Professionalisation of the Learning and Skills Sector

ACM’S response 
The Association for College Management is the TUC affiliated trade union and professional association that champions, represents and supports managers in the post-16 education and training sector.  Our membership embraces academic and business managers at several levels including principals.

ACM’S response to the Government consultation on the Professionalisation of the Learning and Skills Sector 

CPD entitlement for staff in service: key points 

· We warmly welcome and support this recommendation

· Colleagues in colleges are deeply concerned about how this initiative will be resourced.  We recognise that there is also scope for colleges to reconsider how they determine and prioritise their training budget.
· For this entitlement to be of the greatest value to individuals, colleges and the sector as a whole, it should be integrated into colleges’ own processes including colleges’ performance review and staff development systems.

· As the consultation document suggests it is important that this entitlement is not met through a mechanistic tick box response.  Individual colleagues’ professional development should be an individual and personalised programme based on an analysis of their learning needs, present and future, articulated with the institutional needs of the college. 

· Professional development should be worthy of its name and should nurture an interior sense of professionalism. The main characteristics of a strong professional identity are: clear values; self motivation and responsibility; a commitment to the service and service excellence; an engagement with professional learning; respect for students, colleagues and other stake holders.   The creeping culture of central control while based on a concern to promote the highest standards has unwittingly tended to replace individual responsibility with external micro control. Excellence best springs from an interior identity as a committed professional. 

· The underpinning model of professional development should not be narrowly competence based but should embrace values, broad capabilities and knowledge as well as competences. 

· It is unlikely that the whole range of professional development needs can be met through a one size fits all approach, such as a programme of training sessions in ‘administration’ week.  Although a good deal of attention is paid to the quality of training, generally there has been less research and enquiry into the best models of training delivery, and this would be very useful. 
· In the current context with its emphasis on employer engagement one important aspect of professional learning will be vocational updating through work shadowing and placements. Proper provision should be made for this urgent area of professional need. 

· Consideration should be given to the development of a national template for recording professional development activity that colleges might choose to use.  This must be as lean and straightforward as is compatible with monitoring the new entitlement. We attach an example of a PCD record that the Association has developed for college managers. 

· The entitlement and associated monitoring should connect seamlessly with the operations of the Institute for Learning.  It is important that the IfL does not impose excessive monitoring and additional record keeping on colleagues.  In particular it is essential that it does not replicate record keeping by requiring colleagues to keep records that they are already maintaining (though in a different form) for their colleges. It would be inappropriate for the Ifl to expect their procedures to override those of colleges. Any national system should embrace all groups of staff.
· A college’s programme of training should include all staff and not be focussed only on teaching staff.  The development of business support staff is equally important to the development of a professional workforce in the sector.  Research by this Association suggests that colleges have a poor record in offering basic skills training to their least skilled, lowest paid staff, and this situation needs urgent attention.  Principals’ entreaties to employers to offer their employees training opportunities ring hollow in this context. 
The Principals’ Qualification 

· This qualification must be informed and shaped by the experience and knowledge of the sector (principals, senior managers and the representative organisations such as ACM).
· It is essential that this is NOT an off the stocks product, as that would be poor practice of the kind that colleges have largely abandoned.  The qualification must offer what is needed by the sector’s future leaders:  not what is on the shelf, nor what people removed from the sector think it ought to look like. 
· The learning model should be predominantly work based, individualized and personalized rather than a predominantly residential experience. 
· Since the principals’ qualification should be articulated with the LLUK management standards,  the review of the latter is now a priority. 

· The qualification should be flexible, allow for accreditation of prior learning and experience, and be tailored to individual need. 

· The qualification should be offered at an affordable price as it is likely that individuals will be paying for themselves.  After all it is unlikely that a college will feel justified in paying several thousand pounds for their vice principal to study for the principals’ qualification, given that successful completion will probably mean that that person will move on and their learning be lost to the college.  Colleges will consider the opportunity costs too: for the price of putting one individual on the principals’ qualification, the college could put all their managers’ on the ACM professional development programme for managers.
· Account should be taken of the needs of serving principals who wish to move to a bigger college. Their present college is unlikely to support their participation in the programme if their objective is to find a principal role in a larger organisation. For principals who move to bigger colleges, there needs to be some flexibility that grants them a transition period in which to acquire the qualification. 

· It is important if the sector is to achieve its goals pertaining to diversity to continue with the subsidies that enable colleagues from ethnic minorities to take up places on this learning programme.  
· Both assessment and assessors must be credible to the sector.  With regard to the assessors this will include good knowledge and experience of the college sector.  

· This is not a learning programme for serving principals. Some attention needs to be given therefore to the learning needs of this group and appropriate professional development.  
Nadine Cartner

June 2006 

ASSOCIATION FOR COLLEGE MANAGEMENT 

RECORD OF CONTINUING PROFESSIONAL DEVELOPMENT FOR MANAGERS

How to use this record of professional development 

This document is brief and to the point as we are conscious that colleges and other providers will often  have systems such as performance review in place similar to  the process captured by this document.  We do not aim to burden colleagues with additional unnecessary paperwork, but colleagues may find this a helpful template for recording their professional learning.  

The aims of this record  are

· To help individual colleagues to reflect on and analyse their professional development needs, present and future

· To serve as a record of professional development activities

· To provide evidence of professional learning in the context of the national 30 hour CPD entitlement 

How to complete the record of professional development  

· The primary function of this document is to offer you an opportunity to reflect on your professional development needs in relation to your current job role, the needs of your institution, and your future aspirations. Keep your journal up to date on at least a termly basis.  

· The left hand, vertical column of the record  lists 5  key areas for professional learning.  The top horizontal row raises issues about your professional development activities and practice over a  year.   

· Complete the record in relation to the areas that have been the focus of your professional development in the relevant time period.  Bullet points are usually appropriate . 

RECORD OF  PROFESSIONAL LEARNING AND DEVELOPMENT                                                                       SEPTEMBER 2006 – AUGUST 2007

	Development areas 
	Professional development activity  
	Key learning points 
	Key strengths 
	Further  learning needs and professional development plans  
	Hours , & accreditation (if any) 

	Understand, commit and live  professional values 

	
	
	
	
	

	Envisage, plan and operationalise learning environment and strategy  
	
	
	
	
	

	Inspire, lead and manage  teams and individuals 
	
	
	
	
	

	Develop and deliver curriculum; enhance subject knowledge; understand how people learn. 
	
	
	
	
	

	Define, plan for and achieve  excellence 
	
	
	
	
	

	Manage resources 
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