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A partnership of schools & colleges developing 
world class, evidence-informed professional learning 

 

With peer audit, expert guides and tools, networking events 

and Lesson Study, this is a network with the power to raise 

attainment, reduce inequality, and transform your 

organisation. 
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ABOUT THE TEACHER DEVELOPMENT TRUST 

The Teacher Development Trust is the independent national charity for teacher training and professional 

development. Launched by teachers in 2012, the Trust works with government, schools and colleges, 

subject associations, teaching unions, universities as well as many profit and non-profit organisations from 

across the education spectrum. We are primarily UK focused but have substantial international links and 

relationships. 

Teacher Development Trust 

49 ð 51 East Road, London, N1 6AH 

020 7250 8276 

enquiries@TDTrust.org 

http://www.TDTrust.org/ 

mailto:enquiries@TDTrust.org
http://www.tdtrust.org/
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Executive Summary 
There is huge pressure on schools and colleges to improve the quality of teaching and create better learning 

outcomes for young people. Research shows that the most effective way to achieve these goals, while also 

improving staff morale and engagement, is through high quality professional development. However, while 

this is easy to accept it is very hard to implement. 

The National Teacher Enquiry Network has been created to support organisations that are facing up to 

these challenges. It is a collaborative partnership of schools and colleges focused on innovation and 

improvement through highly effective and evidence-based staff professional development and learning. It 

has been developed alongside schools, in consultation with experts, through a series of pilots supported by 

the National College for Teaching and Leadership and the National Union of Teachers. Our members shape 

and develop our work and are committed to the principle of peer-to-peer support.  

 

Our Network includes organisations with world-leading reputations for outstanding professional 

development as well as schools and colleges that are just at the start of their journey. It is a network designed 

for every member of staff in your organisation.  

Membership is graded according to institution size and prices range from £1000 to £2500 depending on 

the number of learners. We offer intensive, school-wide impact for less than half the cost of a typical Masters 

programme for a single teacher. 

Membership of the National Teacher Enquiry Network is a powerful tool for sustainable, staff-led 

improvement.  Apply today and become part of our family of schools and colleges that are committed to 

sustainable progression powered by ongoing professional learning and development.  

CPD Quality Peer Audit 

A peer-audit against our CPD Quality 
Framework with Bronze, Silver and Gold 

awards for excellent practice & policies. 

Peer-to-peer support 
Connect with like-minded schools and 
colleges to observe and develop 
outstanding practice at our six national 
conferences. 

Rigorous evaluation & research 
Engage in both small and large-scale 
research, access evidence, implement 

quality evaluations and interventions. 

NTEN Lesson Study 

Comprehensive tools and support to 
implement a world-leading system of Joint 

Practice Development. 

Research access 
Gain full text access to over 1800 
educational research journals to ensure 

you stay at the cutting edge. 

A powerful voice 

Have your views around staff development 

represented at the highest levels. 
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The Need to Work Together 
W H Y  W E  N E E D  A  N E T W O RK  O F  P R O F E S S I O N A L  L EA R N E R S 

THE BACKGROUND 

A top-down system 

Schools and colleges are under constant pressure 

to get their staff to ôperformõ in certain ways and 

to use their resources to satisfy central priorities.  

With the reduction in power of Local Education 

Authorities there has been an ever-growing 

emphasis on central measures of accountability 

with league tables driving organisational 

behaviour. Increasingly, schools and colleges are 

also being held to account for their ability to 

narrow the gap in outcomes between those 

children from disadvantaged backgrounds and 

others. Inspections are focusing on the quality of 

teaching and the allocation of resources as well as 

the effectiveness of leaders in improving both of these. Parents are relying more than ever on inspection 

and accountability data to make their choices and schools and colleges are under pressure to design 

activities in a way that will look good to parents and local media. 

All of these pressures have led to an explosion of training that is done òtoó teachers, a reduction of 

professional autonomy in the classroom and a growing frustration. This frustration has been felt both by 

leaders who are struggling to juggle so many competing agendas, and by staff who are struggling to deal 

with ever-changing demands. 

A need for collaboration  

The phenomenal success of the London Challenge1 showed us that simply piling on the pressure to schools 

and colleges is not enough to help them improve. Organisations thrive when they challenge and help each 

other, holding their peers to account while fostering a sense of joint responsibility and mutual support. There 

is also robust evidence to show that teachersõ power to improve their own practice is dramatically enhanced 

by carefully structured collaboration. This model of professional development holds the key to sustainable 

improvement for schools and colleges ð we need to enable leaders to inspire staff to be the drivers of 

improvement rather than mere delivery mechanisms. 

                                                
1 A programme of support and partnership which ran from 2003 http://www.ofsted.gov.uk/resources/london-challenge 

http://www.ofsted.gov.uk/resources/london-challenge
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A history of  CPD that doesnõt ôstickõ 

Despite the strong evidence of what works well for improving teaching and learning, the habits of disjointed, 

one-off CPD, insufficient evaluation of impact and lack of robust research evidence have proven hard to 

shift. School and college leaders have struggled with the challenge of profoundly changing their model of 

professional learning into one with much greater, positive impact for teachers and learners. 

THE EVIDENCE 

Why professional development? 

We know from Viviane Robinsonõs research2 that the most effective way that leaders can improve outcomes 

for children and young people is to focus on professional development. It may be surprising, but focussing 

on this rather than on the quality of teaching alone brings greater improvement for learner outcomes. This 

chart summarises the research findings: 

 

We also know from Sutton Trust research3 that the difference between the effect of poor teaching and that 

of highly effective teaching is just under half a yearõs extra progress for most students. Those from 

disadvantaged backgrounds are particularly affected: they stand to benefit even more than their classmates 

from effective teaching, but are similarly more sensitive to poor teaching. This underscores the need to raise 

the quality of teaching. 

 

                                                
2 Robinson, V.M.J., Lloyd, C., & Rowe, K.J. (2008). The impact of leadership on student outcomes: an analysis of the 
differential effects of leadership type. Educational Administration Quarterly, 44(5)635-674 
3 Machin, S., Murphy, R., Hanushek, E. (2011). Improving the impact of teachers on pupil achievement in the UK ð interim 

findings. http://www.suttontrust.com/public/documents/1teachers-impact-report-final.pdf 
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http://www.suttontrust.com/public/documents/1teachers-impact-report-final.pdf
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Finally, we know from the EPPI-Centre studies in to Collaborative Professional Development4 that when 

professional development is carried out effectively it has a host of benefits for both staff and students. 

Benefits for staff Benefits for children and young people 

Greater self-confidence and belief in ability 

to make a difference 

Improved overall motivation & confidence, 

improved participation,  

greater satisfaction with work 

Greater enthusiasm for  

collaborating with colleagues 

Improved learning, enhanced performance in tests, 

greater ability to decode texts  

and more fluent reading 

Greater commitment to changing practice 

and willingness to try new things 

Increased sophistication in responses to questions 

and better organisation of work 

 

Together, these studies provide a compelling case that every school should be prioritising the professional 

development of its staff in order to bring about profound and lasting improvement. 

What makes professional development and learning effective? 

A number of studies5 have shown that effective professional development that raises student attainment has 

certain characteristics. These characteristics form a process that is sometimes known as ôJoint Practice 

Developmentõ (as espoused by David Hargreaves et. al.) or ôCollaborative Enquiryõ: 

¶ It focuses on studentsõ learning needs (as well as the practitionerõs needs) 

¶ It is collaborative (e.g. triads of teachers) and driven by staff 

¶ It involves external support and challenge from experts and peers 

¶ It is sustained over a long period of time (estimates of minimum time vary from around 30 to 50 

hours) 

¶ It integrates theory and practice in a way that is relevant to the practitionersõ work 

¶ It is subject to on-going and continuous formative evaluation of impact by the participants. 

By combining the most effective professional development with a focus on the most effective, evidence-

informed approaches to teaching, you create a powerful driver for improvement in schools and colleges. 

THE VISION 

Teachers as professionals and learners 

We are creating a partnership of organisations who believe in growing the professionalism of their staff in 

order to raise attainment and reduce educational inequality for our young people. In doing so we are 

challenging the myth that teachers need to be ôtrainedõ and manipulated in order to improve their practice. 

Our model of professional learning places teachers at the heart of their own development, constantly 

evaluating and improving their practice to fulfil their vocation and help learners succeed. 

We believe that staff members need to nurture and challenge themselves with sustained and on-going 

learning, to model the habits of enquiry that they expect from the young people they work with. 

                                                
4 Cordingley, P. et. al (2003-2007) http://eppi.ioe.ac.uk/cms/Default.aspx?tabid=274 
5 This includes the EPPI studies (ref 4) plus Timperley, H. et. al (2007) Teacher professional learning and development, Best 

Evidence Synthesis. http://www.oecd.org/edu/school/48727127.pdf 

http://eppi.ioe.ac.uk/cms/Default.aspx?tabid=274
http://www.oecd.org/edu/school/48727127.pdf


National Teacher Enquiry Network 

 

Page 6 

 

Engaging with research and rigorous self-evaluation 

Members of our Network believe that research is something that all staff should engage in, both as avid 

consumers of evidence of effective ways to improve teaching, and as collaborators in new and innovative 

studies.  

We are working to raise the bar when it comes to evaluating the impact of our own learning. We will do 

this by enhancing subjective and professional judgements of effectiveness with objective and standardised 

measures of impact.  

Our unique approach 

The National Teacher Enquiry Network is focused sharply on improving teaching and learning through higher 

quality professional development ð and nothing else. There are many networks and groups of organisations 

that look at all aspects of operation: resourcing and finance, examinations, curriculum, IT systems, legal 

issues, etc. Unlike other networks our mission is to help our members keep a laser-sharp focus on the work 

that has been shown to make the biggest difference to pupil outcomes ð effective development of staff.  

Some of our members retain their membership of other school improvement networks ð they benefit from 

our additional support, peer audit, Lesson Study tools and our focus on professional learning in order to 

augment their work in other areas. We continue to work especially hard to ensure that the National Teacher 

Enquiry Network complements, supports and enhances the work of Teaching School Alliances and we are 

delighted to have the National Collegeõs Research & Development Network Senior Manager advising and 

supporting our work right from the pilot stage.  
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Building a learning organisation 
E M P O W E R I N G  Y O U R  S T A FF  T O  M A K E  A  D I F F E R E NC E 

ACCREDITATION 

The Framework 

We have developed a framework to help you 

develop the quality of CPD practice in your 

organisation. It is built on the work of the 

Training and Development Agencyõs former 

regional CPD network and has been written with 

advice and guidance from our expert Advisory 

Group. The framework looks at the following six 

areas: 

¶ Leadership and culture 

¶ Focus on Learning and Pedagogy 

¶ Evaluation of impact 

¶ Support and challenge 

¶ Processes, systems and resourcing 

¶ Research, innovation and evidence 

We have deliberately set high standards in a number of areas and would expect the majority of members 

of the network to be working towards the Bronze level when they first join. We have placed significant 

emphasis on the quality of the research, evidence and evaluation methods that are used, and the framework 

is underpinned by a vision of staff members leading their own professional learning. 

The framework will be under constant review and development by our members. We will be looking for 

ways to raise the bar further, supporting our most outstanding institutions to become world leaders. 

The Peer Audit 

All organisations in our network receive a free peer audit against our evidence-based CPD Quality 

Framework when they join, in order to help them to fully understand their current position on the CPD 

improvement journey. The audit is repeated at the end of each year of membership in order to allow you 

to track and evaluate progress you are making. The audit has three elements: 

¶ A self-evaluation form completed by the leadership team 

¶ An online, whole-staff survey to examine attitudes and experiences on the ground 

¶ An assessment visit from another member organisation with a series of interviews and discussions to 

help you understand your strengths and areas for development and to tease out differences 

between senior leadersõ views and those of staff members. 
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The assessment visit is carried out by a 

representative from another member organisation 

who has received training in the audit process. Each 

member commits to carrying out two peer audits 

per year of membership in order to help them 

reflect on their own practice and form mutually 

beneficial relationships. 

The Repor t & follow -up 

Following the collection of data you will receive a brief report to highlight key strengths and areas for 

development. If your organisation achieves one of our ômedalõ levels then we will issue a certificate. 

 
The report highlights the differences between SLT self-diagnosis (purple boxes)  

and staff perceptions (grey shading). 

 
Staff survey results are broken down so that you can see the range of perceptions. 

These are mapped against our quality framework. 

 òThe NTEN Peer Audit process 

will help schools ensure teacher CPD 

effectively meets learnersõ needsó 

@GrahamFrost1 ð Headteacher, Robert Ferguson 

Primary School, Carlisle 
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Based on your report we will ask you for up to 

three key development areas which we will 

publicise on the Network membersõ area so that 

other organisations can connect with you. We 

will use this information when working with our 

members to design our programme of events 

and in the development of resources and 

support. 

We will publicise the strengths that have been 

identified from the audit process in our 

directory of outstanding practice.  

Fur ther progression 

Members who wish to receive further in-depth external analysis, advice and support in order to further 

develop their approach to professional learning may wish to take advantage of a discount on the Skein 

programme from our partner organisation, The Centre for the Use of Research and Evidence in Education 

(CUREE). This in-depth evaluation and progression service can help our members continue their journey: it 

provides a nationally benchmarked analysis of your organisation and a follow-up package including 

customised tools and resources and a detailed progression plan.  

Evidence from the peer-audit process and from the Skein programme will be used in continuing to grow and 

develop the Networkõs evidence base for effective practice which we will share with members through 

regular updates.  

  

 ò[The Audit] is well presented...and 

transparent. It is personalised and very 

clear that it is based on evidenceó 

Tessa Blair, Vice Principal,  

Bethnal Green Academy, London 

 òGreat day reviewing professional learning 

culture @wroxhamschool with @NTENetwork 

Highly recommend this audit process.ó 

@AlisonMPeacock ð Headteacher, Wroxham School, Hertfordshire 
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Collaborative Improvement 
B E T T E R  P R O F E S S I O N A L  D E V E L O P M E N T  N E E D S  T EA M W O R K 

TEAMWORK WITHIN SCHOOLS AND COLLEGES 

The NTEN Lesson Study Approach 

At the heart of the National Teacher Enquiry Network is 

the idea that the best professional development occurs 

when teachers collaboratively plan lessons and observe 

and reflect on the effect of the teaching activities on 

learners. Professor David Hargreaves calls this process 

Joint Practice Development and says6: 

òIt captures a process that is truly 

collaborative, not one-way; the practice is 

being improved, not just moved from one 

person or place to another.ó 

The Japanese Lesson Study model is a fantastic example of such teacher enquiry and has been advocated 

in the UK for some time both by the National College for Teaching and Leadership and its predecessor 

organisations. We are fortunate to be working with one of the world experts in Lesson Study, Professor Pete 

Dudley, who has helped us shape and develop our programme within the Network. 

Our own NTEN Lesson Study model combines this collaborative approach with a rigorous use of evidence 

and comprehensive evaluation of the impact on learners. It was piloted in a project supported by the 

National Union of Teachers and the National College and in partnership with the Wroxham Teaching School 

Alliance. 

 

                                                
6 Hargreaves, D.H. (2011) Leading a self-improving school system. 

http://dera.ioe.ac.uk/10429/1/download%3Fid%3D154604%26filename%3Dleading-a-self-
improving-school-system.pdf 

ò[There is huge] impact in working alongside in a lesson rather than at the back with a clipboardó 

òProfessional conversations were really enhancedó 

 òThe pedagogical discussions weõre having around the staffroom  

simply wouldnõt have happened beforeó 

òA girl whoõd almost never existed for me in my PE lesson is now loving her lessons  

ð sheõs even started coming to athletics club after schooló 

Quotes from NTEN Lesson Study Pilot members discussing the results of their projects. 

http://dera.ioe.ac.uk/10429/1/download%3Fid%3D154604%26filename%3Dleading-a-self-improving-school-system.pdf
http://dera.ioe.ac.uk/10429/1/download%3Fid%3D154604%26filename%3Dleading-a-self-improving-school-system.pdf
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The NTEN Lesson Study approach 

1. A triad of teachers focuses on a single class and identifies an educational or behavioural need.  

2. As part of the NTEN they receive full-text access to over 1800 research journals and they use this, 

plus support from a trained mentor, to identify the most effective and efficient approach to take 

to change their teaching in order to fulfil this need. 

3. This is turned in to a clear research question of the type òHow effective is [intervention X] at 

improving [outcome Y] in [cohort/class Z]ó.  

4. The group is guided to choose a range of evaluation approaches which include both objective 

and nationally standardised measures (where possible) as well as more qualitative data. We 

provide access to a library of objective approaches to testing from major partners such as CEM 

Centre and GL Assessments. Some of these are exclusively available at class-level through our 

network.  

5. The triad test their understanding of the educational need by devising some in-class exercises and 

predicting the reactions of two or three ôcase studyõ pupils. They use this to refine their definition of 

the issues and help target the chosen intervention. They also gather baseline data to enable them 

to fully evaluate the impact of their chosen intervention. If possible, they identify a control group 

to act as a comparator. 

6. The triad now engage in a cycle of lessons (or segments within the lessons). In each one they plan 

a series of activities to implement the intervention, then predict the reactions/outcomes of the 

chosen case pupils. One of the members teaches the lesson while the others observe. They meet 

shortly after to compare their predictions to the reality and reflect/discuss why this is (with 

reference to the underlying research) and what they should do next. They plan the next lesson and 

repeat the process until they feel they have made sufficient progress. 

7. Once they are confident they have mastered the approach, each member of the triad engages 

with two other teachers to help them plan the refined approach in to their own lessons ð this is a 

highly effective way to disseminate and embed the practice. At the same time, they gather final 

impact data and calculate a statistical Effect Size, where possible. 

Research, evidence and innovation 

The NTEN Lesson Study model is a highly effective way of trying out, adapting and embedding teaching 

approaches from research. We give comprehensive guidance on finding evidence to tackle learning issues 

and we provide a wide range of tools and resources to ensure that the impact of new approaches can be 

measured and shared among the wider profession. 

The NTEN Lesson Study approach (combined with our evaluation tools) is also an excellent method of 

attempting innovative new approaches to teaching and learning in a disciplined and careful way. Once 

ideas have been shown to be feasible on a small-scale basis we can then encourage other members of our 

network to adopt and evaluate the approach as part of a larger scale trial in association with a higher 

education institution. 

We are frequently contacted by researchers looking to try out innovative ideas in schools. As a result, 

members of our network receive a range of opportunities to engage in high profile research and 

development.  

Suppor t and resources 

As part of the National Teacher Enquiry Network your organisation will have access to a large range of 

resources to help you implement NTEN Lesson Study. As well as guides and tools, we will be hosting events 

(both physical and virtual) to help you get the best results. We will also co-ordinate a programme of visits 

to see the process in action.  
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A screenshot from our online member-only NTEN Portal 

 

Some  pages from one of our comprehensive support guides. There are several guides tailored to  

your roles and responsibilities in implementing NTEN in your school. 

Our online NTEN Portal contains comprehensive guides for the NTEN Lesson Study participants as well as 

support and guidance for a mentor ð a trained member of staff who supports and challenges the 

participants, helps them locate evidence and construct a suitable approach to evaluation. Each member 

school or college should have one trained mentor although some schools may cluster together and organise 

mentoring centrally. We provide online training sessions and drop-in support for all mentors. 

 

 òJust working my way through 

NTEN resources. Wow, mind blowing! 

Really looking forward to the journey.ó 

@LeadingLearner ð Headteacher, St. Maryõs 

Catholic College, Blackpool 
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Sharing Excellence 
L E A R N I N G  F R O M  E A C H  OT H E R ,  L E A R N I N G  F R O M  T H E  B E S T 

EVENTS 

We run six national conferences per year where our members network, share experiences, discuss best 

practices, debate policy and receive further support 

for their audits and NTEN Lesson Study. Our events 

often feature ôTeachMeetõ-style sharing sessions 

where members bring examples of particularly 

interesting and notable practice and share these in 

quick-fire 3 or 6 minute presentations. 

Our current schedule of conferences features events 

near Milton Keynes and Newcastle and we 

endeavour to base all events at member schools and 

colleges around the country. We ask members to 

commit to sending a representative to at least three 

events during the year. 

We also run a regular programme of training and 

drop-in sessions to support our members throughout 

the CPD Peer Audit and NTEN Lesson Study 

processes. During these sessions we discuss practical 

steps for schools to get maximum impact from our resources and ensure that the institutionõs culture evolves 

to support effective innovation and evidence-informed practice. 

OUR COMMUNITY 

We encourage members to engage with each other on Twitter as well as with the wider education 

community. Our NTEN Portal has discussion areas and resource-sharing facilities to ensure that ideas can be 

shared and developed collaboratively. 

Some of our members work in local clusters (e.g. within a teaching school alliance or academy chain) and 

organise local events to discuss, share and develop practice around NTEN Lesson Study. We are developing 

resources to help the organisation and implementation of these events. 

NEWSLETTERS 
Our members receive a half-termly update with news, advice, case studies, research and opinion. We share 

key education and policy news and frequently invite members to contribute and share their own evidence 

and ideas. 

  

 

Chris Holmwood, Principal, Leadership and 

Training Centre,  

Shenley Brook End School, Milton Keynes 
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A National Voice 
C O L L E C T I V E L Y  I N F L U E N C I NG  A N D  S H A P I N G  P O L I C Y 

Meeting policy makers 

We organise regular discussions with influential 

policy makers and politicians. These include 

meetings with education ministers and shadow 

ministers, civil servants, and representatives of 

think-tanks and educational professional bodies. 

During these meetings a group of our members 

propose ideas and represent the opinions of the 

entire network.   

Updates 

Our regular member newsletters include updates 

and opinions on key policy developments relating 

to professional development. We frequently invite 

members and experts to contribute practical 

guidance on how members will implement and 

comply with new regulations. 

Debates 

In order to develop clear policy positions we organise debates and discussions at every conference. During 

these events we invite representatives from key policy bodies and ensure that membersõ opinions are not 

only heard but can also genuinely influence policy. 

 

  

 

John Stephens, Director of Teaching Schools at 

the National College, speaks at our launch event 

at the Houses of Parliament. 

 

Michael Gove, Secretary of State for Education, 

listens to a group of NTEN Members at the 

Department for Education in London. 
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What do NTEN schools say about membership? 

Meols Cop High School, Merseyside 

 

 

 

 

 

 

 

 

 

Blatchington Mill School and Sixth Form, Sussex 

  

Meols Cop is an ôOutstandingõ community high school for students 

aged 11-16. There are 720 students, 58 staff and 30 Teaching 

Assistants. The school signed up to NTEN to introduce Lesson Study 

as part of CPD. òThe idea of Lesson Study fitted in well with our 

schoolõs philosophy of lesson observations,ó said David Jones, Deputy 

Head. òWe have moved away from grading lessons in an OFSTED 

style way because we wanted to focus on the development and learning 

that was going on in the classroom.ó  

When David asked for volunteers for the Lesson Study pilot, he did 

not anticipate how popular it would become. With 27 teachers 

currently involved, and enquiries in Art, Maths and Science on the 

go, the practice has really taken off. 

  

  

  

 

Meols Cop regularly recommends NTEN to other schools, and believes that Lesson Study is a very 

credible theory in education. òI donõt think itõs a fad,ó says David. òIn our school we have seen the 

positives of working this way. It is something that we truly believe in because results show that it has 

been good for us.ó  

òI would certainly recommend that other schools read what members are saying about NTEN in their 

blogs, and listen to what other like-minded, forward-thinking teachers and schools have written about 

their experiences. For our part, we can say that our experience has been very positive.ó 

 

Blatchington Mill School and Sixth Form College is a comprehensive school 

and sixth form for students aged 11-18. There are 1,700 students and 110 

teachers.  

The TDTõs partnership with the EEF has given NTEN members opportunities to 

participating in funded field research projects. Blatchington Mill were 

involved in a study into engaging parents with school life through text 

messages. The study, run with Bristol and Harvard Universities, was 

òabsolutely fantastic for the schooló, according to Ashley Harrold, Deputy 

Head. òRather than try to roll it out ourselves, we have had someone do an 

academic piece of research with useful conclusions. In fact, the study 

suggested hugely positive results for parental engagement.ó  

òThe heart of NTEN is that you need to review everything that you do and 

evaluate how things have worked,ó explains Ashley. òThis is really how schools 

should be working, and NTEN really has been great in helping us do that.ó  

Sue Pinnick, the school CPD lead, agrees: òA Lesson Study vision has huge 

potential in our school. We have been training new mentors and are excited 

about having much more emphasis next academic year on peer observations 

and coaching.ó 
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Robert Ferguson Primary School, Carlisle 

 

 

 
 

 

 

Sidney Stringer Academy, Coventry 

 

 

 

 

 

 
 

 

 

 

 

To read more school stories, go to 

http://tdtrust.org/nten/nten-case-studies/  

Robert Ferguson Primary School is a mixed community primary school with 350 

students and 15 teachers. Despite having a strong foundation of CPD already in 

place, there were many advantages for the school in belonging to the national 

network.  

Joining NTEN felt like òa good way to formalise the schoolõs commitment to 

delivering what is objectively the best CPD,ó said headteacher Graham Frost. òWe 

want to encourage and support our hard-working teachers in their development, and 

also demonstrate to parents that we are determined to deliver the highest quality 

teaching for their children.ó 

One Lesson Study wave saw great results, improving Year 1 childrenõs confidence 

with speaking and listening, and the school is excited to run more enquiries in 

future. òWe would very much hope that other schools get involved,ó says Graham. 

òOur experience has been positive, and the idea of being part of a national network 

of like-minded schools is something that we feel would be really beneficial for us 

and many others. As early adopters of NTEN, we are excited to see the network 

grow in the future.ó 

When considering whether to join the network, Nico de Groot, Assistant 

Principle (Research and Development) highlighted one particular 

advantage of working with NTEN: òWe have always been good at 

supporting staff that were early in their career or that needed help. What 

we wanted was something that was going to engage our Good and 

Outstanding teachers, and keep them motivated in their jobs and satisfied 

at work. Through discussions with these individuals, we felt that NTEN and 

enquiry was the best way to do that.ó After trialing lesson studies on a 

departmental level, it was the high-quality support for enquiry and the 

networking opportunities that NTEN provides that were the standout 

reasons for the school to sign up. 

  

 

 

 

 òThere have been lots and lots of opportunities that have opened up for our school through our 

involvement with NTEN,ó explains Nico. óI would tell that to any school that are undecided about 

joining, and would certainly recommend the experience - we love it.ó 
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Join Us 
HO W  T O  B E C O M E  A  M E M B E R 

THE BENEFITS 
By becoming a National Teacher Enquiry Network member organisation you will gain access to: 

1. A peer audit against our CPD Quality Framework, with Bronze, Silver and Gold awards for 

excellent practice. 

2. Comprehensive resources to help your staff engage in NTEN Lesson Study with support for 

evidence- and research-based teacher enquiry along with a rigorous approach to evaluation of 

impact. We have a growing bank of resources to target this approach at effectively closing 

attainment gaps. 

3. A series of national conferences to foster networking and sharing of ideas. 

4. Access to a national network of like-minded schools with partnerships and visits to observe and 

develop outstanding practice. 

5. Shared resources to help your school improve policies and practices around professional 

development, performance management and introducing innovation. 

6. A strong, collective voice with the capacity and opportunity to influence policy makers. 

THE TIMETABLE 

We run two cycles or ôwavesõ of NTEN Lesson study within each academic year: 

¶ Wave 1: September Ą February 

¶ Wave 2: January Ą July 

Regardless of when you choose to join the network, your membership period will encompass two full 

cycles, i.e. your membership will be ready for renewal in either February or July. 

THE COSTS 

We are able to offer annual membership of our transformative network at less than half the cost of a 

typical Masterõs programme for a single teacher. This outstanding value is possible due to our status as a 

non-profit-making independent charity. 

Organisation Size Annual Cost 

Up to 500 learners £1000 

Up to 1000 learners £1500 

Up to 1500 learners £2000 

Over 1500 learners £2500 
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OUR COMMITMENTS 

As the national charity for effective professional development we are dedicated to ensuring that this 

network will: 

¶ Always advocate evidence-informed approaches to professional learning based on the most up-

to-date research. 

¶ Be led by the needs of our members. 

¶ Pursue peer-to-peer improvement supported by the top experts in the field. 

¶ Act as a powerful advocate for the importance of professional development in policy-making and 

ensure our membersõ voices are heard at the highest levels. 

¶ Deliver outstanding value for money. 

YOUR COMMITMENTS 

This is a partnership of like-minded schools and colleges who are working with their peers to improve 

professional development. As a member of the National Teacher Enquiry Network your organisation needs 

to: 

¶ Demonstrate that the Senior Leadership Team fully supports the organisationõs membership of the 

National Teacher Enquiry Network and is committed to proactively improving the way it carries 

out professional development. 

¶ Agree to support the principle of networked peer-to-peer support. 

¶ Agree to have a member of staff attend at least one CPD Audit online training session per year 

and one NTEN Lesson Study mentor online training session. 

¶ Agree to carry out at least two CPD Peer Audits per year in order to network, enhance your 

ability to self-assess and support other membersõ assessments. We will endeavour to ensure that 

these occur at convenient times and at schools which are within reasonable travel distance. 

¶ Agree to share your CPD development targets on the Network members' area so that members 

can be matched together by our Network Co-ordinators based on their needs and aims. 

¶ Agree to provide a designated senior leadership contact for the network ð the Liaison Officer. 

¶ Share progress updates and examples of good practice with other members of the Network.  

¶ Provide a Lesson Study Mentor, who will commit the equivalent of an hour a week to supporting 

the implementation NTEN Lesson Study. 

Further information about commitments to be made by different staff is given overleaf. 
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Role Actions, opportunities and commitments 

Senior Leader The National Teacher Enquiry Network can support you in transforming the 

culture of teaching and learning in your school. The senior leadership team 

plays a vital role in maximising the benefits of the Network. NTEN should be 

embedded in to the school development plan and the vision for the school. 

This should include a commitment to:  

¶ Creating a culture where teachers collaboratively drive their own 
improvement, where innovation and disciplined risk-taking are 
encouraged, and where improving learning becomes the central aim of 
professional learning and development. 

¶ Engaging fully in the CPD Peer Audit process, both in reflecting deeply 
on your own culture and procedures and also in supporting other 
members to do the same. Publicly share and commit to the process of 
improving and prioritising CPD with your staff. 

¶ Engaging with the NTEN Conferences, sending at least one member of 
staff to at least three out of the six annual events in order to network, 
learn and share ideas. 

¶ Allocating sufficient staffing, time and resources to enable a small 
number of colleagues to pilot the NTEN Lesson Study process with a view 
to growing and spreading this practice across your institution. 

Liaison Officer This role should be taken up by a member of SLT ð the CPD Lead or 

Teaching & Learning leader is ideal. This member of staff will take on key 

responsibility for implementing the CPD Peer Audit and NTEN Lesson Study 

as well as liaising with the Teacher Development Trust. The Liaison Officer 

should attend at least one of our six national conferences.  

CPD Peer Auditor At least one member of staff should attend online training to learn how to 

audit other NTEN members. This process helps your institution connect with 

other members, reflect on your own practice, and supports the development 

of the network as a whole. 

NTEN Lesson 

Study participants 

Any member of staff, no matter what their career stage, can engage in 

NTEN Lesson Study. Small groups (triads are ideal) engage in this deeply 

reflective and developmental process over approximately one term. The 

groups engage in collaborative development of evidence-based practice 

using the NTEN Lesson Study tools. The process is carefully evaluated and 

there is a highly effective dissemination process at the end of each project. 

The group needs at least an hour per week of dedicated and protected 

meeting time as well as opportunities to undertake joint lesson observation at 

least once per fortnight. There are more details in the NTEN Liaison Officer 

Handbook. 

NTEN Lesson 

Study Mentor 

Each group of NTEN Lesson Study participants should be guided, supported 

and challenged by a mentor. This role should be played by a more 

experienced member of staff with, ideally, some more experience of action 

research, academic study and/or coaching. 

Other staff All staff members have access to TDTõs unique online resources and library of 

research. The Liaison Officer should distribute our half-termly NTEN Update 

which contains news, research and inspiring examples of outstanding teacher-

led development. 

http://nten.tdtrust.org/course/view.php?id=2
https://www.dropbox.com/s/7uuegkwqhk5jf2n/NTEN%20Liaison%20Officer%20Handbook.pdf
https://www.dropbox.com/s/7uuegkwqhk5jf2n/NTEN%20Liaison%20Officer%20Handbook.pdf
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Appendix 
T H E  C P D  Q U A L I T Y  F R A ME W O R K 

 
 BRONZE SILVER GOLD 

1a 

 There is a clearly defined 
organisation-wide CPD leader in 
charge of resourcing and policy 

 There are opportunities for some 
staff to give their input into planning 
priorities & policies for professional 
development 

 There is a clearly defined CPD leader or 
co-ordinator in each department or team 

 There is an attempt to involve all staff in 
the setting of organisational priorities & 
policies for professional development 

 All staff engage in collective decision-
making on professional development 
priorities & policies for the organisation ð 
there is distributed leadership 

1b 

 The CPD leader demonstrates a 
sound understanding of the basic 
principles of effective CPD 

 The senior leadership team 
articulates a vision of effective 
professional development 

 All senior and middle leaders and some 
staff demonstrate understanding of the 
principles of CPD 

 Some leaders are deliberately and 
openly modelling the characteristics of a 
successful professional learner 

 All staff demonstrate an understanding 
of the basic principles of effective CPD 

 Senior and middle leaders pro-actively 
model professional learning ð they are 
ôlead learnersõ and take a lead in engaging 
in potentially sensitive or vulnerable 
processes  

1c 

 There are some examples of links 
between CPD resourcing and 
commissioning decisions to the 
organisation and departmental 
development plans 
 

 Some whole-organisation CPD strategy is 
explicitly and clearly linked to the 
organisationõs development plan 

 Some departmental CPD resourcing 
decisions are aligned with the departmental 
development plans and Performance 
Management processes 

 All whole-organisation and 
departmental professional development is 
chosen to carefully balance the needs of 
wider development plans with individuals 
needs and interests 

 

Leadership and Culture 
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 BRONZE SILVER GOLD 

1d 

 Many staff feel they are able to 
positively influence the quality of 
teaching and learning in the 
organisation 

 All staff members feel they have 
opportunities to positively influence 
teaching and learning quality across the 
organisation ð some of them can give 
examples where they have done so 

 Every teacher a leader and ôchange 
agentõ ð i.e. they feel able to make a 
difference to the quality of learning in 
the organisation 

1e 

 One member of the governing body 
has specific responsibility for CPD 
policy and monitoring 

 

 The governing body receives regular 
updates on professional development 
from the leadership team 

 The governing body prioritises 
professional development of staff as a 
regular item and considers implications 
from all other policies 

1f 

 The organisation has a track record 
of developing staff and moving them 
on, even if it means losing them to 
another institution 

 Performance management processes 
are linked to the organisationõs 
development plans 

 There is a clear commitment and 
there are procedures to ensure 
equality of access and opportunity 
for CPD for all staff 

 Every member of staff has a professional 
development plan in order to help them 
progress in their career 

 Performance management ensure that 
every member of staff is engaged in 
some form of professional learning and 
development 

 Peer observation is used as evidence in 
some performance management 
processes 

 Every member of staff receives 
mentoring to help them progress in their 
career 

 Performance management processes 
and observations are used to support 
and develop staff membersõ own 
professional learning. 

1g 
 Parents are aware of the 

organisationõs focus on improving 
staff quality 

 Parents are aware of a number of 
strategies used by the organisation to 
improve teaching and learning quality 

 Parents and the wider community are 
involved in staff membersõ professional 
development 

1h 

 There is some attempt to provide 
professional development around 
both pastoral and curriculum roles. 

 Most teaching staff have the opportunity 
to undertake professional development in 
a pastoral or curriculum role. 

 There are clear processes in place for the 
development of support and 
administrative staff 

 There is a culture of professional 
learning and development for all staff 
in any role, including pastoral, teaching 
and learning, support and 
administrative roles. 
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Focus on Learning and Pedagogy  

 BRONZE SILVER GOLD 

2a 

 Some professional development 
processes in the organisation have a 
clearly defined benefit for a specific 
cohort of pupils in a specific learning 
area 

 Most CPD processes for teaching staff 
have clearly defined targets for 
improving pupil learning  

 All career development and 
professional development for teaching 
staff has strong focus on pupilsõ learning 
and development needs  

2b 

 All professional development 
processes and decisions for teaching 
staff have targets for expected 
changes in teacher behaviours and 
skills   

 There is consideration of how to change 
staff membersõ underlying attitudes and 
theories of learning through each 
professional development process 

 

2c 
 Performance management for some 

teaching staff has a focus on 
improving pupil learning 

 Performance management for most 
teaching staff has a focus on improving 
pupil learning 

 Performance management for has a 
strong focus on improving pupil learning 
for all teaching staff  

2d 

 There are some examples of how the 
organisation considers the full range 
of general pedagogy, subject 
pedagogy and subject knowledge 
when choosing appropriate CPD for 
teaching staff 

 All teaching staff members are aware of 
the need to improve general and 
specialist pedagogy as well as develop 
subject knowledge 

 CPD to improve teaching practitioner 
subject knowledge is usually linked to 
subject-specific pedagogy  

 All teachers can demonstrate 
consideration of both general and 
specialist pedagogy in their 
professional learning records and plans 

 All teachers seek to constantly update, 
develop and deepen their subject 
knowledge 

2e 

 Many staff meetings have allocated 
time for discussion of pedagogy, 
teaching and learning 

 

 There is a T&L focus in almost all 
departmental meetings.  

 Teaching staff report pedagogical 
discussions occurring at least once a week 
in some form outside formal meetings 

 Regular Discussions around T&L and 
pedagogy take place both formally (in 
meetings) and informally (e.g. in 
staffroom discussions) 
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 Evaluation of Impact 

  

 BRONZE SILVER GOLD 

3a 

 Many CPD processes begin with a 
baseline measurement of pupil 
learning/behaviour and teacher 
strengths 

 Most CPD processes begin with a 
baseline measure 

 All key development priorities are 
subject to regular objective/subject, 
quantitative/qualitative monitoring ð 
these are used both formatively and 
summatively 

3b 

 There is an attempt to measure 
impact on pupil learning in the short 
and medium term after any CPD 
activity for teaching staff 

 Follow-up impact measurements are 
taken on at least two occasions following 
CPD activities 
 

 The organisation uses a range of 
assessments to monitor its progress 
including nationally standardised 
assessments and research-informed 
surveys and tools 

3c 

 Some evaluation includes both 
subjective and objective measures 
with an attempt to balance 
quantitative and qualitative 
measures 

 Most evaluation of CPD includes both 
subject and objective measures, and both 
quantitative and qualitative measures. 
Some evaluation uses 
standardised/national measures 

 Some quantitative evaluation uses simple 
statistical measures, e.g. Effect Size 

 The organisation collaborates with 
others when evaluating impact of 
approaches in order to increase sample 
sizes and statistical power 

 The organisation has developed 
significant expertise in assessment to 
specifically measure learning in defined 
areas in reliable and nationally 
comparable ways 

3d 

 Pupil voice is considered in the 
evaluation of some processes 

 Pupil feedback is considered in most 
evaluations 

 Pupils play an active role in evaluating 
teaching and learning, including the 
analysis of results. Parents are fully 
informed and supportive 

3e 

 There is some consideration of how 
to design methodologically sound 
evaluations 

 There are frequent attempts to use good 
methodological design in evaluation  

 The organisation constantly seeks to 
refine and improve its approach to 
evaluation and methodological design 
alongside a research partner 

 



National Teacher Enquiry Network 

 

Page 24 

Support and Challenge  

 BRONZE SILVER GOLD 

4a 

 There are some examples of 
external experts being brought in to 
assess and challenge existing 
practice, from classroom 
practitioners through to leadership 
and governance 

 The leadership team and governing body 
have formed some strategic relationships 
in order to develop regular support and 
challenge 

 There is comprehensive use of external 
mentoring and coaching for all staff 
and teams including leaders and 
governors 

4b 

 A few members of staff and a few 
teams have a ôcritical friendõ from 
elsewhere in the organisation to 
support and challenge 

 Many staff teams or departments are 
paired with other colleagues or teams 
who act as ôcritical friendsõ 

 There is extensive internal pairing and 
partnering of staff members and 
teams/departments in order to provide 
robust support and challenge 

4c 
 There are examples where teachersõ 

practice is constructively challenged 
and questioned 

 Most staff feel that their practices are 
constructively challenged or questioned in 
their CPD 

 There is a culture of questioning and 
challenge, based around research 
evidence. 

4d 

 Some external courses are chosen 
for the ability to obtain follow-up 
support 

 There is some attempt to ascertain 
the evidence-base used by external 
providers 

 Most external providers are chosen for 
their ability to provide on-going support 
and challenge to the institution 

 External experts and sources of advice 
are evaluated against best-practice 
research and scrutinised for evidence of 
impact 

 External providers are evaluated to 
determine their track record of success 
in other institutions 

 External providers with robust 
evaluations of impact are prioritised 

4e 

 There is some use of mentoring and 
coaching, especially in early 
professional development and early 
leadership development 

 Mentoring and coaching are used 
extensively for early career development 
and talent development 

 Most staff are given the opportunity to 
coach a colleague 

 Coaching (both internal and external) is 
used at most stages of career 
development across the organisation 

4f 

 The organisation works with a 
variety of partners on professional 
development activity to support staff 
learning 

 A variety of sources are used when 
finding new expertise and provision 

 The organisation has formed some 
strategic partnerships with external 
partners who develop long term 
relationships  

 The organisation has a wide range of 
long-standing partnerships and is 
always seeking out new sources of 
innovative support and challenge, 
looking wider than the local network of 
schools and colleges 
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Processes, Systems and Resourcing 

 BRONZE SILVER GOLD 

5a 

 There are clear policies for career 
and talent management and 
induction (ITE, NQT, CPD, leadership)  

 Some staff are given the opportunity to 
develop their careers through 
secondments, job shadowing and job-
swaps 

 There is a comprehensive and cohesive 
approach to developing a professional 
workforce with a continuum of CPD that 
offers differentiated and personalised 
opportunities for all staff of all 
experience levels 

5b 

 There are clear policies in place for 
the organising, implementation and 
monitoring of statutory training (e.g. 
safeguarding) 

  

5c 

 There are some opportunities for 
peer observation, collaborative 
enquiry (e.g. lesson study) 

 Regular joint planning of lessons  takes 
place 

 There are opportunities for peer-
observation for teaching staff every term 

 Collaborative lesson development and 
enquiry is at the heart of the 
professional development for all 
teaching practitioners 

5d 

 Academic and professional 
accreditation is used occasionally to 
encourage, recognise and challenge 
professional development 

 Many staff are working (or have worked) 
toward some form of academic or 
professional accreditation 

 Accreditation of professional learning 
and development is seen as highly 
valued by staff and leaders alike and 
used frequently ð e.g. academic 
(Masters and Doctoral level) and others 
(e.g. SLE, LLE, Lead Practitioner, etc.) 

5e 

 The CPD leader is aware of some 
external sources of funding for 
training 

 The organisation has a ringfenced 
budget for professional 
development which it attempts to 
maintain 

 The organisation cultivates relationships 
with organisations that fund professional 
development 

 The resourcing of CPD is seen as a 
financial priority 

 The organisation makes significant 
efforts to raise extra funding to be 
channelled towards staff development, 
including applications (for example) for 
grant funding 

5f 

 There is some dedicated CPD time 
during term time (outside INSET 
days) for all teaching staff 

 The institutionõs timetable takes some 
account of the need for collaborative 
professional development 

 Timetables are planned strategically to 
maximise opportunities for 
collaborative professional development 
and learning 
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 BRONZE SILVER GOLD 

5g 

 There are systems in place to 
capture and share genuinely 
outstanding practice 

 Sharing of good practice occurs at all 
levels, with underlying theory explored 
and evaluation shared 

 Sharing of outstanding practice, 
mapped clearly to research evidence, is 
embedded into long-term professional 
learning and development processes 

5h 
 The organisation keeps records of 

professional development for all 
staff 

 Staff maintain personal records of their 
professional development  

 Staff members maintain portfolios of 
evidence which capture CPD and 
professional learning 

5i 
 There are opportunities for some 

teachers to initiate and engage in 
pupil-learning-related projects 

 Most teaching staff have the opportunity 
to initiate and engage in pupil-learning-
related projects 

 All teaching staff are either leading or 
engaged in projects to research and 
improve pupil learning 

5j 

 Curriculum and scheme of work 
development is tackled 
collaboratively in many cases 

 

 All curriculum and scheme of work 
development is seen as a CPD 
opportunity and tackled collaboratively. 

 There are some examples of individual 
lessons being trialled and refined through 
collaborative development 

 Most lessons are designed, trialled and 
refined collaboratively ð this process is 
repeated over time. 

 

5k 

 There are systems in place to monitor 
the professional development of 
staff 

 Some staff feel that the CPD is well 
matched to their needs 

 Leadership is well informed of the 
professional learning needs of staff 

 Most staff feel that the CPD in their 
school meets their needs 

 The CPD in school is carefully matched 
against all staffõs requirements and 
needs, which are monitored regularly. 
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Research, Innovation and Evidence 

 BRONZE SILVER GOLD 

6a 

 Most professional development 
processes pay some attention to 
evidence-based strategies and 
research 

 Curriculum development has a significant 
focus on finding and using ôbest practiseõ 
approaches  

 Teaching staff regularly consult 
research and evidence when 
developing their practice 

 

6b 

  The organisation makes some effort to 
get involved in large-scale research 

 The organisation makes significant 
efforts to involve itself in large-scale 
research 

6c 

 Some teaching staff are working in 
partnership with a university to 
engage in research 

 

 There is a clear relationship with at least 
one university and an on-going 
programme of research 

 There is a close relationship with at 
least one university with, for example, 
some staff either temporarily or 
permanently seconded from one to the 
other for some of the time 

 There are strong relationships built with 
key experts and academics 

6d 
  Some pupils are involved in research  Pupils extensively involved in research 

alongside teachers 

6e 

 At least one member of staff has 
access to research journals and 
papers, there is some effort to 
disseminate research findings to staff 
on a regular basis 

 Several staff have access to research 
journals and papers, there is a regular 
programme of disseminating  research 
findings 

 Most staff have access to research 
journals and papers 

 Teaching staff regularly meet to discuss 
the latest research findings 

6f 

 There are examples of innovation in 
teaching and learning being 
encouraged, supported and 
evaluated  

 Most teaching staff feel they are 
encouraged to take risks, and supported 
in the evaluation and ongoing refinement 
of new ideas 

 Disciplined risk-taking is strongly 
encouraged for all teaching staff 
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