KING EDWARD VI HUMANITIES COLLEGE, 
SPILSBY, LINCS
CONTINUING PROFESSIONAL DEVELOPMENT POLICY
This policy is in four sections:

1)
An outline of the philosophy permeating the college’s approach to the Professional Development of the teaching staff

2)
The means of creating staff development opportunities

3)
The resource implications

4)
Administration of staff professional development and staff absence

1.
The Philosophy permeating the college’s approach to the Professional Development of Staff:

The professional development of the college’s staff is to be linked to the aims of the college.  The aim of all professional development must be to improve the quality of our students’ learning.

Staff development has to start from “where the individual is” and will be informed by a view of where she/he is going.  The classroom is an important learning centre for teachers as well as their students.  To this end it is important that all staff are involved in the thinking and planning processes which guide the college: and also enquire into the nature of classroom practice.  In that sense the college suffers from physical isolation. University close by.   There is also a need for systematic “research-based” intellectual stimulus to inform our classroom interactions.

The College values its staff highly knowing that many have the extraordinary ability to generate sparks of learning even in the most inauspicious circumstances: sometimes defying logic! – serving the interests of the child, patiently devoting time to students who behaviour sometimes invites rejection.  Whilst the “silent successes” originating between learner and staff are hard to “publicise” nevertheless they not only exist but are of incalculable importance.  Partly this happens because we look to value children for what they are, not simply because they are potential adults capable of being developed.  Education is an exploratory process which we undertake together, one in which our humanity is developed and extended through our relationships with others.  It’s about humans puzzling over meaning together, any systems and procedures we use must be judged by the quality of human “flourishing” promoted. A personal response from an adult teacher like the smile demonstrating a shared understanding of satisfaction, a show of disappointment perhaps can be more important that the rigours of the most refined systems.  Student and staff achievement are inextricably linked.  Every individual within the college is learning.  It is the policy of this college to see education as a continuum stretching from experience as a student through initial teaching training, induction, appraisal and INSET.  In other words, for the college to not be a teaching institution but a learning one.

The “market” cannot ensure improvement in the quality of learning.  The responsibility must be placed with staff to have a care continually for the improvement of their work.  The college must look to provide circumstances for the development of what D A Schon (1987) calls the “reflective practitioner”.  Such a practitioner exercises professional judgment informed both by familiarity with particular circumstances and by conscious reference to a more general understanding of how children learn.  Approaches to professional competence that look to mechanistically fragment the competence into separate skills ignore teachers’ endlessly creative responses to their environment.  The “reflective practitioner” develops through analysing their practice in order to make better sense of the teaching or learning that takes place within their classroom.  Such staff then look for meanings and understandings as they teach involving a process of classroom evaluations.  The role of staff development becomes one of enabling staff to establish this as a continual process.

Ideally INSET activities need to be learner centred where the learner sees the task as appropriate, enjoys the activities which are underpinned by an element of exploration and problem solving.  The INSET activity needs to be embedded in a widely embracing strategy for development which includes researching and learning from the member of staff’s everyday experience together with shared planning and teaching challenging perceptions.  Staff need to work together at learning with and from one another.

Generally staff development needs to be fused within the College Development Plan to be seen not simply as a series of one-off training events, but part of the college’s vision of moving forward.

2.
The means of creating staff development opportunities:


a)
Individual Reflection
There is a need for staff to engage in critical review of their practice, leading where applicable to adapting practice.

Reflection can be conducted in isolation.  However, education is really a collaborative activity as our college, as part of this policy, will look to provide opportunities for staff to share their insights about their practices.
b)
In-House Expertise/Coaching:

As a college we must look to learn from the skills of those experts we undoubtedly have on our staff.  As a matter of policy we must look to build upon those processes which sustain self evaluating staff through providing the resources, and especially the time, for staff to meet to discuss their teaching and to take the lead in moving the college forward.  It is right that the staff through these discussions contribute fully to a lot of staff development areas needing to be targeted: it is expected there will be widespread discussion of priorities.  In this way there can be an integration of the needs identified in the College Development Plan and the needs identified for individuals through the Performance Management Process.  The College’s needs and the individual’s needs should be seen as complementary rather than conflicting.  Naturally prioritising could be fiercely argued when resources are finite but hopefully through this there will be open planning of development for each individual.

The Teaching & Learning Policy Document refers to providing time during many of the ‘Training’  Days to facilitate these discourses.

c)
INSET Providers:

These will tend to be short sharp experiences which can only be described as training.  These will be in response probably on imposed external requirements, eg a day’s course on SATS.  There are numerous short courses offered by LEAs, Higher Education and the large band of freelance educational consultants bearing those “whizzy” titles which seem to offer “quick fixes” it seems that the course content offered by many of these agencies is of variable quality and frequently disappointing.  There are no ‘quick fixes’.  As a college we need to be able to incorporate the implications of the externally imposed circumstances and adapt these altered circumstances to the college’s advantage.  Usually only one staff member will attend an INSET course: it is expected the attending member of staff will then produce a written report on the content of the INSET day including resulting targets for staff and students in an effort to pursue our ongoing drive for college improvement.  These reports to be placed in the Staffroom for reference.

No more than one of our staff members will be out on INSET on any one day.

d)
Learning Ethos:

A climate needs to be developed in the college where learning is of fundamental importance.  Our College would gain value from collaboration with a University where there would be an opportunity for staff to accredit their college-based professional development activities through a series of academic awards.     Higher Education Institutions can also ensure that their general resources can benefit staff education.  These resources can range from the use of their libraries to new approaches to courses.  It is important that staff can reflect on theory and evaluate it in practice through collaboration with others.  

e)
Induction of New Staff:

The College sees initial staff education and induction as one continuous process.  Initial education is a beginning.  It cannot possibly produce entirely competent staff.  An Induction Programme organised by the Personnel Support Manager  will run for all staff new to the college.  New staff, however experienced, need induction into the particular college organisation and systems.  An extended programme will run for NQTs in collaboration with CfBT.
f)
Performance Management:

This involves reviewing the immediate post, looking at the current situation and agreeing plans for the future in the context of mutual planning for improvement: it should be positive and supportive.  It should also be an occasion for praise and encouragement.

The College is committed to working with the Statutory Regulations for Appraisal and the County Framework governing appraisal.  

3.
The Resource Implications

a)
Time:

Mentoring/Appraisal and matters of time linked to Professional Development to be directed through the Personnel Support Manager.  The use of ‘Training Days’ will be an important factor.  

4.
Administration of Staff Development & Staff Absence:

The procedure stated in the Staff Guidance Document must be adhered to in the case of booking any training.  The Personnel Support Manager will keep an up-to-date file of courses attended, INSET Evaluation Forms and staff records in respect of all INSET.
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APPENDIX I

KING EDWARD VI HUMANITIES COLLEGE, SPILSBY
POLICY OUTLINING STAFF DEVELOPMENT PRIORITIES

AND LEVEL OF SUPPORT

TEACHING & ASSOCIATE STAFF

The principles underlying these priorities and guidelines are to enable staff to develop the capabilities needed to achieve the College’s aims and objectives and enhance the activities of the College.  Submissions for support for long courses must be made using the format of Annex A, and include additional information as required, to the Headteacher at least one week before the March Finance Committee Meeting each year.  In all cases forms requesting Leave of Absence should be obtained from the staffroom and submitted to Line Managers and subsequently Staff and Student Personnel Manager.
1.
Courses to enable academic-related staff to achieve graduate status
1.1

Priority will be given to staff currently undertaking and those applying to resume courses in this category.

1.2

They will be supported at the level agreed in previous years subject to completion of information in Annex 1.

2.
Diploma/Higher Degree in Education

2.1

Priority will be given to staff currently undertaking a course which is likely to lead to a University recordable qualification for teachers.


2.2

The College will pay part of the costs.

3.
Staff already undertaking higher degrees (other than  1 or 2 above)

3.1

Staff will be supported financially, in terms of time, up to four days study leave per academic year.  This can be taken as either separate days, or in blocks, after negotiation with both the pre and post registration course co-ordinators to ensure that teaching commitments are covered.

3.2

Staff will be expected to contribute to the course fees as previously agreed for the current year and as determined for the subsequent academic year at each March Committee Meeting.  For MPhil/PhD this will normally be in the range  50% to 75% of the University fee.
3.3

A report on progress, as outlined in Annex A, must be submitted with the application requesting continued support.

4.
New applications for MPhil/PhD or MRes

4.1
Two members of staff will normally be the maximum that can be supported at any one time.  This does not preclude others from putting forward an argument as to why additional staff members should be supported e.g. when a research grant provides additional resources.  The Finance Committee Meeting will determine whether more than four members of staff can be supported without compromising student learning.

4.2
Priority will be given to applicants seeking approval to undertake a study of relevance to the College’s aims and objectives.

4.3
Up to 4 days study leave per academic year will normally be allowed for staff undertaking degrees by research, and can be taken either as separate days or in blocks, after negotiation with both the pre and post course co-ordinators to ensure that teaching commitments are covered.

4.4
Applicants will discuss their proposal with their Line Manager and once agreed in principle will submit their proposal to the Finance Committee Meeting indicating subject area, proposed aims, objectives and methods, potential place of registration and supervisor(s) and relevant literature on two sides of A4.

4.5
Ability to complete and publish will be taken into consideration, so applicants may want to include additional information.

5.
New applications for taught masters degrees

5.1
Approval is likely to be given to staff who wish to undertake their first taught Masters Degree, providing the applicant is able to demonstrate that the course of study will enhance the teaching/practice of the applicant and contributes to the college development plan.

5.2
Applicants will first discuss their proposal with their Line Manager and then with the Headteacher.

5.3
Staff should submit proposals with full course information, including costs.  In identifying courses, staff should be aware of quality issues as well as costs.  The Finance Committee will look at this as well as the justification for why the course is selected.

5.4
Staff will normally be expected to contribute up to 50% of the course fees and expenses.  The college will support applications with 50% of the course fees OR the cost of travel and expenses.
6.
Additional Study Leave for Research Degrees

6.1
Additional study leave may be allowed during the final stage of the PhD studies to support staff who are in the final year of their writing up.  Achieving the work of the college must be the highest priority and applicants will be 

required to submit details as to how their commitments might be covered during their block of study leave.

6.2
In exceptional circumstances, normally at a particularly crucial point in a PhD study, staff may be allowed additional study leave.  The criteria in 6.1 will apply.

7.
Short Courses and Study Days/Conference
7.1
Approval is likely to be given to staff who demonstrate that the course of study will enhance the teaching/practice of the applicant/links to Performance Management/Appraisal Objectives.  The workload in the college and availability of resources will be the main determining factors.

7.2
Priority for attendance at conferences will be given to those who have had an abstract accepted/invited to present a paper/lead or chair a meeting provided this has been discussed in advance with the Line Manager and Staff and Student Personnel Manager.

7.3
Applications must be submitted to the Staff and Student Personnel Manager on the appropriate form.  Where the closing date for attendance is tight, the Staff and Student Personnel Manager in consultation with co-ordinators, will make the decision on whether the application is to be supported.

8.
Information Technology Sessions
8.1
In college expertise should be drawn upon in the first instance to teach new computer skills and assist staff (academic related and clerical, secretarial) to identify the most appropriate courses for them from the LEA programme.

8.2
Secretarial staff will be the first priority if they need to develop skills essential for their post.  Applications from secretarial staff must be submitted to the Personnel Support Manager to make the decision on whether the application is to be supported.

8.3
Academic related staff must submit applications on the appropriate form to the Line Manager and must include evidence of discussion with a member of the college who has expertise in IT.  Applications will normally be discussed with the Staff and Student Personnel Manager and support will not normally exceed one IT session per term.

If a member of staff has any problems with any of these requirements, then please contact the Line Manager or Personnel Support Manager.

ANNEX A
Content for a Report Requesting a Further Year’s Support for a long Course

 Title of course/thesis

 Name of supervisor or course director

 University and College/Department/Division

 Date of registration

 Planned completion date

 Outline of research proposal (if relevant)

 Summary of course progress, including modules completed for taught    

      components

 Timetable for forthcoming year(s)

 Relevant application form for further support, including details of fees and  

      study time

