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“Effective professional development for teachers is a core part of securing effective teaching. It cannot exist 
in isolation, rather it requires a pervasive culture of scholarship with a shared commitment for teachers to 
support one another to develop so that pupils can benefit from the highest quality teaching. The thousands 
of professional decisions that must be made every day need to be informed by the best evidence, 
knowledge and professional wisdom.” 

(DfE, 2016) 

Eltham Hill School Continuing Professional Development (CPD) Policy 
 
This policy has been written incorporating: 

• the ‘Standard for Teachers’ Professional Development’ and guidance, issued by the DfE (July, 2016) 
• the Policy Paper: National professional qualifications (NPQs) reforms, issued by the DfE (October 

2020). 
• ‘Effective Professional Development – Three recommendations for designing and selecting 

effective professional development, issued by the EEF (October 2021). 
 
 

 
Definition 

 

Within the education community, a number of phrases are used to describe professional development, 
including INSET, CPDL and CPD. For the purpose of this policy, the term ‘CPD’ will be used which refers to 
‘Continuing professional development’ and consists of reflective programmes and activities designed to 
improve an individual’s attributes, knowledge, understanding and skills. It supports the individual’s needs, 
improves professional practice and underpins our school improvement. 

 
 
Principles and Philosophy 

 

Our CPD provision will meet the ‘Standard for Teachers’ Professional Development’ which stipulates 
professional development should: 

1. have a focus on improving and evaluating pupil outcomes 
2. be underpinned by robust evidence and expertise 
3. include collaboration and expert challenge 
4. be sustained over time 
5. be prioritised by school leadership 

 
 
We believe: 
a) high quality CPD is an entitlement for all adults working in our school community. 
b) the provision of coherent and progressive CPD opportunities raises morale through personal and 

professional fulfillment, assists recruitment and retention and helps to create a ‘learning community’ that 
supports high achievement. 

c) CPD is at its most effective when it provides opportunities for staff to collaborate and to be proactive about 
their own learning. It is noted in a report commissioned by the GTC, NUT and the EPPI-centre (2005) that, 
‘all sustained CPD involves an element of planned experimentation and planned collaboration connected 
directly to the teacher’s own classroom’. 

d) CPD should be differentiated wherever possible, taking into account the varying experience and needs of 
staff members. In the 2008 ‘More good teachers’ report (Hargreaves, Freedman, Lipson) it is recognised 
that the practice of providing input without follow-up is almost bound to fail. Teachers, and indeed all 
learners, change their practice when they have the opportunity to discuss ideas with colleagues, 
experiment in their own workplace and watch and learn from each other using an iterative process of 
reflection, feedback and evaluation. 
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Practice 
 

a) CPD will be made available to all adults employed at Eltham Hill School. 
b) The central emphasis of our CPD programme will be on improving pupil progress and outcomes through 

the quality of teaching, learning, assessment and curriculum through improving the practice of individuals 
and teams. 

c) Effective CPD should encourage staff to take responsibility for their own professional development. We 
therefore ensure that all members of staff have an annual performance review meeting where they can 
evaluate their performance and identify their continuing professional development needs. 

d) Providing the same CPD offer for all staff, regardless of experience and needs, is not conducive to effective 
teacher learning. We therefore seek to personalise our CPD offer, linking it closely to the performance 
review process and actively involving staff in planning and recording their own professional development. 

e) CPD is most effective when staff have the opportunity to collaborate with colleagues and learn from each 
other. We therefore provide opportunities for staff to do this within school learning communities and, where 
possible, support staff, in attending local and national groups that facilitate the sharing of best practice. 

f) Our CPD provision will allow staff to develop their skills with reference to recognised competency 
frameworks and the school will provide some support for staff enrolled on professionally related and 
accredited courses such as the reformed national professional qualifications from September 2021, as part 
of the government’s teacher recruitment and retention strategy. 

 
Opportunities for CPD 

 

CPD can take many forms, and this list is not exhaustive, but it may include: 
 
§ professional development meetings and professional development items in whole staff and team meetings 
§ CPD Learning Communities in school 
§ revisiting prior learning, goal setting, providing feedback and action planning 
§ sharing good practice items in meetings 
§ professional dialogue as part of the performance management process 
§ coaching and mentoring 
§ involvement in networks, development groups or projects (local, regional or national) which provide 

opportunities for professional development 
§ attendance at external conferences, courses and professional development events 
§ attendance at internal courses and professional development events 
§ undertaking accredited professional development courses online or out of school hours 
§ peer observations, team teaching, exchanging job roles and work-shadowing 
§ discussions with colleagues to reflect on classroom practice 
§ visits to other schools to observe or participate in successful practice 
§ action research and investigation 
§ collaborative planning 
§ teach meets and online CPD forums 

 
School Procedures 

 

Roles and Responsibilities 
 

a) The primary responsibility for the leadership and management of CPD across the school rests with the 
school’s CPD leader who is the Deputy Head with responsibility for CPD. The CPD leader will receive 
training as appropriate in order to fulfill this role effectively. 

b) The Director of Resources has responsibility for the CPD of non-classroom based associate staff, and is 
supported by the Deputy Head for CPD. 

c) Curriculum leaders have responsibility for the CPD of teachers and the subject related professional 
development of Teaching Assistants (TAs / HLTAs), Student Teachers and Early Career Teachers 
(ECT’s) in their Faculty. 

d) The ECT and ITT (Initial Teacher Training) Lead post holder leads the Early Career Framework (ECF) 
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and CPD of those in their first three years of teaching. 
e) The Curriculum Leader for Inclusion has responsibility for the overall CPD of TAs and HLTAs. 
f) The Deputy Head Teacher for Inclusion and Safeguarding has oversight of the overall CPD of pastoral staff. 
g) The CPD Leader is responsible for identifying the school’s main CPD priorities in discussion with the 

Leadership Group and Governing Body and has overall responsibility for the school’s CPD budget. 
 
The Annual CPD Cycle 

 

a) Whole school CPD days and sessions are planned in advance of the start of the academic year in 
consultation with the Leadership Group and are designed to support the School Improvement Plan. 

b) All newly recruited staff have a planned six-week induction programme to support their transition into our 
learning community. 

c) Performance management planning and review meetings take place in September where each member of 
staff analyses their performance in relation to the school’s Leadership Standards relevant to their role. 

d) Teaching staff use the Teaching or UPS Standards and the Leadership Standards relevant to their position. 
e) Associate staff use the purpose of their role as detailed in their job description. 
f) Each member of teaching staff (including TAs and HLTAs) identifies a personal development target and a 

teaching and learning target related to the School Improvement Plan, clearly identifying the intended 
impact of achieving their targets on their own professional development and on the quality of teaching and 
learning. 

g) The CPD leader will increasingly use the information from professional reviews to allocate teaching staff to 
CPD Learning Communities led by members of the Teaching and Learning Team. These will give them 
expert input and the opportunity to work collaboratively over the year with peers from other Faculties on 
their identified teaching and learning target. The evaluation of the impact of their work in the learning 
community will then provide evidence for the review of performance management targets. 

h) Information from the professional reviews of support staff will be used in conjunction with the SIP to plan 
associate staff CPD workshops on staff training days. 

i) The CPD leader will use the information on personal development targets to plan in-house twilight training 
for groups of staff, for example new or aspiring middle leaders, and to make decisions on support for 
colleagues wishing to enroll in the new National Professional Qualifications (NPQs) national programmes 
or equivalent. 

j) The ECT and ITT (Initial Teacher Training) Lead plans and delivers an in-house training programme for 
ECTs, based on identified needs, evaluations from previous years and the requirements of the national 
standards. 

k) Requests to attend external courses, conferences and meetings are initially approved by line managers 
using the school CPD template and are then passed to the Head Teacher for final approval at least three 
weeks before the event. These will only be approved if they are related to the School Improvement Plan, 
support the work of a Learning Community, are clearly related to a target identified in performance 
management review or are essential to support the delivery of a new or existing exam course. 

l) Staff are only permitted to attend external courses, conferences and meetings if they have planned how 
their learning is to be shared with colleagues (e.g. via ‘expert lectures’ in team meetings). 

m) It may be necessary to reject requests if cover requirements are too high on a particular day or the learning 
of students will be badly affected by the planned absence. In exceptional circumstances, staff may be 
recalled from courses, or asked to phone into school before attending a course. 

n) Records of paid external and internal training attended by staff are recorded on a database and held by the 
H.R. team and CPD leader, they are monitored by factors such as: ethnicity, age and gender to ensure 
equality of opportunity. 

o) Requests from staff for support in undertaking an externally accredited course (online or in person) related 
to their role or to their professional development needs as identified in their Performance Management 
Review are considered on a case by case basis. Up to £500 per annum may be given by the school as a 
financial contribution towards the costs of a course. Participants would always be entitled to one days’ 
study leave per timetabled examination or two days’ study leave for a coursework-based exam (i.e. 
completion of a dissertation) per academic year. 

p) The CPD leader reports annually to the Governing Body, on the impact of CPD. 
 
 



5  

“Induction is the best form of professional development.” (Wong, 2002) 
 

“The inevitable consequence of not having an effective induction programme in a school is a serious 
impediment to the efficient delivery of the school’s vision and to the development of a whole-school learning 
community.” (Aitken and Harford, 2010) 

Evaluating Impact and Disseminating Good Practice 
 
The key to assessing the impact of any CPD is to be clear about what the intended impact is before the 
professional development takes place and to have clear ideas about how that impact can be measured. Any in-
house CPD will be planned to ensure this is the case and involve evaluation by participants. 
 
a) Following attendance at an external course, conference or meeting, the participant will be required to share 

their learning with other staff. This may be by presenting at a Faculty or Year meeting, presenting to their 
learning community, delivering a twilight or whole school training session, circulating relevant resources 
and posting information on the shared area or by writing up their learning for the teaching and learning 
newsletter. 

b) Where there has been a cost to the school, participants will complete an evaluation indicating if a course 
provided good value for money. The CPD leader maintains records of evaluations and uses these in 
making judgments about the suitability of external courses. 

c) The impact of CPD as a whole may be identified in student attainment data, quality assurance data, 
recruitment and retention figures and in the confidence, motivation and commitment of staff and students. 
Ways of evaluating the impact of CPD will be built into the SIP and the learning intentions of staff involved 
in learning communities. 

d) The CPD leader will review annually whether CPD provision has had the intended impact and represents 
value for money, making recommendations to the Principal and the Governing Body and reviewing the 
CPD policy and practice as appropriate. 

 
Induction of Newly Recruited Staff at EHS 

 

 

EHS aims to ensure that all new staff are supported in their transition to the school regardless of their level of 
experience or role. We recognise the challenges inherent in working in the education context and of moving to 
a new school. We aim to ensure all staff are supported to understand the ethos and expectations of being a 
member of our community to help them achieve excellence, happiness and success for themselves, our 
students and each other. 

 
All newly recruited staff members (both teaching and associate staff) are entitled to an induction at EHS, prior 
to their official start date. The induction will usually be in the form of one day and will ensure that all new staff 
members are given the opportunity to meet key members of staff in order to understand the vision, values and 
practices of the school. There is also time for the new member of staff to meet members of their team. The 
day consists of a series of short meetings, orientation around the school and covers the following topics. 

 
Topics Covered 

Our Ethos and Vision at EHS 
Teaching and Learning, CPD and Performance Review – EHS Policies and Practice 
Safeguarding and Behaviour Policy and Practice 
Getting you started at EHS – Finance, HR and GDPR 
General Administration including photos for ID passes, keys, and access cards 
Data, Assessment and Standards 
Curriculum and Inclusion 
Equalities at EHS – what it means to be part of our inclusive community school 
Induction Buddy Programme 
Departmental time with line manager / team members 
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Following the induction day, newly recruited staff are asked to complete an anonymous evaluation as part of 
our quality assurance processes. We aim to provide all newly recruited staff with a ‘Buddy’ and a six-week 
induction programme to ensure that all staff members are able to enculturate themselves and to accelerate 
their talent. Colleagues are also given digital copies of our CPD eBooks including: 
 

• The EHS Guide to Teaching, Learning and Assessment 
• Performance Review at EHS 

 
At the end of the six-week induction, teaching staff have a supportive, developmental ‘new starters’ lesson 
observation to identify any support needs. At the end of the induction period, all colleagues are asked to 
complete a questionnaire to evaluate the impact of their support and to inform the following induction cycle. 
Rigorous induction is part of our CPD strategy to reduce negative variability and to ensure a happy and well 
supported workforce. 
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Appendix and Further Reading 
 
 

 

 
EEF Guidance Report 2021 
https://educationendowmentfoundation.org.uk/education-evidence/guidance-reports/effective-professional-
development 
 
What are the Characteristics of Effective Teacher Professional Development?  A Systematic Review and Meta-
analysis (EEF, October 2021) https://educationendowmentfoundation.org.uk/education-evidence/evidence-
reviews/teacher-professional-development-characteristics 
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Planning Effective Professional Development - CPD Mechanisms (EEF, 2021) 
 

 
 
 
 
 

Build Knowledge 1. Manage cognitive load 
2. Revisit prior learning 
 

Motivate Teachers  3. Set and agree goals 
4. Present information from a credible source 
5. Provide affirmation and reinforcement after progress 

 
Develop Teaching 
Techniques 

6. Instruct teachers on how to perform a technique  
7. Arange social support 
8. Model the technique 
9. Monitor and provide feedback 
10. Rehearse the technique 

 
Embedding Practice 11. Provide prompts and cues 

12. Prompt action planning 
13. Encourage monitoring 
14. Prompt context-specific repetition 

 


