,
which have included book scrutiny and monitoring in English at another local primary school. “Jade is now the English
Lead at Willoughton, as well as teaching a class made up of Year 4, 5 and 6 pupils”, says Jessica, “and on top of that, she is
now taking an active leadership role in the Kyra NQT/RQT forum.”

“The general rule at Willoughton is that any member of staff who
has been on training then comes back and delivers it, including
any appropriate activities they’ve done, to the whole staff”
In January 2018, a second new member of staff, Nicole, joined Willoughton to teach Years 2 and 3. “Nicole was really keen
from the off to develop as a leader”, says Jessica, “and began shadowing me as Maths Lead almost straight away. She
showed real potential, and I wanted to support her as much as possible, so we booked her on to the ‘Learning to Lead’
course with Kyra, and I also made sure that she attended Maths Lead forums, to give her the opportunity to network
with more experienced leaders.” More recently, Nicole has become the school-lead for “Mobilise LAMP” (the school’s
Mobilise project choice - Lincolnshire Attainment in Maths Project), and has also had the opportunity to work with a maths
consultant, with a particular focus on monitoring, evaluation and book scrutiny. “Nicole’s enthusiasm, combined with her
engagement with lots of relevant and meaningful CPD, has meant that she was able to progress really quickly, and she is
now the Maths Lead at Willoughton.”
The third and final new teacher to start at Willoughton after the start of Jessica’s headship was Odette, an NQT who took

up her post as teacher of Early Years and Year 1, also in January 2018. “Since Odette was new to Early Years, I felt that she
needed a bespoke package to cater for her CPD needs. She did do some of the Kyra NQT-support programme, such as
planning for SEND, but I also arranged for an Early Years specialist from the Local Authority to come in and work with her.”
Odette attends the Kyra Early Years Network, so that she is able to meet other EYFS teachers who she can discuss her
practice with. She has also attended forums for teachers with mixed-age classes and visited other schools with mixed-age
classes. She is now in the process of completing her NQT year, and looking ahead to becoming the school’s Science Lead.”
Odette has already booked to attend a 2-day STEM course, and is also looking to do the Science Quality Mark, to help her
to prepare for taking on this role in the near future.
As well as individual CPD, staff at Willoughton have all been involved in whole school CPD, including training to support
the development of Maths teaching, and ‘Read Write Inc’ training to support the delivery of Phonics and Reading. “This
CPD was a large investment but it has reaped huge rewards” Jessica tells us, “maths teaching has become much less
procedural at the school and much more practical for the pupils, with a focus on problem solving and reasoning skills,
which is having a positive impact on pupil outcomes. Read Write Inc has also been extremely useful, and has helped us to
significantly improve the school’s Phonics results.”

“It is my hope that the professional development provided for staff at Willoughton not
only has a positive impact on staff retention, but that it also continues to open doors of
opportunity for my staff in terms of their career development and progression”
Jessica, as a new Headteacher, has also ‘walked the walk’ and made sure that she has also engaged in plenty of professional
development too. This has included attending Kyra’s ‘New to Headship’ training, and working closely with a mentor and the
Locality Lead. She is also currently undertaking postgraduate training at Northampton university on Special Educational
Needs, to help her to develop in her role as Willoughton’s Special Educational Needs Co-ordinator (SENCo).
Jessica concludes….
“It is my hope that the professional development provided for staff at Willoughton not only has a positive impact on
staff retention, but that it also continues to open doors of opportunity for my staff in terms of their career development
and progression. It’s important that, even though Willoughton is a small school, all of the teachers have an opportunity
to progress, and have the opportunity to work towards taking on the roles that interest them the most, for example,
becoming an SLE. I know that one of my teachers is keen to become a School Improvement Champion for peer review,
and I know that our links with Kyra will mean that we can get them involved in the relevant training to help to make that
possible. Another wonderful result of the CPD has been being able to watch my teachers grow so much in their abilities
and in their confidence, and develop into effective leaders, since they have joined Willoughton.
Most importantly, however, I have seen the positive impact that our
investment in professional development has had on the pupils at
the school and their outcomes. We are constantly looking out for the
impact of our CPD (during monitoring and evaluation activities, and
performance management reviews) on the teachers’/leaders’ practice
and in the outcomes for children, and the evidence of impact is clearly
there, and that makes me feel very proud indeed. Ofsted have also
recognised the school’s improvements in teaching and learning, and
in our pupils’ outcomes, and in September 2018 we were judged as a
‘Good’ school. Of course, all of this has been made possible because of
just how willing and open colleagues in Lincolnshire have been, and I
have been truly blown away by the generous support we have received
at Willoughton. As a school we are really hoping to give back in the
future (we have already started to), and I hope that there will be plenty
of opportunities to come for us to support other schools just as much as
we have been supported.”
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Leann Anderson
Leann has been the Deputy Head of Kyra TSA for
over two years. She also holds the role of Kyra CPD
(Continued Professional Development) Lead,
overseeing the implementation and delivery of
the alliance’s CPD offer.
Leann is currently taking part in the Teacher
Development Trust’s (TDT) Associate in CPD
Leadership Programme. In this article she
shares with us a little about her role as CPD
Lead, what she has learned so far through the
TDT programme, and what factors she believes
are most important in ensuring that CPD is as
effective as possible.

What is involved in your role as Kyra CPD Lead?
I help to plan, organise and oversee the CPD sessions and programmes that we offer here at Kyra. Our
CPD includes a wide-range of areas of focus, including subject specific CPD, year group specific CPD,
development of pedagogy, leadership programmes and NQT programmes - to name a few! However,
our CPD provision is about much more than just putting on a session or a course. It also involves
unpicking the latest research on what makes for effective CPD, evaluating which approaches have been
most successful in our previous sessions/programmes, and finding innovative ways to help to embed
new learning into ongoing practice for our delegates. Attending the TDT (Teacher Development Trust)
Associate Programme has been extremely useful in terms of helping me to reflect on the strengths and
weaknesses of our current CPD provision, and to learn new ways to improve our provision even further.

What is the Teacher Development Trust (TDT) Associate Programme?
The TDT programme is a 6-month long course aimed at CPD leaders who are interested in becoming
local or national champions of teacher development leadership. The programme includes critical
engagement with research, planning for highly effective CPD, and learning to review CPD in educational
settings and offer recommendations.

What have you learned so far from the TDT Associate Programme about
what makes CPD most effective?
I have learned that there are some general rules about what makes CPD effective, and what doesn’t,
which are heavily supported by research. Some of these rules are intuitive, but some aren’t; therefore
the programme has been really useful in helping me to separate the facts (that are supported by
research) from the many assumptions and misconceptions that often surround ideas about CPD.
Firstly, in order to be effective, CPD cannot simply be limited to a ‘one-off’ training session. This is a
common mistake that has significant implications. It means ‘one-off’ inset day CPD sessions or twilight
CPD sessions will be largely ineffective, and therefore wasted time, if the CPD is not somehow sustained,
re-visited, or followed up on in a meaningful way. Fortunately, more and more schools and CPD leaders
are realising the importance of the longer-term approach which is needed to truly embed new practice,
and are planning for this in their CPD programmes. For example, it is now much more common to have
CPD that lasts more than one day, or is split into several sessions over a period of time, and this is also
true of the CPD we offer at Kyra. Effective CPD, even if it is limited to one session, should always include

some kind of follow up at a later date. This follow up could take many forms, and examples might include post-training
communication or discussions, evidence of changes in practice, or peer observations. The main thing is that the follow up,
whatever form it takes, helps to fully embed changes and allows staff to properly incorporate them into ongoing practice.

Effective CPD, even if it is limited to one session, should
always include some kind of follow up at a later date
Effective CPD should also be evidence based, and underpinned by research, and this is especially effective if a specific
approach has been proven to work in your own school setting. Basing CPD on clear evidence helps to avoid ‘initiative
fatigue’, where staff may grow tired of learning what may be considered the ‘latest fads’ in teaching, only to see little impact
in their own classroom. If the CPD ties in with the needs of the school, and there is evidence that the approach works, it
is far more likely to be taken on board by staff, and to make a significant and lasting impact. This also ties in closely with
another rule of effective CPD; that staff need to ‘buy into’ the CPD, and the teachers themselves must take the lead role in
identifying their CPD needs, and implementing the CPD (this is known as ‘teacher agency’). Teachers are then able to take
the initiative, which makes them much more actively engaged, and also avoids the CPD becoming a ‘done-to’ process.
The ‘culture’ of a school or training environment is also a vital component in enabling effective CPD. It must be a culture that
encourages taking risks and trying out new strategies and techniques in teaching and learning. It should be supportive
of teachers who are engaged in the process of finding what works best- especially as this process may involve finding
out what doesn’t work along the way too- and teachers need to know that they will not be judged if something does
not work out as expected, as this is all part of the learning process! A supportive culture gives teachers the confidence
to try new things, and therefore to keep adapting and improving their practice over time. A culture which encourages
teachers to collaborate with one another, in order to support and motivate one another in improving professionally, is
also an excellent way to enable effective, impactful and sustained CPD to take place. The right culture also means always
regarding professional development as something positive and useful for all staff, with the attitude ‘every teacher can
improve further’, and never as something punitive, where individuals are singled out to take part in CPD because they are
‘not good enough’.

What have you learned about the main challenges to making sure that CPD is effective?
There are a few challenges. The main one is that it can be very difficult to pin down the facts of what really works, and
teachers, schools, and other institutions involved in CPD can face a lot of conflicting advice and research. There are no
simple answers or formulas, and often trial and error is involved in terms of finding out what works for individual teachers
and schools. It is also very difficult to plan and map out deep learning, into a formulaic, linear, upward trajectory, and there
are certainly times when the most effective learning can take place incidentally, through dealing with circumstances or
challenges which haven’t been planned for. Lastly, learning is always uncomfortable, and requires getting out of your
comfort zone, and this is a challenge for anyone taking part in CPD. Sometimes finding that confidence to try something
new can be hard for members of staff, especially if they have become very comfortable and proficient in their current
approach and practice.

The ‘culture’ of a school or training environment is also
a vital component in enabling effective CPD
What are the implications of all this for school leaders?
Leaders need to take an active role in developing a culture which is conducive to effective teacher development. This means
considering how professional development is going to be integrated into appraisal in a supportive and encouraging way.
Leaders also need to consider how any CPD undertaken fits in with the direction they are looking to take the school in,
and also how it can help to address the school’s specific needs. A large part of that means respecting teacher agency, and
listening carefully to the opinions and needs of teachers, so that CPD can be organised to respond appropriately to current
circumstances. It is also the job of school leaders to select expert facilitation of CPD carefully, checking on the quality and
expertise of the facilitator, and making sure that what is provided for staff will be of a high-standard. If leaders take these
steps regarding CPD, it will help to avoid ‘initiative fatigue’, which occurs when teachers can’t see the relevance of the CPD
to their own practice, or regard the CPD training as just another fad, and therefore fail to properly engage.

Middle leaders also have an important role to play in enabling effective CPD to take place, and need to be made aware
of that responsibility, and trained so that they are fully able to support the positive enactment of CPD. First and foremost,
middle leaders should model being a learner and set an example of actively engaging in CPD themselves. They should also
be there to provide motivation, coaching and support to teachers engaging in CPD, especially at points where the teacher
is facing challenge. Finally, middle leaders are best placed to speak to certain teachers individually about their specific
needs, and as a result adapt the CPD to make it bespoke, and therefore as beneficial as possible, for the individual teacher.
They can also check in regularly on progress, and continue to provide ongoing motivation and support to individual
teachers throughout the process of them enacting and embedding CPD, and also evaluating impact.

How has the TDT Programme benefited you so far, and how will it influence the planning
of future Kyra CPD?
It’s helped me to recognise the strengths and weaknesses of the CPD we currently offer. A lot of what we do is really
good, but there are certain gaps and weaknesses which have become clearer to me, so it’s been great preparation so far
for next year, in making our CPD provision even better. With my improved understanding of great CPD I can keep what’s
working really well, and improve elements of our CPD which could be made stronger. For example, currently LeadLincs - a
programme for Aspiring Primary Headteachers in Lincolnshire delivered Lincolnshire Teaching Schools Together on behalf
of Lincolnshire County Council, works really well. We have a real buzz from those who have taken part, and now I can see
more clearly just why it works so well and the strengths in how it is delivered.
Something that is very useful for me, and for Kyra, is that I am free to develop CPD programmes without the day-to-day
obligations of working in a school; but that also has set backs. As effective CPD should be tailored to each individual
teacher’s needs, I know that we need to look at developing better ways of finding out what those needs are prior to our
CPD programmes. Therefore, we are going to make it policy next year to have advanced communication before all CPD
courses by sending a pre-email to participants, to find out information such as, where they are in their career and what
they’re hoping to get from the course etc. We will be able to use this information to help us to tailor the course, or the
groupings.
Another important part of effective CPD is that it needs to be appropriately enacted in the classroom, and this is another
element of our CPD that I want us to address more closely next year. The best way for us to do this is by making sure that
we set an ‘action plan’ in each session of our CPD programmes, to be enacted in the classroom, and evaluated and brought
as feedback to the next session. Any specific issues that have arisen in the classroom can then be directly addressed in the
next session.

In order to make sure that CPD is ongoing and sustained, it is my hope that
we can engage in an ongoing conversation with teachers and leaders
In order to make sure that CPD is ongoing and sustained, it is my hope that we can engage in an ongoing conversation
with teachers and leaders even after our CPD programmes have finished, to continue to check in on progress and
developments. We will also encourage school leaders to support teachers as they embed their CPD, especially in adjusting
what they have learned to their own school setting.
I think it’s also really important for us at Kyra to be forward thinking, to keep on top of what Kyra schools and teachers
currently need in terms of CPD, and to be as responsive to those needs as possible. While it would be difficult to tailor our
general CPD programmes to the needs of each individual school, we can tailor our CPD to support teachers and schools
with pressing issues and current areas of focus in education, such as marking, workload, and assessment, and also more
generally by helping schools to respond to any recent changes in government policy.
I am excited about developing our CPD provision at Kyra in the light of what I have been learning through the TDT, and
I am passionate about ensuring that all of our CPD programmes are of an excellent quality! I think next year we will offer
fewer CPD courses in terms of volume, but what we will provide will be of an even higher quality; so it will be a less is more
approach!

A Summary

The DfE’s Teacher Recruitment
and Retention Strategy
On January 28th 2019 the DfE published its Teacher
Recruitment and Retention Strategy, with the Secretary
of State, Damian Hinds stating that “there are no great
schools without great teachers… at a time when there are
more pupils in our schools than ever before, we need to
be attracting and keeping great people in teaching.”

Damian Hinds
Secretary of State

Within the Strategy, the perceived key causes of the
recruitment and retention challenge are outlined; they
include the excessive workload pressure experienced by
some teachers (created by the accountability system),
deficient retention levels of early career teachers, and a need
to make teaching a more attractive and accessible career
choice, to encourage a larger amount of applications for
teacher training in the years ahead.

The document outlines how each of these challenges will be addressed. For example, it has been
promised that the new Ofsted framework will have an active focus on reducing teacher workload.
Early career teachers will receive much more robust support, with a two-year package of structured
support linked to the best available research evidence- alongside funded time off timetable in the
second year of teaching and support from mentors. Phased bursaries for new teachers, with staggered
retention payments, are another proposed strategy which the government hopes will encourage
recruitment and retention, along with an investment of £7.7 million to fund a range of high-quality
curriculum programmes, to make high quality curriculum resources accessible to early career teacher,
thus reducing workload. As for increasing the amount of applications for teaching training, the DfE has
proposed introducing new digital systems designed to make application easier and more user friendly,
as well as encouraging and enabling more potential teachers to try out teaching, highlighting the
uniquely rewarding aspects of a career in teaching.
A more comprehensive summary follows below:
The DfE Strategy rightly highlights some of the key drivers of the recruitment and retention
challenges including:
· A demographic bulge is moving into secondary schools: by 2025 there will be 15% more pupils
in secondary schools than there were in 2018. There is a need to increase secondary teacher
numbers to meet this demand – which is especially difficult in the shortage subjects, including
Maths, Science and Modern Foreign Languages.
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·

There has never been a more competitive labour market: it is always hardest to recruit teachers
when the jobs market is buoyant, as graduates and career changers have a wide choice of work.
The labour market is continuing to perform strongly, with unemployment at its lowest rate since
the 1970s.

·

Retention is a growing challenge: the small decline in teacher retention rates in recent years has
created challenges. Had retention rates been stronger, teacher supply would have better kept up
with the growth in pupil numbers.

1

·

Retention issues are most acute for early career teachers: the challenge of retaining early career teachers has been
getting worse in recent years. Over 20% of new teachers leave the profession within their first 2 years of teaching, and
33% leave within their first 5 years.

·

Teacher workload is the reason most often cited for teachers leaving the profession.

·

Flexible and part-time working opportunities are increasingly important: only 28% of female teachers work parttime, compared to an average of 40% of women in the UK and fewer men do too (8% compared to 12% in the whole
economy).

·

Schools in disadvantaged areas face the biggest problems: more than one in ten teachers from the most disadvantaged
secondary schools leave to teach in other schools: about twice the proportion who make the same move from the
least disadvantaged schools.

The DfE will address some of the key challenges as follows
Reduce the unintended workload pressures created by the accountability system “we recognise
that the current system can have unintended consequences that add unnecessary workload
burdens and pressure – particularly for schools in challenging circumstances”

Strategies include:
· We will radically simplify the system, consulting on making ‘requires improvement’ the sole trigger for an offer of
support – replacing floor and coasting standards; and
· The new Ofsted Framework will have an active focus on reducing teacher workload, with inspectors:
		 - considering staff workload as part of the leadership and management judgement;
		 - looking unfavourably on schools that have burdensome data practices; and
		 - not looking at internal assessment data.
· Oversee a period of stability in curriculum, assessment and qualifications:
		 - No additional statutory tests or assessment
		 - for primary schools;
		 - No further changes to the national curriculum; and
		 - No more reform of GCSEs or A-levels.
· Provide additional support to tackle challenging pupil behaviour.
		 - Including a specific new entitlement for every new teacher to receive enhanced training in behaviour and
			 classroom management at the outset of their career;
		 - Behaviour will become more prominent in the new Ofsted inspection framework, with one of the four
			 categories dedicated to assessing how schools create a culture in which teachers can teach and pupils can
			learn.
·

This aspect of the report also references the need to ensure schools are well resourced. It highlights the DfE’s
accepting in full the School Teachers’ Review Body’s recommended 3.5% uplift to the main pay range for this current
academic year. Also commits to ensure that teaching continues to offer one of the best pensions of any profession –
as well as meeting the additional employer pensions contributions, saving schools £830 million in 2019–20.

2

Transform support for early career teachers, introducing the most significant reform to teaching since it became
a graduate only profession – “Not enough early career teachers receive the high quality support they need to
build the foundation for a successful career.”

Strategies include:
· Launch the Early Career Framework. This will underpin an entitlement to a fully-funded, 2-year package of
		 structured support for early career teachers linked to the best available research evidence – alongside funded
		 time off timetable in the second year of teaching and support for mentors; and
·
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National roll-out will include:
- Funding and guaranteeing 5% off timetable in the second year of teaching for all early career teachers;
- Creating high quality, freely available curricula and training materials;
- Establishing full high quality ECF training programmes;
- Funding time for mentors to support early career teachers; and
- Fully funded mentor training.

·

The DfE is embarking on an extensive period of trialling and development, weighting investment towards areas and
schools serving disadvantaged communities – an approach it will continue into national roll-out.

·

Create a major shift in the incentives for new teachers by introducing phased bursaries – with staggered retention
payments to encourage good people to remain in the profession, as well as to join.

·

Create a curriculum fund to create curriculum resources for early career teachers. This £7.7million investment will
fund a range of high quality curriculum programmes to be piloted and shared across a wide range of schools from
this year. It is intended to make high quality curriculum resources available to early career teachers, exposing them
to good curriculum models that inform their future development, and make unmanageable workloads manageable.
Build on the foundation of the Early Career Framework to support teachers – whatever their expertise or
circumstances – to pursue the right career opportunities for them. “Crucially, if teaching is going to compete to
attract and retain talented people in a 21st century labour market, it must also be a profession that goes further in
embracing 21st century working practices.”

Strategies include:
· Using the ECF as the foundation, the government will develop specialist NPQs that flow directly from and extend
		 expertise in the core areas in which teachers will receive training at the start of their career – assessment, behaviour
		 management, subject and curriculum expertise, and pedagogy.
·
		

The first specialist qualification that will be developed will be a Teacher Developer NPQ, which will be explicitly
tied to the content of the ECF.

· Incentives to retain teachers in struggling schools sit ‘at the very heart of this strategy’, from the plan to create
		 weighted retention payments for those working in more challenging schools (chapter 2), to specific efforts to
		 ensure that more good teachers are working in more challenging schools after completing their training (chapter
		4).”
·
		

For those working in challenging areas, scholarships for NPQ leadership qualifications look likely to be extended
to the new NPQs

·
		
		

The Government wants to create a culture that promotes flexible working, but states that ultimately comes down
to headteachers – “they are the ones who can ensure these opportunities become the norm in teaching.” 		
Government will take steps to support this, by:

• Creating a new high-profile “find your jobshare” website that will support teacher who are looking for jobshare
		 partners; and sharing of best practice resources and further research to support implementation of flexible
		working.
•
		

4

Launching a competition for EdTech providers to create innovative solutions to promote and facilitate part-time
and flexible working patterns, including time-tabling tools.

Radically simplify the process for becoming a teacher, introducing new digital systems designed
to make application much easier and more user-friendly.

Strategies include:
· encourage and enable more potential teachers to try teaching – highlighting the uniquely rewarding aspects of a
		 career in teaching;
·
		
		
		
·

launch a new Discover Teaching initiative, giving as many people as possible the opportunity to experience the
unique opportunities that a career in teaching provides. It will include opportunities for people to experience
teaching, including a new virtual reality classroom, expanding the Teaching Internship Programme and increasing
school taster days where there is capacity;
design new digital systems to make it simple and easy to become a teacher.

·
		
		
		

The Government will design a new, easy-to-use one-stop application system to work seamlessly with our Get Into
Teaching website and the new Find service. This will radically simplify the process of applying to be a teacher,
making it quicker and allowing greater flexibility for applicants. (In the current system, applicants have to work
through 3 separate systems to register interest, find and apply for a course.)

·
		
		

Provide a pathway for teaching assistants to study part-time for a BEd, BA or BSc degree with qualified teacher
status (QTS), whilst continuing to work. We will work closely with universities and schools to explore how they can
support more teaching assistants to choose;

·

The Government wants to strengthen and support a mix of provision led by both universities and schools, by:

•
•
•
		
		

Supporting new entrants to the market where they have a compelling plan for growth;
Expanding and developing more provision for undergraduate ITT;
Continuing with unlimited ITT recruitment to all postgraduate primary and secondary ITT courses (with the
exception of PE fee-funded courses) for the next 2 recruitment cycles (ITT 2020 and ITT 2021) to offer all providers
maximum flexibility to recruit.

·
		
		

Will review the ITT market, identifying improvements that reduce costs for providers and exploring how
Government can encourage high quality providers – including in high-performing MATs – to extend their reach,
deliver at scale and do more to support the wider system.

Priory Witham Academy; Lincoln
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Maximising the Impact of CPD
Opportunities at All Levels

The Priory Witham Academy is a mixed, all-through school and sixth form in
Lincolnshire. It is part of The Priory Federation of Academies Trust which is made up
of eleven schools, seven of which are secondary, and five of which are primary. In
this article, Amy Tallentire, Primary Headteacher at Priory Witham Academy, explains
how she has ensured that teacher development is a central priority at primary level,
and how being a member of the wider multi-academy trust has supported the
professional development across the school since September 2017. In addition,
two members of staff from Priory Witham primary share their own personal CPD
journeys since joining the school.

Amy Tallentire
“The Priory Witham Academy is part of a multi-academy trust, which
is the Priory Federation of Academies. We were one of the initial
federation of academies, so Witham has been a member since 2008.
Up until 2017, we were the only primary school in our trust; however,
as of September 2017, Ling Moor Academy became the first primary
school to come on board with us. In the past year we’ve grown even
more as a MAT, and we now have five primary schools within the trust,
so it has been an exciting time for us! We now have four other primary
schools to work alongside, and this has already had a huge positive
impact for us, especially in terms of supporting teacher development
and providing CPD provision.

Our whole MAT is a learning community that values learning for all staff at all levels, and that really helps us as an individual
school to prioritise CPD, because we know we have that wider support network. Our approach to CPD is really underpinned
by our values, which unite all the schools within the trust. They are curiosity, generosity, wisdom, passion, and courage,
and I think each of those values has a vital part to play, not only in the work we do with the children, but also in how
we approach CPD and continue to develop as a staff team. In my opinion, our values are all necessary ingredients for
successfully engaging in continued professional development as individuals, and as a multi-academy trust as a whole!

Our whole MAT is a learning community that values learning for all staff
at all levels, and that really helps us as an individual school to prioritise CPD,
because we know we have that wider support network.
One of the benefits of being a developing MAT is that, as a group of schools, we are able to look for shared opportunities
for CPD and work together, especially now that we have more primary schools within the trust. A good example of this
is that one of our trust priorities is coaching, so all of the primary Headteachers have been able to take part in joint CPD
sessions on coaching. The vision is that, as a result, the coaching model can be gradually disseminated throughout each
school, so that a real culture of excellent coaching runs through the Trust as a whole.
Working together with the other schools in the MAT has also allowed us to look for common threads within our development
plans. For example, we’ve been able to start a project with Ling Moor Primary, where we are both taking part in ‘Talk for
Writing’ training. As well as being able to share the cost of that CPD, we’ve also been able to run an inset day together, and
have identified a leadership team within each school who can drive the development of the Talk for Writing programme.
Those leadership teams will have the opportunity to work together over the next couple of years to really develop Talk
for Writing as an approach within the two schools. It’s a very exciting opportunity for us to be able to work together on
projects like this.
Working together within the MAT has also allowed us to develop specialist subject teams, which has enabled the sharing
of good practice between the primary schools in specific subject areas and phases. For example, the Science leaders from
each of the primary schools in the MAT regularly get together as a group to share expertise, resources, assessment tools,
and best practice. They have also done some shared planning together, and are preparing for British Science Week 2019
as a group too. Being able to collaborate like this is extremely valuable for everyone involved, and I’m sure there will be
further opportunities like this to come!

Working together within the MAT has also allowed us to develop
specialist subject teams, which has enabled the sharing of good
practice between the primary schools in specific subject areas and phases.
Of course, there’s always a balance to be had,
and each individual school has to take on
board the advice and suggestions that come
from shared CPD, especially CPD delivered by
external consultants, in the way that they feel
will work best in their own school context.
Therefore, as well as working together as a MAT
to support teachers’ professional development,
we are careful to ask the question ‘how is that
going to work best for our school, and in our
own individual context?’. We are very much
aware that, while there are many benefits to
approaching staff development collaboratively,
CPD also needs to be tailored and adapted to
meet the specific needs of each of our individual
academies too.”

Priory Witham Academy; Lincoln
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Individual Teacher
Development Case Studies
Laura Douglas
“I started teaching at Priory Witham in September 2017,
and my leadership journey started as soon as I joined
the school. I began attending the Kyra ‘Learning to Lead’
course, which was a great opportunity to develop my
leadership skills, interact with other potential leaders,
and learn from experienced leaders. It gave me a real
taste of what it’s like to be a leader, and it really raised my
confidence to move forward in my career.
I then went on to become the Science leader at Witham, and to support me with that transition
I have had a lot of development along the way. One example of this is the support I have received from
STEM ambassadors through the Science Learning Partnership. The STEM ambassadors have provided
development for me as a subject leader, as well as supporting other staff at the school, bringing in
their expertise from all different areas of industry. We’ve developed a particularly good relationship
with the STEM ambassadors at RAF Conningsby, and members of the STEM ambassadors team there
have visited us on a number of occasions to support us in developing our teachers’ confidence when
teaching STEM in the classroom.
I’ve also been lucky enough to work really closely with Jane Carter from the Science Learning Partnership,
as part of our priority funding. As part of that we had lots of time together, and were able to create
a fantastic Science curriculum, which I’ve now put into place and developed throughout the whole
of our school. That was great for my professional development, in terms of learning how to set up a
curriculum, and also learning more about the research behind making a really effective curriculum.
As Priory Witham is part of a MAT, we have our own primary Science hub, made up of the five primary
schools within the MAT. We’re in the fortunate position that all of the Science leaders across the schools
have worked together to develop a really supportive network, and that has been so helpful to me as
somebody new to the role. Within the hub we’re sharing our expertise, resources, current practice,
and developing new ideas together. We’re currently working together as a team to prepare for British
Science week, so lots of exciting things are happening! The Science hub is a fantastic support network
for me, and has really helped me in my development as Science lead at Witham.
Following on from Learning to Lead, I’m now undertaking my NPQSL through the George Spencer
Academy. As part of that I’m developing a project on our school curriculum, and monitoring and
evaluating how effective it is. The NPQSL has been a great opportunity to work with other leaders, and
to learn more about things like coaching and mentoring.
I’ve recently undertaken School Improvement Champion Training too through Kyra. That’s really
enabled me to develop my leadership skills, through thinking about how schools can work well
together through the peer review process. I’m very much looking forward to being involved in the
peer review process, working with Headteachers, and helping to disseminate information from peer
review to the staff working at the schools involved.”

Kirsty Dawson
“I’ve worked at Priory Witham Academy for 8 years. I did my GTP here, in
a Year 2 class, and after my GTP year I was fortunate enough to secure a
permanent job at the school, teaching in the Early Years Foundation Stage,
and I’ve worked in Early Years ever since.
After I’d been teaching at Priory Witham for a couple of years, a new Assistant
Headteacher, Claire Logan, who specialises in Early Years was appointed at Priory
Witham, and she has been a great coach and mentor for me. When Claire arrived, quite
a lot of changes were made to Early Years, including widening the provision to ages
2 - 5. As a staff, we were all very much on board; we wanted to implement the new
strategies and try new things, so it was never a ‘done to’ process. We had the opportunity to try things out, reflect on how
well they’d worked, and identify any strengths and gaps we had. Being able to identify those with such a great mentor, has
enabled us to build on those strengths, and also to develop in the areas where we were less confident.
After I’d worked with Claire for a short while, an opportunity arose for somebody to become an Early Years leader within
our school. I applied, and was appointed to the role. Taking on this new role gave me a real opportunity not only to
develop myself as a leader, but also to support the development of the teaching staff and teaching assistants within our
EYFS team. Once I had really got to grips with mentoring and coaching staff in my own setting, I then applied to become
a Specialist Leader of Education for Kyra, and I was appointed. Being an SLE has given me the opportunity to support staff
across other schools, as well as at Priory Witham, and that has been a great experience. Part of my role is also supporting
Kyra trainee teachers as well; this year I’m a mentor for a SCITT trainee, and also a programme tutor for LTSA trainees. This
has been another great opportunity to develop teachers across settings and key stages, and also to go into other schools
and see how they do things, which is always useful, as it exposes me to new ideas which I can then share with the team
at Witham!
I’ve now started my NPQSL, which has given me the opportunity to think about who I am and who I want to be as a
leader. As part of my ongoing leadership development I’ve also been given the opportunity to lead phonics across EYFS,
KS1 and KS2 across Priory Witham this year. As part of that I’ve been able to run whole school inset training sessions,
staff meetings, and I’ve also run a workshop for Kyra for teaching assistants. I’ve also had the opportunity to work with
our School Improvement Leader who has supported me in identifying the strengths and weaknesses in the teaching of
phonics at Witham, and has helped me to ensure that our teaching of phonics is consistent across the whole school.”

PREVIOUS EDITIONS ...
You can find previous editions of the Kyra Journal at:
https://kyrateachingschool.com/news-publications/category/journals
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Continued Professional
Development

CPD budgets declining
The Teacher Development Trust has published (9 January 2019) new research data (from education
data specialist SchoolDash) which shows that staff development budgets have fallen by 12 per cent in
secondary schools, and 7 per cent in primary schools. This is the first reduction since the Trust’s analysis
began in 2011 and suggests that tight school budgets are forcing schools to reduce this essential
support for teachers. The new research also shows that levels of continuing professional development
(CPD) spending varies enormously around the country. For example, primary schools in Solihull and
Blackpool allocate less than £400 per teacher, on average, for professional development and staff
training, whereas primary schools in Hampshire and Durham allocate well over £1000 per teacher,
on average. There are even starker differences at secondary level, where schools in Bury allocate just
£163.50 per teacher, on average, whereas secondary schools in Barking & Dagenham allocate an
average of £1045 per teacher. The data also suggest that schools have reduced spending on some key
learning resources, such as library books and computers, in an effort to try to provide adequate CPD
for teachers.
Further information can be found: https://tdtrust.org/cpd-spend-pressrelease

Early career CPD
The Department for Education (DfE) has published
(5 November 2018) qualitative research exploring support
required by teachers in their early careers, and good practice
in CPD for early career teachers. The report’s key findings are
summarised as follows (source: DfE):
•

Effective professional development should start from
a clear appreciation of the objective of the development
activity, benefits from collaborative learning opportunities,
such as coaching and mentoring, and needs appropriate
conditions, such as the right climate and culture,
professional responsibility, and sufficient time and
resources.

•

ECTs (early career teachers) and MCTs (mid-career teachers) reported that their main development priorities at the start
of their induction year included: behaviour management; use and understanding of assessment; pedagogical
knowledge; and supporting pupils with particular needs, such as pupils with special educational needs and disability
(SEND).

•

Many teachers in their second or third year reported that they wanted training and support that would help them to
progress into subject, year group/key stage, or other middle leadership roles, while some wanted to take on specialist
roles or responsibilities.

•

Many ECTs also wanted to ‘hone their craft’ and to broaden their skillset. This often accompanied new opportunities
that presented themselves to RQTs, such as working with pupils with different educational needs, or teaching year 6,
GCSE and A-level pupils, which, for many, was for the first time.

•

There is no statutory requirement for schools to provide training and support specifically for recently qualified teachers
(RQTs). As such, it is perhaps not surprising that, in most of the case-study schools, dedicated support for RQTs appeared
to be limited.

•

It was clear from the interviews with ECTs that high-quality training opportunities alone would not ensure job
satisfaction, and that they needed to be accompanied by genuine opportunities to take on new roles and responsibilities.

Further details can be found: https://www.gov.uk/government/publications/early-career-continuing-professionaldevelopment-cpd-research

‘Developing great subject teaching’
The Centre for the Use of Research and Evidence in Education (CUREE) has published (15 February 2018) a report,
commissioned by the Wellcome Trust – ‘Developing Great Subject Teaching’ – which explores the evidence about the
extent, nature and impact of subject-specific continuing professional development (CPD) for school teachers in primary
and secondary schools in the UK. Some of the key findings from the research are summarised below (source: CUREE):
• Factors that influence the need for subject-specific CPD:
- Teacher recruitment and skill levels influence the extent to which subject-specific CPD is required.
- The need for subject-specific CPD differs between phases.
- Needs differ between schools, with school size and stage on the improvement journey appearing particularly
		 influential. Schools that are seen to be struggling in terms of pupil outcomes and/or inspection results appear less
		 likely to prioritise subject-specific CPD over more generic school improvement approaches.
- According to the most robust study (TALIS, 2013), teachers in England engage in less CPD overall and are less
		 likely to engage in subject-specific CPD than in most other high performing countries.
• What influences the demand for subject-specific CPD and what are the
barriers to uptake?:
- Changes in curriculum and assessment policies are key drivers of
		 demand for subject-specific CPD.
- School leaders play a significant role in setting expectations for CPD
		 and in influencing the extent to which it is prioritised, supported and
		 integrated with other internal initiatives.
- The review identified a number of barriers to the development of high
		 quality subject specific CPD in schools:
•

The cost of CPD, and lack of money in school budgets;

•

Perceptions of CPD quality - the review revealed a perception among
some schools and teachers that externally-run CPD can be poor quality
with little impact on practice;

•

Teacher workloads resulting in a lack of time for CPD.

• Provision:
Publicly funded provision has reduced significantly since 2010, particularly in England. At the same time, the subject
advisers that were a feature of Local Authorities in England and Wales have largely disappeared, leading to a loss of
dedicated expertise across the systems.
Meanwhile there has been an increase in provision from private providers, from school based providers – particularly
teaching school alliances in England - and through initiatives such as the Education Endowment Foundation (EEF).
		
		
		

Cascading learning from external CPD is widespread in both
primary and secondary schools, including for subject-specific CPD.
This is seen as key to securing value for money, consistency, and building capacity.
Learning from more experienced colleagues is seen as the main source of specialist expertise in both primary and
secondary case study schools.

- As resources and Local Authorities support have reduced, there has been a parallel growth in the extent to which
		 schools provide CPD internally and through school to school partnership arrangements, especially in England and
		Wales.
- However, school-to-school networks also serve other functions, such as providing peer review or leadership
		 development programmes, which will not necessarily focus on subject-specific CPD.
- Whether and how schools access this more diverse provision has become more variable, with some schools and
		 regions notably less engaged.
• Implications:
- There is a need for an increase in effective CPD in the UK, and for building awareness of effective practices.
- There is a need for developing mechanisms for and skills in assuring the quality of CPD and evaluating the value
		 for money that school CPD policies and activities represent, in relation to pupil, teacher and subject development.
- As networks become a more important source for CPD and school improvement support, there is a need to review
		 and enhance the nature and quality of subject-specific work across networks to ensure that such provision remains
		 inclusive, particularly in meeting the needs of schools in disadvantaged areas.
- The recent focus on evidence-informed teaching – for example, through the EEF’s Teaching & Learning Toolkit,
		 has highlighted the importance of evidence relating to generic aspects of pedagogy, such as metacognition and
		 feedback. In this context, there is a need to ensure schools contextualise work to respond to this evidence.
Further information can be found: http://www.curee.co.uk/files/publication/%5Bsite-timestamp%5D/Developing%20
Great%20Subject%20Teaching.pdf

Standard for teachers’ professional development
This guidance from the DfE (July 2016) provides a description of effective practice in professional development for teachers,
which was produced by the Teachers’ Professional Development Expert Group. The standard states the following (source:
DfE):
•

Effective teacher professional development is a partnership between:
- Headteachers and other members of the leadership team;
- Teachers; and
- Providers of professional development expertise, training or consultancy.

•

In order for this partnership to be successful:
- Professional development should have a focus on improving and evaluating pupils outcomes;
- Professional development should be underpinned by robust evidence and expertise;
- Professional development should include collaboration and expert challenge;

- Professional development programmes should be sustained over time;
- Professional development must be prioritised by school leadership.
Further information can be found: https://www.gov.uk/government/publications/standard-for-teachers-professionaldevelopment

‘Developing Great Teaching: Lessons from the international reviews
into effective professional development’
This report (June 2015) from the Teacher Development Trust (TDT) was commissioned from Professors Rob Coe and Steve
Higgins of Durham University, Philippa Cordingley of CUREE and Professor Toby Greany of the UCL Institute of Education.
The report comprises a review of the international research around what constitutes effective professional development
for teachers. The key finding of the review was that professional development opportunities that are carefully designed
and have a strong focus on pupil outcomes have a significant impact on student achievement. The elements of such
‘careful design’ included (source: TDT):

•
•
•
•
•
•
•
•

The duration and rhythm of effective support.
The consideration of participants’ needs.
Alignment of professional development process, content
and activities.
The content of effective professional development.
Activities associated with effective professional development.
The role of external providers and specialists.
Collaboration and peer learning.
Leadership around professional development.

The review identified four core roles for school leaders in effective professional development:
- Developing vision – including helping teachers believe alternative outcomes are possible and creating coherence
		 so teachers understand the relevance of CPD to wider priorities.
- Managing and organising – including establishing priorities, resolving competing demands, sourcing appropriate
		 expertise and ensuring appropriate opportunities to learn are in place.
- Leading professional learning – including promoting a challenging learning culture, knowing what content and
		 activities are likely to be of benefit, and promoting “evidence-informed, self-regulated learning”.
- Developing the leadership of others – including encouraging teachers to lead a particular aspect of pedagogy or
		the curriculum.
Further information can be found: https://tdtrust.org/press-release-mind-the-gap-in-teacher-cpd-2

Video Link: https://youtu.be/Ta-WGlYCFY8

Video Link: https://youtu.be/X5hoIZHxm88

Video Link: https://youtu.be/9jaKq7D5eXA

Video Link: https://youtu.be/UeNh-onEpu4

Discover lots of informative videos on the Kyra TSA YouTube Channel ...

https://www.youtube.com/channel/UCygsbkC8zRkOfkobipVD08w
You can also find videos from previous editions of the
Kyra Journal on our YouTube Channel.

Kyra Teaching School Alliance
Mount Street
Lincoln LN1 3JG
✆ 07769 661479
ò Enquiries@kyrateachingschool.com
Ö kyrateachingschool.com
t @kyrateaching

