TURRIFF ACADEMY

PROFESSIONAL DEVELOPMENT and REVIEW POLICY

AIM

The purpose of this policy is to provide a summary of the Professional Development and Review framework which operates at Turriff Academy. 
RATIONALE

Turriff Academy has a proud tradition of recognising the benefits of good quality professional development. Since 1992, we have employed a systematic approach to identifying and prioritising staff needs linked to the planning process. Even before this, a significant amount of staff development activity had taken place in the school, often without it being considered as such.

By adopting a more formal and systematic approach in 1992, staff development was able to be managed effectively to the benefit of all staff.

At national level the profile of staff development has more recently been enhanced by the emphasis given to it within “A Teaching Profession for the 21st Century” (McCrone) where the agreement requires that teachers have an ongoing commitment to maintaining their professional expertise through an agreed programme of continuing professional development and creating an individual CPD record.  In addition teachers are expected to meet the full commitment of an additional 35 hours per annum for CPD.  CPD, therefore, is both an entitlement and a requirement.

Subsequently, the ‘Aberdeenshire PDRS Guidelines for Teachers’ issued in June 2003 to all staff, describes, in detail, authority principles and practice in relation to  professional development and review for all categories of staff, including Probationer and Chartered teachers. 

Turriff Academy recognises the importance of professional development and review, particularly in a period of rapid social and educational change and sees its essential purpose as to enhance the quality of teaching and learning at the school. This has benefits for:

Our Pupils

· improved learning opportunities and experiences

· more purposeful learning environment

· higher level of motivation.

All Teaching Staff

· more opportunity to share in policy making

· better job satisfaction

· more opportunities for self improvement and career development

· improved capacity to cope with change.

The School

· more effective performance of the school

· better understanding between management and other members of staff

· improved management and support of the learning process.

TARGET AUDIENCE

This policy will be issued to all members of staff. 

PRINCIPLES

Key principles that underpin the rationale and purpose of the Academy’s PDR policy are as follows:

· All staff should be consulted and involved as fully as possible in PDR procedures.

· Arrangements for CPD should be clearly defined and an integral part of the school’s overall policies and procedures.

· The school’s policy and procedures should be regularly monitored, evaluated and subject to review periodically.

· The individual professional needs of the staff should be reflected in the programmes designed within the school.

· The identified priorities of the school, as detailed in the School Improvement Plan, should be reflected in any programme designed within the school.

· All relevant information on available courses and other staff development opportunities should be made freely available to all members of staff.

· The annual school-based in service programme should be planned and implemented.

· School policy, principles and practices should be consistent with guidelines issued by Aberdeenshire Council and the Scottish Government.

Furthermore, Aberdeenshire Education, Learning and Leisure’s Professional Development and Review Scheme states that it is a scheme that is ‘grounded firmly in an evidence-based approach to professional reflection and self-evaluation’.

The Principles of the scheme are:

· Self-evaluation

· Positive relationships and trust

· Mutual respect and openness

· Observance of appropriate confidentiality

· Joint commitment to quality CPD

· Improvement in the quality of service provided to learners.

PRACTICE

Responsibilities

Overall responsibility for the management of PDR policy and process is the Depute Rector, Curriculum and Staffing. As Staff Development Co-ordinator, his duties and responsibilities are as follows:

Staff Review

· Prepares and maintains the 3 year Review Cycle in consultation with the Rector and individual staff

· Maintains records of review dates, meetings, etc

Continuous Professional Development (CPD)

· Maintains individual staff CPD records

· Sets up and maintains the electronic filing system

Staff Development Training

· Assists staff identify staff development courses / programmes to meet CPD requirements
· Organises in-school staff development days in consultation with the Staff Development Committee
· Identifies good practice and arranges for dissemination
· Identifies and liaises with trainers / providers
· Organises Authority in-service events held in Turriff Academy
The Staff Development Committee provides a forum within which issues related to Staff Development can be addressed. Its function is to plan a programme of Staff Development for school-based closure days and support the implementation of the Education Authority’s PDRS policy.
At Turriff Academy, School Committees have a consultative role and also serve as working parties carrying out specific tasks. Since they fall outwith the McCrone collegiate time agreement, they meet as and when, at the discretion of the chair and committee members, normally at lunchtimes (1.10pm – 1.40pm), or after school (4.00pm – 4.30pm). Membership of the Staff Development Committee is open to all staff and is voluntary. The Chair is elected from the membership.
All Teaching Staff have a contractual obligation to maintain a CPD Plan to document the use of the 35 hours annual CPD time. The CPD Plan is to be kept for the current academic year and for the previous two years.  The Plan is a document, which includes both individual development needs and departmental/faculty priorities. This is to be agreed annually with the line manager and then copied to the Staff Development Coordinator.  The CPD Record is shared with the line manager during the annual CPD interview, but the Staff Development Coordinator is not required to see the actual CPD Record.  

A CPD Portfolio which consists of the CPD Plan and CPD Record (the CPD Plan is mandatory) is recommended as it encourages support and discussion of professional development, financial support for training and a formal record of achievements. If a teacher is working towards the Chartered Teacher Programme they are required to have maintained a CPD Portfolio.  

Staff Development Activities 

A wide variety of activities exist from which teaching staff can select opportunities appropriate to their CPD needs. Examples of these are:

· Activity related to achieving national standards (Standard for Full Registration, Standard for Chartered Teacher, Standard for Headship)

· Self-evaluation and personal reflection including preparation for the professional review and development meeting

· Subject-based activities including involvement with professional bodies and associations

· Attendance at courses

· Membership of school committees and task groups

· Developing school, local authority and national policies

· Visits to and from colleagues in other schools

· Co-operative teaching

· Lesson observation and analysis

· Secondments 

· Professional reading and research

· Mentoring/supporting colleagues

· Curricular planning/development 

· Management and leadership development opportunities

· Teacher placements

· Working with parents/carers

In addition

· Staff, as appropriate, attend the two authority Curriculum Support Groups’ in-service days arranged each year. The focus of these days is usually subject specific. Attendance at these courses is expected unless agreed otherwise with the Depute Rector, Curriculum and Staffing.

· There are three school based in-service days each session co-ordinated by the Depute Rector, Curriculum and Staffing assisted by the Staff Development Committee. The programme on offer during these days is related to the priorities identified in the current Improvement Plan.

· Twilight training sessions have been established to meet training needs. These sessions take place between the hours of 4pm-6pm and are often facilitated by experienced members of staff. Details of the programme are published at the start of every session and added to during the session as need is identified. The Staff Development Committee along with the Depute Rector identify staff need and coordinate training as appropriate.

· Complementary to courses for all staff there are in-school induction programmes organised for probationary teachers and PGCE students on placement.  These are co-ordinated by the Depute Rector, Curriculum and Staffing.
The CPD Programme at Turriff Academy

In order to comply with Aberdeenshire’s established Professional Development and Review Scheme, a programme has been developed in Turriff Academy. 

By the end of March in any given year, CPD Records for the previous session and CPD Plans for the next session will have been agreed between teachers and their respective line managers through an extended meeting for staff in year one of the Review Cycle, and by way of a shorter meeting for those in years two and three of the Cycle.  Copies of both documents are submitted to the Depute Rector, Curriculum and Staffing, and electronic copies are held on the shared area of the school network.                                

The process consists of the following:

Year 1 
Staff in year one of the programme have an extended meeting focusing on self evaluation, the CPD Record for the previous session and culminating in a detailed CPD Plan for the coming session.

STEP 1
Using a standard form, the teacher forwards to his/her line manager identified development needs one week before the meeting. This allows the line manager to consider, prior to the meeting, the teacher’s identified development needs in the context of personal, departmental, school, authority and national priorities.


Self evaluation is essential to the whole process and, whatever approach is used, it is important that the teacher should be able to refer to evidence in reaching agreement with his/her line manager on development priorities. Types of evidence that could be called upon include:

· perceived CPD needs arising from the agreed school and/or departmental improvement plans e.g. arising from the planned introduction of a new course

· outcomes from and the impact of development activities previously undertaken and recorded in the CPD profile

· teachers’ career aspirations

· the need to develop or extend a skill e.g. to apply a new piece of software to support learning and teaching.

Pathways CPD Online is available for staff as an aid to the self evaluation process. As well as allowing teachers to apply appropriate professional standards to the evaluation process, the software can generate all the documentation required for staff review. All staff have been issued with an instruction booklet explaining access and use of the software.

STEP 2

The Review Meeting

At this meeting, the line manager and teacher discuss and agree development needs on the basis of the available evidence. The line manager is responsible for ensuring a balance exists between:

· the teacher’s personal needs

· School and department improvement plans

· Aberdeenshire Improvement Objectives and Curriculum Action Plan 

· National Priorities

· the teacher’s entitlement to continue to develop areas of particular strength/expertise.

The outcome of the meeting is agreement of the teacher’s indicative CPD Plan covering a 3-year period and a detailed plan for the following session.               

The agreed plan is then passed to the Depute Rector, Curriculum and Staffing to inform school/CSN/Authority CPD programmes.

STEP 3

Record of CPD

Over the course of the year the teacher addresses the agreed CPD Plan and records actions taken on their CPD Record. This process assists the teacher to prepare for the next annual meeting.
Year Two/Three 

Staff in year two or three of the programme have a shorter meeting with their line manager. 

Having compiled a CPD Record for the current session, the meeting allows teacher and line manager to assess the impact of development activities undertaken and to agree any re-adjustments to the CPD plan for the next session. 
Staff Development Budget

Conflicting demands and insufficient resources to overtake all needs mean that consultation plays an important part in the decision making process. With the assistance of the Staff Development Committee, the Senior Management Team establishes priorities from all needs identified. 
IMPLEMENTATION, MONITORING AND REVIEW

This is an update of an existing policy which was produced with the involvement of all staff. It will be monitored and reviewed as part of formal self evaluation procedures.

POLICY LEADER

The Depute Rector, Curriculum and Staffing will have overall responsibility for this policy.

DATE

June 2008
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