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Introduction

The national agreement 0 A TeQaecnhtiunrgy 8P rsoeftess sti o
contractual context for professional review and development. It requires that

teachers have an ongoing commitment to maintain their professional expertise

through an agreed programme of continuing professional development (CPD).

The need for CPD, the continuing development of knowledge and skills, is well

recognised in education. Changes in the curriculum and in approaches to

learning and teaching, developments in technology and the constantly evolving

role of schools in our society, together mea
knowledge need frequent review and development.

Professional review and development (PRD) is the process whereby the
development and training needs of all staff are identified and agreed in relation

to their current practice, the requirements of the school or local authority
improvement plan and national priorities. Profession al review and development
is one of a range of quality assurance strategies in school and is central to
raising attainment and achievement and improving the effectiveness of learning
and teaching. Good professional review supports and challenges individual
teachers, empowering them to seek out and engage in meaningful and
transformative CPD experiences. It is therefore increasingly understood that
CPD is very much more than attendance at courses or other such events and
increasingly the case that teachers are seeking professional development
through collaborative work based activity, peer support, professional reading,
classroom visits and observation, acting posts and other practice based activity.
Successful professional review and development directly be nefits pupils through
practical improvements in the classroom and raises the quality of the learning
experience.

Background

There is clear evidence to suggest that the single biggest element in school

improvement is the quality and preparedness of teacher s. No other factor

makes such a significant contribution to the quality and effectiveness of

learning and teaching. The agenda setoutin 6 Amb i t i ous Excarddl ent Sch
6A Curriculum for Excell enced requires that
teachers who are familiar with curricular change, knowledgeable about learning

and teaching methodologies, up to date with technology, and who can enable

them to achieve to their full potential and equip them for the changing world in

which they live.

0 ét e ac bcept spoasibility for their own professional development, for

the quality of learning in their classrooms, and for their role in self evaluation

and i mprovement at per sonallmp@avwng Scetissi abl i s hme
Education (HMIE 2006)
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It is worth remembering that PRD is the process which ensures that all teachers
are fully prepared to carry out their contractual obligations. The traditional
process has a number of elements or components:

e Preparation for the interview including self evaluation

¢ PRDinterview including CPD needs identification

e CPD Plan and Record

e Undertaking professional development activity
e Evaluating impact of CPD on practice

As with other activities there is a need for schools and local authorities to
evaluate the outcomes of th e PRD process to ensure that it is effective in
improving learning and teaching.

Rationale

The purpose of this paper is to suggest a set of principles and recommendations
as being helpful to ensure quality in the PRD process. The National CPD Team
considers it timely to refresh and enhance the process of professional review
and development in line with the revised CPD Booklet 2008. Given that the
PRD process and active engagement in CPD is essential in ensuring quality of
provision in our schools, PRD muwst be a high quality experience which is
responsive to the needs of teachers. This can be most effectively achieved
where teachers feel fully involved in the process and supported in identifying
and undertaking professional development. CPD is now a compulsory and
accepted part of contracts of all teachers in school, but what constitutes
appropriate development for all/l the wvarious
well defined. PRD is a life long learning tool and a lens for individual progress
with self evaluation and reflection against the appropriate Standard being
pivotal to the process. Engagement in these activities will result in a clearer
indication of appropriate development needs for the individual. It should be
noted that all teachers will benefit from critical self evaluation against the
Standard for Full Registration  however some might find it more appropriate to
self evaluate against the Standard for Charter Teacher or the Standard for

Headship.

Teachers are encouraged to go beyond the traditional model for PRD
remembering that the important part of the process is the relationship between
those involved. The case studies attached exemplify alternative models. The
models also demonstrate the importance of applying a cyclical process of s elf
reflection, planning, CPD activity and evaluation of impact to promote further
professional development.

This paper, offering principles and recommendations, is the result of the work

of the National CPD Team with support from an advisory group consis ting of CPD
Coordinators at authority level.
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Principles
Evidence from research and practice offers a range of principles which are
conddered important for effective professional review and development:

e There is an ongoing commitment to maintain professional expertise at
every stage of a teacher 0s Berairgeheoru, s erdesg asr d
stage _model d initial education and training , beginner teacher to
established expert, early management to established expert, consultant
practitioner and teacher entering retirement.

o Effective PRD is based upon self evaluation and personal reflection and
is effective when undertaken against the rel evant Standard. CPDReflect
and CPDFindwill assist with self evaluation and development.

e Teachers are required to maintain a CPD plan and record which
identifies professional development and training needs, indicates how
these might be addressed and includes an evaluation or reflection of
impact on practice. ldentified development needs should be a balance
of personal professional development priorities and those required to
address the school and local authority improvement plan.

e Within the context of lifelong learning, each teacher is responsible for
meeting his/her own development needs to ensure effective learning
and teaching.

e Incorporate PRD as part of the culture of the school which will include
good leadership, collegiality, a positive ethos and effective quality
assurance procedures.

e Ensure a high quality and meaningful experience for both the individual

being reviewed and the reviewer through appropriate training being
offered.
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Recommendations
The following recommendations are offered as s upport for discussion on any
review of the PRD process:

e Dialogue should be within a culture of improvement which recognises
and celebrates success.

e |t would be worth considering alternative arrangements for
frequency, regularity and format of review meeti ngs.

e Coaching techniques will improve the quality of dialogue

e The process can be enhanced by considering a non hierarchical
approach

e The process should be continuous with professional review
opportunities on a regular basis and beyond the obligatory tradit ional
once per year arrangement

e Move away from the current perception of a managed process
towards one with the focus on a skilled up profession

e Sources such as CPD for Educational Leaders provide good
frameworks for effective self evaluation

e The CPD continuum provides a useful self evaluation instrument in
Leadership development

e 360 analysis is a useful strategy for critical reflection and can be
supported by the involvement of a critical friend and a collegiate
approach

e Impact should be evident on professional practice and pupil learning

Professional Development
A review of the literature

One of the key elements in educational reform is the professional development
of teachers. Research shows that professional development has an impact on

teachelrisédf soeand practices including behavioul
and on the implementation of educational reforms and school improvement.

Societies now acknowledge that teachers are the most significant change agent
in these reforms. This new emphasis on teacher professional development
promotes the concept of teaching as a profession.

Good teaching has a significant positive impact on learning. Becoming an
excellent teacher is a long term, life long process requiring the development of
skills, the ac quisition of specific knowledge and the promotion of certain ethical
values and attitudes.

Professional development is described as the growth a teacher achieves as a
result of gaining increased experience and examining their teaching
systematically (Glat thorn 1995) and includes formal and informal experiences
(Ganser 2000). The new perspective of professional development has several
characteristics:
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Teachers are treated as active learners (McLaughlin and Zarrow 2001), it is a
long term process, the most effective form is that which is based in schools and
is related to daily activity of teachers and learners (Dudzinski et al 2000), the
process is linked to school reform (Guskey 1995), the teacher is conceived as a
reflective practitioner, it is most effe  ctive as a collaborative process in which
there are meaningful interactions (Clement and Vanderberghe 2000) and a
process which may look and be very different in different settings (Scribner
1999).

According to Guskey (1995) there are some guidelines for success to be followed
when planning and implementing professional development including the need
to recognise change as being both an individual and an organisational process.
Corcoran (1995) emphasises respect for teachers as professionals and adult
learners. Meanwhile Fullan (1987) refers to crucial factors for successful
professional development including redefinition as a process of learning, the
role of leadership at school level, and the organisational culture within the
school.

Given the number of models reported in literature and the possible
combinations, those interested in designing and implementing professional
development have a variety of options and opportunities. Some models of
professional development require and imply certain organisation al partnerships
to be effective and include networks at Authority level and with other
institutions including HEI. Other models describe those that can be
implemented on a smaller scale at classroom and school level and include
reflection, co -operative or collegial development, observation of good practice,
project -based initiatives, action research, self -directed development and
coaching/mentoring.

The reflective model, the teacher as a reflective practitioner, requires the
teacher to reflect on the mean ing and effectiveness of their practice. This
model is inspired by Schon (1995) which explains reflection as being curious
about some aspect of practice and developing a plan for future action. Glazer
et al (2000) refers to reading that can contribute to r eflection and discussion,
and the use of an external facilitator (coach) in the reflection process. Results

of studies show that programmes designed to
their practices do result in these teachers developing a more complex view of
beliefs and teaching practices (Clarke 1995) and an improvement in their

teaching.

Some authors have reported on the impact of
experiences can have on their professional development (Clements 2001).

Teacher stboroywn osr journaling, is an Oextraor

promote teachers growth and development (Ershler 2001). Journals can be
private or shared with colleagues for response, feedback, and interpretation or
comment (Killion 1999).

Coaching provides opportuni ties and structures for 1
development. Coaching is the process by which a critical listener/observer asks

guestions, makes observations and offers suggestions that help a teacher grow

reflect an d produce different decisions ( Harwell-Kee 1999). Various studies

report the effectiveness of coaching as a form of professional development.
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There are a number of factors to consider when planning and implementing a

model of professional development. For the process to be successful, a o6 cul t ur e

of supportao mu st be established. Li eber man
openness and trust. Bush (1999) adds to this in preparing teachers to become

leaders or assume responsibility for their own professional development.

Teachers need to make time both to make professional development an ongoing

part of their work on a regular basis (Bush 1999) but also to see the results of

their efforts (Dorph and Holtz 2000).

Teachers need time for reflection. Research shows that the more time given for
professional development activities then the more effectively teachers teach
and consequently the more successfully students learn.

There are number of recommendations that emerge from this review of the
literature:

Professional review and development is a continuous and long term process. It
needs to be systematically planned and supported and teachers need to be
encouraged to participate in the process designed for their own development.
Professional review must respond dgand t he i nd
their stage of professional development at the time. The goals of development
should be in alignment with those of the curriculum and with school
improvement. A collaborative approach where teachers are supported and feel
valued is important. It is also important to recognise in the PRD process that a
variety of models and techniques of professional development must be regularly
available, not all development can be or should be courses. Technology is
increasingly a means of supporting PRD and the PR process will be enhanced by
individuals fully engaging with resources designed to facilitate their professional
review and development.
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Case studies

Each case study exemplifies at least one of the principles with all seven
principles exemplifie d across the range of case studies.

Case Study 1
Danny McDonald d DHT Baldraggon Academy - Dundee City

Changing the Personal Review and Development (PRD)

Conversation

Staff at Baldraggon Academy are working together to improve the quality of
dialogue in the PRD process. The process now features regular review meetings
and uses coaching approaches.

Background

Danny is depute headteacher of the school, which was formed as a result of a
merger between Kirkton High School and Rockwell High School. The school
roll is around 600 with 52 teaching staff.

Definition of coaching

Dannyods definition o4& processavehich ang toibsng theh a t it [
solutions out of a person and which supports the coachee to find the solution. In

contrast, giving the mentee the benefit of their experience is the role of the

mentor, which he suggests is a process which works very well with newly

qualified teachers (NQTs) although he adds that the mentor would hopefully use

a coaching model too.

Initial involvement

Dannyos initial i nvol vement i n this area w
mentoring approach. When the Scottish Executive Education Department pilot

was introduced, he was invited to bid for some funding. His successful bid

allowed him to have 12 teachers, including two of the senior management team

(SMT), trained by an external provider. At the same time a group of staff were

working with all staff in a collegiate way, firstly to establish the aims and

values of the school but also to change the way they communicated with each

other. This involved all staff in a series of 12 in-service sessions looking, through

circle time, at their shared aims and values. This was a new way of

consul tation. The natur e sonbt disshmdas ® thé conver sa
coaching process. There were also similarities here with restorative practices,

which the school had introduced in session 2005/06. It was important for the

school t hat pupilsd voices were also heard
education classes. The philosophy behind this approach centered on a

humanitarian view of how schools might be. Coaching was seen as key to taking

continuing professional development forward.
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A fresh approach to CPD

In the meantime, anot her 12 staff were trained, the rest of SMT, some principal
teachers (PTs) and a few more teachers, bringing the total number of staff
trained to 24 out of a staff of 52. At this stage it was possible to take a serious
look at reviewing the process of PRD, which it was felt had become stale, to
include coaching as part of the process and a coaching group was formed to do
this. The new coaching professional review and development (PRD) model was
set up as an alternative with all but one member of staff agre eing to be
involved; the traditional method was still available to that member of staff. The
new model started in September 2007 with coaching conversations taking place
between coach and coachee three times per year, when goals are set by the
coachee. Gods set must articulate with the school's aims and values and are
reviewed three times per year with the coach.

The coaches meet before each block of coaching sessions and cocoach each
other. There is also an evaluation of approach at the end of each block of
coaching and so far the feedback is very positive. The 12 hours required for
coaching comes from the working time agreement and is agreed by an executive
working group within the school. While the structure is still hierarchical, it is
hoped that a SMT involvement on 360 degree evaluation might initiate a change
to a less hierarchical structure.

Key learning

One of the key areas of learning for Danny was the way that, even outwith the
PRD/Coaching model, all staff involved have embraced coaching in different
ways and all those trained continue to see a value in it. He also thinks it is
critical to keep an eye to practice to ensure that it is coaching that is taking
place, i.e., a solution-focused approach, rather than mentoring.
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Case Stuly 2

Jim Morris - Coaching & Mentoring Project Officer - Moray
Council

Moray Educational Services Leadership: Coaching for Change

Project

This authority is engaged in a coaching and leadership project in which
dialogue, reflection and coaching are seen as fundamental to achieving a shift
of leadership culture.

Background
The Moray coaching project commenced in the spring 2006 with support from
the Scottish Executive. The project sees professional dialogue and reflection
through coaching as fundamental to achieving a shift of leadership culture in
the authority.

Since December 2006, one strand of the project now sees all newly appointed
Headteachers in Moray being given a coach for their initial year in their new
post. Presently, 13 Headteachers are coached by a team of 6 coaches, who are
officers in the Educational Development Services department. Coaching
sessions are held initially on a fortnightly basis, then once a month. It should
be perhaps noted that two of the coaches are presently on secondment from
their substantive post of Principal teacher, but under this initiative are now
coaching newly appointed Headteachers.

Working definitions

"Coaching is about unlocking potential in order to maximise performance - it's
about bring out the best in peo ple."

"The coach does not need to have the knowledge or expertise that the
Headteacher as the coach uses questions to challenge the Headteacher's
thinking and to promote reflection. The coach only needs expertise in  asking
the correct questions.”

Key principles/coaching approach

Coaching is a relationship based on trust and works best when both parties feel
that their time is valuable and is valued by the other. Trust is the hallmark of a
successful coaching relationship, so it is the responsibility of the coach to
ensure that everything said is confidential and that if anything heard within the
context of the coaching relationship needs to be actioned, it must be done in a
way that maintains the relationship. It is the responsibility of the Headteacher

to be honest with their coach in order for the coach to be able to fully support
them.
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The coaching GROW model is used to facilitate coaching conversations and a
record is kept by the Headteacher and the coach in a Coaching Conversation Log
which:

Celebrates success-what is working well at the moment.
Identify and prioritise challenges
Commits to specific next steps for both the Headteacher and the coach.

[}
The coaching Conversation Log not only guides the questioning that takes place
between the Headteacher and their coach but also serves to document
professional growth that takes place.

Coaching sessions work to an agenda set by the Headteacher and focuses on
solutions that the Headteacher has to come up with - it is not the job of the
coach to give advice.

All coaches have undergone training in effective questioning techniques using
the GROW model.

PR&D and Coaching example

Due to confidential nature of the coaching discussions that have taken place it
is not possible to give a detailed description o f a specific example of PR&D and
coaching, but this initiative has many examples of how Headteachers, who as
part of this programme, have welcomed the opportunity to think out their
thoughts out loud, in a safe environment and have time to be more reflecti  ve.
As a result of coaching, Headteachers are more strategic in their thoughts and
actions and now adopt a coaching approach within their leadership style within
their school.

Key learning

This project has shown that coaching is a powerful tool in profess ional
development and when used skilfully and respectively can also be an enriching
learning experience for both the Headteacher and the coach. To date the
following learning experiences have been noted:

e Thinking more clearly about things

Feeling valued and listened to

Recognising and appreciating skills and resources

Increasing the range of options when needing to make a decision
Clarifying how they'd like things to be as they get even better - having
vision

Understanding the steps that have to be tak en to get there

e Becoming more creative and optimistic

e Feeling more positive and confident about change

Looking Ahead

We are now nearing the stage when some of our Headteachers have or are
reaching the end of their year with a coach. At this point, a coac hing
conversation takes place to look at how they would like coaching to continue.
Some have decided to continue with monthly coaching sessions, others are of
the opinion that coaching has now given them the necessary skills to coach
themselves when they need to make decisions or implement change.
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Moray Educational Services is committed to this initiative, as we can see the
benefits that it is bringing to professional learning and leadership development.
Looking ahead we would like to expand coaching for n ewly appointed DHTs and
PTs as our pool of coaches in Moray grows.
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Case Study 3
STI RLI NG COUNCI L CHILDRENG&6S SERVI CE

CASE STUDY: PROFESSIONAL REVIEW AND DEVELOPMENT
GUIDANCE

This is an account of the review of the PRD process across an authority. The
review process clearly reflects the emerging developments in coaching and
mentoring .

Raionale

The need for a onewbod Pol icy and Gui dance
Development came from a variety of sources. There was a general

dissatisfaction on how the pr ocess was currently undertaken and appeared

paper heavy for the majority of participants. Furthermore, there was a concern

that the process had lost the impetus of continuing professional development

and was merely seen as a process that had been imposed and was patrticipated

in by dictat. There had been an evolution within the teaching profession of

continuing professional development over the last decade. There was a greater

understanding of the link between professional development and improvement

inlearning and teaching. Further mor €% the 0T
Centuryo6 had established a greater degree of
raised the issue of collegiate working as well as clear contractual link with the

Professional Review and Development process. Other initiatives had also

brought forward the concept of odispersed | e
and the autonomy and responsibilities of individual teachers. Recent initiatives

by the Scottish Government had also raised the development of the teaching

force as a key element in the context of Curriculum for Excellence and
reflected in the concept of O0Teachers for EXC

Responsed Working Group

I n response to these Oneedso, a Word&i ng Gr ovu
ranging membership from the teaching force including Headteachers in various

sectors, staff association representatives and staff from the local authority.

The general remit of the group focused on establishing a process which was an

oentitl e meeeh as aarighd of access. The entitlement would be

expressed in streamlining the application of the process being meaningful in the

process itself and develop worth and value in outcome.

As part of the process of development, research/survey was undert aken of
current practice within establishments, and information on what was considered
most appropriate practice collated. There were also examples where
documentation had been streamlined and brought up to date to assist in this
process.
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Needs Identified

This general mandate focused on the concept of ownership with the person

being reviewed. This general concept focused on self -evaluation as the key

el ement and with the emergence of oOstandards
be the key element for profes sional reflection .

As the process developed, a number of principles consistent with the concept of
oentitlementéd wer e devel oped. -evdluators e princi
against standards, reflection and identification of evidence and the

development of strategies and priorities from this process. Furthermore, it was

agreed that in order to engage with the concept of continuing professional

development with medium term or long term targets would be required that

would be satisfied by a range of CPD activities.

Policy and Guidance

The policy developed gave consideration to the range of initiatives and
developments that had been undertaken in recent years and required to be
included within any new process. These included:

A Teaching Profession for the 21% Century

Commitments to continuing professional development

The concept of oO0Teachers for Excellencebo
Scottish Social Services Council recommendations

The maintenance of entittement model

The need to harmonise development cycles associated with improvemen t

plans and budgeting processesdcycles of development in three years

e Interim meetings on an annual basis

The guidance emanating from the policy gave practical advice on how these
elements would be integrated through exemplar documentation and focused on
the concept of continuing professional development, ownership and
responsibility. The engagement of standards which would allow reflection of
professional practice, was a key element. These nationally raised standards for
teachers included the Standar d for Full Registration, the Standard for Chartered
Teacher, the Standard for Headship and allowed a frame of reference for
professional dialogue. These standards would clearly identify appropriate
reflection on professional activity and allow common disc ussion on areas. From
these standards it would also involve a process able to identify strategies and
development priorities based on agreed evidence as illustrated within the
standards themselves. The development cycle for continuous improvement can
also be expressed in medium term (one year) and longer term (three years)
continuing professional development activities.
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It was also accepted that the new arrangements associated with Professional
Review and Development: A Professional Entitlement, would assist in moving
the service forward in terms of cultural change. This would include aspects of:

e Dispersed Leadership
e Professional Ownership
e Collegiality

These aspects could be carried through the process of review in the following
context. It was anticip ated that ownership of the process would lie with the
reviewee. The self -evaluation would clearly come from the reflection of
professional di al ogue associated with the
standards would allow professional discussion with a limited degree of personal
opinion. This was seen as a way forward in terms of collegiality. Other aspects
would impinge upon the review process including requirement to be clear on
evidence. This would allow reflection by both the reviewee and review ers
perspective where discussion should be based on evidence rather than opinion.
This was seen as helpful in professional discussion and dialogue on an ongoing
basis. It was also agreed that the process would owned by the reviewee who
would write up the ir recording arrangements and this would be agreed and
endorsed by the reviewer. Any workload issues associated with this process
would lie with the reviewee and this personal ownership would be a key
element. The outcomes associated with the CPD activities would be negotiated
with the line manager and responsibility would personally associate with the
reviewee and supported through the establishment and service.

Launch

Discussions on the new arrangements were undertaken with Head of
Establishment and arrangements established for a briefing/training programme.

The briefing/training programme would include emphasis on the key principles
identified in the Guidance and Policy, emphasis on the process rather than the
paper, establishment of high level and exp ectation of professionalism. This
would be delivered through briefing/training sessions to all Senior Managers in
the case of Primary/Nurseries in cluster groupings and in the case of
secondaries, through negotiation and through Senior Management Teams and
Faculty/Principle Teacher.

Phasing In
It was agreed that the process would take time to integrate within current
arrangements and that the phasing in would be on the basis of current cycles ie

when a new review cycle was about to be undertaken, the new process would
be established.
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It was also agreed that the implementation would be subject to ongoing review
in the initial year. This would allow any refinement of documentation and
observation on issues that require clarification. Furthermore, document ation in
terms of review had been established based
more locally based review papers were also established where standards did not
yet exist. It was agreed that they would be informal and official guidance and
be supplemented with job descriptions/specifications where necessary. This
would allow all staff to have opportunities for professional dialogue based on
current arrangements and tasks within their remit. Future arrangements would
also include the development of additi onal self-evaluation tools which would be
helpful as the process evolved

Conclusion

The process of review of Policy and Guidance has been one of professional

reflection. The process has allowed alternative arrangements which embody

professionalism in the 21* Century. The methodologies used within the review

process clearly reflect devel opments that ar
Mentoringd and assist in developing high qual

Initial reactions in practice have been inc redibly positive with staff comfortable
with the streamlined process and clearly responding to the neutrality of
reflection on professional standards. Furthermore, this reflects the emerging
developments with staff entering the profession who are commonly reflective
against the standard for full registration. As time moves on, this will be a
common and enlightening process for the profession.
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Case Study 4

Jim Keegans - Project Lead, Flexible Routes to Headship and
member of the National CPD Team.

Flexible Routes to Achieving the Standard for Headship

A coaching culture is integral to this pilot programme in support of those
aspiring to headship. Each participant is supported in their progress towards
achieving the Standard by a professional development coach. The role of the
coach is explained here.

The role of coaching

The Scottish Government following extensive consultation is currently piloting
the Flexible Routes programme for achieving the Standard for Headship. The
pilot consists of 3 cohorts of 10 participants each, and involes 5 Local
Authorities. The aim of the pilot is to encourage more individuals to aspire to
headship by offering choice and flexibility. Each participant is supported on the
programme through the appointment at Authority | evel of a Professional
Development Coach.

The overall vision of the Flexible Routes programme is to develop the leadership
potential of aspiring headteachers in Scotland through high quality professional
development coach support. Coach objectives in the programme are to support
and challenge participants in the process of self evaluation against the Standard
for Headship, to support in the construction of individual Professional Learning
Plans, to address and respond to individual CPD needs, to engage with
participants during a period of formative assessment in progress towards the
Standard, to engage with participants mainly on 1:1 face to face contact, and
to provide opportunities for networking of participants on a formal and informal
basis.

The coach role has involved setting up a rhythm of coaching sessions with
participants on a frequency of one session every 2 -3 weeks although this can
vary dependent on individual need. Emotional Competence evidence for
individuals from the equivalent of a 360 analysis is used by the coach and
participant in the process of self evaluation and linked to CPD needs. This is a
unique coaching initiative providing active coaching and an opportunity for in -
depth 1:1 relationship. Evaluation indicates that participants val ue the contact
with the professional development coach. Good working relationships have been
established on the basis of honesty, integrity, respect, trust and confidentiality

as essential attributes. Coaches require to be approachable, to have good
listening skills, to build confidence and encourage, and to be alert to
participants' sensitivities and sources of vulnerability. As a consequence of their
experiences, several participants on the programme are developing coaching
techniques and are developing a coaching culture to contribute to improveme nt
in their own school.
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The coach is perceived as operating a multiple role as coach, mentor, assessor,
tutor and facilitator. Some coaching can occur in school, 'in situ’, which is an
area for further explorat ion and likely to be a feature of any future programme.
Training of the coaches has been necessary for success, confidence of coaches
and the quality of support for participants. The varied and flexible role of the
coach with ongoing training ensures that this as a professional development
opportunity for the coach. The programme means a significant contribution to
capacity building of coaching at Local Authority level.

Personal qualities and professional skills of the coach are critical to the success
of the coaching process in the Flexible Routes pilot. The coach requires to be
experienced at senior level in leadership and management, to have experience
or an awareness of coaching skills and theory, to have an adequate body of
knowledge on educational li terature and how critical reflection can influence
practice, and to be aware of their own professional needs as a continuing
learner in the process of coaching. Early evaluation indicates that high quality
coaching has a significant impact on the professio nal development of
participants.
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