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Foreword
When the news started coming out of China of a new virus in early 2020, none of us working in the 
FE sector had an inkling of what it would mean for us and our students in the coming year. When the 
pandemic hit us and the Government mandated the first lockdown, at the very beginning of FY 2020-21, 
there was great uncertainty, and some fear. But there was also courage, determination, and a powerful 
sense of can-do collegiality and innovation all across the education system and beyond.

Within the ETF we saw straight away that we were in a fortunate position – we could pivot immediately to 
working from home, and we could shelter while remaining productive. Our colleagues in the front line were  
in a more challenging place, and we made it our mission to do all that we could to support teachers and 
leaders to keep working safely with their staff and students in a changed world. We were able to do this  
in part because of the strong and willing support we received from the DfE – they made it clear that they 
would support us through the pandemic, so that we in turn could support the sector. This was partnership  
at its best.

This document charts some of the story of that most unusual year, how the ETF pivoted to meet new 
needs and how we continued to learn and grow through testing times. I am very proud of how staff and 
partners stepped up and acted with pace and professionalism while managing – as everyone was – great 
uncertainty and challenge in their personal lives.

The pandemic has left us as a society with scars that will take a long time to heal. Mental health referrals 
amongst students in FE have risen very worryingly and not returned to pre-pandemic levels. Staff too have 
struggled at many times in many places. Pressure on leaders has been intense, not least as they have 
struggled to balance acute financial challenges where their institutions were exposed to international 
business, full-cost recovery work or apprenticeships on a large scale. Research into Covid harms and 
mitigations paints a very concerning picture not only of lost learning in students, but of lost confidence, 
social capital and direction. Too many students have dropped ‘off the radar’ of the education system, 
especially at transition points. Many staff are ‘running on empty’ and a recruitment crisis plagues the FE 
system, not only in the common shortage subjects, and not only in teaching roles.

Against this very challenging backdrop, the ETF was proud to be able to provide succour and practical 
support for the sector throughout 2020-21, in ways which can in truth never be fully quantified or measured. 
Through our expert partners, our own direct delivery and our membership network we continued to provide 
a very wide range of professional development, stimulation, connectivity and access to community. We 
introduced whole new services, for example in delivering on the T Levels Professional Development contract. 
And we took care to invest in our own health as an organisation so that we would still be strong and able to 
support when the nation got on the path to recovery out the other side of the pandemic.

This report gives some key insights into the impact and significance of the work of the ETF and our partners 
through that extraordinary year. I would like to offer my heartfelt thanks to all those who worked so tirelessly 
and collaboratively through 2020-21 to help the FE sector keep doing the brilliant work it does, raising 
aspirations and transforming lives.

David Russell,  
outgoing CEO, April 2022.
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Introduction

1.      This report describes the impact the Education and Training Foundation (ETF) had in 2020-21 on supporting 
improvement in the FE and Training sector. The ETF believes that the key to improving education and 
training is to support teachers and their leaders to excel. This needs first class leadership, effective and 
confident teachers and trainers, and ambitious professional staff who wish to make a difference. 

2.    During 2020-21 the ETF, mandated by the Department for Education, was responsible for a wide range 
of continuous professional development opportunities for leaders, governors, teachers and support 
staff. This review presents information on 33 different programmes. These ranged from self-directed 
online learning modules that took one or two hours to complete, team-based action research projects, 
programmes that blended face to face networking and instruction with mentoring and self-directed 
learning, and advanced accredited research programmes. During this year at least 18 programmes 
met their targets, and a further three were within 90% of achieving them. Several of these programmes, 
notably those providing digital, apprenticeship and maths and English support more than doubled their 
expected reach. 14 programmes did not reach their targets due to a range of factors that, in addition 
to Covid-19 related effects, included insufficient monitoring data, and piloting new approaches. Where 
programmes were not achieving targets, evaluation reports reported mitigation actions that were taken 
including changing charging structures and eligibility criteria to address under-recruitment within the 
delivery period.

3.    This was the year in which the effects of the Covid-19 pandemic were severely felt. National lockdowns 
followed by the uncertainty of local lockdowns, furloughing of employer partners, the transition to online 
modes of learning and adapted forms of assessment all created professional challenges. In addition, 
the effects of isolation, sickness and absences were felt across all parts of the sector. All professional 
development programmes offered by the ETF continued through this period, with new and additional 
support added at short notice. 

During this period, the ETF also continued to evolve. The move to digital learning was supported through 
a Society of Education and Training (SET) campaign to bring resources to the workforce, and a Learners 
Digital Perspectives survey to inform a longer-term digital strategy. In response to the launch of T Levels, 
the T Level Professional Development programme was expanded to support the 59 providers offering 
the qualification from September 2021. The importance of Equality, Diversity, and Inclusion (EDI) was 
restated in a key report1 with the commitment to ensuring this remains an important area of focus for 
the ETF via its programmes, partnerships with sector organisations, and internally as an employer. The 
key role played by the sector in tackling climate change was also recognised through the creation of 
an Education for Sustainable Development Strategy. These important developments were embedded 
through continued work with strategic partners and a number of key appointments to new positions.

Executive summary

 1. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
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4.    The collective impact of this activity is presented in this 2020-21 Impact Report. The report itself is based 
on summative analysis of independent evaluation studies of 19 different individual programmes which 
reported at the end of the financial year. In addition, it draws on the ETF’s own programme management 
information that monitors participant registration and attendance (engagement data) and participant 
experience (feedback survey data). Several other key other sources of evidence were used, including 
observations by the ETF’s quality team and programme assessors, a commissioned market research 
study, and reflections from the ETF’s senior managers responsible for programme delivery. 

5.    The report is structured to reflect the ETF’s five strategic objectives which are:

•  Grow the capacity of the sector

• Lead the sector’s own development activities

• Influence the system’s priorities, thinking and behaviour

•  Develop the capability of the sector

• Evolve the ETF to continuously adapt and thrive
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GROW: the capacity of the sector

6.     The Education and Training Foundation aim to make working in the FE and Training Sector the career 
of choice for ambitious professionals wanting to make a difference. To achieve this, the ETF works to 
attract high-quality entrants into the sector through a range of strategic interventions and recruitment 
programmes and initiatives. These interventions and initiatives aim to support participants to make 
better, more informed decisions about seeking a career in FE, and enable new teachers to feel 
prepared and resilient, and subsequently remain in the sector. In 2020-21, the ETF delivered a range of 
programmes and initiatives aimed at growing capacity in the sector. 

7.     Overall satisfaction levels with ETF’s teacher recruitment programmes were very high. Participants newly 
recruited into FE and Training roles reported how programmes had positively impacted their capabilities, 
notably in digital skills. 90% of Further Forces and SET for Teaching Success participants surveyed said 
the programme had a positive impact on their knowledge and skills. Further evidence of impact is not 
available for these programmes as they were not formally independently evaluated during 2020-21.

8.     While it was not their primary intention, a few other ETF’s programmes have evidenced a positive effect 
on retention. This is where people who were feeling dissatisfied with their role, or who may have felt a 
lack of agency or relevance, have had their thoughts challenged and consequently their practice and their 
commitment to the FE and Training sector reinvigorated. 

9.     Programmes seeking to support the sector to recruit more diverse leaders and governors were 
also reported to be successful. Increased representation in senior roles of people with protected 
characteristics could have a longer-term impact on recruitment to diversity the FE workforce further. 

Programme Scale

Taking Teaching Further to support 
industry professionals through  
teacher training 

279 industry experts recruited 
and retained into ‘hard to fill’ 
technical teaching roles 

FE Advice Line programme to offer 
guidance and advice to potential 
applicants

85,000 individuals supported

Talent to Teach; matching HE students 
and providers with placements and 
networks

174 potential teachers participated

Further Forces to match armed  
forces service leavers with advice,  
job matching, mentoring

143 potential teachers participated

SET (Science, Engineering and 
Technology) for Teaching Success 
providing training and mentoring for  
new SET specialist teachers

38 participants

90% of Further Forces and SET for Teaching 
Success participants surveyed said the 
programme had a positive impact on 
their knowledge and skills
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LEAD the sector’s own development activities
10.     One of ETF’s objectives is to develop a confident leadership culture that is empowering and encourages  

a focus on continuous improvement. In 2020-21, the Education and Training Foundation delivered a 
range of programmes and initiatives to support senior leaders in the sector.

Programme Scale

Senior managers

Further Education Strategic Leadership 
Programme 173 participants have taken part across 

eight cohorts since 2017

Further Education Chief Financial 
Officers Programme 137 delegates have participated across 

eight cohorts since 2017

CEO Mentoring Programme 21 mentees and six mentors

New to Senior Leadership 15 participants

Development Resources for CEOs  
and Principals 250 people accessed these online 

resources

Middle managers

Diversity in Leadership 249 participants on this programme 
specifically designed for women 
and professionals with protected 
characteristics

Leading from the Middle 192 participants across ten cohorts 
(midde managers apsiring to move 
into a leadership role)

Stepping into Leadership 25 participants (new or aspiring 
managers)

Governors

Governance Development Programme 151 participants supported in their new 
or existing roles

Governance Professionals Development 
Programme 87 participants supported in their new 

or existing roles

Inspiring FE Governance 2020-21 49 volunteers placed in governance 
roles

1,038 individual participants engaged with 
the ETF Governance Programme, which 
was nearly 4 times the numbers that 
the programme had sought to target
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11.      Over half (18/33) of programmes successfully recruited their target numbers. Across these programmes 
most participants came from General Further Education (GFE) colleges. Key programmes have good 
reach across the GFE sector as Principals from more than half (57%) of FE colleges have participated 
in the FE Strategic Leadership Programme since 2017, while the 151 training attendees on Governance 
Development Programme were from 79 different FE and Training providers. 

12.     Candidates for programmes that would benefit most from participation were also successfully recruited. 
This includes participants with protected characteristics on the Leading from the Middle programme 
who said they had been actively encouraged by their senior leaders to attend in recognition of the need 
to ensure better representation in senior posts. 

13.     Feedback from participants suggested that they learned a range of valuable insights from their 
participation in the programmes. These fell into three broad categories: subject specific knowledge, 
problem solving approaches, and equality and diversity issues. There is evidence that some participants 
have used the skills, knowledge and impetus from their participation to create strategic responses to key 
challenges they face. Examples include participants who went on to develop a curriculum strategy using 
processes discussed on their course, and a CEO who used resources to review and refresh their college’s 
strategic plan.  

14.     Some colleges invested in in-house leadership training drawing from the Leading from the Middle 
programme. The evaluation concluded that this will speed up organisational improvement because it 
allows effective practice to be embedded more easily. 

15.     Programmes that supported governors provided good evidence of how those programmes had improved 
their knowledge of the sector, and what effective practice looked like. For example, 78% of survey 
respondents from the Governance Development Programme said they had improved their ability to 
influence decisions on their board. Over half (59%) of respondents stated the Governance Professionals 
Development Programme had a substantial or major impact on their ability to support and guide their 
governance board. 

16.     There was a lot of evidence about shaping the agenda with respect to EDI. Programmes that included 
content related to EDI issues received positive feedback from participants. They helped those from 
under-represented groups to connect, share experiences and grow in confidence, and all others to 
recognise the broad spectrum of issues that relate to EDI and, most significantly, reflect on their 
organisations’ performance and consider what steps might be done to drive positive change. 

of survey respondents from the 
Governance Development Programme 
said they had improved their ability to 
influence decisions on their board

78%
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INFLUENCE: the system’s priorities, thinking and behaviour

17.     As part of its vision to support the development of highly effective and professionally confident teachers 
and trainers, the ETF’s third strategic objective focuses on influencing the FE and Training system’s 
priorities, thinking and behaviour. Various ETF programmes provide opportunities for practitioners  
to reflect on and/or research innovative or effective practice in teaching, leadership and governance.  
These programmes aim to support practitioners to develop the skills and knowledge needed to  
influence decisions within and beyond their organisations, and improve the quality of teaching,  
learning and assessment.  

18.     The ETF delivers a wide range of programmes which support the sector to identify effective practice  
and encourage innovation.

Programme Scale in 2020-21

Centres for Excellence in Maths 
programme - 21 national centres 
developing local networks of providers

238 FE colleges, Sixth Form Colleges 
or other providers of Level 2 maths 
participated in the programme

Centres for Excellence in Special 
Educational Needs and Disabilities 
(SEND) programme comprises three 
national centres

2,446 leaders, managers and/or 
practitioners engaged with 
Centres, while 566 professionals 
attended online session

Practitioner Research programme 50 practitioners were enrolled on MA 
and MPhil accredited courses at 
the University of Sunderland

Outstanding Teaching, Learning and 
Assessment programme 387 practitioners from across 30 

organisations participated in the 
programme, with 19 projects to 
develop evidence-based solutions

Technical Teaching Fellowships 
programme 4 Technical Teaching Fellowships 

were undertaken
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19.     All programmes continued to improve participants’ knowledge and skills. For example, 88% of 
participants (39 participants completed the survey) on the Centres for Excellence in Maths programme 
agreed or strongly agreed that the programme had adequately prepared them to deliver their Action 
Research projects. Also, all participants (100% of 97 participants who completed the survey) said they 
were more confident about their approach to learners with SEND as a result of the training activity 
delivered through the Centres for Excellence in SEND. 

20.     Participants on several programmes reported making changes to their individual practice following 
participation. In the Practitioner Research Programme participants reported a wide range of innovative 
changes to their individual practice, ranging from the introduction of integrated discussion circles with 
ESOL classes, through to using popular culture and music in GCSE maths lessons. Likewise, 63% of 
Action Research practitioners from the Centres for Excellence in Maths reported the programme had 
made a ‘substantial’ or ‘major’ impact on their motivation to make changes to their workplace practice. 
Practitioners also reported feeling more capable of applying themes to their work, for example some 
reported testing new technology for aiding online study. 

21.     Across all five programmes listed above, participants reported changes to behaviour including improved 
sharing and dissemination of learning and effective practices. This extends the reach of ETF activities, 
for example, while 402 practitioners directly benefited from the Outstanding Teaching Learning and 
Assessment programmes in 2020-21, a further 496 were reported to indirectly benefit from colleagues 
sharing their knowledge.

22.     There is evidence from case studies regarding the organisational effects of improved professional 
practice. This was explicitly recognised by participants at one FE college located in the South West 
on the Centres for Excellence in SEND programme, who described changes to college management 
structures, an organisation -wide focus on understanding individual learner needs, and better practical 
training on the purpose and function of Education and Health Care Plans (EHCP) and how to  
conduct assessments. 

23.     Employers of participants on the Practitioner Research programme reported beneficial reputational 
impacts for their organisation associated with participation. Longer term effects of training were 
reported after working with the Centre for Excellence in Maths. Evidence was presented which reported 
changes trialled in the previous academic year had subsequently been incorporated into maths 
departments’ schemes of work thus affecting the practice of whole teaching teams.

24.     There is somewhat limited evidence of emerging impacts for learners resulting from programme 
involvement. Examples include Teach Meets activities with over two thirds of its practitioners reporting  
a sizeable improvement on learner engagement and attendance based on the changes they made 
to their teaching. Other examples include participants on National Trials reporting how learners 
have benefitted from changes implemented in their classroom, resulting in increased confidence 
and understanding. One participant on the Practitioner Research Programme who evaluated their 
institution’s self-directed study skills programme reported that the changes they made to the  
timetabling and content of the programme would affect their learners. 

practitioners directly benefitted from 
the OTLA programmes and subsequently 
changed their behaviour. A further 496 
were reported to indirectly benefit from 
colleagues sharing their knowledge.402
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DEVELOP: the capability of the sector

25.     Central to the ETF’s mission to develop highly effective, professionally confident teachers and trainers,  
is its strategic objective to develop the capability of the FE and Training sector. Within this objective, 
were two priorities for 2020-21. First to establish Society for Education and Training membership as 
essential and Professional Status as highly desirable, and second to deliver top quality CPD programmes 
and resources that meet strategic needs. 

26.     The ETF is the guardian of the sector’s Professional Standards and is responsible for the SET. The 
Society is the professional membership body of the ETF for the FE and Training sector and therefore 
has an important role to play in supporting professional networks and setting high standards. Through 
SET, the ETF are the only body which confers Qualified Teaching Learning and Skills (QTLS) status 
and Advanced Teacher Status (ATS) that help teachers and trainers advance their career. Membership 
continued to grow, and in 2021 had reached over 20,000, with a growth of around 3% on the previous 
year. During the year it refreshed its member journal, inTuition, increased its social media presence  
(with over 4,000 followers on Twitter and over 7,000 on Facebook) and introduced lively interactive 
monthly webinars. Its third annual conference (an online event) attracted 485 attendees.  

27.     Qualified Teacher Learning and Skills (QTLS) professional status is offered as part of Society for 
Education and Training membership, representing a badge of professionalism for practitioners in the 
FE and Training sector. Nearly 2,000 professionals made the commitment to advance their career and 
began studying for the status, with 992 achieving this in 2020-21 To date, the Society for Education and 
Training has conferred QTLS status for more than 26,000 practitioners across the post-14 education 
and training sector. Those practitioners pursuing QTLS report that it has significantly impacted on their 
practice (54% of 128 respondents), improved peer recognition of their professional level (70%) and 
improved their own confidence (60%). 

28.     The Society for Education and Training also offers Advanced Teacher Status, a badge of mastery for 
practitioners within the FE and Training sector who want to take a step beyond QTLS and achieve 
Chartered Teacher Status. In 2020-21, 14 practitioners were awarded Advanced Teacher Status,  
bringing the total holding this accolade to 154.

SET Members in 2021 with a growth of around 3% on the 
previous year

20,000
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Programme Scale in 2020-21

Apprenticeship Workforce Development 
programme 1,154 unique participants during the 

evaluation study period (January  
to June 2021), with a third completing 
multiple courses

Enhance Digital Teaching Platform 985 organisations signed up and 8,677 
unique users were recorded

Mentor Training programme 220 participants developing their  
mentoring and coaching skills

New to English Speakers of Other 
Languages (ESOL) programme 377 ESOL practitioners attended the 

programme and 21,744 page  
views of Excellence Gateway 
programme resources

Practice Development Groups 209 participants completed the  
programme in cohort 1, while 220  
were recruited to cohort 2

T Level Professional Development 
programme 2,801 FutureLearn course participants

2,381 course enrolments

Safeguarding and Prevent training 165,000 amount of times modules  
accessed

Advanced Practitioner Research 
programme 50 practitioners were enrolled on MA 

and MPhil accredited courses at the 
University of Sunderland 

Essential Digital Skills programme 2,252 participants assessing and  
enhancing their digital skills

Shaping Success Maths and English 
CPD programme 10,681 practitioners supported by CPD 

courses and Regional Specialist Leads

30.     Several of these programmes reached thousands of practitioners each. For example, the Essential 
Digital Skills programme engaged 2,252 participants, 145% of the target of 1,550, while the Enhance 
Digital Teaching Platform recorded 8,677 user registrations in 2020-21. During this time the ETF’s 
EdTech team extended their free subscription for the EdTech and Essential Digital Skills Management 
Dashboard for another year to respond to demand. They also provided support through a range of 
workshops for FE and Training providers on how best to deliver teaching online, blended teaching 
approaches, digital tools for teaching and modules on digital wellbeing.

31.     Larger programmes (in terms of participant numbers) are those that are of strategic importance to 
the sector and to the economy more widely. The Apprenticeship Workforce Development programme 
engaged almost four times as many participants as its target (1,674 as opposed to 435). Likewise, the 
T Level Professional Development Programme courses available on the FutureLearn platform were 
accessed by 2,801 participants. This helped encourage 2,381 who then enrolled in a T Level Professional 
Development course (a conversation rate of 85%, 2,381 of 2,801).  

29.     The ETF delivered a wide range of programmes to develop the capability of the sector workforce.
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32.      Participants generally reported positive feedback in terms of learning new skills, improved knowledge, 
better confidence and improved individual practice.  

33.     Participants also noted changed leadership and governance practices, changes to organisational 
cultures (especially where multiple colleagues from the same institution participated), and establishment 
of new processes or groups within their organisation focussed on CPD. For example, 91% of the 67 
experienced mentors feeding back on the Mentor Training programme agreed or strongly agreed that 
they had improved their understanding of how to set up a mentoring programme or enhance an existing 
programme at their organisation. Some Apprenticeship Workforce Development programme participants 
reported that the knowledge and skills they had developed would support their organisation in improving 
and/or maintaining their Ofsted grade. A few examples of better learning experiences for learners, 
increased retention and increased attainment were also reported.

of experienced mentors feeding back on 
the Mentor Training programme agreed 
or strongly agreed that they had improved 
their understanding of how to set up a 
mentoring programme or enhance an 
existing programme at their organisation

91%
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EVOLVE: Leading continuous improvement

34.     The ETF’s fifth strategic objective concerns its own development and its ability to continuously adapt 
and thrive. The objective is to realise the benefits from organisational change, enhance the ETF’s 
reputation as an employer and partner, demonstrate its impact and learn. The evaluation studies 
that provide the foundation evidence for this Impact Report each suggested a range of different 
recommendations to improve the experience or outcomes associated with key programmes. 
Recommendations for improvements across all programmes discussed in this Impact Report  
tended to fall into four categories:

•  Ensure continued uptake and engagement by considering financial barriers, course information,  
better targeting, reaching a wider range of organisations, personalised recommendations for further 
study and ensuring content was tailored to those signed up and participating. 

•  Programme design and delivery to ensure opportunities for networking were embedded, use of 
mentoring, inclusion of EDI content as a cross-cutting commitment, effective delivery methods and 
blended or hybrid approaches to the mode of CPD delivery

•  Prolonging participation across multiple years or extended over a full academic year, having facilitated 
networking as project extensions, having continued access to course resources. 

•  Capturing monitoring and impact data, including improved collection of participant characteristic data, 
continued use of the standardised feedback survey, and routine quality checks of monitoring data. 

35.     Regarding uptake and engagement, during 2020-21 at least 18 of the programmes referred to in 
this report met their targets, and a further three were within 90% of achieving them. Several of these 
programmes, notably those providing digital, apprenticeship and maths and English support more  
than doubled their expected reach. 14 programmes did not reach their targets due to a range of factors 
that in addition to Covid-19 related effects, included lack of data, and piloting new approaches. The 
evaluation reports provided examples of mitigation actions including changing charging structures  
and eligibility criteria to address under-recruitment within the delivery period. 

36.     The ETF’s Impact Report of 2019-20 had suggested five achievable changes to strengthen impact 
measurement. These were to articulate each programme’s rationale and adopt a theory of change 
approach to evaluation to replace the COM-B and Kirkpatrick framework; capture robust, standard  
and complete information about participants that is GDPR compliant, build a clear research and 
evaluation ‘contract’ with participants, and disseminate high quality insights from sector members  
and leaders, and feed lessons about what has worked and what needs improving from ETF programmes 
back into the FE and Training sector. During 2020-21 the ETF demonstrated positive progress against 
these five recommendations. 

37.     While progress has been made, inevitably there is further work to do to build an impact evidence base. 
This needs intelligence about the workforce from the replacement for the Staff Individualised Record. 
It also needs robust and consistent data to describe the characteristics of its participants. Finally, in 
terms of the evidence base, there is a continued need to encourage participants to provide feedback, 
reflections and constructive criticism of the ETF offer for it to be able to make good decisions about  
the future direction of programmes and interventions.

38.     A second area where further work needs to be developed is in the implementation of a logic  
modelling and theory of change approach to monitoring and evaluation, and also to programme  
design and delivery.

39.      Finally, the effects of training and development on individuals, organisations and ultimately learners, take 
time to take effect. The annual grant funding from DfE require impact evaluation to be undertaken within 
the same year as delivery, and often it is undertaken mid-year. This limits the potential ability of ETF to 
capture the longer term effects of its work. Evaluation approaches that extend over a longer time period 
would assist this objective.
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1.  THE EDUCATION AND 
TRAINING FOUNDATION: 
IMPACT ASSESSMENT



Introduction
1.1     The Education and Training Foundation (the ETF) is the expert body for professional development and 

standards in Further Education (FE) and Training in England. The Foundation's role is to commission and 
deliver professional learning and development for teachers, leaders and trainers, supporting government 
policy and sector needs. Its charitable purpose is to improve education and training for learners aged 14 
years and over. This report, based on commissioned analysis by SQW, describes the impact the ETF had 
in 2020-21 on supporting improvement in the FE and Training sector to enhance education and training 
for learners aged from 14 years across England. Building on both the ETF’s Impact Report2 and the ETF 
Public Benefit Report3 for 2019-20, the report addresses the question: ‘to what extent did the ETF deliver 
against its vision and strategic objectives for 2020-21?’ 

1.2     The report is based on the analysis of evidence drawn from three key sources. The first includes 
independent evaluation studies of 19 different individual programmes, which incorporate both 
quantitative and qualitative primary data collected by evaluators as well as the ETF’s quantitative 
programme management information and qualitative case studies and participant testimonials. The 
second source of evidence is derived from the ETF’s programme management information that monitors 
participant registration and attendance (engagement data) and participant experience (feedback survey 
data) of the Continuing Professional Development (CPD) programmes attended. This is collected for 
the majority of its programmes. Several other key other sources of evidence were used, including 
observations by the ETF’s quality team and programme assessors, a commissioned market research 
study, and reflections from ETF’s senior managers responsible for programme delivery. 

1.3     This evidence was interrogated to provide an assessment of how effective the ETF’s activities have 
been in supporting the sector to improve professional practice, drive positive organisational change and 
improve learner outcomes. It concludes with an assessment of the challenges involved in demonstrating 
impact and makes recommendations to the ETF on the ways it can continue strengthen its impact 
evaluation practice.

2. ETF Impact Report 2019-20 (The ETF, 2020)
3. ETF Public Benefit Report 2019-20 (The ETF, 2020)
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What are the Education & Training Foundation’s strategic priorities?

1.4      The ETF believes that the key to improving education and training is to support teachers and their 
leaders to excel. The ETF’s vision is to achieve: 

- Highly effective, professionally confident teachers and trainers

- First class leadership of the sector

- FE as the career of choice for ambitious professionals who wish to make a difference.

1.5      In 2020-21, the ETF had five strategic objectives to achieve this vision: 

• Grow the capacity of the sector

• Lead the sector’s own development activities

• Influence the system’s priorities, thinking and behaviour

• Develop the capability of the sector. 

• Evolve the ETF to continuously adapt and thrive.

1.6      These strategic objectives are summarised in the Figure 1.1 that shaped the direction and priorities of 
the ETF during 2020-21. 

HOW:
1. Build a career model that gets sector buy in
2. Attract high quality entrants into the sector
3.  Use the views of the workforce to benefit 

the whole sector 

Grow
the capacity of the sector 

Lead
the sectors own 

development activities

GLIDE
Supporting a  
self-imporving  
system

HOW:
1.  Work with the sector to disseminate 

effective practice and encourage 
innovation

Influence
the system's priorities, 
thinking and behaviour 

HOW:
1.  Realise the benefits of our 

organisational change
2.  Enhance our reputation as an 

employer and partner through culture, 
climate and values

3.  Demonstrate our impact and learn

Evolve
the ETF to 

continuously adapt 
and thrive

HOW:
1.  Establish SET membership as essential 

and professional status as highly 
desirable

2.  Deliver top quality CPD programmes and 
resources that meet strategic needs

Develop
the capability of 

the sector

HOW:
1.  Lead the continuous improvement of 

Professional Workforce Development in 
self-improving system

2.  Enable the sector to rise to meet key 
national and global challenges

3.  Establish the ETF leadership institute 

Figure 1.1 the ETF's strategic objectives
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1.7      The concept of the self-improving system envisions situations for the sector in which the people 
working within the sector are themselves shaping its development to maintain a high functioning 
state4. The ETF believes that a self-improving system is one in which its people have a developmental 
disposition with sound leadership, where people focus on what needs attention and seek to understand 
the root causes of issues that matter. The system effectively diagnoses problems and this leads to 
effective solutions, that are openly created and shared across the whole sector. An FE self-improving 
system needs national oversight in terms of agenda setting and strategic oversight, but fundamentally it 
is driven by the FE and Training sector workforce itself. 

What do we mean by impact?

1.8     Assessing the impact of its work to guide future development and demonstrate the effectiveness of 
public investment in its work is a core priority for the ETF. Impact measurement during 2020-21 followed 
the approach developed in 2018 and outlined in this section. Alongside this, a new ETF evaluation 
strategy and an implementation plan was introduced and agreed during the year5 to ‘identify and utilise 
existing and emerging effective practice, data, evidence and research for generic and industry specific 
CPD design and help establish the impact made by ETF provision’. From 2021-22 this new plan will 
inform ETF's evaluation activities.  

1.9      Evidencing impact is the purpose of evaluation. Impact occurs when programmes are successfully 
delivered as planned without any external factors compromising their effectiveness. Conceptualising 
the impact of the ETF’s work, and designing tools and techniques to measure it is not straightforward 
but can be achieved using evaluation techniques. For example, successful leadership development 
programmes can be measured in terms of programme outputs (how many leaders have enhanced 
leadership skills) and programme outcomes (how leaders have applied their enhanced leadership skills). 
The impact of the programme will be experienced by the organisation’s wider workforce, the learners 
they teach, train, assess and support, and other sector stakeholders in myriad ways, including a more 
satisfied workforce, greater capacity to meet challenges, organisational sustainability and resilience,  
and a better learning environment with enhanced learner attainment. Investigation of impact therefore 
needs to trace evidence linking programme outputs to outcomes and impact, to account for the various 
routes to impact that the ETF’s programmes support. Evaluation studies provide this evidence using 
evaluation frameworks. 

1.10     During 2020-21 the ETF commissioned independent evaluation studies of 18 different individual 
programmes. These studies were asked to apply COM-B and Kirkpatrick frameworks to shape the 
evaluation design. The majority of programme evaluations6 included in this report have used these 
frameworks to consider the context of the programme and participants’ experiences of it. 

•  The COM-B framework7 identifies three factors that need to be present to affect behaviour change: 
capability, opportunity, and motivation. These factors interact as part of a dynamic system that  
can create a set of mutually reinforcing conditions that create the conditions for participants’  
behaviour change. 

•  The Kirkpatrick model8 is designed specifically for assessing the impact of training interventions.  
It adopts a linear approach for assessing progressive impact at four levels: participants’ reaction  
to the programme; the learning participants acquire during the programme; the application of this 
learning in participants’ behaviour at work; and the results (targeted outcomes) obtained from  
these behaviour changes.

4.  Watch the ETF’s Chief Executive Officer David Russell explain what is a self-
improving FE system at https://www.youtube.com/watch?v=8Z0eVUlBF-w

5. Evaluation strategy implementation plan (The ETF, 2021)
6.  Five programme evaluations did not reference using these frameworks: Evaluation 

of Governance Development programme 2020/21, Evaluation of Governance 
Professional Development Programme 2020/21, Evaluation of Inspiring FE 

Governance 2020/21, Evaluation of Practice Development Groups, New to English 
Speakers of Other Languages programme evaluation.

7.  The behaviour change wheel: A new method for characterising and designing 
behaviour change interventions, Implementation Science, vol 6:4. (Michie, S., van 
Stralen, M. M. and West, R., 2011)

8.  See https://www.kirkpatrickpartners.com/ 
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1.11     When used together, the COM-B and Kirkpatrick frameworks can demonstrate the conditions needed 
for participants’ behaviour change (COM-B) and the programme effects on individual participants 
(Kirkpatrick). Both models can be developed and adapted to broaden the scope of behaviour change to 
include collective behaviours (for example of leadership or teaching) and to assess both direct, indirect, 
or longer-term results (for example on potential teacher recruits or learner outcomes). For the purposes 
of the ETF programme evaluations, the frameworks generally have been applied to understanding 
how participation affects individual programme participants. Some then go on to explore how those 
individuals separately or collectively go on to effect organisational or sector change. 

Figure 1.2: Key components of the ETF evaluation approach

Source: The ETF (2020) ETF Impact Report 2019-20

COM-B and Kirkpatrick evaluation frameworks
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How do we evidence impact?

1.12     The ETF commissioned SQW to conduct an objective review of the ETF’s evidence for programme 
impact. This involved review and analysis of information relating to 33 different programmes (see 
Annex A). The evidence reviewed comprised independent evaluation reports, anonymised performance 
and feedback survey dataset summaries and ETF management reports and strategic documents. In 
total, SQW reviewed 49 documents and data sets for programmes delivered between 2020-21 for this 
report (see Annex B).

1.13     There was variability in the overall amount of data for evidencing programme impact. For example, in 
some cases programmes were not evaluated formally (due either to the lifecycle of the programme 
or due to being too small scale), with available information limited to participant attendance 
(engagement) and satisfaction (feedback) survey data. In others, impact was difficult to observe 
or capture because the programmes and their evaluations were delivered within short timescales 
governed by the annual grant funding cycles of the Department for Education. In addition, the 
Department for Education’s research moratorium, which lasted from March to September 2020, 
delayed the commissioning of external evaluations and will have affected their ability to assess 
programme impact. 

1.14     Other factors relating to current data collection processes which have influenced the data available for 
ETF to evidence programme impact include: Firstly, relating to impacts for learners, at present these 
impacts are measured using self-reported practitioner expectations and practitioners’ experience 
of learners’ engagement, confidence, attendance and outcomes as measurement indicators. This 
is shaped by what is currently feasible given the short cycle of programme delivery and evaluation. 
Secondly, relating to understanding the characteristics of participants and programme reach, it should 
be highlighted that Equity, Diversity and Inclusion were not a standard form of data collection across all 
grant and contract funding during 2020-21, with data types mutually agreed with the Department for 
Education on an annual basis.

1.15     The qualitative documents in the analysis were systematically coded to structure the impact narrative 
which forms the core of this report. Qualitative software, MaxQDA, was used to handle the high volume 
of data. Each document was reviewed and coded to a pre-determined system to capture all aspects 
of the routes to impact as well as any reported impacts themselves. Insights from the coding exercise 
were triangulated with quantitative programme management and survey data where available.

1.16     The ETF’s strategic objectives provide the structure for this report. Sections 3 to 6 focus on each 
strategic objective and demonstrate impact following the Kirkpatrick model’s (K) levels (see Figure 1.2):

• Programme reach, engagement and quality (K1 reaction, K2 learning) 

• Impact on practitioners’ behaviour and practice (K3 behaviour) 

• Impact for organisations and their learners (K4 results)

• Learning from our programmes

1.17     The final Section draws learning from impact evaluations to consider the implications of the report 
findings for the ETF and the FE and Training sector going forward. It discusses the evolution of the 
ETF over 2020-21 and key themes emerging from evaluation report recommendations included in this 
report, particularly those that relate to recruitment, participant engagement, feedback, programme 
quality, outcomes and impact. Finally, it provides a comment on the nature of the evidence of impact 
available and how this might be enriched in the future, and in doing so reflects on progress made 
against the recommendations included in the 2019-20 Impact Report.
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2.THE EDUCATION AND 
TRAINING FOUNDATION  
IN 2020-21



2.1      The ETF commissioned SQW to conduct an objective review of the ETF’s evidence for programme 
impact. This involved review and analysis of information relating to 33 different programmes (see 
Annex A). The evidence reviewed comprised independent evaluation reports, anonymised performance 
and feedback survey dataset summaries and ETF management reports and strategic documents. In 
total, SQW reviewed 49 documents and data sets for programmes delivered between 2020-21 for this 
report (see Annex B).

Innovations in the FE and Training Sector

2.2     The period 2020-21 saw several key innovations in the FE and Training sector, not only as a result of 
the Covid-19 pandemic, but related to other key developments including the roll out of the first three 
T Levels in September 2020 and the implementation of a new workforce data collection process 
managed by the DfE which replaced the SIR process previously managed by the ETF (see 3.7).

T Level Professional Development

2.3     T Levels are new two-year courses which aim to provide young people with a high-quality technical 
alternative to A Levels. They were developed with employers and combine classroom study with 
workplace experience from which learners can progress directly into work or further study. The 
first three T Levels10 began in September 2020 and were offered by 44 providers across England. In 
September 2021 this was extended to 59 providers offering 10 T Levels. 

2.4     T Levels were designed to offer a high-quality programme with substantially more teaching hours 
compared to some existing vocational programmes. In developing T Levels, the government recognised 
that practitioners could benefit from additional support to prepare for this change. The Department for 
Education (DfE) appointed the ETF to design and deliver a comprehensive, centrally funded programme 
of professional development called T Level Professional Development. The first phase of T Level 
Professional Development was available from May 2019 to providers planning to deliver T Levels from 
202011. Following a tender process, the ETF were contracted by the DfE to deliver the programme 
from March 2020 through to 2024. At the same time the DfE commissioned an independent external 
evaluation of the T Level Professional Development programme.

2.5     T Level Professional Development was significant to the ETF because it signified a change from being 
a solely commissioning organisation to also being a delivery organisation. The T Level Professional 
Development contract represented 45% of the ETF’s income during the financial year12. It also enabled 
the organisation to scale up, recruit specialist delivery teams (including a Regional Engagement Team) 
and invest in its systems.

10.  The first three T Levels delivered from September 2020 were, ‘Design, surveying and planning for construction’, ‘Digital production, design and development; and ‘Education and 
childcare’. These were extended for September 2021 to 10 T Levels across four routes; Construction, Digital, Education and childcare and Health and science. 

11. TLPD Initial Phase Evaluation https://www.gov.uk/government/publications/t-level-professional-development-initial-phase-evaluation (DfE, March 2021)
12. Trustee Report (The ETF 2021) TLPD represented £13m compared with total of £29m.
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registrations for the ETF’s webinars, the most 
popular being ‘Adapting content quickly to 
deliver online’ with 1,139 registrations

6,000



Workforce Data Collection

2.6     Workforce data collection is important in informing providers, policy makers and sector bodies’ 
understanding of the trends and patterns within the FE and Training sector workforce. The ETF delivered 
Data Insights publications using data from the Staff Individualised Record (SIR) from 2012-13 to 2018-
19, providing a robust and independent source of data on trends in demographics, staffing numbers and 
pay across all FE and Training sector providers13. This was a voluntary data collection scheme but still 
remains a detailed and useful source for sector research. 

2.7     Since 2019-20, and following consultation with the FE and Training sector, the DfE adopted responsibility 
for workforce data collection. This was to reduce burden on FE and Training providers and drive 
response rates by involving a single, annual DfE-led, mandatory data collection process. The first 
pilot collection (for 2020-21) was voluntary with organisations encouraged to participate to ensure 
operational readiness. A return was required from the 2021/22 academic year onwards. Providers 
were asked to complete an XML file form providing information about their staff, including for example, 
demographic and personal characteristics, employment details, and information on staff experience and 
recruitment14. The data collection period ran from July 2021 to September 2021. 

2.8     Data has not yet been published from the DfE pilot exercise, consequently the ETF continue to use  
the most recent SIR (2018-19) for statistical data regarding workforce characteristics and  
development needs.

Responding to Covid-19

2.9     The Covid-19 pandemic had a profound impact on the FE and Training sector in 2020-21, with the 
imposed lockdowns requiring a sudden shift to online teaching and learning amongst providers, 
alongside a host of other challenges not least higher rates of staff illness and absence to comply with 
government requirements. The FE and Training workforce needed to rapidly adapt and adjust their 
delivery and teaching, with new development needs emerging as a result. 

2.10    In order to support the FE and Training workforce, one of the ETF’s first responses to the UK lockdown 
was to review and, where possible, move support for the FE and Training workforce online15. The ETF 
and programme delivery partners worked together to adapt programmes, with online and delivery on 
demand of key importance. Consideration of the key priorities and challenges faced by the sector and 
the impact on the workforce became a key focus of delivery across 2020-2116, in particular in terms of 
how the ETF’s support could be tailored and adapted to meet these new needs. 

2.11    A key example of this was the launch of the #ETFSupportsFE campaign in partnership with the 
Society for Education and Training which delivered, and continues to deliver, a wide range of support to 
colleagues across the FE and Training sector, including a range of opportunities such as commissioned 
bespoke webinars, spotlight topics, mental health and wellbeing and other resources, and support for 
remote teaching17. Overall, the #ETFSupportsFE had a large reach, with over 15,000 page views and over 
6,000 registrations for the ETF’s webinars, the most popular being ‘Adapting content quickly to deliver 
online’ with 1,139 registrations18.

13. Workforce data and SIR Data Insights  (The ETF, 2022)
14.  Further Education workforce data collection: technical specification (DfE, 2021) https://

www.gov.uk/government/publications/further-education-workforce-data-collection
15. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021) 

16. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021) 
17. Supporting Further Education and Training Recovery (The ETF, 2022)
18. #ETFSupportsFE Campaign Report (The ETF, 2021)
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#ETFSupportsFE Campaign user19 

people in the same boat!"

Thank you! Just good to know

500

 Special issue of inTuition to support the FE and Training sector

To support the FE and Training sector workforce during the lockdown, a free special edition of 
inTuition magazine was produced by the Society for Education and Training (SET), which focussed 
on the challenges faced both professionally and personally by FE and Training practitioners working 
in new ways to support their learners. The special issue contained information on:

•  developing online learning

•  mental wellbeing advice from Education Support

•  the ETF’s range of online CPD, webinars and support for during the new normal and beyond

•  how practitioners from across the sector had adapted in response to the pandemic. 

Previous issues of inTuition were also made available for free to non-SET members to provide access 
to information on CPD resources, sector news, educational research and practical developments and 
ideas in education and training.

 19. #ETFSupportsFE Campaign Report (The ETF, 2021)

Source: The ETF (2020) Free special issue of inTuition to support the FE Sector during lockdown
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2.12     The ETF commissioned a Learners Digital Perspectives survey of c.1,000 learners in 2020-21, 
which aimed to understand if learner’s usage and attitudes towards technology in their learning had 
changed20. This was completed against the backdrop of the Enhance Digital Teaching Platform and 
the Covid-19 pandemic. Key findings from the survey relating to how practitioners have supported 
learners in using technologies or could utilise this further in their teaching suggested that almost a third 
of learners got technology support directly from their teacher or tutor, while a further third were self-
reliant21. Additionally, over three quarters of learners stated that their teacher, trainer or assessor were 
using technology more22. 

2.13     Beyond 2020-21, the ETF’s strategic priorities were developed to include actions focussed on 
supporting the sector with post-Covid recovery. This included new materials to support delivery which 
reflected the challenges being faced by the sector, such as the Spring 2022 Digital Accessibility webinar 
series. The Trustees’ Report for 2020-2123 noted that additional support will continue to be a priority for 
the ETF as the long-term consequences of the pandemic are fully realised.

2.14     The Trustees’ Report 2020-21 also highlighted that the ETF faced changes internally in 2020-21 as a 
result of the pandemic. The physical office closed in March 2020, and all staff transitioned to working 
from home, with no staff furloughed. To support the ETF’s staff in homeworking, a package of support 
was put in place which provided tips, resources and ideas to support wellbeing and mental health, for 
example including a video pal scheme to help to keep staff in touch across the business, mindfulness 
and online yoga sessions, and wellbeing days24. Furthermore, in 2020-21 the ETF were shortlisted for 
two wellbeing awards: the ‘Best Staff Support/Wellbeing Initiative During Lockdown' award in the Covid 
Response Awards, and the ‘Best Health and Wellbeing Initiative’ in the PPMA Excellence in People 
Management Awards.

The ETF’s delivery model and key areas of focus for 2020-21

2.15    The ETF delivers a wide variety of support, from providing a large and varied series of CPD opportunities 
for workforce professional development, to sector recruitment. The ETF also provides guardianship of 
the sector’s Professional Standards through the Society for Education and Training, the professional 
membership organisation dedicated to professionals working across further education, vocational 
teaching and training. Through the Society, the ETF remain the only body which confers Qualified 
Teaching Learning and Skills status and Advanced Teacher Status that help practitioners advance 
their career. Annually, the ETF secures significant public investment in the FE and Training workforce, 
in particular through funding from the DfE, alongside generating income and receiving additional 
grants from other sources25. The ETF works with a range of partners including its Founding Members 
(Association of Colleges (AoC); Association of Adult Education and Training Organisations/HOLEX) and 
Member organisations (Natspec; National Union of Students; the Trades Union Congress), alongside 
numerous other bodies and experts to develop its programmes and initiatives26.

20. Learners Digital Perspectives (The ETF, 2021)
21. Learners Digital Perspectives (The ETF, 2021)
22. Learners Digital Perspectives (The ETF, 2021) 
23. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021) 

24. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
25. Our Funding (The ETF, 2022)
26. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
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Equity, diversity and inclusion

2.16    The ETF values all the diverse forms of excellence that can be found and supported in the FE and 
Training sector and has stated its position with relation to equity, diversity and inclusion (EDI) in a key 
report produced in 2021. This report describes how the Education and Training Foundation seeks to 
embed EDI through the organisation’s various roles, including27: 

•  As a commissioning body, committed to ensuring any contracts awarded are to delivery partners 
suppliers that can prove their work is accessible to all and encourage a more inclusive and diverse 
workforce

•  As a collaborative player, working with the sector to create a more diverse teaching and leadership 
workforce

•  As an employer, committed to an open and fair People Strategy that ensures all staff have equal 
opportunities to develop and excel.

2.17    In 2020-21, the Trustees’ Report noted that wider societal developments including Black Lives Matter, 
the #MeToo movement, increasing recognition of the gender pay-gap and other manifestations of 
inequality, combined with socio-economic inequalities brought about by Covid-19 highlighted the 
impact these inequalities have on the experience of staff and learners in the FE and Training sector28. 
Therefore, equity, diversity and inclusion continued to be a key area of investment for the ETF in 2020-
21. The ETF ran a variety of programmes in 2020-21 which aimed to increase and encourage diversity 
in the FE and Training sector, for example the Diversity in Leadership programme.

27. Equity, Diversity and Inclusion (The ETF, 2022) 
28. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
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 Diversity in Leadership Programme

The Diversity in Leadership Programme is a key example of an ETF programme which aims to 
increase diversity in the FE and Training sector. The Programme is for senior leaders, managers and 
governors and aims to challenge bias, remove obstacles to attaining leadership roles and to use tools 
to build confidence in aspiring leaders. 

Key benefits of the programme include supporting aspiring leaders to: 

•   Identify and challenge organisational bias and the concepts/behaviours which affect it,  
such as anchoring and institutional discrimination

•   Progress along the leadership pipeline and to do so without bias against ethnicity, gender,  
sexuality and physical ability

•   Drive forward positive action to support the diverse workforce at all levels of leadership  
and management

•   Create an environment and culture of tolerance, acceptance and celebration of diversity  
and be a catalyst for change.

A key example of success resulting from the programme came when Ellisha Soanes from West 
Suffolk College was awarded the Association of Colleges’ President’s Award for her contribution to 
equality and diversity. Ellisha became the first college lecturer to teach black history all year round, 
with her work helping her learners to start a conversation about racism and explore what equality, 
diversity and inclusion meant to them29.

Source: The ETF (2022) Diversity in Leadership Programme

Equity, diversity and inclusion

2.18    In 2020 the ETF appointed, jointly with the AoC, Jeff Greenidge as Director of Diversity reporting directly 
to the CEO on a 12 month fixed-term contract. Jeff’s role was to assess the state of play across all 
of the ETF’s work and make recommendations for how it could become a more visible and effective 
champion for Diversity, Equity and Inclusion in the FE and Training sector. In addition to delivering an 
internal report and recommendations to the SMT, Jeff led a number of externally-facing initiatives, often 
jointly with David Russell the CEO, to raise the profile of EDI and influence the thinking and actions of 
leaders and practitioners in the sector. Examples included articles in the trade press, podcasts, and 
contributions to webinars.  

2.19    The ETF also worked with the AoC and other organisations to identify and disseminate key areas of 
progress made by practitioners in FE colleges in terms of developing and implementing inclusion 
and diversity strategies within the curriculum and organisational development. In 2020-21, the ETF 
took further opportunities to support the Further Education and Training Sector with pieces on 
Thought Leadership for Equity, Diversity and Inclusion including work with WorldSkills and awarding 
organisations to amplify the voices of learners, practitioners and leaders as well as a series of blogs 
including pieces on ’identity and resilience’, and neurodiversity.  

 29. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
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Education for sustainable development 

2.20    In October 2020, the Education and Training Foundation recruited a National Head of Education for 
Sustainable Development (ESD), in order to recognise the important role the FE and Training sector 
plays in tackling climate change and achieving sustainability and social justice. The National Head 
of ESD, has since led the development of an ESD strategy through consultation with various sector 
stakeholders30 with four principles31:

•  To weave ESD content throughout the existing CPD offer

•  To develop specialist ESD CPD

•  To work with others in the sector to create a more enabling environment for ESD in FE and Training

•  To ensure that the ETF as an organisation is ‘walking the walk’ with its own sustainability 
performance.

2.21    The ESD strategy aims to equip learners with the knowledge and ways of thinking they need, but 
also to support them so they are resilient to change and to dealing with the challenges of the 
future32. Therefore, through the strategy and associated activities, the ETF is striving to support 
the sector’s adoption of ESD to enhance teaching, learning, assessment and leadership. Some of 
the key achievements relating to ESD reported to Trustees for 2020-21 included making progress 
in embedding ESD within the ETF’s CPD and Society for Education and Training offers; submitting 
funding proposals for the development of specialist ESD CPD; and the ETF being recognised as an 
FE thought leader on ESD, with invitations to sit on relevant sector fora and submit evidence to the 
Environmental Audit Committee’s parliamentary panel on Green Jobs33.

30. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021) 
31. Education for Sustainable Development (ESD) (The ETF, 2022)

32. Education for Sustainable Development (ESD) (The ETF, 2022)
33. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
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3. GROW: THE CAPACITY  
OF THE SECTOR 



GROW: An Introduction

3.1     The ETF aim to make working in the FE and Training Sector the career of choice for ambitious 
professionals wanting to make a difference. To achieve this, the ETF supports increasing the number 
of high-quality entrants into the sector through a range of strategic interventions and recruitment 
programmes and initiatives. These interventions and initiatives aim to support participants to make 
better, more informed decisions about seeking a career in FE, and enable new teachers to feel prepared 
and resilient, and subsequently remain in the sector. 

3.3    The scale of the ETF programmes compared with the scale of the recruitment challenges facing the 
wider sector provide the context for assessing the impact of the ETF’s activity. Workforce recruitment 
and retention is one of the major challenges facing the sector with people leaving the sector and lots 
of movement within the sector. The 2021 Further Education College Workforce analysis shows how 
retention and attrition rates have worsened in recent years, with only 51% per cent of practitioners 
who started in 2016 still teaching after three years34. The Skills for Jobs White Paper recognises these 
recruitment challenges, proposing a national recruitment campaign to promote opportunities in FE and 
Training to attract teaching staff with the necessary experience of relevant industries35.

3.3    In the longer term the ETF are developing frameworks that will provide clear pathways for career 
progression to support different roles and career stages with appropriate qualifications and 
recognition. This will be vital for the sector to both recruit and retain talented individuals who can 
grow, and ultimately lead, the sector in the future. Working with the DfE, the ETF outlined its intention 
to develop supportive career frameworks for the sector in the context of the ‘Skills for Jobs: Lifelong 
Learning for Opportunity and Growth White Paper’36. The White Paper identifies existing skills 
gaps within the UK and sets out reforms for the FE and Training sector, recognising the ETF’s role 
in developing practitioners’ capabilities and growing the capacity of the sector. In addition to its 
programmes in 2020-21, the ETF developed and tested four career framework prototypes and this 
work will continue to inform its CPD/workforce development offer in 2021-22 and beyond37. 

34. Further education college workforce analysis  (DfE, 2021)
35. Skills for jobs: lifelong learning for opportunity and growth (DfE, 20211)

36. Skills for Jobs: Lifelong Learning for Opportunity and Growth (DfE, 2021) 
37. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
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individuals were supported by the FE Advice line in 2020-21  
an uplift of 13% year-on-year and a 124% increase on target

85,000



38. DfE ETF Tracker Q4 (The ETF, 2021)
39. Taking Teaching Further ETF Data (The ETF, 2020-21)
40. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
41. FE Advice Line Programme Data (The ETF, 2020-21)
42. DfE ETF Tracker Q4 (The ETF, 2021)
43. Talent to Teach in FE (The ETF, 2022)
44. Talent to Teach Participant leaflet (The ETF, 2021)

45. DfE ETF Tracker Q4 (The ETF, 2021)
46. Further Forces (The ETF, 2022)
47. Further Forces Information for FE Senior Leaders and Managers (The ETF, 2019)
48. DfE ETF Tracker Q4 (The ETF, 2021)
49. DfE ETF Tracker Q4 (The ETF, 2021)
50. SET for Teaching Success (The ETF, 2022)

GROW: Key programmes

3.4    In 2020-21, the ETF delivered a range of programmes and initiatives aimed at growing capacity in the 
sector: 

•  The Taking Teaching Further programme supports FE and Training providers to attract experienced 
industry professionals into teaching, funding the course costs of teacher training as well as additional 
support and mentoring. Through the programme the ETF has supported colleges to recruit and retain 
279 industry experts into ‘hard to fill’ technical teaching roles38. The programme funded 144 hours of 
intensive support as well as 140 hours of a reduced teaching workload (in the first year) to support 
the better retention of new practitioners in the FE and Training sector39.

•  The FE Advice Line programme employed sector experts to offer guidance and explore training 
opportunities with potential new FE recruits40. In 2020-21, 85,000 individuals were supported by the 
FE Advice line, an uplift of 13% year-on-year41 and a 124% increase on target42.

•  The Talent to Teach programme increased awareness of FE and Training as a possible career for 
second year and final year undergraduates and postgraduate students43. The programme matches 
students and providers to arrange a 40-hour paid placement, providing valuable work experience and 
networking opportunities44. Overall, 174 individuals participated in the programme in 2020-2145.

•  The Further Forces programme recruited and retrained armed forces service leavers to teach 
technical subjects including Science, Engineering and Technology in the FE and Training sector46. 
The programme worked with FE and Training providers to match technical vacancies with potential 
recruits and support onboarding through funded training and mentoring47. In total, 143 individuals 
were supported through the programme in 2020-2148.

•  The SET (Science, Engineering and Technology) for Teaching Success programme supported the 
recruitment, training and mentoring of new Science, Engineering and Technology practitioners in the 
FE and Training sector49. The programme participants access high quality Initial Teacher Education 
aligned with opportunities for industrial or academic placements, subject updating and ‘technical 
and knowledge skills enhancement’. In total, 38 participants graduated from the SET for Success 
Programme in 2020-2150. 

3.5    The following section assesses how the ETF has supported the recruitment of high-quality new 
entrants into the workforce and the impact their programmes have had on growing capacity within the 
FE and Training sector. 

individuals participated 
in the Talent to Teach 
programme in 2020-21

174
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High quality entrants to the FE and Training Sector

Programme reach, engagement and quality

3.6    The conferences and events held as part of recruitment programmes demonstrate reach across the 
sector. In February 2021, The National Technical Teacher Recruitment Conference was held to promote 
recruitment programmes including Taking Teaching Further, Further Forces, and SET for Teaching 
Success51. The event featured graduates of its teacher training programmes and FE and Training 
providers talking about their experiences and learning. FE and Training providers were also given the 
opportunity to promote their technical teaching vacancies and make connections with potential future 
recruits. The conference had 98 attendees from a number of FE and Training providers across England.

Impact on practitioners’ behaviour and practice 

3.7    In recruiting high quality entrants into the sector, the ETF’s programmes offer ongoing support as 
participants become familiar with their new roles. Some programmes, including Further Forces and 
SET for Teaching Success, provide subject specialist coaching and mentoring to aid the transition  
into teaching. 

3.8    Overall, satisfaction levels with recruitment programmes were high. Participants newly recruited into 
FE and Training roles reported how programmes had positively impacted their capabilities, notably 
in digital skills. A number of SET for Teaching Success participants described how they had become 
more aware of eLearning tools and effective practice for how tools can be used for online teaching 
and in the classroom. The majority of survey respondents also reported how they had shared learning 
with colleagues, suggesting entrants may have been able to improve the practice of other practitioners 
within their institutions.  

3.9    Some programmes delivered in 2020-21 issued post-course impact surveys to gauge participant 
satisfaction and how they had benefitted. For the Further Forces programme, the majority, 10 of 11, 
reported that their confidence had improved as a result of their participation in the programme,  
while the same proportion stated that they were ‘very likely’ or ‘likely’ to recommend the programme  
to a colleague52.

GROW: Key Figures

Further Forces and SET for Teaching Success programmes post-course satisfaction surveys  
were completed by 27 participants: 

•  The majority of respondents, 25, felt that their participation had a positive impact on  
their practice 

•   Similarly, almost all respondents, 26, felt the programme had a positive impact on  
their knowledge and skills

•  Two thirds of respondents, 18, expected to share their learning within the next two months. 

Source: Further Forces Post-course survey (The ETF, 2021) (N=11); SET for Teaching Success programme (The ETF, 2021) (N=16)

51. National Technical Teacher Recruitment Conference (EdCentral, 2021)
52. Further Forces Post-course survey (The ETF, 2021)
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3.10    For programmes aiming to improve leadership in the sector, participants reported how they have 
been supported to develop their own practices, in turn helping to grow diversity in the sector. 
Through content delivered in the Diversity in Leadership programme, practitioners have increased their 
awareness of EDI which some have reflected upon and incorporated into recruitment processes. 

3.11    The Diversity in Leadership programme has increased levels of confidence and empowerment for 
people with protected characteristics. Some participants reported how coaching had helped them 
to speak about their cultural and ethnic backgrounds within their roles and helped them value their 
cultural capital. In the longer term, increased confidence and sense of empowerment may lead 
to participants feeling better placed to progress to senior positions and remain within the FE and 
Training sector. 

3.13    It also attracted skilled governors that included younger adults and people with protected 
characteristics54. Increased representation in senior roles could have a longer-term impact on 
recruitment, both through a more diverse range of perspectives being included in decision-making 
and through future leaders perceiving the sector as being more inclusive. 

Diversity in Leadership programme participant

Inspiring FE Governance programme participant

It’s made me realise that there isn’t much diversity in my team, so has made me 
realise that when it comes to recruitment it’s important to have different people 
because that leads to a different outlook and the way you do things. 

I don’t understand why FE providers wouldn’t use the 
matching service. It enables you to get a much broader 
pool of candidates and you are able to ensure they have a 

Everybody brought 
something new.

wide range of skills on  
the board and independent 
of the college.

Impact for organisations and their learners

3.12    Organisational governance has been positively affected by those 49 vacancies filled through the 
Inspiring FE Governance programme. This attracted people from other sectors, some of whom 
reported that they had not previously considered working in the FE and Training sector and likely 
would not have applied for a role otherwise53.

53. Evaluation of Inspiring FE Governance 2020/21 (The ETF, 2021) 
54. Evaluation of Inspiring FE Governance 2020/21 (The ETF, 2021)

35Education & Training Foundation     Impact Report 2020-2021



Inspiring FE Governance FE and Training provider

Society for Education and Training Member

We successfully recruited five or six Governors over three years and

I look forward to these meetings as I know they will renew 
my sense of purpose and leave me

over the three years the college turned over 50% of the board and moved it 
on significantly, changing the gender balance and age profile too.

got people we wouldn’t 
have gotten without the 
recruitment programme

buzzing with energy  
and ideas

Inspiring FE Governance FE and Training provider

3.14   Increased awareness of EDI issues amongst participants has already had some impact on 
organisations. For example, the Diversity in Leadership programme has provided transferable 
knowledge from recruitment practices to the classroom and has helped participants have a deeper 
understanding of learners with additional support needs. Some participants have reflected that their 
learner cohorts are not diverse and are exploring avenues to attract learners from a much wider range 
of ethnic backgrounds in the next academic year55. 

3.15   While it was not their primary intention, a few of the ETF’s programmes have had a positive effect 
on retention. This is where people who were feeling dissatisfied with their role, or who may have 
felt a lack of agency or relevance, have had their thoughts challenged. For example, the evaluation 
of the Practitioner Research Programme reported how participants had been given a new impetus 
to develop and continue their career within the sector. A participant of the FE Strategic Leadership 
Programme said that they felt undervalued for a long time, and as a result was due to leave the sector. 
However, through connections and opportunities developed with the other programme participants, 
they renewed their commitment to the sector and were now looking to apply for a leadership role 
within their institution. 

3.16  Another member of the Society of Education and Training said:

55. Evaluation of the Diversity in Leadership programme (The ETF, 2021)
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Listening to the voices of the workforce

3.17    The ETF undertook research initiatives to gather the views of the workforce. This included feedback 
from Society for Education and Training members, practitioners, and advanced practitioners to inform 
the ETF’s future work with the sector and DfE.

3.18    Programmes including the Centres for Excellence in SEND engaged with the workforce to help inform 
its content and delivery. Participants have reported this to be valuable, ensuring content is relevant to 
the challenges they face and that the programme is engaging. In the Centres for Excellence in SEND 
programme, training was delivered through a ‘sector leading the sector’ approach, meaning SEND 
Centres provided training, resources and support to the FE and Training sector56. This method was 
found to be effective, as Centres for Excellence in SEND organisations shared similar challenges as 
those engaging with the programme, creating an environment that encouraged the sharing of  
effective practice. 

3.19    The ETF and the Society for Education and Training have used workforce feedback to inform their 
offering. Following input from over 6,000 respondents, the Society for Education and Training have 
been able to provide relevant, targeted benefits and improve the support they provide for the sector57. 
The ETF has launched a new website, co-produced with Society for Education and Training members 
to create a user-friendly site with improved capabilities including a CPD log and on-demand resources. 
Through using the views of the workforce, the ETF and the Society for Education and Training have 
developed an offering which provides greater value to its members and contributes towards creating  
a more supportive FE and Training sector. It may be expected that this improved offering will 
encourage new recruits and help retain existing members.

56. Evaluation of the Centres for Excellence in SEND (The ETF, 2021) 
57. Association Leadership Award – UK (The ETF, 2021)
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GROW: Learning from our programmes

3.20    In terms of building the capacity of the sector, 2020-21 saw the ETF’s work focus on priorities to 
continue to encourage high quality entrants into the sector through focussed programme delivery, 
alongside creating conditions to build on its achievements in future years. 

3.21    Programmes such as FE Advice, Taking Teaching Further and Talent to Teach all helped organisations 
to recruit high calibre teaching staff and support their transition into the sector. In addition, 
programmes to support governors have brought talented individuals from a range of backgrounds to 
support the sector’s leadership. These programmes have also re-enthused and re-engaged people who 
might otherwise have left with their profession to support retention of experienced and talented people 
in the sector. 

3.22    Conditions for sustained sector growth have been set through a range of research initiatives 
including membership, practitioners, and advanced practitioner research. The Practitioner Research 
programme is increasing the number of research-engaged FE and Training practitioners, creating a 
growing relationship with the University sector and providing additional opportunities for practitioners 
to pursue interests related to their practice. In addition, the career framework model outline was 
developed and discussed with DfE in support of its ambitions to enhance progression opportunities  
to leadership positions, as stated in the White Paper58. 

3.23    Following recommendations from the year one evaluation, the Diversity in Leadership programme 
adapted its delivery. The eligibility and content for the Coaching for Aspiring Leaders and Chairs 
component was widened to include professionals from all protected characteristics59. Through 
changes made to the programme, participants reported learning about disability in terms of SEND 
learners, and issues around LGBTQ+ people as well as Black and minority ethnic background  
specific issues.

58. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
59. Evaluation of the Diversity in Leadership programme (The ETF, 2021)
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4. LEAD: THE SECTOR’S OWN 
DEVELOPMENT ACTIVITIES 



LEAD: An Introduction

4.1     The Education and Training Foundation’s second strategic objective is LEAD. This objective seeks to 
support the sector to build its own development activities. The ETF’s objective is to develop a confident 
leadership culture that is empowering and encourages a focus on continuous improvement. It sees 
effective leadership as being able to focus on the needs of the organisation and successfully guide its 
development, but also to look beyond the boundaries of the institution that they are responsible for and 
recognising that system improvement is also part of their role. The FE and Training sector needs leaders 
that both ‘do things better and do better things’. 

David Russell, Chief Executive60

We need to think about what the big issues are and what can 
we be doing – equality, social justice, climate change. 

What can the FE system say 
and do about these things? 

60. From Russell, D. (March 2021) A self-improving FE system (presentation). https://www.youtube.com/watch?v=8Z0eVUlBF-w 
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LEAD: Key programmes 

4.2     To work towards this objective the ETF had three key priorities:

  to lead the continuous improvement of the FE and Training professional workforce in support of  
a self-improving system;

  to enable the sector to rise to meet key national and global challenges and, 

  to establish the FE Leadership Institute (although initial foundations for this were planned for 2020-21).  

1

2

3

4.3     In 2020-21, the Education and Training Foundation delivered a range of programmes and initiatives to 
support senior leaders in the sector: 

•  The Further Education Strategic Leadership Programme delivered by Oxford Saïd Business School, the 
University of Oxford. This programme consists of an assessment activity with a development centre 
(delivered by Gatenby Sanderson) and three, three-day residential modules at Oxford Saïd Business 
School. The residential modules are carried out at dedicated executive education facilities at Egrove Park 
in Oxford, as well as being supplemented by a digital learning module. In total, 173 participants have taken 
part in the programme over eight cohorts since 201761.

•  The Chief Finance Officer (CFO) Programme was launched in 2017, with the Institute of Chartered 
Accountants in England and Wales (ICAEW) commissioned to deliver the programme. A total of 137 
delegates have gone through the programme in eight cohorts62. The purpose of the CFO programme is 
to deliver a step change in the ability of CFOs and Finance Directors (FD) in the FE and Training sector to 
partner with their Chief Executive Officers (CEO) to drive strategy forward. 

•  The Chief Executive Officer Mentoring Programme was first designed in July 2019 and piloted from 
September 2019 through March 2020. The full programme launched in March 2020 and offered the 
opportunity for mentees to work with mentors who have senior leadership experience in the FE and 
Training sector. The full programme involved six mentors and 21 mentees in total. The mentees include 
individuals in Principal, CEO, and CFO/FD roles.

•  New to Senior Leadership programme was piloted in 2020-21. The programme ran from mid-January 
2021 to April 2021. It aimed to plug an identified gap of support for FE and Training professionals who 
are new to senior leadership roles. The underlying rationale is that those new to senior leadership face 
challenges and demands that either go beyond or are distinctive from general FE management and 
leadership. The programme targeted professionals who are in the first 18 months of taking up senior 
leadership in the FE and Training sector. The 12-week programme consists of nine workshops, coaching 
sessions and Action Learning Sets (ALS), with around 5-6 participants in each set. Overall, 15 participants 
undertook the programme. 

•  Resources for CEOs: two live modules were launched in early 2020 with the delivery partner (DESQ): 
Financial Sustainability and Using Data to Drive a Performance Culture. Both modules were designed to 
help current and new CEOs and Principals with areas of their work that warranted extra support. In total, 
250 people accessed the Resources for CEOs modules during this period63. 

62. CFO programme evaluation: final report (The ETF, 2021).
63. Evaluation of the Development Resources for CEOs and Principals (The ETF, 2021)
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4.4     The ETF also delivers programmes to support middle managers within the sector.  This includes those at 
the beginning of their middle management career, and those who are more experienced: 

•  Diversity in Leadership programme: the aim of the programme is to support a talent pipeline so that FE 
leadership, at all levels, represents the diversity of learners in the FE and Training sector. The programme 
was delivered by AoC in three strands, consisting of 1) workshops (for middle managers and senior 
leaders), 2) coaching (for professionals with protected characteristics), and 3) a Women Up2 (WUp2) 
strand of modules for women in the FE and Training sector. The strands were underpinned by a Diversity 
Toolkit - video content focussed on structural discrimination and organisational change designed to 
support FE and Training organisations increase the diversity of their staff64. In total, 249 participants 
completed the programme65.

•  Leading from the Middle Programme. The programme aimed to support the development of middle 
management to more senior roles and was delivered by FE Associates. The programme was delivered in 
10 cohorts and consisted of five primers, five online modules, 3.5 hours of mentoring support, a Focused 
Learning Activity (FLA), and a final conference. In total, 192 participants completed the programme across 
10 cohorts66. Six of these were delivered in-house within organisations, two were specific to supporting 
middle leaders from Black, Asian or Minority Ethnic backgrounds, and two were open cohorts. The two 
cohorts run for middle leaders from BAME backgrounds were fully subsidised cohorts open to anyone 
with a Black, Asian or Minority Ethnic background in the FE and Training sector.

•  Stepping into Leadership: Dudley College of Technology were commissioned to deliver the programme, 
in partnership with East Sussex College, Moulton College and New Anglia Colleges Group in September 
2020. The aim of the Stepping to Leadership programme was to prepare new or aspiring managers as 
they transition into leadership roles. It ran from October 2020 to March 2021. The programme comprised 
of four one-hour leadership and management workshops, Action Learning Sets and self-study. The 
programme was delivered to 25 delegates. 

participants completed 
the Diversity in 
Leadership programme

249

64. Evaluation of the Diversity in Leadership programme (The ETF, 2021)
65. Evaluation of the Diversity in Leadership programme (The ETF, 2021)

66. Evaluation of the Leading from the Middle programme (The ETF, 2021)
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participants engaged with the ETF’s 
Governance programmes, representing 
399% of the target of 260

1,038



4.5     In 2020-21, the ETF also delivered programmes aimed at supporting governors of FE and Training sector 
organisations. These were:

•  The Governance Development Programme aims to equip governors with the necessary skills and 
knowledge to fulfil their responsibilities and provide high quality governance to their organisation. The 
programme in 2020-21 has been managed and delivered by AoC Create. The programme has been run 
for several years as a face-to-face training programme. However, since April 2020 the training has been 
delivered mostly through online ‘on demand’ modules, with governors having access to 26 modules at 
three levels (core, proficient and advanced). It recruited a total of 151 individual governors from 79 FE and 
Training for the live training sessions, while 68 providers paid for access to the online modules67. 

•  The Governance Professionals Development Programme contains three training strands; Strand 1 
(Induction and mentoring) which is an entry-level offer for governance professionals up to 18 months in 
post, Strand 2 (The technical aspects of being a governance professional) aims to increase governance 
professionals’ abilities through 2.5 days of live online training, online learning modules and a webinar. 
The first two strands were delivered by AoC and the third by Oxford Saïd Business School. Strand 
3 (Governance professional higher-level skills) is an advanced leadership and mentoring strategic 
development strand consisting of two days of intensive training with three mentoring touch points. In 
2020-21 the programme had 87 participants68. 

•  The Inspiring FE Governance Programme provided a matching service where volunteers can apply 
for governance vacancies advertised by FE colleges. The programme is delivered by Education and 
Employers, which provides a similar service for the schools sector. It aimed to increase the pool of 
governors entering FE roles and help providers to address governor skills shortages and gaps. Overall,  
49 volunteers were placed in governance roles in FE institutions69.

67. Evaluation of the Governance Development programme 2020/21 (The ETF, 2021)
68. Evaluation of the Governance Professional Development programme 2020/21 (The ETF, 2021)

69. Evaluation of Inspiring FE Governance 2020/21 (The ETF, 2021)

44Education & Training Foundation     Impact Report 2020-2021



Lead the continuous improvement of professional workforce development

Programme reach, engagement and quality

4.6     Leadership programmes are targeted to ensure that they support senior leaders in the sector. Programmes 
that have been running for several years attracted high numbers of senior managers. This included 249 
middle managers attending Diversity in Leadership training, 173 senior managers attending the FE Strategic 
Leadership Programme,) and 151 governors attending the Governance Development Programme. Some 
programmes with smaller numbers were pilot programmes run to test the market and content on a modest 
scale prior to scaling these opportunities (for example the Stepping into Leadership and New to Senior 
Leadership programmes). 

4.7     Only one of the leadership programmes was a self-completion online resource (Development Resources 
for CEOs and Principals). For this programme, we are able to track 250 participants accessing one of the 
modules, but we are unable to see how much time participants spent working through content. 

4.8     Most programmes achieved (or were close to achieving) the targets set by the ETF in terms of participant 
reach. In 2020-21, 1,038 participants engaged with the ETF’s Governance programmes, representing 399% of 
the target of 26070. More specifically, the Governance Development Programme substantially overachieved 
in terms of participation with 151 individual governors attending the live training sessions, nearly double the 
programme target of 8071. The programme also performed well against its target of providers signing up for 
the online module and paying the £200 fee, with 68 signing up against a target of 1572. 

4.9     Most programmes successfully achieved their target number of participants. In some instances, this was 
facilitated by ETF broadening their participant eligibility criteria and offering a more inclusive approach to 
recruiting participants who might benefit most. However, on one programme (New to Senior Leadership) 
the widening eligibility criteria created a mismatch in expectations that led to a small number of participants 
dropping out after the first workshop. 

•  The Chief Finance Officer (CFO) programme is attracting and supporting the development of finance 
professionals in the FE and Training sector, with most attendee’s job role being either CFOs, Head of 
Finance, or Finance Director (FD). The roles of CFO/Head of Finance covered a range of functions including 
HR, marketing, compliance, legal, procurement, estates, facilities, IT and Management Information Systems

•  According to the ETF’s Booking System data collected from FE Strategic Leadership Programme 
participants between 2017- 2022, all 173 were Senior Leaders (although two noted themselves as ‘other’ 
without further clarification).

•  On the Governance Professionals Development Programme, over a third (10 of 24) of survey respondents 
had been in post for less than two years, five of the 24 had been in post for 2-5 years, and nine had been in 
post for over five years. 

individual governors attending the live 
training sessions, nearly double the 
programme target of 80

151
70. DfE ETF Tracker Q4 (The ETF, 2021)
71. Evaluation of the Governance Development programme 2020/21 (The ETF, 2021)

72. Evaluation of the Governance Development programme 2020/21 (The ETF, 2021)
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4.10    The programmes mostly attracted participants from General Further Education (GFE) Colleges. It is not 
possible to report organisation type for all programmes or to to say which provider or region participants 
came from. Again, those programmes that have been running for longer time periods were able to report 
broad reach across the sector. For example: 

•  Principals from more than half (57%) of FE colleges have participated since 2017

•  Governance Professionals Development Programme practitioners were mostly (59, or 80%) from GFE 
Colleges. There were also participants representing six land-based colleges, four Sixth Form Colleges 
and five institutes for adult learning.

•  The 151 training attendees on Governance Development Programme were from 79 FE and Training 
providers. This comprised 73 GFE Colleges, five Sixth Form Colleges, and one private training provider.

4.11    Some programmes attracted cohorts from a smaller range of organisations. For example, participants on 
the WomenUp2 strand in the Diversity in Leadership programme came from eight different institutions. 
However, more than half of the participants (14 out of 21) were from a single college. This is something 
that was also reported in other programmes (for example Practitioner Research Programme). 

4.12    Two programmes were specifically designed to address EDI issues. These were:

•  Leading from the Middle. Some participants with a Black, Asian or Minority Ethnic background (BAME73) 
on this programme had been encouraged to attend because their senior managers recognised the lack 
of diversity in their team following the rise of the Black Lives Matter movement. The attendance of staff 
with BAME backgrounds on the programme was therefore part of a very focussed effort to develop 
BAME middle managers. The ETF programme support for participants with BAME backgrounds has 
substantially grown since year one: from six subsidised places for smaller providers/BAME participants 
in year one (across the open cohorts), to 30 free places specifically within two BAME-only cohorts in 
year three.

•  The Diversity in Leadership course aimed to support a talent pipeline so that FE leadership, at all levels, 
represents the diversity of learners in the FE and Training sector. However, participant characteristics, 
job role, organisation and the location of participants was not collected for all participants. Comments 
in the evaluation report suggest that the participants of workshops (that were open to all) were not as 
diverse as some participants would have liked; some interviewees felt that the weight of numbers for 
certain demographics in some workshops (e.g. white women) limited the learning from the personal and 
professional experiences that a more diverse group would have brought.

4.13    All leadership programmes moved to online delivery as providers closed and social distancing measures 
were introduced as part of the strategic response to the Covid-19 pandemic. Programmes restructured 
their offer and introduced a range of responses including the: 

•  Delivery of content of residential programmes in shorter online sessions over a longer time period  

•  Adaptation of content to provide space for participants to talk about the leadership challenges that 
arose because of the pandemic

•  Experimentation with different ways to replicate networking over coffee which is a valued feature of 
the residential model, such as the “Randomised Coffee Trial” to meet others on the New to Senior 
Leadership programme.

73.  The acronym BAME is used in this report to reference Black, Asian and Minority Ethnic participants. We recognise that there are problems with its use as it does not account for differences between ethnic 
groups, and people from those groups do not wish to be thought of as non-White which is the implication of the broad ‘Other’ category. We use it to reflect the language of the programme in 2020-21. 
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Impact on leaders’ behaviour and practice

LEAD: Key Figures
For both the Diversity in Leadership and the Governance Professionals Development programmes, 
post-course satisfaction surveys results showed:

•  The majority of respondents, 89% (of 79 respondents), felt that their participation had a positive 
impact on their practice 

•  Similarly, almost all respondents, 98% (of 85 respondents), felt their participation had a positive 
impact on their knowledge and skills, while the same proportion reported improved confidence 
as a result of their participation

•  Over three quarters of respondents, 85% (of 85 respondents), expected to share their learning 
within the next two months

Finally, the majority of participants on these two programmes alongside those on the Stepping 
into Leadership programme, 94% (of 139 respondents), would recommend the programme to a 
colleague. 

Source: Diversity in Leadership programme Post-course survey (The ETF, 2021) (N=55), Governance Professionals Development programme (The ETF, 
2021) (N=30); Evaluation of the Stepping into Leadership Programme (The ETF, 2021)

4.14    Feedback from participants suggested that they learned a range of valuable insights from their 
participation in the programmes. These fell into three broad categories: subject specific knowledge, 
problem solving approaches, and equality and diversity issues. 

4.15    Some programmes were designed to improve participants’ knowledge about topics that would be new to 
them as leaders in the FE and Training sector. This was particularly the case with middle managers and 
with governors. For both these groups, information about budgets and finance were frequently mentioned 
as being very valuable. 

I didn’t understand where funding comes from, the impact of the number of 
students you have or adding extra hours onto a course. Showing this will

help people understand the 
importance of recruiting 
more students and why. 

Leading from the middle, interview participant, in-house cohort 
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[The financial planning] provided me with the knowledge and terminology to 
engage with the SLT [senior leadership team]. It kind of 

Participants that completed these modules stated they generally considered it 
specialised knowledge for those on finance sub-committees. However, until they had 
completed the training, they felt they were not able to provide scrutiny when the 
results of any audit were presented to the board.

demystified financial terminology 
and how colleges plan financially 
and made it very, very simple and 
easy to understand.

One of the most common topics 
participants felt they learnt 
most about was on financial 
management and audits.

Leading from the middle interview participant, BAME cohort 

Governance Development Programme Evaluation report  

4.16    Feedback from participants from several of the leadership programmes referenced the ability to discuss 
issues that were pertinent to their situation was the most valuable aspect of their participation. Sometimes 
it was the reassurance that they were not alone in experiencing a particular issue or problem that was 
valued. Other programmes used a structured approach to problem solving that harnessed the insights of 
the collective group. For example, the New to Senior Leadership programme used Action Learning Sets 
(a form of group coaching) and focussed on one participant presenting a leadership challenge they were 
facing, followed by others asking coaching questions to support exploring their challenge, and then a 
discussion. Action Learning Sets worked well in providing opportunities for collaboration and networking 
with professionals in other organisations and were particularly welcomed as a safe space to explore and 
discuss challenges. 

4.17    Programme leaders recognised that such sharing sessions can be difficult when people from colleges in 
the same area (and therefore potentially in competition for both staff and learners) are in the same group. 
One programme actively managed this by creating sub-groups that selected people from geographically 
disparate areas. The T Level Professional Development mentoring programme provided participants with 
the opportunity to speak with colleagues from other organisations to share ideas and common concerns. 
All of the participants were very positive about the collaborative element of talking to other colleagues. 
Participants agreed that the national element of this – matching up colleges who are not competitors - 
allowed them to share issues and ideas openly.

48Education & Training Foundation     Impact Report 2020-2021



4.18    In 2020-21 programmes that focussed on EDI issues were expanded. Feedback from participants 
on these courses was very positive as the programme appeared to fill a gap in the Further Education 
sector. This is one of the striking features of evaluation reports from this year’s activity. Participants 
said that they had learned things about EDI that were new to them, that it had made them reflect on 
their organisational context, and helped them to think about practical methods that they could use 
to challenge their situation. 

4.19    The Diversity in Leadership programme was clearly designed to focus on these issues and it did 
so very effectively. There is consistent evidence showing increases in participant knowledge, 
understanding and awareness of EDI. Data from the AoC survey shows that most participants (99% 
of 67 respondents) agreed that the programme had improved their knowledge of the topic, with over 
three quarters (76%) strongly agreeing with this statement. There was a similar level of agreement 
that the programme had a positive impact on participants’ professional development (99%), with 
just under three quarters (70%) strongly agreeing with this statement74. 

4.20    Leading from the Middle also included material focussed on EDI. The evaluation report said that the 
EDI content helped plug gaps in participants’ knowledge of inclusive leadership, especially within 
the Black Lives Matter context. This has encouraged participants to reflect more on their practice. 
However, this module would benefit from being more engaging and interactive and moving the 
discussion forward from unconscious bias. 

4.21    Equality issues were raised in other programmes as well. For example, one female participant in the 
CEO Mentoring programme said that her female mentor had become a role model for them. The 
participant felt that this mentor, did not present herself in the typical ‘male’ leadership style’ that 
she had observed among her peers. She said this gave her confidence to harness her authentic 
individual strengths. 

4.22    Finally, the programmes encouraged participants to consider the wider issues and contexts within 
which they worked. Participants on some programmes discussed the policy context of the FE and 
Training sector – sometimes for the first time. Discussions about the FE White Paper and how 
that contributed to the funding available to the sector, and its priorities, were illuminating for some 
managers and governors. For example, feedback from the FE Strategic Leadership Programme 
suggested that future thinking and scenario planning that was part of the programme helped them 
to comprehend the political complexity of management. 

 It helps you meet financial challenges and changes to budgets and impacts of the white 
paper …., so it helps you focus about the purpose of your role and how to address it.

The programme helps you to feel 
a more integral part of the sector 
and respond to consultations.

FE Strategic Leadership Programme participant quoted in evaluation report

 74. Evaluation of the Diversity in Leadership programme (The ETF, 2021)
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4.23    The effect of participation in leadership and management programmes on behaviours and practices 
can be difficult to capture. Participation is as much about reflecting on personal leadership styles 
and key issues as it is about improving technical skills. The effects of any changes in these elements 
can be difficult to observe in a short period of time, and may be more evident to colleagues than the 
participants themselves. 

4.24    Nevertheless, evaluation reports did present examples of changed attitudes and behaviours, or 
‘tweaks’ to leadership styles. For example, an Assistant Principal said that because they had learned 
about budgets and the presentation of financial information, they took more time to review their 
organisations monthly management accounts:

4.25    Others had been energised and built confidence to tackle issues or problems they were facing in the 
workplace. The FE Chief Finance Officer programme evaluation reported examples of the ways in which 
participants interviewed had employed the learning from the programme, which included: reflecting on the 
new insights about managing people at different levels within the finance team to help them to develop 
the team; using techniques from the programme when having challenging conversations with a disruptive 
member of staff which had already led to improvements in their relationship and in the person’s behaviour; 
or using tools from the programme with their line reports. 

4.26    Individual testimony from a participant in the FE Strategic Leadership Programme highlighted how 
adaptations to their leadership style was beginning to have an effect on their team: 

I now download and go through those to make sure I understand them. I prepare better for 
regular budget meetings now as I understand the need to have financial acumen.

“My natural approach would be to lead myself and be quite controlling, so I have really 
thought about how I can work with senior and middle managers, so they take greater 
accountability, so they have a clear understanding of the vision for the college. I’m trying 
to step back a little bit, listen more, and let others have a voice, trying to take more risks, 
and have the confidence to take the risk and draw on skills and expertise of the team, 
which will make them feel more valued.

I’m digging deeper if I don’t 
understand, and it’s made  
me more rigorous.

I have started to do this  
and I am seeing some  
green shoots

Development Resources for CEOs and Principals learner, Assistant Principal.

FE Strategic Leadership Programme participant, quoted in evaluation report
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Impact for organisations and the sector

4.27   The ETF’s leadership development activities give some participants the skills, knowledge and 
impetus to create strategic responses to key challenges and use data more effectively in their 
decision-making processes. 

4.28   Organisational impact occurs when people with responsibility for strategy development and strategic 
thinking connect with the content of the programmes and apply it to their strategy development 
processes. This was explicitly acknowledged by a participant in the New to Strategic Leadership 
programme who was developing a Curriculum Strategy and an EDI Strategy for their organisation. 
They explained that the programme had helped them understand which conversations they would 
need to have to help move things forward and that they had subsequently been more proactive in 
doing this. The content around the role of a Principal and the need to have conversations as part of 
developing strategies was instrumental in their approach. Another example was provided of a CEO 
who used the content of the Financial Sustainability module (from the Development Resources for 
CEO’s programme) to review and refresh their college strategic plan. They used examples and videos 
within the modules to shape their own strategic plan and shared the resources from the module with 
colleagues. They said this would “guide our college through the next three years”. 

4.29   Some colleges accessed parts of the ETF leadership programme for in-house delivery. This meant 
that whole teams of professionals could experience the training together, discuss issues they 
were all experiencing and use the tools and techniques introduced in the programmes as a group. 
For example, this was the case with in-house cohorts in the Leading from the Middle programme. 
Participants generally expressed agreement that their participation would have some impact on an 
organisational culture of inclusivity. However, the evaluation concluded:

4.30   Programmes that supported governors provided good evidence of how those programmes had 
improved their knowledge of the sector, and what effective practice looked like. 

This will undoubtedly happen at greater speed for the in-house cohorts because 
of the level of organisational investment in the programme (sending many of their 
middle managers on the course), and for organisations who sent a large number 
of their middle managers on the open cohorts (for example, Bournemouth and 
Poole College who sent 10 middle managers), 

it allows good practice  
to be embedded more easily

The ETF (2021) Evaluation of the Leading from the Middle Programme.
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LEAD: Learning from our programmes 

4.31    There is substantial evaluation evidence that the ETF programmes have supported leaders to lead 
their organisations, and governors to offer effective scrutiny and oversight. Programmes have 
also supported people with positions of responsibility in the middle management tier to build their 
management skills and consider their role as manager and potential future leader. Together these 
suggest that the ETF is helping the sector to ‘do things better’. 

4.32   Each of these programmes has either included changes or improvements to their form or content 
during year (for example increasing bursaries for under-represented participants in the Leading from 
the Middle programme, and shifting the Governance Development Programme to a suite of 26 on-
demand modules rather than as a face-to-face offer), or have been introduced as pilot programmes to 
test the market (the New to Senior Leadership Programme for example). 

4.33   There is growing evidence of the ETF ‘doing better things’ in relation to leading global and national 
challenges associated with climate change and social justice (although undoubtedly the sector makes 
a significant contribution to both). Most notably the Education for Sustainable Development strategy 
developed during 2021 provides a framework for future activity (see Section 3). There was also a 
lot of evidence about shaping the agenda with respect to EDI. Programmes that included content 
related to EDI issues received positive feedback from participants. They helped those from under-
represented groups to connect, share experiences and grow in confidence, all others to recognise 
the broad spectrum of issues that relate to EDI and, most significantly, reflect on their organisations’ 
performance and consider what steps might be done to drive change.

Organisational impact of governance programmes

Governance Development Programme

78% of survey respondents reported the programme had improved their ability to influence 
decisions on the Governing Board. For example, a governor reported as part of the evaluation that 
they had learnt more about the FE and Training sector as a result of the training and that they now 
ask the college leadership for provider data to help them monitor their performance. Their college 
leadership subsequently agreed to produce an accessible database of relevant information for 
their Governance Board.

Governance Professionals Development Programme

Over half (59%) of respondents to an evaluation survey stated the programme had a substantial 
or major impact (four or five on a five-point scale) on their ability to support and guide their 
governance board. One participant reported they had implemented a short student pulse survey 
to gather views on learner satisfaction. Another said that they had changed the structure of 
meetings to reduce the number of items discussed and increase the time per item to ensure 
discussions informed decisions.
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5. INFLUENCE: THE SYSTEM’S 
PRIORITIES, THINKING AND 
BEHAVIOUR



INFLUENCE: An Introduction

5.1     As part of its vision to support the development of highly effective and professionally confident teachers 
and trainers, the ETF’s third strategic objective focuses on influencing the FE and Training system’s 
priorities, thinking and behaviour. In developing the ETF’s vision, its Chief Executive Officer highlighted the 
need to think long-term and to focus on the really important issues of the day, such as equality, social justice 
and climate75. To address this objective the ETF has one key priority, to work with the sector to identify 
effective practice and encourage innovation76. 

5.2     Various of the ETF’s programmes provide opportunities for practitioners to reflect on and/or research 
innovative or effective practice in further education and training or leadership and governance. These 
programmes aim to support practitioners to develop the skills and knowledge needed to influence decisions 
within and beyond their organisations, and improve the quality of teaching, learning and assessment. 
Encouraging the dissemination of research to colleagues within a practitioner’s organisation, through 
formal networks and external publications can provide a helpful way to scale-up impact for practitioners, 
organisations and the wider sector77. 

75. The self-improving FE system, (Russell, D. 2021)
76. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)

77. Evaluation of the Practitioner Research Programme (The ETF, 2020)
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leaders, managers and/or practitioner engaged 
with Centres for Excellence in SEND in 2020-21

2,446



INFLUENCE: Key programmes
5.3     The ETF delivers a wide range of programmes which support the sector to identify effective practice  

and encourage innovation. Three of these programmes were independently evaluated in 2020-21  
which include:

•  The Centres for Excellence in Maths programme which operates through a ‘hub and spoke’ model - 21 
national centres developing local networks of providers. These providers test and disseminate effective 
approaches to delivering maths in FE78. There are three strands of the programme: national trials of new 
models for delivering maths, action research undertaken by the centres and centre-led activity to arrange 
CPD training and share effective practice. In 2020-21, there were 238 colleges, Sixth Form Colleges or other 
providers of Level 2 maths were participating in the programme79.

•  The Centres for Excellence in Special Educational Needs and Disabilities (SEND) programme comprises 
three national centres located in Derby, Norwich and Weston-super-Mare, which provide expert support 
for leaders, managers and practitioners who wish to put learners with SEND at the centre of their 
organisation80. Each centre has a different focus: People, Curriculum and Community. In 2020-21, 2,446 
leaders, managers and/or practitioner engaged with Centres, while 566 professionals attended online 
sessions81. 

•  The Practitioner Research programme supports FE staff to explore their research ideas, build research 
skills and inform practice through action research and research development programmes. In 2020-21, 50 
practitioners were enrolled on MA and MPhil accredited courses at the University of Sunderland82. Over half 
of participants took their experience within the programme back to a student-facing role83.

5.4     Two other key programmes focussed on influencing system priorities, thinking and behaviour but their 
impact was not independently evaluated in 2020-21: 

•  The Technical Teaching Fellowships programme delivered in partnership with the Royal Commission for 
the Exhibition of 1851, delivers awards that promote excellence in the delivery of technical education to 
raise its profile and share practice with the wider education sector84. In 2020-21, four Technical Teaching 
Fellowships were undertaken, and the fellows worked to support individual teachers, departments, and 
organisations through online, hybrid and face-to face continuing professional development85. 

•  The Outstanding Teaching, Learning and Assessment programme supports evidence and research-based 
collaborative projects focussed on promoting change and sharing effective practice86. In 2020-21, 387 
practitioners from across 30 organisations participated in the programme, with 19 projects to develop 
evidence-based solutions for the improvement of English teaching, learning, and assessment completed87.

80. Centres for Excellence in Special Educational Needs and Disabilities (SEND)
81. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)
82. DfE ETF Tracker Q4 (The ETF, 2021)
83. Evaluation of the Practitioner Research Programme (The ETF, 2020)
84. Technical Teaching Fellowship Programme (The ETF, 2022)

85. DfE ETF Tracker Q4 (The ETF, 2021); Technical Teaching Fellowship Impact Report 2020-2021 (The 
ETF, 2021)
86. Outstanding Teaching Learning and Assessment (The ETF, 2022)
87. OTLA Anthology of Practitioner Action Research Reports (2020-21) (The ETF 2021)

practitioners from across 30 
organisations participated in the 
Outstanding Teaching, Learning 
and Assessment programme

387
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Share innovative and effective practice

Programme reach, engagement and quality

5.5     The programme descriptions above outline the number of participants reached by the five programmes 
which aim to influence the system’s priorities, thinking and behaviour. These are programmes that have 
extensive reach and engage large numbers of practitioners. For example, the Centres for Excellence 
in SEND substantially exceeded expectations in terms of participation, with 2,446 individual leaders/
managers/practitioners participating in the programme, over three times the target of 750 and representing 
a 234% increase in participation between Year 1 and 2 of the programme88. The programme’s website also 
reached a large number of individuals, with almost 95,000 users since its inception in 2015 (86% new users 
and 14% returning users), and over 286,000 pages viewed in that time period89. In addition, in 2020-21 the 
support for learners with SEND on the Excellence Gateway was accessed by practitioners over 22,500 
times, while over 54,500 SEND pages were accessed on the Excellence Gateway90. Beyond the work of 
the centres, the programme offered additional online sessions on neurodiversity and hearing loss, further 
supporting EDI within Further Education and with 84 professionals attending91.

and asking to be shown how inclusivity can be part of their main strategic plan 
and can be the focus of their organisation.

There has been a significant 
increase in the number of 
colleges and institutions that 
are engaging with CfEs 

The ETF (2021) Evaluation of the Leading from the Middle Programme92.

88. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)
89. Excellence Gateway – SEND Site Statistics (The ETF, 2021)
90. Excellence Gateway – SEND Site Statistics (The ETF, 2021)

91. Excellence Gateway – SEND Site Statistics (The ETF, 2021)
92. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)

of participants who completed an evaluation 
survey reported that they felt more confident 
about their approach to learners with SEND

100%
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5.6     The Centres for Excellence in Maths programme’s Action Research Training reported strong engagement, 
with the training completed by 157 practitioners across the 21 Centres, comprising 116 practitioners from 
the lead Centres and 27 network partner organisations with 40 participants attending the training93. 

5.7     Likewise, the Technical Teaching Fellowships programme awarded four fellowships, whom in total held 58 
events with a reported direct reach (including face-to-face, recorded online and live online sessions) of 3,378 
FE and Training practitioners94. For example, as fellows of the Society for Education and Training, the four 
fellows also presented and facilitated workshops at the Annual Conference in 202095. The Fellowships also 
reached practitioners indirectly, for example through publishing thought leadership pieces for the FE and 
Training sector through media (e.g., FE Week, InTuition, #FEUKChat and #JoyFE)96 . 

5.8     Most programmes achieved or exceeded the targets set by the ETF in terms of the number of 
participants. The Practitioner Research Programme an met its target of 50 participants97. Meanwhile, 
the Outstanding Teaching Learning and Assessment Programme exceeded its targets, engaging 387 
participants in 2020-21, more than one and a half times the programme target of 25098.

5.9     The programmes mostly attracted participants from GFE Colleges (although it is not possible to report 
provider type or geographic distribution for all programmes. Including the centres themselves, the Centres 
for Excellence in Maths programme had engaged 166 (95%) of the 175 GFE Colleges or Land-based 
colleges in 2020-21. The four Technical Teaching Fellowship programme’s fellows in 2020-2199 were also 
from GFE colleges, with a broad spread across the UK100. Likewise, entering its second year, the Centres for 
Excellence in SEND programme was able to report broad reach across the sector, for example: 

•  providers with a range of Ofsted grades were engaged by the programme, with 63% graded as good and 
15% graded as requires improvement or inadequate, 

•  the providers were also spread across the UK, including in the South East (41), South West (36), North 
West (36), West Midland (31), East of England (28), North East (25), Yorkshire & Humber (25), London (22) 
and East Midlands (18),

•  the programme engaged 104% more FE and Training providers engaged with the Centres in 2020-21 
compared to 2019-20. 

93. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
94. Technical Teaching Fellowship Impact Report 2020-2021 (The ETF, 2021)
95. Technical Teaching Fellowship Impact Report 2020-2021 (The ETF, 2021) 
96. Technical Teaching Fellowship Impact Report 2020-2021 (The ETF, 2021)
97. DfE ETF Tracker Q4 (The ETF, 2021) 

98. OTLA Anthology of Practitioner Action Research Reports (2020-21) (The ETF 2021); DfE ETF Tracker 
Q4 (The ETF, 2021)
99. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
100. Technical Teaching Fellowship Impact Report 2020-2021 (The ETF, 2021)

of the 175 GFE Colleges or Land-based colleges 
in 2020-21 engaged with the Centres for 
Excellence in Maths programme

95%
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5.10    For the Centres for Excellence in SEND data, Centre leaders stated that “other provider types including 
Local Authorities (LAs), Independent Training Providers (ITPs) and Charitable and Commercial Providers 
attended the training but may not be represented within the ETF figures”101. This could suggest that a wider 
audience may have been reached than could be discerned from the data. It is important for programmes 
focussed on the FE and Training Sector that user participation data should include options for all 
provider types so that the ETF can understand the full reach of its programmes.  

5.11    The Centres for Excellence in SEND and Maths were able to report the job roles and levels of experience of 
participants: 

•  Centres for Excellence in Maths102: Of the 44 Action Research practitioners that responded to the 
evaluation survey, nearly all taught GCSE at foundation tier (93% of 46), while 41% taught functional skills 
entry Level 2 and 39% taught functional skills entry level. Action Research projects typically engaged more 
experienced practitioners 

•  Centres for Excellence in SEND: In 2020-21, of the 2,446 participants on the programme, 521 
participants were leaders (a substantial increase from 45 in 2019-20) and 1,925 identified as Managers of 
Practitioners103. 

5.12   Overall, satisfaction with the quality of programmes was high. For example:

•  Over half of Centres for Excellence in SEND participants (60% of 76) who attended the programme’s 
Communities of Practice activities indicated that the training received was relevant to themselves,  
while 50% indicated that they were very likely to recommend the training to friends and colleagues104. 
A number of key recommendations as areas to consider for the future were suggested by participants 
including using ‘real’ and relatable case studies in sessions, and/or delivering smaller sessions, 
for example on specialist interest areas or for certain sector provider types, to promote increased 
engagement and interest. 

•  All survey respondents on the Practitioner Research Programme (100% of the 67 participants) reported 
that the quality of teaching at the residentials was very good or good, in particular the knowledge of the 
programme team was reported as excellent, both in terms of pedagogical knowledge and wider FE and 
Training sector knowledge105.

•  Participants on the Centre for Excellence in Maths programme were highly satisfied with the quality of 
the training, with 88% of the 39 survey respondents agreeing or strongly agreeing that they received high 
quality relevant information from the modules and 88% reporting that the Action Research modules were 
well organised and facilitated106. The only exception were a few practitioners who had also completed the 
Action Research training in 2019/20, and found the training somewhat repetitive of the previous year107. 

101. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)
102. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)
103. Evaluation of the Practitioner Research Programme (The ETF, 2021)
104. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)

105. Evaluation of the Centres for Excellence in Maths (The ETF, 2021) 
106. Evaluation of the Centres for Excellence in Maths (The ETF, 2021) 
107. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)

of survey respondents on the Practitioner Research 
Programme reported that the quality of teaching at 
the residentials was very good or good

100%
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5.13    Practitioners specifically noted valuing the opportunities to network and share knowledge and effective 
practice through the programmes. For example: 

•  Participants on the Practitioner Research Programme highlighted the benefits of the programme in 
providing the opportunity to share learning and develop a research community, rather than completing 
the research in isolation108. Participants on the programme are encouraged to “work horizontally rather 
than vertically” through joint practice development and peer critique, with practitioners valuing the time 
provided to interact with their peers and engage in “critical and thought-provoking discussions”109. 

•  Participants on the Centres for Excellence in SEND programme noted the benefits of the programme 
having a shared understanding of the challenges faced within the FE and Training sector, with one Centre 
Principal noting that the personalisation of subsequent training to individual needs was invaluable and 
ensured that participants “Understand that [within the CfEs] they have a ‘safe space’ to talk”110 .

•  Participants on the Centres for Excellence in Maths Action Research projects also benefitted from the 
opportunity to share their practices with others and learn from others111. The Centres for Excellence 
in Maths each host between 5–11 network partners to share practice and learn from both each other 
and from national activity. This ensures the programme reaches and benefits the entire FE and Training 
sector112.

•  The fellows on the Technical Teaching Fellowships programme also worked together to share ideas and 
support one another during the fellowship113. The group has developed organically since the programme’s 
inception, with the 2020-21 fellows able to work with past and future fellows114. The fellows report “deep 
learning from each other, looking at different models of technical education and valuing approaches that 
they had not previously considered” , while these professional and personal connections were also noted 
to have extended beyond the period of the fellowships115. The reach of this activity is also reported by 
fellows to have extended beyond the group to the communities each fellow has developed through their 
own work116.

5.14    More widely, within the Centres for Excellence in Maths programme, all the Centres reported that they 
were given the flexibility to identify their own Action Research Questions that reflected the needs of their 
learners and organisation117. As a result, there was much positivity about the relevance of the programme 
themes, with nearly all (91%) Action Research practitioners reporting that the themes were very/extremely 
relevant to their learners118.

 

108. Evaluation of the Practitioner Research Programme (The ETF, 2020)
109. Evaluation of the Practitioner Research Programme (The ETF, 2020) 
110. Evaluation of the Centres for Excellence in SEND (The ETF, 2021) 
111. Evaluation of the Centres for Excellence in Maths (The ETF, 2021) 
112. Evaluation of the Centres for Excellence in Maths (The ETF, 2021) 
113. Impact from 2021 fellowship reports (The ETF, 2021) 

114. Impact from 2021 fellowship reports (The ETF, 2021) 
115. Impact from 2021 fellowship reports (The ETF, 2021)
116. Impact from 2021 fellowship reports (The ETF, 2021)
117. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
118. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
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Impact on leaders’ behaviour and practice

INFLUENCE: Key Figures
Post-completion satisfaction surveys were delivered to participants on the Centres for Excellence 
in Maths, Centres for Excellence in SEND, Practitioner Research Programme and Outstanding 
Teaching, Learning and Assessment programme. Of the 201 responses:

•  The majority of respondents, 94%, felt that their participation had a positive impact on their 
practice

•  Similarly, 94%, felt their participation had a positive impact on their knowledge and skills, while 
93% reported improved confidence as a result of their participation

•  Almost all respondents, 99%, expected to share their learning within the next two months

Finally, across the Centres for Excellence in Maths, Centres for Excellence in SEND, Practitioner 
Research Programme, 95% (of 182 practitioners), would recommend the programme to a 
colleague.

Source: Centres for Excellence in Maths Post-course survey (The ETF, 2021) (N=77), Centres for Excellence in SEND: Community Post-course survey 
(The ETF, 2021) (N=20); Centres for Excellence in SEND: Curriculum Post-course survey (The ETF, 2021) (N=22); Centres for Excellence in SEND: People 
Post-course survey (The ETF, 2021) (N=52); Practitioner Research Programme Post-course survey (The ETF, 2021) (N=11); Outstanding Teaching, 
Learning and Assessment Satisfaction Survey (The ETF, 2021) (N=19)
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5.15    All programmes were designed to improve participants’ knowledge and skills, and according to user 
feedback did so while also encouraging innovation and the sharing of effective practice. For some 
programmes this included the development of research skills, such as the Centres for Excellence in 
Maths programme which had 88% of participants on the Action Research projects agreeing or strongly 
agreeing that the programme had adequately prepared them to deliver their Action Research projects. 
Additionally, almost half of participants on the National Trials and Action research were found to have 
achieved a good increase in practitioner knowledge of the four themes and how to apply these themes to 
their teaching, while 47% (of 45) has experienced some increase in understanding119. Similarly, participants 
on the Practitioner Research Programme indicated that they had developed their research skills and 
understanding of the role of research in teaching.  

5.16    Individual practitioner confidence is also a desired outcome for all programmes, and was found to have 
improved amongst many programme’s participants. As a result of the training activity delivered through 
the Centres for Excellence in SEND, all participants (100% of 97 participants who completed the survey) 
felt they were more confident about their approach to learners with SEND120. One participant noted that 
following the training their confidence had improved and they now had the “motivation to make ‘change’ 
happen”. Practitioner Research Programme participants also reported improved confidence, both in 
conducting research and communicating their research externally: 

Practitioner Research Programme – individual impact
The programme enhanced the ideas the participant was already exploring, by allowing the space 
and opportunity to formalise their research and apply the underpinning academic theory and 
research base, which they may not have experienced without the programme. “Now they have 
realised there is a framework and pre-existing body of knowledge underpinning this, it has become 
more successful, they are more aware of the drivers.” Collaboration opportunities with other 
practitioners was identified as a factor in enabling the practitioner’s learning and upskilling.

Source: Evaluation of the Practitioner Research Programme (The ETF, 2021)

In conversations they [the PRP participants] have with people, they are defending 
their own position… 

it is really good for allowing 
people to reassess what they 
can do and see their role with 
fresh eyes. 

Employer of Practitioner Research Programme participant121

119. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
120. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)

121. Evaluation of the Practitioner Research Programme (The ETF, 2021)
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5.17    Some programmes specifically encouraged participants to reflect on their own practice and 
innovate. Among the Centres for Excellence in Maths Action Research practitioners who 
responded to the independent evaluation survey, over half (57% of 46) reported that they were 
‘very’ or ‘extremely confident’ in conducting Action Research in future, while 33% were somewhat 
confident122. Around two thirds of practitioners indicated that they had plans to undertake Action 
Research on another teaching topic in the next year, while just over a third said they did not have 
any plans. Furthermore, 89% of practitioners reported an improvement in the quality of their own 
teaching as a result of the Action Research124.

5.18    Similarly, fellows on the Technical Teaching programme reported how the fellowship had  
pushed them into activities they would not previously have considered125. Despite being initially  
challenging, this was reported to have developed fellows’ skills and practice and made them  
more effective educators. 

5.19    Participants on several programmes reported making changes to their individual practice 
following participation. In the Practitioner Research Programme participants reported a wide 
range of innovative changes to their individual practice, ranging from the introduction of integrated 
circles with ESOL classes (i.e., groups of six learners who engage in structured discussions using 
allocated rotating roles), through to using popular culture and music in GCSE maths lessons126. 
Likewise, 63% of Action Research practitioners from the Centres for Excellence in Maths reported 
the programme had made a ‘substantial’ or ‘major’ impact on their motivation to make changes to 
their workplace practice127. Practitioners also reported feeling more capable of applying themes to 
their work, for example some reported testing new technology for aiding online study128. 

5.20    Participants also reported changes to behaviour including improved sharing and dissemination of 
learning and effective practices. Key examples of this include: 

•  Participants on the Centres for Excellence in SEND programme reporting being more motivated to 
improve their knowledge and share effective practice ideas on a wider scale129.

•  The Centres for Excellence in Maths Action Research projects were also reported to have 
improved collaboration and partnership working with other practitioners at their organisation, with 
the programme having facilitated discussions which often expanded into practitioners sharing 
examples of good practice130. Notably, one college organised 15 learning walks to share their 
lessons on flipped learning across the college, with their work having gained recognition within  
the college and recently gaining a college innovation award131. 

5.21     Programme alumni on the Practitioner Research Programme have also reported being active in 
building communities of practice within their institutions or more broadly through contributing to 
social media groups such as #FEResearchMeet132. A subsequent impact reported for the Technical 
Teaching Fellowships programme related to career development. Specifically, the majority of 
fellows have been promoted during their fellowship, with the fellowship having been identified by 
fellows as being pivotal in these promotions and the timing of these promotions supporting this 
self-reported assessment. This progression reportedly extends the role of the fellows to both being 
responsible for large areas of learning and staff within their organisation and also engaging with 
broader communities beyond their institution, with the programme thereby contributing to the 
development of new leaders in the sector134.

122. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
123. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
124. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
125. Impact from 2021 fellowship reports (The ETF, 2021)
126. Evaluation of the Practitioner Research Programme (The ETF, 2021)
127.  Evaluation of the Centres for Excellence in Maths (The ETF, 2021) 
128. Evaluation of the Centres for Excellence in Maths (The ETF, 2021) 

129. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)
130. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
131. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
132. Evaluation of the Practitioner Research Programme (The ETF, 2021) 
133. Impact from 2021 fellowship reports (The ETF, 2021) 
134. Impact from 2021 fellowship reports (The ETF, 2021)
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Impact for organisations and their learners

5.22    The ETF’s five programmes that focus on influencing the system’s priorities, thinking and behaviour 
provided most participants with improved skills, knowledge and confidence to influence decisions within 
and beyond their organisations. 

5.23    Participants reported that their colleagues benefitted when they shared knowledge and effective 
practice. Notably, while 402 practitioners directly benefitted from the Outstanding Teaching Learning and 
Assessment programmes in 2020-21, a further 496 were reported to indirectly benefit from colleagues 
sharing their knowledge135. Furthermore, despite the Technical Teaching Fellowship programme 
encouraging the development of quite industry and role-specific approaches to develop workplace 
behaviours and practice in learners so that they better acquire professional standards of the workplace, all 
four fellows reported having been able to generalise their approach to promoting professional workplace 
practices136. This in turn was reported by fellows to have enabled other educators within and beyond their 
organisations to consider and improve their delivery of the particular professional skills and behaviours 
related to their field137 . 

5.24    Having been encouraged and supported through programme activities to develop and disseminate 
effective practice, participants could identify organisational impacts, particularly around changes to 
professional practice. This was explicitly recognised by participants at one FE college located in the South 
West on the Centres for Excellence in SEND programme, who described the following changes resulting 
from their engagement and experience with the Centres138: 

•  The college reviewed college structures, role profiles and nomenclature, for example the role of Director of 
SEND was broadened to Director of Inclusion 

•  Teaching personnel and support staff developed a closer understanding of individual learner needs, 
whereas previously there was a “one size fits all” approach to learning support

•  Teaching and support staff have also received additional internal and/or external training focusing on the 
purpose and function of Education and Health Care Plans (EHCP) and how to conduct assessments.

135. Programme Management Data (The ETF, 2020-2021)
136. Impact from 2021 fellowship reports (The ETF, 2021)

137. Impact from 2021 fellowship reports (The ETF, 2021)
138. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)

practitioners indirectly benefitted from 
colleagues who attended the Outstanding 
Teaching Learning and Assessment 
programme sharing their knowledge 

496
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5.25   More widely, employers of participants on the Practitioner Research programme reported beneficial 
reputational impacts for their organisation associated with participation. For example, employers 
suggested that they had widened their professional networks, both with other institutions and the 
wider research community, while others suggested there could be benefits for staff recruitment as a 
result of the programme139. 

5.26   Participants in the Centres for Excellence in Maths Action Research activities reported that the 
changes they had made to their practice and the actions they had taken to share practice with 
colleagues had resulted in positive impacts on organisational practice. 61% of the 46 Action 
Research evaluation survey respondents stated that the Action Research had a ‘substantial effect 
on their colleagues’, while 22% reported it had a ‘slight impact’ on their colleagues140. This is based 
on evidence collected very shortly after participation and we might expect additional effects might 
accrue over time.

5.27   Furthermore, the majority of Centre for Excellence in Maths leads reported that changes trialled 
in the previous academic year had subsequently been incorporated into maths departments’ 
schemes of work (for example training colleagues to use the double number line and bar modelling 
techniques)141. These self-reported changes on organisational practice by participants completing 
CfEM Action Research Programmes indicate the positive impact that this programme is having 
across whole teaching teams.

5.28   The dissemination of learning and effective practice as a result of these programmes was also 
noted to have impacts for the wider sector. Several centres on the Centres for Excellence in Maths 
programme have shared their learning from the Action Research with their networks and other 
centres, with evidence suggesting that learning from Action Research is impacting not only on the 
individual organisations completing the research, but on maths teaching in other organisations as 
well142. Furthermore, alongside the growth of the ETF Practitioner Research Conference, participants 
on the Practitioner Research programme disseminated their learning through inTuition magazine, 
and other conferences, engaging and influencing parts of the wider FE and Training community  
with research143. 

5.29   Similarly, the Technical Teaching Fellowships programme also benefitted wider stakeholders. As 
part of the programme, fellows actively engage with professional bodies and subject associations, 
however it is also important to note that wider stakeholders have actively sought out and engaged 
with fellows on the programme144. It is reported that the status and profile of the fellows on the 
programme provides a contact through which organisations can engage with individuals with 
expertise in technical education, for example members of the Science Council engaged with at 
least two of the 2020-21 fellows to develop their approaches to supporting technical education145. 
The programme’s wider benefits to the FE and Training sector were therefore noted to have been 
enhanced by the visibility fellows gained through participation on the programme146.

5.30   There is somewhat limited evidence of emerging impacts for learners resulting from programme 
involvement. Improved learner engagement, understanding and confidence were noted for some 
programmes. For example, one participant on the Practitioner Research Programme evaluated their 
institution’s self-directed study skills programme and implemented changes which they expected 
would result in to improved learner engagement and retention147. 

139. Evaluation of the Practitioner Research Programme (The ETF, 2021)
140. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
141. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
142. Evaluation of the Practitioner Research Programme (The ETF, 2021) 
143. Evaluation of the Practitioner Research Programme (The ETF, 2021)

144.  Impact from 2021 fellowship reports (The ETF, 2021)
145. Impact from 2021 fellowship reports (The ETF, 2021)
146 .Impact from 2021 fellowship reports (The ETF, 2021)
147 .Impact from 2021 fellowship reports (The ETF, 2021)
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Evidence of learner impact - Centres for Excellence in Maths programme
The Action Research Survey showed that there has been some positive impact on learners. Across 
46 respondents: 

•  63% of survey respondents stating that actions they had implemented from the Action Research 
had a sizeable impact on learner interest in continuing to develop their maths skills 

•  67% stated that it had a sizeable impact on learner aspirations 

•  67% indicated that the Action Research they conducted had a sizeable impact on learner interest 
and motivation

•  42% reported that the Action research had a sizeable impact on learner attendance in classes. 

Teach Meets activities also had a positive impact on learner engagement and attendance, with 
over two thirds of the practitioners reporting a sizeable improvement on learner engagement and 
attendance based on the changes they made to their teaching as a result of the programme.

In addition, participants on National Trials reported that lower-achieving learners have  
benefitted from changes implemented in the classroom, resulting in increased confidence  
and understanding: 

“The slower-paced classes [grade 2 or below] really benefitted from going back to the nuts and bolts. 
The grade 3s, they really benefitted from having to explain their reasoning.”

Centres for Excellence in Maths Trial and Action Research Practitioner

Source: Evaluation of the Centres for Excellence in Maths (The ETF, 2021)

5.31   Furthermore, some participants of the Centres for Excellence in SEND highlighted benefits for learners 
associated with practitioner’s improved confidence to implement changes to improve their individual 
practice148. A key example of this frequently identified by participants was the fact they had developed their 
skills and understanding of how to assess a SEND learner’s needs via the following methods: performing an 
assessment; co-creating a personalised support programme; the importance of the ‘voice’ of the individual 
learner, along with their parents; and the requirement to listen to the needs and aspiration of learners149.

Through the improvement of SEND support at Cornwall College, teaching 
staff have gained the confidence to engage with their learners and are 
seeking less direct support from the College SEND team, resulting in more

targeted support being 
made available to learners 
and staff who require more 
personalised assistance.

Cornwall College Inclusion Manager, Centres for Excellence in SEND participant150

148. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)
149. Evaluation of the Centres for Excellence in SEND (The ETF, 2021) 

150. Evaluation of the Centres for Excellence in SEND (The ETF, 2021)
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of participants who completed the survey 
felt they were more confident about their 
approach to learners with SEND as a result 
of the training activity delivered through 
the Centres for Excellence in SEND

100%



5.32   The Centres for Excellence in Maths evaluation noted practitioners reporting they believe the changes made 
through the programme had a positive impact on learner achievements. According to the 34 respondents 
to the Action Research survey, the average impact of the Action Research on learner achievement was 6.2 
out of 10, which is similar to the average impact in 2019-20 of 6.5151.

5.33   More widely, fellows on the Technical Teaching Fellowships programme focused on strengthening 
information for potential learners in their areas of interest, alongside ensuring improved equality and 
diversity in their fields152. This involved ensuring practitioners in schools have a strong understanding 
of technical education and the materials required to embed ideas and information in their delivery to 
learners153. Regarding equality, diversity and inclusion, all fellows have aimed to address these issues 
in their areas and have demonstrated a “depth of understanding of the various ways learners might be 
disadvantaged and a variety of approaches that teachers may find useful in addressing these issues”154 . 

INFLUENCE: Learning from our programmes

5.34    Alongside the full range of the ETF’s programmes there are two areas of activity that focus specifically on 
leading sector thinking on how to deliver learning that changes the minds of learners and helps them to 
acquire skills and knowledge they need. The Centres for Excellence show that the FE and Training sector 
practitioners support professional development that shows them practical, evidence-informed ways to 
teach better. They attracted large numbers of participants from GFE Colleges, Sixth Form Colleges and 
other providers. There is also evidence from these Centres that when professionals do engage in their 
work, there are benefits for practitioners, organisations and most importantly learners. 

5.35    Programmes that ask participants to engage in research help to develop their research skills and build an 
enquiring mindset. This included action research undertaken through the Centres for Excellence, as well 
as the Outstanding Teaching Learning and Assessment programme and more formal academic research 
completed through the Practitioner Research Programme. These programmes developed knowledge 
to inform practice and created a network of research-engaged practitioners who can help the sector to 
improve learners’ experience and outcomes. 

5.36    All of these programmes have been delivered over several years and include incremental changes or 
improvements to their delivery in response to feedback from participants and delivery partner reflections 
from the previous year. For example, the National Trials activity delivered through the Centres for 
Excellence in Maths programme has been developed since 2019-20, with tools adjusted to be shorter and 
more simplified155. This process involved discussions with a range of stakeholders, with feedback from 
practitioners being largely positive156.

151. Evaluation of the Centres for Excellence in Maths (The ETF, 2021)
152. Impact from 2021 fellowship reports (The ETF, 2021)
153. Impact from 2021 fellowship reports (The ETF, 2021)

154. Impact from 2021 fellowship reports (The ETF, 2021) 
155. Evaluation of Centres for Excellence in Maths (The ETF, 2021)
156. Evaluation of Centres for Excellence in Maths (The ETF, 2021)
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6. DEVELOP: THE CAPABILITY  
OF THE SECTOR



DEVELOP: An Introduction

6.1    Central to the ETF’s mission to develop highly effective, professionally confident teachers and trainers, is its 
strategic objective to develop the capability of the FE and Training sector. Within this objective, the ETF had 
the following priorities for 2020-21: 

•  Establish Society for Education and Training membership as essential and Professional Status as  
highly desirable

•  Deliver top quality CPD programmes and resources that meet strategic needs. 

6.2    The Society for Education and Training is the professional membership body of the ETF for the FE and 
Training sector157. The ETF believes that professionally confident teachers and trainers need a professional 
body that represents their interests, promotes learning and development across the sector, and works to 
ensure and maintain high standards within the profession. 

6.3    A professional status in teaching and training in the FE and Training sector can be attained through 
successfully achieving recognition of Advanced Teacher Status or Qualified Teacher Learning and Skills 
(QTLS). Both these are aligned with sectors’ Professional Standards which were agreed in 2014 and remain 
the foundation for recognition of effective professional practice (Figure 6-1). 

6.4    To help the sector achieve high standards of professional practice that align with its Professional Standards, 
the ETF designs, develops, commissions and runs wide-ranging programmes of professional development 
for a wide range of practitioners covering a diverse set of needs. 

6.5    The fundamental aim is that improving the capabilities of the sector will lead to better learning experiences 
and skills acquisition and higher attainment for learners. Through impacts on individual capability and 
encouraging learning dissemination, wider collective improvements should be seen in sector teaching 
and learning practices. Such improvements should also benefit learners, leading to improved attendance, 
engagement and attainment. Through these collective improvements, organisations should acknowledge 
the benefits of encouraging practitioners to research and adopt effective pedagogic practice and 
techniques, facilitating a culture of dissemination, experimentation and collaboration, while embedding 
effective practice in curriculum design and organisational processes. 

157.  Society for Education and Training (Society for Education & Training, 2022)
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1.        Critically reflect on and evaluate your practices, values, and beliefs to 
improve learner outcomes.

2.       Promote and embed education for sustainable development (ESD)  
across learning and working practices.

3.        Inspire, motivate, and raise aspirations of learners by communicating 
high expectations and a passion for learning.

4.       Support and develop learners’ confidence, autonomy and thinking skills,  
taking account of their needs and starting points.

5.       Value and champion diversity, equality of opportunity, inclusion and  
social equity.

6.       Develop collaborative and respectful relationships with learners, 
colleagues and external stakeholders.

7.       Engage with and promote a culture of continuous learning and  
quality improvement.

8.       Develop and update knowledge of your subject specialism, taking 
account of new practices, research and/ or industry requirements. 

9.       Critically review and apply your knowledge of educational research, 
pedagogy, and assessment to develop evidence-informed practice.

10.     Share and update knowledge of effective practice with colleagues, 
networks and/or research communities to support improvement.

11.      Develop and apply your knowledge of special educational needs and 
disabilities to create inclusive learning experiences.

12.     Understand your teaching role and responsibilities and how these are 
influenced by legal, regulatory, institutional and ethical contexts.

13.     Promote and support positive learner behaviour, attitudes and wellbeing. 

14.     Apply motivational, coaching and skill development strategies to help 
learners progress and achieve.

15.     Plan and deliver learning programmes that are safe, inclusive, stretching 
and relevant to learners’ needs.  

16.     Select and use digital technologies safely and effectively to promote learning.

17.      Develop learners’ mathematics, English, digital and wider employability skills.

18.     Provide access to up-to-date information, advice and guidance so 
that learners can take ownership of their learning and make informed 
progression choices.

19.     Apply appropriate and fair methods of assessment and provide 
constructive and timely feedback to support learning and achievement.

20.     Develop enrichment and progression opportunities for learners through  
collaboration with employers, higher education and/or community groups.

Professional Values  
and Attributes 

Professional Knowledge  
and Understanding 
Develop deep and critically 
informed knowledge and 
understanding in theory 
and practice. 

Develop your own judgment 
of what works and does  
not work in your teaching 
and training.

Develop your expertise and 
skills to ensure the best 
outcomes for learners.

Professional Skills

Professional Standards
†

Figure 61: The ETF Professional Standards

Source: the ETF (†updated 2022) Professional Standards: www.et-foundation.co.uk/professional-standards 
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DEVELOP: Key programmes

6.6    The ETF delivers a wide range of programmes to develop the capability of the sector workforce. 
Programmes evaluated in 2020-21 include the following: 

•  The Apprenticeship Workforce Development programme is an online programme of professional 
development courses for the Further Education apprenticeship workforce, including learning opportunities 
for tutors and assessors, curriculum leads, senior managers and governors. Overall, there were 1,154 
unique participants during the evaluation study period (January to June 2021), with a third completing 
multiple courses158.

•  The Enhance Digital Teaching Platform hosted two fully subsidised training offers to support practitioners 
in using educational technology (EdTech) and developing their digital skills. Overall, 985 organisations 
signed up and 8,677 unique users were recorded in 2020-21159. 

•  The Mentor Training programme focussed on developing high quality mentor training that supports 
practitioners from early careers onwards to grow and progress within the sector. A total of 220 participants 
completed the programme in 2020-21160.

•  The New to English Speakers of Other Languages (ESOL) programme provided support to practitioners 
working with ESOL learners at ‘pre-Entry’ level or ‘New to ESOL learners’. Overall, 377 ESOL practitioners 
attended the programme in 2020-21, with 21,744 page views of Excellence Gateway programme 
resources reported161.

•  The Practice Development Groups programme promoted practitioner-led, collaborative professional 
development across the FE and Training sector. Delivered over two cohorts, 209 participants completed 
the programme in Cohort 1, while 220 were recruited and still participating by the end of March 2021162. 

158.   Evaluation of Apprenticeship Workforce Development programme (The ETF, 2021)
159. Enhance Digital Teaching Platform (The ETF, 2021)
160. Mentor Training Programme Evaluation (The ETF, 2021) 

161. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021)
162. Evaluation of Practice Development Groups (The ETF, 2021)

page views of Excellence Gateway programme 
resources reported

21,744
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times users accessed prevent online training modules 

165,000



6.7    Several other workforce capacity-building programmes were delivered but were not formally evaluated in 
2020-21, including the following: 

•  Safeguarding and Prevent training, delivered through online modules and in-person training directly with 
organisations. In 2020-21, Prevent online training modules were accessed over 165,000 times163. 

•  The Advanced Practitioner programme supporting managers and practitioners in Advanced Practitioner 
roles to improve the quality of teaching, learning and assessment and support increased professionalism 
and self-identification in the role. 

•  The Essential Digital Skills professional development programme preparing practitioners to deliver the new 
EDS qualifications based on the EDS framework and associated national standards set out by the DfE. In 
2020-21, the programme engaged 2,252 participants164.

•  The Shaping Success Maths and English Continuing Professional Development programme supporting 
practitioners to deliver improved maths and English outcomes and teaching, learning and assessment. In 
2020-21, the programme was accessed by 10,681 practitioners, 129% more than the 4,661 who accessed 
the programme in the previous year165.

6.8    In addition, the ETF ran the ‘Extended Phase’ of the T Level Professional Development Programme from 
2020-21. This delivered support for providers and their staff to prepare them for delivery of T Levels, to ensure 
they have the teaching skills, subject knowledge and confidence they need for the benefit of their learners166. 
This provision was externally evaluated for the Department of Education. 

6.9    This section considers the impact of the ETF’s professional development programmes and professional 
membership on developing the capacity of practitioners, organisations, learners in the FE and Training sector. 

163. Foundation Online Learning (The ETF, 2021)
164. DfE ETF Tracker Q4 (The ETF, 2021) 

165. DfE ETF Tracker Q4 (The ETF, 2021) 
166. T Level Professional Development (The ETF, 2022)

practitioners accessed the Shaping Success Maths 
and English Continuing Professional Development 
programme in 2020-21

10,681
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Growing professional membership

Society for Education and Training

6.10    As the professional membership body of the ETF for the FE and Training sector, the Society for Education 
and Training provides a variety of resources and development opportunities to its members. Membership 
continued to grow, and in 2021 had reached over 20,000, with a growth of around 3% on the previous year167. 

6.11    Since the Society for Education and Training was incorporated into the ETF (2018), there has been a 54% 
increase in email open rates and a 134% increase in total email clicks. The Society’s professional member 
journal, inTuition, was relaunched in 2020 and is now more engaging for readers, with improved branding 
and visibility168. In addition, the Society for Education and Training extended its reach in several other ways 
throughout 2020-21: 

• Increased social media presence, with over 4,000 followers on Twitter and over 7,000 on Facebook169. 

•   Improved webinar delivery through switching on the webcam functionality to bring a more personalised 
digital experience, with an average of 200 people attending the new, live monthly webinars with author and 
teacher Geoff Petty170. 

6.12    In response to the Covid-19 pandemic the Society adapted its offering, revising its Local Network Groups 
and launching new benefits including a free legal helpline for members and access to an education-specific 
online eBook library. The Society also partnered with colleagues at the ETF to promote the #ETFSupportsFE 
campaign, which directed members to the Society for Education and Training social media pages, resources, 
and other materials171. The campaign supported the development of the ETF and Society’s brand, alongside 
reaching new audiences and raising awareness of the Society, demonstrating a wider impact resulting from 
the cross-ETF and Society partnership work in 2020-21. 

6.13    To create further community engagement the Society hosted its third annual conference, an online event  
with 485 attendees recorded, a 44% increase on 2019 and far exceeding the target of 300 attendees172. 

167.  SET Programme Management Data (The SET, 2021)
168. Association Leadership Award – UK (The ETF, 2021) 
169. SET Member Review 2020-21 (The SET, 2021) 

170. SET Member Review 2020-21 (The SET, 2021) 
171. Best Membership Support During Covid-19 (The SET, 2021) 
172. SET Conference 2020 reflections (The SET, 2020)
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The Society for Education and Training 2020 Conference
First introduced in 2018, the Society for Education and Training’s annual conference is aimed at 
supporting practitioners in the FE and Training sector. The national lockdown announced in March 
2020 necessitated a transition to a fully virtual event. The Conference had three sponsors and two 
event supporters, and delegates represented over 200 organisations. 

Overall, 97% of attendees were satisfied with the Conference, with positive feedback with regards 
to the simplicity and interactivity of the conference platform. In total, 93% of delegates cited a 
positive impact on their professional practice as a result of the Conference. A wide variety of 
content was covered (11 hours of CPD compared to 5.5 in 2019), with 32 speakers presenting, 
while the nature of the platform ensured sessions were accessible after the day, increasing 
engagement:

“Brilliant day and I love that I can go back and re-visit sessions I wasn't able to get to (and a testament 
to the quality of presentations that I want to!) Platform also excellent!” 
SET Conference 2020 attendee

The Conference encouraged networking opportunities between attendees, with session chats 
providing the space for attendees to converse and connect with one another while listening to 
speakers, add in thoughts and share resources; in total over 630 private messages were sent 
within the conference platform. Overall, 80% of attendees would recommend the Society for 
Education and Training conference to a colleague and 85% felt more motivated after attending.

Sources: SET Conference 2020 reflections (SET, 2020); SET Member Review 2020-21 (SET, 2021); SET Conference Data (SET, 2020)

6.14    During 2020-21 the Society for Education and Training undertook a member review. This identified several 
ways in which their support has impacted on practitioner behaviour and practice. Members indicated 
that the range of support provided through membership has enabled them to develop into confident 
individuals, for example from the knowledge delivered through the inTuition journal and the sense of 
community provided from being a member173. 

When I read about research or theory and it’s communicated in 
a way that makes sense to me, it helps give me confidence – not 
only that I’m up to date with my practice, but that

I’m aware of the evolving 
pedagogical thought from  
the FE community.

Member of the Society for Education and Training174

173.  SET Member Review 2020-21 (The SET, 2021)
174.  SET Member Review 2020-21 (The SET, 2021)
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6.15   The Society’s corporate partnership onboarding process was also noted to be an effective way to ensure 
that providers felt supported, and their staff were aware of the benefits of joining SET. Recognition was 
given to the Society’s staff team for their responsiveness and support throughout. Feedback from corporate 
partners also indicated that they and their staff have benefitted from membership of the Society of 
Education and Training, for example: 

The self-assessment tools have provided staff with a more robust performance, review and appraisal 
process leading to more targeted personal development, both individually and across departments.

Membership has also provided staff 
with enhanced career development 
and professional recognition through 
Qualified Teacher Learning and Skills 
and Advanced Teacher Status.

Highlands College, Jersey (SET Corporate Partner)175

QTLS professional status

6.16    Qualified Teacher Learning and Skills (QTLS) professional status is offered as part of Society for 
Education and Training membership, gained after successfully completing a six-month period of 
Professional Formation and representing a badge of professionalism for practitioners in the FE and 
Training sector176. Nearly 2,000 professionals made the commitment to advance their career and began 
studying for the status, with 992 achieving this in 2020-21177. To date, the Society for Education and 
Training has conferred QTLS status for more than 26,000 practitioners across the post-14 education and 
training sector178.

6.17    As a programme which sought to both recognise professional expertise and develop it further, the QTLS 
continued to deliver. Specifically, the Qualified Teacher Learning and Skills (QTLS) programme attracted 
both teachers (66%) and tutors (18%), and with an increased proportion of the latter compared with the 
previous year179.

6.18    Feedback on the QTLS status was gathered through a participant user experience survey, with results 
indicating that practitioners were satisfied with the support they received throughout the programme. 
Notably from 128 respondents, 96% of respondents found in-programme webinars to be useful or very 
useful, while 85% reported that the Society for Education and Training website is a valuable source of 
information for prospective participants180. However, as in previous years, it was noted that participants 
would have valued additional support and guidance at times, for example via an allocated Society for 
Education and Training tutor, through face-to-face events where they would have the opportunity to talk 
through the professional formation process (QTLS or Advanced Teacher Status) or through regular check-
ins with the Society for Education and Training181.

175.  SET Member Review 2020-21 (The SET, 2021)
176.  QTLS – Qualified Teacher Learning and Skills status (Society for Education & Training, 2022)  
177. SET Programme Management Data (The SET, 2020) 
178. SET Programme Management Data (The SET, 2020)

179. QTLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021)
180. TLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021)
181. QTLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021)
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Email support was quick to respond and really helpful, as were the webinars, particularly because 
they gave the opportunity to ask questions at the end which were answered really well. 

SET website was also useful in 
monitoring progress!

I learned a lot about myself, my 
practice and what I have learned 
will benefit my learners.

QTLS professional status participant182

QTLS professional status participant186

6.19    In terms of impact, the participant user experience (feedback) survey identified several emerging positive 
impacts for their individual practice and behaviour as a result of their QTLS. Over half of respondents 
reported that QTLS status had significantly impacted on their own practice (54% of 128 respondents). The 
main perceived benefits of this were noted as recognition in achieving a professional level in the sector 
(70%) and increased self-confidence (60%)183. 

6.20    Furthermore, looking at impacts on future professional development, 81% of respondents said that they 
will use their professional formation action plan to continue developing their practice; 43% want to ensure 
they continue to receive ongoing support for their professional development; and 42% will continue to use 
the tools in their Society for Education and Training dashboard to record and reflect on their professional 
development184. These findings mirror survey results from previous years, suggesting a strong focus on 
future professional development is being maintained. 

6.21    Some practitioners also felt that their involvement in the QTLS status had resulted in a positive impact on 
learner outcomes and their organisation (50% and 36% respectively)185. 

182  QTLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021)
183. QTLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021)
184. QTLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021

185. QTLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021) 
186. QTLS October 2020 Cohort Participant Experience Survey (The SET and ETF, 2021) 
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Responding to the Covid-19 pandemic

6.24   One of the key learning noted by the Professional Status and Standards Team amid the pandemic-
associated uncertainty in 2020-21 was the importance of monitoring changes and trends within the sector, 
in order to adapt and develop programmes to better support the professional development of members. 
Key examples of changes made in this period include: 

•  Providing flexibility and extensions to key submission deadlines to support participants during the 
changing and challenging year

•  Making modifications to the guidance in the portfolio Knowledge Base for both ATS and QTLS, to further 
clarify the requirements and provide further flexibility to accommodate changes within the sector.

•  Implementing changes to the structure and content of the Advanced Teacher Status webinars to increase 
participant interactivity and respond to changing customer expectations.

•  Making changes to programme evaluation surveys that significantly reduced the number of questions, 
increasing efficiency and the quality of data collected.

•  Investing additional time and support to address the increased volume of queries and communication 
from participants

Advanced Teacher Status

6.22   The Society for Education and Training also offers Advanced Teacher Status, a badge of mastery for 
practitioners within the FE and Training sector who want to take a step beyond QTLS and achieve Chartered 
Teacher Status. Eligibility for Advanced Teacher Status was revised in 2020, with non- QTLS Status or 
Qualified Teacher Status holders invited to apply provided they had at least five years’ experience since 
achieving their Initial Teacher Education qualification187. Additionally, a bursary worth £500 was made 
available to 100 Society for Education and Training members joining the October 2020 cohort in response 
to the Covid-19 pandemic188. By widening eligibility and accessibility to Advanced Teacher Status, the 
programme achieved its highest ever engagement with over 100 participants enrolling in 2020-21189, while 
14 practitioners were awarded Advanced Teacher Status, bringing the total holding this accolade to 154190. 

6.23   The programme was not formally evaluated in 2020-21 and as such evidence of impact is limited, however 
94% of participants reported a positive impact on their learners from participant feedback surveys191. 

187.  ATS Eligibility Change (Society for Education & Training, 2022) 
188. Membership Review 2020-21 (The SET, 2021) 
189. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021) 

190. SET Programme Management Data (The SET, 2021)
191. The Society for Education and Training (The SET, 2021)

participants enrolled in the Advanced 
Teacher Status programme in 2020-21, 
its highest ever engagement

100
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Deliver top quality CPD

Programme reach, engagement and quality

6.25    Throughout 2020-21, the FE Advice Line have responded to thousands of queries to give practical and 
targeted advice to practitioners at their point of need. As well as supporting enquiries to those looking 
to transition into the FE sector, the ETF has worked with existing practitioners to achieve or surpass 
its targets for participation. This demonstrates the demand for FE CPD being provided by the ETF. For 
example, the Essential Digital Skills programme engaged 2,252 participants, 145% of the target of 1,550192, 
while the Enhance Digital Teaching Platform recorded 8,677 user registrations in 2020-21, with 985 
organisations signed up to use the Platform193. This likely reflects the lockdown-associated increase in 
demand for online delivery support. During this time the ETF’s Edtech team extended their free subscription 
for the EdTech and Essential Digital Skills Management Dashboard for another year to respond to that 
demand. They also provided support through a range of workshops for FE and Training providers on how 
best to deliver teaching online, blended teaching approaches, digital tools for teaching and modules on 
digital wellbeing. 

6.26    In addition, several of the programmes which reached large volumes are those that are of strategic 
importance to the sector and to the economy more widely, namely the Apprenticeship Workforce 
Development programme and T Level Professional Development Programme. The Apprenticeship 
Workforce Development programme engaged almost four times as many participants as its ETF target 
(1,674 as opposed to 435)194. Likewise, the T Level Professional Development Programme courses available 
on the FutureLearn platform were accessed by 2,801 participants. This helped generate 2,381 who then 
enrolled in a T Level Professional Development course (a conversation rate of 85%, 2,381 of 2,801)195.

6.27    The ETF’s professional development programmes take many forms, for example mentoring, programmes 
of workshops, and online courses, and therefore recruitment practices for each of these programmes vary. 
The Mentor Training Programme was advertised through a range of channels, including the ETF website, 
bulletins and newsletters, DfE, the Association of Colleges, social media, sector publications and various 
government communication channels196. In some cases, recruitment was challenging. For example, the 
Practice Development Groups programme engaged 429 participants against a target of 720197. This 
programme required a longer time commitment from participants than many others and it was thought that 
this, aligned with the uncertainty associated with Covid-19, resulted in a lower reach target than had been 
planned. Nonetheless, lessons were learnt in terms of what works for recruitment with key approaches 
identified including: using delivery partners’ strong local relationships with providers to raise awareness and 
encourage participation, targeting marketing activities and incentivising facilitators to promote participation 
through their networks198. 

192.  DfE ETF Tracker Q4 (The ETF, 2021) 
193. Enhance Digital Teaching Platform (The ETF, 2021)
194. DfE ETF Tracker Q4 (The ETF, 2021)
195. FutureLearn Focus Groups (The ETF, 2021)

196. Evaluation of the Mentor Training Programme (The ETF, 2021)
197. Evaluation of Practice Development Groups (The ETF, 2021) 
198. Evaluation of Practice Development Groups (The ETF, 2021)

participants engaged with the the Essential 
Digital Skills programme

2,252
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6.28    Although it is not possible to report provider type for all programmes, most programmes outlined in this 
report attracted the majority of participants from GFE Colleges. However, there was some evidence of 
broader reach across the sector, for example: 

•  Of the 294 users of the Enhance Digital Training Platform consulted, 47% were from training providers 
(any of adult (19+) education provider/employer provider/group training association/ independent training 
provider/ local authority training provider/third sector/charity training provider)199.

•  20% of providers engaged in the Practice Development Groups were from Local Authority providers, 
Independent Training Providers and third sector providers were also represented. 

•  The majority of participants on the Apprenticeship Workforce Development programme worked for an 
Independent Training Provider (48%, n=565)200.

6.29    Broader employment related characteristics were captured by several programmes, to provide information 
on job role, employment contract type (i.e., full-time, part-time, fixed term contract or self-employed), 
number of years’ experience, and education delivery method (i.e., online, face-to-face, or blended). Such 
data can be used to see which types of practitioner are attracted to different courses (something which 
was done for the Apprenticeship Workforce Development Programme for example)201. This can be used to 
inform marketing and recruitment activities and to tailor content to participants. 

6.30    Across the ETF’s Develop programmes, satisfaction with the quality of design and delivery was high.  
For example: 

•  Overall, high levels of satisfaction were reported with the Apprenticeship Workforce Development 
programme, with almost all of the 122 survey respondents (96%) strongly agreeing or agreeing that 
they were satisfied with their learning experience, while the majority (95%) indicated that they would 
recommend the programme to their colleagues202.

•  Participants on the Practice Development Groups provided feedback following the launch events which 
show the programmes generally worked well; 96% agreed or strongly agreed that the trainers delivered 
the session well and were satisfied with the event overall203.

•  The average rating level from practitioners on the Essential Digital Skills programme was 4.02 out of 5204. 

•  On the New to ESOL programme, the majority of survey respondents (76%) attended training online which 
was viewed as beneficial by many, with the online sessions reportedly easier to attend and noted to have 
cut out travel costs205. 

•  The vast majority of Enhance Digital Teaching Platform users rate the experience to be good or  
very good206.

of Apprenticeship Workforce Development programme 
survey respondents strongly agree or agree that they  
were satisfied with their learning experience

199. Enhance Digital Teaching Platform evaluation (The ETF, 2021) 
200. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021) 
201.The remaining 30% of practitioners had selected multiple user profile statements and therefore their 
job role was not identified.
202. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021)

203. Evaluation of Practice Development Groups (The ETF, 2021)
204. Enhance Digital Teaching Platform (The ETF, 2021) 
205. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021) 
206. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021)

96%
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6.31    Feedback via surveys and focus groups for the T Level Professional Development Programme also 
demonstrated high levels of satisfaction. For example, reflecting on all the courses delivered on 
FutureLearn, 88% of the 129 respondents ‘strongly agreed or agreed’ that they were satisfied with their 
learning experience, while 83% ‘strongly agreed or agreed’ that they were satisfied with the variety of 
online activities207. However, several respondents did note that while they found the FutureLearn platform 
easy to use and navigate, the transition from the ETF Professional Development Platform to FutureLearn 
was difficult208.

I appreciated the step-by-step 
approach used and the resources/
activities included as they helped 
to reinforce my learning and 
understanding of the subject

The industry insights will be 
invaluable for our delivery staff 
who have been out of industry  
for a number of years.

T Level Professional Development programme participant209

T Level Professional Development programme participant

I thought the course was divided into three weekly sections really well.

I thought the inclusion of the audio sections throughout the training programme was a really good 
idea as they are relatable, and they helped to break up some of the longer sections of reading.

Specifically in areas where technology has moved on at considerable pace (e.g., surveying). This 
opportunity to upskill and retain relevance will be vital in ensuring our learners have the best 
experience on their course, and that the knowledge shared is the most current.

207.  FutureLearn Focus Groups (The ETF, 2021)
208.  FutureLearn Focus Groups (The ETF, 2021

209.  FutureLearn Focus Groups (The ETF, 2021)
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6.32    A variety of specific elements of programme design and delivery were identified by programme 
participants. In summary: 

•  The structure of programme activities was identified as a key aspect that worked well. For example, 
the Practice Development Groups programme used a horizontal structure approach, with most of the 
delivery partners aiming to establish groups that brought together practitioners at different levels and with 
different experiences. One of the key benefits of this approach noted by participants was that it enabled 
discussions about teaching approaches with a range of staff in a safe space, which was not always 
possible in practitioners’ day-to-day work210: 

•  Participants on these programmes also highly valued the accessibility and flexibility of the programmes. 
For example, mentors on the Mentor Training Programme noted that that were given opportunities to 
attend alternative group sessions if they missed their normal session and that tailored support from 
trainers was useful211. Likewise, according to participants on the Apprenticeship Workforce Development 
programme, the flexibility of the courses, both in terms of their online delivery and structured short 
sections, worked well212. The combination of these elements enabled engagement, with participants 
feeling comfortable completing course sections at their own pace and in line with their own availability, 
being able to “dip in and out” of the learning experience at their own convenience.

•  Participants also reported valuing the opportunity to network and connect with other practitioners 
through the programmes. Notably, practitioners on the New to ESOL programme valued the opportunity 
to network with one another, share ideas, experiences, and effective practice, with the use of smaller 
virtual breakout rooms noted to have facilitated this and replaced face-to-face ‘coffee break chats’213.

6.33    More widely, participants on the Mentor Training Programme reported valuing the opportunity to take 
part in the programme, particularly in light of the wider disruptive context of Covid-19. Taking part was 
commonly reported as enjoyable and the different learning activities were noted to be engaging214:  

From my perspective it’s quite an 
innovative sort of approach

It has given me optimism  
for the future.

Practice Development Group programme participant

Mentor Training Programme participant

to it and I really like the horizontal structure and the fact that you’re really making 
an opportunity for people to support each other and to share expertise within a 
team, rather than you know a lot of the time with CPD it can feel very ‘tick boxy'.

For me it has been an absolute breath of fresh air in an utterly miserable time.

210. Evaluation of Practice Development Groups (The ETF, 2021) 
211. Evaluation of the Mentor Training Programme (The ETF, 2021) 
212. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021) 

213. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021) 
214. Evaluation of the Mentor Training Programme (The ETF, 2021)
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Impact on practitoners' behaviour and practice

DEVELOP: Key Figures
Post-completion satisfaction surveys were delivered to participants on the following programmes: 
Enhance Digital Teaching Platform; New to ESOL programme; Practice Development Groups 
programme; Safeguarding and Prevent training programme; Advanced Practitioner Research 
programme; Essential Digital Skills professional development programme and the Apprenticeship 
Workforce Development programme. Key combined statistics from across the 917 responses are 
as follows:

•  The majority of respondents, 93%, felt that their participation had a positive impact on their 
practice 

•  Similarly, 95%, felt their participation had a positive impact on their knowledge and skills, while 
92% reported improved confidence as a result of their participation

•  Almost all respondents, 96%, expected to share their learning within the next two months

Finally, across the above programmes, 94% (of 749 practitioners), would recommend the 
programme to a colleague.

Source: Enhance Digital Teaching Platform Post-course survey (The ETF, 2021) (N=112), New to ESOL programme Post-course survey (The ETF, 2021) 
(N=191); Practice Development Groups programme Post-course survey (The ETF, 2021) (N=18); Safeguarding and Prevent training programme Post-
course survey (The ETF, 2021) (N=21); Advanced Practitioner Research programme Post-course survey (The ETF, 2021) (N=99); Essential Digital Skills 
Post-course survey(The ETF, 2021) (N=308); Apprenticeship Workforce Development programme Post-course survey (The ETF, 2021) (N=168

6.34    Skills associated with online delivery were a key area of development identified by participants on several 
programmes. Feedback from across the develop programmes demonstrates that through participating in 
the ETF’s professional development programmes, participants have been able to improve their knowledge, 
skills and confidence, whilst also making changes to their individual practice. 

6.35    All professional development programmes aim to enhance and develop participant knowledge and 
skills in some form. For some programmes, specific knowledge development results were highlighted, 
for example 91% of 76 participants who responded to surveys on the Practice Development Groups 
programme ‘agreed’ or ‘strongly agreed’ that the programme improved their knowledge of action learning 
sets, while 96% agreed it had had a positive impact on their professional development215. Likewise, prior to 
participating in training as part of the New to ESOL programme, 29% of 78 practitioners responding rated 
their knowledge of the theory of teaching New to ESOL learners as high, with this increasing to 73% after 
the training216. 95% of participants on the Shaping Success Maths and English Continuing Professional 
Development programme also felt the programme had a positive impact on their knowledge and skills.

215. Evaluation of Practice Development Groups (The ETF, 2021)
216.  New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021)1)

of participants who responded to surveys on the Practice 
Development Groups programme ‘agreed’ or ‘strongly agreed’ that 
the programme improved their knowledge of action learning sets

91%
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of 66 new mentors ‘agreed’ or ‘strongly agreed’ that they 
had improved knowledge of how to provide support to 
improve their mentees’ emotional resilience222

96%



6.36    Over 84% of users answering a survey on the Enhance Digital Teaching Platform reported that the 
programme has led to them building their skills, knowledge and confidence in using educational 
technology for teaching, training and assessment217. More specific examples were provided by 
participants on other programmes, for example participants on the Practice Development Group 
programme reported that they were changing or adapting the tools they use to include online or technical 
tools, novel assessment tools and communication tools218. 

6.37    Linked to this, participants have developed improved confidence through participation in the ETF’s 
programmes. This relates not only to the confidence to be gained in developing new knowledge and skills 
but also reinforcing and confirming existing knowledge. For example, mentors on the Mentor Training 
programme reported that the mixture of theory and practice on the programme improved their knowledge 
and confidence in their role as a mentor219. Although several participants on the Apprenticeship Workforce 
Development programme stated that their involvement in the programme had not deepened their 
knowledge of the topic all felt that their involvement had validated and reinforced their existing knowledge 
and enhanced their confidence in their own knowledge and practice220. 

6.38    Feedback from participants also demonstrated how participation had positively impacted on their 
individual practice. For example, participants on the Apprenticeship Workforce Development programme 
described outcomes such as implementing new schemes of work, putting theory into practice and making 
practical changes to teaching styles221. Participants on the Mentor Training programme reported having 
made changes to the way they give feedback to mentees as a result of the programme; 96% of 66 new 
mentors ‘agreed’ or ‘strongly agreed’ that they had improved knowledge of how to provide support to 
improve their mentees’ emotional resilience222. For some, the improved practice had consequently led to 
improvements in their overall quality of teaching, training and assessment. For example, 84% of 294 
responding to a survey on the Enhance Digital Teaching Platform reported that the programme has led to 
them building their skills, knowledge and confidence in using educational technology for teaching, training 
and assessment223. 

6.39    The ETF’s develop programmes provided participants with the opportunity to enact change for the benefit 
of their organisations and learners. Participants noted raised standards of leadership. For example, 
participants on the Apprenticeship Workforce Development programme, particularly those participating 
in the Strategic Leadership Strand, reported changes to leadership and governance processes. One 
participant (a senior manager at their organisation) stated that they had encouraged their governors to 
provide greater challenge to senior leadership and had shared programme resources with them to enable 
them to do so224.

6.40    Various participants highlighted examples of different changes to organisational culture. For example, 
when multiple mentors from the same organisation were involved, participants on the Mentor Training 
programme reported changes to their overall organisational culture. One grant lead reported that the 
training contributed to delivery of a strategic objective on mentoring that had previously only been in place 
on paper225. Furthermore, a cohort of trained mentors was created who advocated for further training and 
peer support and were committed to making the internal business case for this226. Having that critical 
mass where multiple individuals are taking part in a programme was said to be important in encouraging 
organisational change.

Impact for organisations and their learners

217.  Enhance Digital Teaching Platform evaluation (The ETF, 2021)
218 Evaluation of Practice Development Groups (The ETF, 2021)
219. Evaluation of the Mentor Training Programme (The ETF, 2021). 
220. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021) 
221. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021)

222. Evaluation of the Mentor Training Programme (The ETF, 2021)
223. Enhance Digital Teaching Platform evaluation (The ETF, 2021)
224. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021) 
225.  Evaluation of the Mentor Training Programme (The ETF, 2021)
226.  Evaluation of the Mentor Training Programme (The ETF, 2021)
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6.41     Participants’ colleagues benefitted when participants shared their programme knowledge and 
skills. For example, 77% of New to ESOL programme survey respondents reported having shared the 
programme resources with their colleagues and wider networks227. One practitioner had downloaded 
and shared programme resources, with these being used to develop a new scheme of work for New to 
ESOL learners at their organisation228. More widely, 91% of the 67 experienced mentors feeding back on 
the Mentor Training programme agreed or strongly agreed that they had improved their understanding of 
how to set up a mentoring programme or enhance an existing programme at their organisation229. Some 
Apprenticeship Workforce Development programme participants reported that the knowledge and skills 
they had developed through participation in the programme would support their organisation in improving 
and/or maintaining their Ofsted grade230.

6.42    There were some examples of a direct link between participation in CPD and better learning experiences 
for learners. The New to ESOL programme evaluation noted that although impact on learners was difficult 
to discern (as a result of limited contact due to lockdown restrictions), 37% of survey respondents had 
already seen an improvement in learner engagement following changes suggested by the New to ESOL 
programme training231.  

6.43    Participants reported examples of improvements to learner retention resulting from their programme 
participation. For example, one grant lead from the Mentor Training programme reported that they had 
better student retention on courses where they had previously had problems with the quality of tutoring, 
and as the mentoring had focussed on tutors on these courses it was suggested that the mentoring and 
therefore the training had made the difference232. Further, one participant on the Apprenticeship Workforce 
Development programme felt that “choosing the right method of teaching” had improved retention, noting 
that “two or three” of their learners may have left if they had not changed their teaching behaviours233.

6.44    Following improved student engagement, motivation and retention, participants on several programmes 
suggested that their participation had led to increased attainment amongst learners. For example, 30% of 
New to ESOL survey respondents reported seeing an increase in the rate of skills development in New to 
ESOL learners following changes implemented because of the training234. 

6.45    Participants on several programmes also stated that as a result of their participation, they would expect 
positive impacts for learners in the future. For example, users of the Enhance Digital Teaching Platform 
reported that their teaching, training and assessment improved, implying there could be a direct positive 
effect on learners235. Similarly, a participant on the Apprenticeship Workforce Development programme 
stated that “you would expect your learners to be more engaged if you are choosing the right method of 
teaching”, and suggested that this, combined with an improved understanding of the different ways people 
learn, could result in an increase in learner retention and those achieving their apprenticeships.

The Practice Development Groups programme
One example of a vocational teacher working with an English teacher for the benefit of learners 
came from a facilitator: “One vocational teacher came with a general issue of demotivation of learners 
in English and maths compared to their vocational area, and that as a teacher, the English and maths 
embedding felt like a burden… The learners found the English teaching very academic and not very 
practical, so it was taught differently to their practical hairdressing lessons. So, the vocational tutor 
started communicating with the English team and discussing ways to better tailor English for the 
vocational learners. For example, for their first creative writing task, the English teacher could ask 
learners to base the writing in a hair salon. It was also suggested that English and maths teachers could 
pop into vocational lessons.”

Source: Evaluation of Practice Development Groups (The ETF, 2021)

227. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021) 
228. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021)
229. Evaluation of the Mentor Training Programme (The ETF, 2021) 
230. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021) 
231. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021) 

232. Evaluation of the Mentor Training Programme (The ETF, 2021) 
233. Evaluation of the Apprenticeship Workforce Development programme (The ETF, 2021) 
234. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021)
235. Enhance Digital Teaching Platform evaluation (The ETF, 2021)
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DEVELOP: Learning from our programmes

6.46    This chapter presents a wide array of evidence to demonstrate how the ETF’s programmes developed the 
capability of the sector in 2020-21. Several programmes have contributed to growing membership of the 
Society for Education and Training and awareness of the Professional Standards, and recognition of expert 
practice through Advanced Teacher Status and QTLS. In addition, the ETF also continued to deliver top 
quality CPD programmes and resources to meet strategic needs of the FE and Training sector. 

6.47    Notably, challenges associated with Covid-19 necessitated an increased focus on digital skills and online 
delivery of teaching, training, and assessment. Existing programmes had to adapt to online delivery, while 
new programmes, such as the Apprenticeship Workforce Development programme, adopted a new form 
of flexible and accessible delivery, ideal for practitioners dealing with the uncertain periods experienced 
throughout 2020-21. The Society for Education and Training conference also allowed the Society to test 
utilising new platforms for conference delivery, with learning from these processes useful for future delivery. 

6.48    Although programmes such as the Apprenticeship Workforce Development programme, were in their 
first year, some programmes reported changes to delivery which were made as a result of feedback from 
participants. For example, the New to ESOL programme adapted practitioner training delivery from Cohort 
1 to Cohort 2 in 2020-21 to a flipped learning approach in response to participant feedback for online 
delivery236. The programme also adapted its delivery for Cohort 3 in 2020-21, with the approach changed 
to a practice-based approach, whereby training consists of five one hour bi-weekly sessions with follow-up 
activities to provide participants with the opportunity to apply their learning237.

236. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021)
237. New to English Speakers of Other Languages (NtESOL) Programme Evaluation (The ETF, 2021)
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7. EVOLVE: LEADING  
CONTINUOUS IMPROVEMENT 



EVOLVE: An introduction

7.1    The ETF’s fifth strategic objective concerns its own development and its ability to continuously adapt and 
thrive. The objective is to realise the benefits from organisational change, enhance the ETF’s reputation as an 
employer and partner, demonstrate its impact and learn.  

7.2    This section firstly summarises the ETF change management process that was started during 2020-21, 
noting its implementation and impact will be felt in forthcoming years. It then summarises some key 
organisational changes that took place during the year, before summarising key recommendations made in 
the Impact Report in 2019-20 and those made in evaluation reports from the 2020-21 review. 
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ETF’s organisational change programme

7.3     During 2020-21 the ETF initiated an organisational change process that will guide its development in future 
years. In February 2020 ETF’s Board commenced a strategic review that by September had generated 
12 priorities for the organisation aligned with the GLIDE framework (see Figure 11). By March 2021 each 
priority had been allocated a lead Director. The whole change programme is known as SHAPE. Its purpose 
is to help the organisation to collectively achieve a “One ETF” approach to continuously improve and deliver 
against strategic business priorities. Importantly, with the organisation growing, the programme aims to 
support employees in ensuring they share the same values and ways of working, all sitting alongside the 
creation and use of common operating systems, policies and procedures238. SHAPE implementation is 
planned to span three years from April 2021. 

7.4     Alongside this process, several structural improvements were made. 

•  In August 2020 the ETF’s quality team launched its Quality Management System (QMS) based on a 
system of Plan, Do, Check and Act to ensure a continual improvement approach that will incorporate 
procedures, tools and technology to assure and review what works and why. This model has been 
developed using the principles of ISO9001 and is built on evidence of best practice used on the delivery 
of other DfE programmes. Collation and review of qualitative and quantitative data will be undertaken to 
identify any emerging trends which may indicate content and materials which need improving.

•  An evaluation strategy was agreed to complement the QMS based on HM Treasury guidance. This 
strengthened systems that collect and collate programme management information and administrative 
data and included the appointment of a business analyst. It also strengthened the evaluation and research 
team by making key appointments (a Research and Evaluation Manager and Senior Projects Officer 
(Knowledge Management)) and implemented a survey administration process using new survey software.  

•  Management information was improved across ETF programmes and this period also saw preparations 
being made for a new customer relationship management system.  

7.5     Ultimately these changes should enhance the capacity of the ETF both to deliver and evidence impact. 

7.6     In the 2019-20 ETF Impact Report a number of strategic questions were raised regarding evidencing 
impact. These can be summarised as: 

•   A lack of information regarding key aspects of the workforce such as its scale, and leadership 
characteristics which needs to be addressed

•   The reach of ETF knowledge and training programmes via indirect means (such as sharing resources, 
cascading learning) was not known and consequently estimates of the amplification effects of 
participating in ETF programmes or connecting with its resources could not be estimated

•   The use of the COM-B and Kirkpatrick models proved useful in focussing on the effects of participation on 
individuals but failed to reflect the bigger ambition of each programme and collectively the ETF’s aim to 
effect transformational change of the entire workforce.   

7.7     This section will now summarise recommendations made at a programme level in the evaluation evidence 
before returning to the five key practices to evidence impact suggested last year alongside future strategic 
recommendations 

238. Trustees’ Report and Financial Statements for year end March 2021 (The ETF, 2021)
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Programme recommendations

7.8     Generally, recommendations were made that either built on existing effective practice, or suggested 
improvements and refinements to particular aspects of practice. Evaluators were not asked to 
consider value-for-money propositions or to make suggestions relevant to whole programme areas. 
Recommendations for improvements across all programmes discussed in this impact report tended to fall 
into four categories which are summarised in the following sections. 

7.9    During 2020-21 at least 18 of the programmes referred to in this report met their targets, and a further 
three were within 90% of achieving them. Several of these programmes, notably those providing digital, 
apprenticeship and maths and English support more than doubled their expected reach. 14 programmes 
did not reach their targets due to a range of factors that in addition to Covid-19 related effects, included 
lack of data, and piloting new approaches. The evaluation reports provided examples of mitigation actions 
including changing charging structures and eligibility criteria to address under-recruitment within the 
delivery period. Evaluators offered recommendations to ensure continued uptake of programmes.  Also, in 
many cases, reported recommendations also came from those who were keen to ensure that their peers or 
colleagues could benefit from engagement as they had done. Suggestions included the following:

•  Remove financial barriers to participation (even when courses were free) through providing travel expenses 
or teaching cover. The Practitioner Research Programme evaluation for example suggested the use of 
targeted bursaries, while the ETF Mentoring programme recommended payment of a grant to enable 
access to the programme to cover time away from roles and other staff time for mentoring. 

•  Improve programme information for example through early publication of a prospectus outlining the 
whole offer with synchronous course launches (Apprenticeship Workforce Development programme) or 
publishing clear eligibility criteria to guide people to the right programmes for them (e.g., Mentor Training 
Programme).

•  Make participation in action research easier for participants by providing in-course support for topic 
selection rather than at application stage (Practice Development Groups).

•  Review the profile of participants to ensure that there is appropriate uptake from people with different EDI 
characteristics, geographically and by job role

•  Target specific organisational types that typically engage less in the ETF offer (e.g. LEAs, ITPs and non-FE 
institutions such as the prison sector). 

•  Provide signposting to other ETF courses at the end of any workshop or course (T Level Professional 
Development).

•  Use pre-course questionnaires to find out more about participant backgrounds and needs and use this 
information to tailor course content (Diversity in Leadership).

Ensure continued uptake and engagement 
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7.10    External evaluators commonly recommended the provision of more networking opportunities for 
programme participants. This was partly in recognition of the social aspect of professional development 
– that meeting other people is intrinsically enjoyable. But it also reflected the feedback from participants 
on several programmes that meeting people from different organisations and with different backgrounds 
provided them with re-assurance (that they were not alone in finding something challenging) and with 
insights, suggestions or ways of thinking that they found personally enlightening. The form of networking 
could vary from residential experiences, breakout groups in online programmes, or action learning sets. In 
some cases, networking was deliberately managed to connect people from organisations that would not 
see each other as competitors; in others it was to enhance the impact of in-house delivery. Providing more 
networking opportunities was however often recommended as a way to further deliver outcomes and likely 
strengthen the impact of the programme. 

7.11    Some programmes included mentoring. In these cases, recommendations were made to ensure 
organisational support for the mentee, mentor/mentee matching and mentor support through a community 
of practice (Mentor Training Programme).  

7.12    Evaluators recommended including Equity Diversity and Inclusion (EDI) as core content in programmes that 
were not necessarily focussed on these issues. For example, although EDI was included within the New to 
Senior Leadership programme it was not included throughout all the workshops. 

7.13    Some recommendations focussed on very practical matters like having a quick set of introductions, 
keeping presentations to time, balancing time to emphasise discussion rather than information sharing, 
ensuring the right mix of participants in breakout groups, reference the Professional Standards (T Level 
Professional Development) and address issues with different logins (for FutureLearn versus other 
development modules). Others suggested additional topics that participants would like to see covered, or 
the inclusion of more examples or case studies that demonstrated how what they were learning might be 
put into practice in a classroom setting (Apprenticeship Workforce Development programme). 

7.14    Participants in the Apprenticeship Workforce Development programme also suggested a range of 
amendments that would help them to embed their learning. These included having short tests or quizzes 
to reinforce their learning and / or provide a diagnostic for what they needed to focus on. Other suggestions 
included less reading and more videos, webinars and audio or visual resources.  

7.15    Moving programme delivery online in response to the Covid-19 pandemic was typical for 2020-21. As a 
result, some activities, such as the Society for Education and Training national conference, experienced 
higher than usual uptake due to enhanced accessibility. Programme evaluators recommended either a 
continuation of online delivery or a hybrid model to capture the relative advantages of both face-to-face and 
online delivery. 

Programme design and delivery
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7.16    Almost all ETF programmes are offered, delivered and completed within a single financial year. Evaluation 
reports recommended a range of improvements to either distribute activity differently over the year, or extend 
its effect through sustaining networks or access to resources: 

•  Participants in mentoring programmes suggested they wanted more sessions, and/or have those sessions 
spaced out differently with a pause in the middle of the programme to allow time to implement some of 
their agreed actions before resuming with their mentor to reflect on their effect  

•  Participants in Leading from the Middle said they wanted structured support to maintain networks because 
having LinkedIn alone did not create the community of practice they were looking to sustain

•  Having access to resources introduced in learning programmes (including FutureLearn modules) was said 
to be important. Suggestions for a more complete learner experience to make it easier for learners to return 
to their courses and associated resources were made. One practice that was frequently praised was the use 
of an online repository of resources used in courses (for example Padlet) to manage programme knowledge. 
Participants appreciated being able to return to these resources as they needed to. 

7.17    Most evaluation reports referenced two areas where a change in practice could create a much stronger 
evidence base for the ETF. These were programme participant data collection and impact evaluation 
design. 

7.18     Several programme evaluations recommended improved collection of participant characteristic data (e.g. 
Practitioner Research Programme, Practice Development Groups). For example, the ETF should require all 
participants to state their job type and provider type to gain a more accurate understanding of the types of 
people engaging - and not engaging – with its programmes. The collection of EDI data from participants 
would also allow an assessment of each programme’s accessibility and enable ETF to identify any existing 
biases, underrepresentation or areas of concern and work towards improving them. 

7.19    The evaluation reports also recognised where standardisation had improved, such as with the use of 
the participant experience/ satisfaction (feedback) survey, and recommended that the ETF continue to 
standardise data collection and reporting processes, apply them across all its programmes and continue to 
explore ways to drive up participation in feedback surveys. For example, one suggestion (regarding T Level 
Professional Development) was to encourage the delivery partner to timetable survey completion as part of 
the course.  

7.20    The ETF booking system is another example of a system used by (almost) all programmes that works 
well for individual bookings, but less well for group bookings and individual and group attendance records 
uploaded by delivery partners, particularly at in-house professional development sessions. External 
evaluators recommended strengthening registration data collection systems and routine data quality 
checks (e.g. Practice Development Groups Evaluation).

Prolonging participation

Capturing monitoring and impact data

94Education & Training Foundation     Impact Report 2020-2021



Evaluating Impact

7.21    The 2019-20 Impact Report discussed the challenges of capturing data and providing meaningful 
assessments of the impact of ETF’s actions on the FE and Training Sector. Those challenges included 
both conceptual challenges associated with tracking cause and effect in a complex system over time, 
and practical challenges of data capture and the need for evaluation to be of a scale proportionate to its 
programmes. It recommended five achievable changes to strengthen impact measurement practices  
as follows: 

•  Prepare a rationale for each programme so that its purpose is clearly articulated

•  Adopt a theory of change approach to evaluation to replace the COM-B and Kirkpatrick framework

•  Capture robust, standard and complete information about participants that is GDPR compliant

•  Build a clear research and evaluation ‘contract’ that shapes expectations of participants such that they 
expect to be asked to participate in research and clearly see the value of doing so

•  Disseminate high quality insights from sector members and leaders and feed lessons about what has 
worked and what needs improving from ETF programmes back into the FE and Training sector.  

7.22    The ETF change programme described earlier in this section demonstrated positive progress against these 
five recommendations. The COM-B and Kirkpatrick model (which focus on individuals rather than system 
changes) were used for the last time to commission evaluation reports during 2020-21. A logic modelling 
and theory of change approach was described in the evaluation strategy was developed during this year 
with the evaluation and research teams helping to prepare programme managers to develop a logic 
modelling approach to programme design and during this period.  

7.23    The quality and utility of participant data improved during the year. This was achieved through more precise 
specification of requirements of delivery partners, alongside work delivered by IT and quality teams to 
prepare for the introduction of the customer relationship management system. Consequently, programmes 
could report not just the number of attendances on courses but also the number of people attending one or 
more course. Similarly, feedback surveys have been standardised, and survey distribution and data capture 
has been systematised. 

7.24    Both the Public Benefit Report239 and the Impact Report from 2019-20240 were published and have been 
well received by key stakeholders. The ETF also participated in a wide range of other forums to discuss the 
views and concerns of the sector including Regional Development Leads (recruited initially to support T 
Level Professional Development) and ongoing dialogue with delivery partners who were engaging with the 
sector on a daily basis. 

239. ETF Public Benefit Report 2019-20 (The ETF, 2020) 
240. ETF Impact Report 2019-20 (The ETF, 2020)
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7.25    While progress has been made, inevitably there is further work to do to build an impact evidence base. 
Firstly, there is a need to further develop insights into the FE and Training sector workforce. The replacement 
for the SIR was not in place meaning that comprehensive data describing the profile of the workforce 
was becoming older and potentially less reliable. This makes it difficult to understand how representative 
participation in the ETF offer is, or how successful targeted interventions have been because it is difficult to 
compare it with the profile of the whole workforce. A second and related issue is that information about the 
characteristics of those who participated in the ETF offer was not fully captured. There were inconsistencies 
in capturing job role information and personal characteristics such as gender, ethnicity, and disability were 
not captured. Agreement between the DfE (data controller) and the ETF (data processor) needs to be 
reached to ensure that this data is captured and securely held. This is essential if the ETF are to effectively 
plan and deliver interventions that address equality considerations. Finally, in terms of the evidence base, 
there is a continued need to encourage participants to provide feedback, reflections and constructive 
criticism of the ETF offer for it to be able to make good decisions about the future direction of programmes 
and interventions. The need for a clear research and evaluation ‘contract’ that establishes an expectation 
that participants are asked to engage in research and respond positively remains.

7.26    A second area where further work needs to be developed is in the implementation of a logic modelling 
and theory of change approach to monitoring and evaluation, and also to programme design and delivery. 
Programmes should all have a clearly articulated rationale that describes the challenge or problem that 
they are aiming to address, and what they expect will happen as a result. Programme development and 
adaptations use this to maintain focus on the objective. Programme managers identify and collect relevant 
monitoring data. Progamme evaluators then use this to review whether anticipated outcomes have in fact, 
been achieved.  

7.27   Finally, the effects of training and development on individuals, organisations and ultimately learners, take 
time to take effect. ETF contracts are renewed on an annual basis, and impact measurement has to be done 
within that same year. This limits the potential to capture longer term effects. Evaluation approaches that 
extend over a longer time period would assist this objective. 

7.28   The year 2020-21 threw many challenges to the FE and Training sector, as indeed to all sectors. The effects 
of the Covid-19 pandemic were swift and universal – everyone was affected in different ways, degrees and 
scales. It is notable that across the evaluation reports the response of the sector, delivery partners and the 
ETF itself was equally rapid and universal as programmes were moved online, additional support was put 
in place and appropriate considerations were applied to appraising success and impact. The legacy of this 
period will be felt through improved use of online learning technologies and considered uses of blended 
approaches to training to encourage the development of a professionalised workforce.
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A. LIST OF ETF PROGRAMMES



A.1    The table below provides brief summaries of each programme discussed in this report. The information 
in this table is drawn from programme reports, as well as the ETF241 and SET242 websites.

Advanced Practitioner programme    

Advanced Teacher Status

Apprenticeship Workforce Development programme

Centres for Excellence in Maths

The Advanced Practitioner programme was established in February 2018. It is for managers and practitioners in 
Advanced Practitioner roles to improve the quality of teaching, learning and assessment and support increased 
professionalism and self-identification in the role. The programme consists of six strands: Advanced Practice 
online CPD modules, in-house Thoroughly Thinking Environments online module, Communities of Practice, 
Practitioner-led FE and Training professional Learning, Train the Trainers in FE Professional Learning and a 
National Conference. In 2020-21, it was supported by a DfE grant allocation of £330,000 as part of the Basic 
Skills grant. 

The Advanced Teacher Status was launched in June 2017. This one-year programme for FE teachers aims to 
be a reputable and recognisable badge of excellence. It is an alternative, competence-based route to the MA 
route for achieving Fellowship of the Society for Education and Training. The programme focuses on three areas 
of competence: development of pedagogical practice and subject specialism, development of others through 
coaching and mentoring activities, and the ability to influence internal and external stakeholders and affect change 
in curriculum and organisation quality improvement/development. After the programme has been completed a 
panel decides whether Advanced Teacher Status should be awarded to the participant. The award costs £750 per 
participant with some bursaries of £500 being allocated for those with a strong case from October 2020.

The Apprenticeship Workforce Development programme is an online programme of professional development 
for the further education apprenticeship workforce in England. It includes learning opportunities appropriate 
for tutors and assessors, curriculum leads, senior managers and governors. The programme is delivered by 
the ETF through a grant funding allocation of £552,800 from the DfE. This included £475,000 for delivery of 
activity from November 2020 to March 2021, and £77,800 for delivery from April to December 2021, following 
an agreed extension of the Programme. There were 2,700 enrolments during the evaluation period (January to 
June 2021), which converted into 1,872 participations by 1,154 unique participants.

Centres for Excellence in Maths is a multi-year programme which has been running since October 2018. It aims 
to support FE and Training providers to improve the quality of post-16 maths teaching and learning and increase 
the proportion of young people gaining a Grade 4 (or equivalent) at Maths GCSE. The programme operates 
through a ‘hub and spoke’ model, with 21 centres established across England, each working with a local provider 
to implement professional development programmes, centre-led action research, wider centre activity, networks 
and dissemination. The programme commenced Randomised Control Trials in 2019/20 but these were paused 
in 2020/21 as a result of the pandemic. In their stead a series of Teach Meets were run to provide practitioners 
with information on the programme themes, with the trials set to resume in 2021/22. Centres for Excellence in 
Maths are funded under contract from the DfE.

Source: 2020-21 Grant Offer Letter to the Education and Training Foundation (DfE, March 2020); 
Advanced Practitioner programme - The Education and Training Foundation (et-foundation.co.uk)

Source: Advanced Teacher Status (ATS) | Society for Education and Training (et-foundation.co.uk) 

Source: Apprenticeship Workforce Development Programme Evaluation (The ETF, 2021)

Source: Evaluation of Centres for Excellence in Maths programme 2020/21(The ETF, July 2021); 
2020-21 Grant Offer Letter to the Education and Training Foundation (DfE, March 2020)

241. https://www.et-foundation.co.uk/
242. https://set.et-foundation.co.uk/
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Centres for Excellence in SEND  

CEO Mentoring programme

Chief Finance Officer programme

Development Resources for CEOs and Principals

The Special Educational Needs and Disabilities (SEND) workforce development programme started in 2017. It 
aims to provide a coherent and comprehensive programme to support the FE workforce and ensure learners 
with SEND achieve their aspirations by delivering a step-change in the way the FE and Training sector addresses 
learner needs. The programme is delivered through three Centres of Excellence, each with a different theme: 
Weston College (leading the theme of People), Derby College Group (leading the theme of Curriculum) and City 
College Norwich (leading the theme of Community). The programme had a total grant allocation of £1.2 million 
and 2,446 practitioners took part in 2020-21, representing a 234% increase in participation compared to the 
previous year.

The ETF’s CEO Mentoring programme was first designed in July 2019 and piloted from September 2019 
through March 2020. The full programme launched in March 2020 and offers the opportunity for mentees to 
work with mentors who have experience as senior leaders in the FE and Training sector. The pilot included three 
mentors and six mentees. Following completion of the pilot, the full programme has involved six mentors and 
21 mentees in total.

The ETF’s Chief Finance Officer (CFO) programme was launched in 2017. Earlier cohorts were delivered in a 
three day residential training programme, but the most recent cohort was undertaken online, due to the on-
going Covid restrictions. It was delivered over a four week period in half days. To date, a total of 137 delegates 
have gone through the programme in eight cohorts, where the 2021 cohort had a reach target of 25 participants 
and achieved 21 attendees.

The Development Resources programme for CEOs and Principals was developed following a need expressed by 
Senior Leaders after attending the FESLP and Preparing for CEO programmes. A suite of 14 online modules was 
planned for development over the next few years. At the outset of the evaluation (January 2021) there were two 
live modules launched in early 2020: Financial Sustainability and Using Data to Drive a Performance Culture. 
Anyone (whether a senior leader in the FE and Training sector or not) could access these modules without 
needing to verify their role or organisation. 

Source: Evaluation of Centres for Excellence in SEND (The ETF, August 2020);
2020-21 Grant Offer Letter to the Education and Training Foundation (DfE, March 2020) 

Source: Evaluation of the CEO Mentoring programme (The ETF, 2021)

Source: CFO programme evaluation: final report (The ETF, 2021)

Source: Evaluation of the Development Resources for CEOs and Principals (The ETF, 2021)
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Diversity in Leadership programme

Enhance Digital Teaching Platform

Essential Digital Skills programme

Further Education Strategic Leadership programme

Further Forces programme

The Diversity in Leadership programme aims to increase diversity in FE leadership. It seeks to increase 
organisations’ ability to challenge bias, reduce barriers to attaining leadership roles and ensure all workers 
are supported at all levels of their institution. The programme was delivered in three strands, consisting 
of workshops (for middle managers and senior leaders), coaching (for professionals with protected 
characteristics), and a Women Up2 (WUp2) module-based learning strand for females. The strands were 
also underpinned by a Diversity Toolkit. In total, 249 participants completed the programme: 198 workshop 
participants (129 middle managers and 69 senior leaders), 30 coaching participants, and 21 WUp2 participants. 
The coaching and Wup2 strands met their target number of participants, while the workshop strand exceeded 
its target of 180 attendees. 

The Enhance Digital Teaching Platform launched in January 2019 hosts two fully subsidised training offers 
to support practitioners using educational technology (EdTech) and developing their digital skills. It does this 
through online modules to support innovation in teaching and training when using technology. The platform 
was allocated grant funding of £285,000 in 2020-21. 

The DfE introduced a new competency framework and associated national standards, which set out essential 
digital skills for life and work. Young people aged 16-19 and adults with no or low digital skills are entitled to free 
training in essential digital skills, in line with existing entitlements for English and maths. The DfE granted the 
ETF £350,000 to rollout an online CPD programme launched in February 2020, supporting staff delivering the 
new Essential Digital Skills entitlement. The grant funded online and face to face training, as well as community 
share of practices to support practitioners who will be delivering courses related to the new legal digital skills 
entitlement.

The Further Education Strategic Leadership programme is part of ETF’s strategic leadership offer for CEOs and 
Principals from the FE and Training sector. Funded by the Department for Education for eligible organisations 
in receipt of direct funding from Education and Skills Funding Agency, the programme focuses on Further 
Education sector Chief Executive Officers and Principals. The programme is intended to deliver a mix of 
strategic leadership and technical skills. In total, 173 participants grouped across eight cohorts have taken part 
in the programme with 22 taking part in the most recent cohort.

The Further Forces programme aims to recruit and retrain Armed Forces Service leavers to teach technical 
subjects in FE, including Science, Engineering and Technology. The programme began in 2017. The Service 
Leavers are supported by mentors whilst completing their funded practitioner training and securing 
employment. The programme is funded as part of the activity to help improve the quality of FE teaching and 
leadership, with a grant allocation of £400,000 in 2020-21.

Source: Evaluation of the Development Resources for CEOs and Principals (The ETF, 2021)

Source: Enhance Digital Teaching Platform evaluation (The ETF, March 2021); 2020-21 Grant Offer Letter to the Education and Training Foundation (DfE, March 2020) 

Source: Essential Digital Skills | Enhance Digital Teaching Platform (etfoundation.co.uk); 2020-21 Grant Offer Letter to the Education and Training Foundation 
(DfE, March 2020)  

Source: FESLP Evaluation (The ETF, 2021)

Source: Further Forces: Brining Technical Skills into FE;  2020-21 Grant Offer Letter to the Education and Training Foundation (DfE, March 2020) 
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Governance Development programme

Governance Professional Development programme

Inspiring FE Governance programme

Leading from the Middle programme

Mentor Training programme

The Governance Development programme aims to equip governors with the necessary skills and knowledge to 
fulfil their responsibilities and provide high quality governance to their organisation. The programme has been 
run for several years as a face-to-face training programme but has been delivered mostly through online ‘on 
demand’ modules during the Covid-19 pandemic. The programme performed well against its 2020-21 targets, 
recruiting a total of 151 individual governors for the live training sessions against a target of 80.

Introduced as a new programme in 2021, the Governance Professional Development programme aims to  
equip Governance Professionals with the skills needed to conduct their role. It includes three strands to cater  
for Governance Professionals with different levels of experience: S1: Induction and mentoring, S2: technical 
aspects of being a Governance Professional, and S3: Governance Professional higher-level skills. The 
programme performed well against its final targets, training 87 Governance Professionals against a target  
of 88. There was some variation by strand, with the programme exceeding its target for Strand 2 by 18%  
but below targets for Strand 1 (61% of outputs achieved) and Strand 3 (85%). 

The Inspiring FE Governance programme aims to address leadership diversity issues by recruiting new 
volunteers to serve on the governing boards. It is a matching service whereby the supplier matches volunteers 
with the requisite skills and expertise to FE Governor vacancies on college boards. The programme has been 
running for three years and received c.£60,000 in 2020-21. 49 volunteers have been placed in Governance roles 
through the programme and 244 FE and Training providers have registered on the system. The programme was 
due to close at the end of March 2021, but the DfE has agreed to continue to provide funding for the programme 
for 2021-22. 

The overall aim of the Leading from the Middle programme is to support the development of middle 
management to more senior roles and to ensure that FE and Training provision is managed and delivered to 
a high standard. The programme aims to do this through increasing the skills, knowledge, and confidence of 
professionals in middle-management roles to effectively plan and manage their business area and teams. In 
2020-21, 192 participants completed the programme across 10 cohorts. Six of these were delivered in-house 
within organisations, two were BAME specific, and two were open cohorts. 

With up to £3m in funding from the DfE, the ETF commissioned the design and delivery of three mentor 
training programmes for mentors with varying levels of previous experience: (A) an online introduction for new 
mentors, (B) a programme for new mentors and (C) an advanced level programme for experienced mentors. 
The mentor training programmes formed part of a wider portfolio of work to improve the quality of mentoring 
for practitioners in the FE and Training sector, with the long-term aim of improving the development, progression 
and retention of new practitioners entering the sector. 

Source: Evaluation of the Governance Development programme 2020/21 (The ETF, 2021)

Source: Evaluation of the Governance Professional Development programme 2020/21 (The ETF, 2021)

Source: Evaluation of Inspiring FE Governance 2020/21 (The ETF, 2021)

Source: Evaluation of the Leading from the Middle programme (The ETF, 2021)

Source: Mentor Training Programme Evaluation (The ETF, 2021)
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New to English Speakers of Other Languages programme

New to Senior Leadership programme

Outstanding Teaching, Learning and Assessment programme

Practice Development Groups programme (previously Professional Exchange Networks)

Practitioner Research programme

The New to English Speakers of Other Languages programme aims to provide support to practitioners working 
with ESOL learners at ‘pre-Entry’ level, who ETF refer to as ‘New to ESOL learners’. This is addressed through 
offering professional learning and development for practitioners, a suite of teaching resources and training 
for ESOL teacher educators supporting practitioners with New to ESOL learners. In 2020-21, the programme 
engaged 377 practitioners, established a Teacher Educator network and received over 21,000 page-views of 
New to English Speakers of Other Languages programme resources. 

Piloted in 2020-21, the New to Senior Leadership programme targeted professionals who are in the first 18 
months of taking up a senior leadership role in the FE and Training sector. It was a 12-week programme 
consisting of nine workshops, coaching sessions, and Action Learning Sets, with around 5-6 participants in each 
set. Overall, 15 participants undertook the full programme rather than 50 as was originally planned. There is a 
plausible rationale for the lower-than-anticipated demand being a combination of it being a new programme 
without an established engagement strategy or profile – and the delivery being perceived to be less attractive to 
participants as an online offer.

The Outstanding Teaching, Learning and Assessment programme supports evidence and research-based 
collaborative projects focused on promoting change and sharing effective practice. In 2020-21, 387 
practitioners from across 30 organisations participated in the programme, with 19 projects to develop evidence-
based solutions for the improvement of English teaching, learning, and assessment completed.

The Practice Development Group programme is a new ETF initiative designed to promote practitioner-led, 
collaborative professional development across the FE and Training sector. It aims to develop FE and Training 
practitioner skills in the teaching, learning and assessment to enhance their teaching of English or their 
embedding of maths or English into other programmes of study. The PDGs comprise action learning sets of 
practitioners, aided by a facilitator, who work together on a short-term, small- scale project to improve an aspect 
of their practice over a four-month period. They were run by seven regional delivery partners in two cohorts (one 
starting in October 2020 and the other cohort starting in January 2021). Each commenced with a launch event 
followed by a set of group meetings. The programme was funded by a £250,000 grant from the DfE in 2020-21. 

The Practitioner Research programme supports FE staff to explore their research ideas, build research skills 
and inform practice through action research and research development programmes funded by DfE (£220,000 
allocated in 2020-21). This is delivered through the University of Sunderland Centre for Excellence in Teacher 
Training which delivers Master of Arts short courses and Master of Philosophy programmes, with £5,200 grant 
funding allocated to institutions for each participant. 50 practitioners enrolled in 2020-21.

Source: New to English Speakers of Other Languages programme evaluation (The ETF, 2021)  

Source: Evaluation of the New to Senior Leadership programme (The ETF, 2021)

Source Outstanding Teaching Learning and Assessment (The ETF, 2022); OTLA Anthology of Practitioner Action Research Reports (2020-21) (The ETF, 2021)

Source: Evaluation of Practice Development Groups (The ETF, 2021);  2020-21 Grant Offer Letter to the Education and Training Foundation (DfE, March 2020)

Source: Evaluation of the Practitioner Research Programme (The ETF, November 2020); 2020-21 Grant Offer Letter to the Education and Training Foundation 
(DfE, March 2020)
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Qualified Teacher Learning and Skills (QTLS)

Safeguarding and Prevent programmes

SET for Teaching Success programme

Shaping Success Maths and English Continuing Professional Development programme

Society for Education and Training

The QTLS programme started in October 2019. It is a status recognition of professionalism in teaching or 
training for newly qualified and experienced teachers with qualifications at Level 5 and above. The programme 
lasts six months and is delivered through the Society for Education and Training, using an online platform which 
provides an online workbook with self-assessments, a professional development plan, CPD tools and courses, 
critical reflection report, and a final action plan which is supported and shared with a ‘supporter’. Once QTLS has 
been completed, successful participants receive a certificate and are entered into the online QTLS register. 312 
participants were enrolled into the October 2020 cohort.

The ETF provides tailored training on safeguarding and prevent to ensure FE and Training Sector practitioners 
can use this in classroom delivery and tutor skills. The training is provided in numerous ways, including through 
forums and webinars, through the ETF website, side-to-side online modules and face-to-face bespoke in-
house training on Prevent duty, British values, Safeguarding and Equality, and Diversity. This is for all staff that 
require further support, including employer and apprenticeship providers, independent training providers, adult 
education providers and FE colleges. The programme was allocated grant funding of £108,900 and Prevent 
online training modules were accessed over 165,000 times in 2020-21.

The programme started in July 2018 and aims to recruit, train, mentor and support new practitioners in 
SET (Science, Engineering and Technology), with a focus on technical education, in response to practitioner 
shortages in this area. The programme was allocated grant funding of £1.5 million. Programme recruits 
complete Initial Teacher Education and Technical and Knowledge Skills Enhancement, along with subject 
updating and academic/industrial placements, and receive up to £6,000 for Level 5 Certificate of Education/
PGCE fees. An organisation grant of £5,000 is also provided to support trainees throughout the programme. 38 
practitioners participated in 2020/21.

The Shaping Success Maths and English Continuing Professional Development programme provides support 
to practitioners to deliver improved maths and English outcomes and teaching, learning and assessment. In 
2020-21, the programme was accessed by 10,681 practitioners, 129% more than the 4,661 who accessed the 
programme in the previous year.

The Society for Education and Training is a professional membership body for teachers, trainers, tutors and 
other professionals working in the Further Education and Training Sector. It is member-led and supports 
individuals to be excellent in their practice, enhancing the professional status of member practitioners through 
CPD. In 2020-21, there were over 20,000 Society for Education and Training members.

Source: QTLS Oct-20 Cohort Participant Experience Survey (The ETF, 2021) 

Source: Foundation Online Learning (The ETF, 2021)

Source: SET for Teaching Success (The ETF, 2022); DfE ETF Tracker Q4 (The ETF, 2021); 2020-21 Grant Offer Letter to the Education and Training Foundation 
(DfE, March 2020) 

Source: DfE ETF Tracker Q4 (The ETF, 2021) 

Source: SET Membership Review (SET, 2021)
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Stepping into Leadership programme

T Level Professional Development programme

Taking Teaching Further

Talent to Teach programme

Technical Teaching Fellowships

The aim of Stepping to Leadership programme was to prepare new or aspiring managers as they transition 
into leadership roles. The timescales for delivery of the programme were October 2020 to March 2021. Main 
elements of the programme included leadership and management workshops, Action Learning Sets and self-
study activity. The programme engaged with 30 practitioners across three FE and Training providers.

This programme aims to ensure colleges deliver high quality teaching leading to successful outcomes for  
T Level learners. It supports practitioners due to teach T Levels to develop their understanding of what T Levels 
are, raise standards of pedagogy, ensure industry-relevance of practitioners’ subject knowledge, strengthen 
teaching of English, maths and digital and facilitate collaboration between T Level providers. The first phase of 
the T Level Professional Development programme was available from May 2019 to providers planning to deliver 
T Levels from 2020, a further Extended Phase was operating during 2021-22. The first three T Levels began in 
September 2020 and were offered by 44 providers across England. In September 2021 this was extended to 59 
providers offering ten T Levels. The T Level Professional Development programme contract represented c. half 
of ETF income during the financial year.

The programme began in June 2018. It aims to attract industry professionals to work in FE by testing various 
routes for professionals to enter the sector and strengthen links between FE and industry so learners can gain 
knowledge and skills needed for employment. The programme was allocated grant funding of £10 million in 
2020-21, to support up to 279 industry professionals to undertake a Level 5 teaching qualification over two 
years, with practical support through shadowing and mentoring.

The Talent to Teach programme aims to raise awareness among final year undergraduates of opportunities 
to teach in FE. The programme works with higher education institutions and local FE and Training providers to 
recruit and find placements for third-year undergraduates. During these placements, undergraduates experience 
working with learners in workshops/classrooms and receive ongoing mentoring. The programme is offered 
across all regions of England, was allocated grant funding of £1.5 million and 174 individuals participated in the 
programme in 2020-21.

Technical Teaching Fellowships are awards that promote excellence in the delivery of technical education to 
raise profile and share practice with the wider education sector. The Fellowships have been carried out in 20 
institutions (each with Fellowships) across England. Each was allocated funding (£5,000-15,000) to support 
mentoring activity during the fellowships. Fellows develop ‘Pathways to Impact’ plans, attend developmental 
workshops, disseminate their work at national conferences and deliver a final report. In 2020-21, four Technical 
Teaching Fellowships were undertaken.

Source: Stepping into Leadership Programme: End of Programme Report (The ETF, 2021)

Source: TLPD Initial Phase Evaluation (DfE, March 2021)

Source: DfE ETF Tracker Q4 (The ETF, 2021); Taking Teaching Further ETF Data (The ETF, 2020-21); 2020-21 Grant Offer Letter to 
the Education and Training Foundation (DfE, March 2020)

Source: 2020-21 Grant Offer Letter to the Education and Training Foundation (DfE, March 2020); DfE ETF Tracker Q4 (The ETF, 2021) 

Source: Technical Teaching Fellowship Programme (The ETF, 2022); Technical Teaching Fellowship Impact Report 2020-21 (The ETF, 2021)
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B. SOURCE DOCUMENTS



A.1    Listed below are the source documents provided by the ETF to SQW. Most are not publicly available.

•  Department for Education (2020) 2020-21 Grant Offer Letter to the Education and Training Foundation.  
Letter, 25th March 2020. 

•  SET (2021) Association Leadership Award – UK.

•  Set (2021) Membership Review 2020-21

•  SET (2021) SET Conference 2020: Learning for Today and Tomorrow

•  The ETF (2021) 2021-03-31 DfE ETF Tracker Q4. 

•  The ETF (2021) Anthology of Practitioner Action Research Reports (2020-21). Prepared by ccConsultancy

•  The ETF (2021) Apprenticeship Workforce Development Programme Evaluation. Prepared by SQW.

•  The ETF (2021) Audit report – Industry Insights.

•  The ETF (2021) CFO Programme Evaluation: Final Report. Prepared by Pye Tait Consulting.

•  The ETF (2021) College Board Review.

•  The ETF (2021) Digital Perspectives 2021 – Learners. Prepared by Opinium.

•  The ETF (2020) EdTech and Digital Newsletter November 2020

•  The ETF (2020) EdTech and Digital Newsletter December 2020

•  The ETF (2021) EdTech and Digital Newsletter January 2021

•  The ETF (2021) EdTech and Digital Newsletter February 2021

•  The ETF (2021) EdTech and Digital Newsletter March 2021

•  The ETF (2021) Enhance Digital Teaching Platform evaluation. Prepared by Opinium.

•  The ETF (2021) Evaluation of Governance Development Programme. Prepared by ICF.

•  The ETF (2021) Evaluation of Governance Professional Development Programme. Prepared by ICF.

•  The ETF (2021) Evaluation of Inspiring FE Governance 2020/21. Prepared by ICF.

•  The ETF (2021) Evaluation of Practice Development Groups – Final Report. Prepared by ICF and Charlynne 
Pullen Consulting.

•  The ETF (2021) Evaluation of the CEO Mentoring Programme. Prepared by Pye Tait Consulting.

•  The ETF (2021) Evaluation of the Centres for Excellence in Maths Programme 2020/21. Prepared by ICF.

•  The ETF (2021) Evaluation of the Centres for Excellence in SEND. Prepared by RINA Consulting.

•  The ETF (2021) Evaluation of the Development Resources for CEOs and Principals. Prepared by Pye Tait 
Consulting.

•  The ETF (2021) Evaluation of the Diversity in Leadership Programme. Prepared by ICF.

•  The ETF (2021) Evaluation of the Leading from the Middle Programme. Prepared by ICF.

•  The ETF (2021) Evaluation of the New to Senior Leadership Programme. Prepared by ICF.

•  The ETF (2021) Evaluation of the Practitioner Research Programme. Prepared by SQW.

•  The ETF (2021) FESLP Evaluation Final Report. Prepared by Pye Tait Consulting.

•  The ETF (2021) Financial statements and trustee report.

•  The ETF (2021) FutureLearn Focus Groups.

•  The ETF (2021) Industry Insights Workshop Review.
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•  The ETF (2021) Intuition Membership Review 2021-22.

•  The ETF (2021) Mentor Training Programme Evaluation. Prepared by Joy Williams, Rakhee Patel, Elizabeth 
Davies and Kinga Káplá-Kodácsy.

•  The ETF (2021) Network Review.

•  The ETF (2021) Network Focus Group Feedback.

•  The ETF (2021) New to English Speakers of Other Languages (NtESOL) Programme evaluation. Prepared by 
Harlow Consulting. 

•  The ETF (2022) Professional Status and Standards–Key challenges and achievements in 2021.

•  The ETF (2021) QTLS Oct-20 Cohort Participant Experience Survey. Prepared by Berta Miguez-Lorenzo. 

•  The ETF (2021) SHAPE and PID join up.

•  The ETF (2021) Stepping into Leadership Programme End of Programme Report. Prepared by Dudley College 
of Technology. 

•  The ETF (2021) Surveys Report TLPD May 2021.

•  The ETF (2021) Surveys Headline Report TLPD June 2021.

•  The ETF (2021) Technical Teaching Fellowship Impact Report.

•  The ETF (2021) Impact from 2021 fellowship reports. 

•  The ETF (2021) TLPD AlphaPlus Quality Activity Summary Report.

•  The ETF (2021) TLPD Mentoring Programme Quality Assurance Report.

•  The ETF (2021) #ETFSupportsFE Campaign Report.
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C. CODING FREQUENCY 
DISTRIBUTION



C.1    Qualitative evaluation and programme management reports were coded using MaxQDA software, allowing 
for robust systematic analysis. The coding framework was developed to align with the ETF’s strategic 
objectives (the GLIDE framework) and within that the Kirkpatrick / COM-B frameworks. Routes to impact 
were also identified. The table below shows the coding frequency distribution and the number of documents 
which were coded in each section. 

C.2    The Kirkpatrick levels used in the coding framework depended on the focus of the impact, so each impact 
section in the table may not include the same set of codes. The coded material formed the foundation for 
the impact report with additional data and survey responses used to develop the report further. 

C.3    Whilst the coding frequencies presented below give an indication of the quantity of material available, it 
does not give an assessment of the quality of material. For example, some areas with high code frequencies 
(e.g., practitioner reaction) created a volume of material to review but it would often be making the same 
point. The count of frequencies is helpful as a way to map where evidence was available and presented in 
the evaluation reports and where there were evidence gaps.

Grow Lead Influence Develop Evolve

Code Co 
unt

Code Co 
unt

Code Co 
unt

Code Co 
unt

Code Co 
unt

High quality entrants
(4 documents)

Leadership development
(15 documents)

Encourage innovation
(4 documents)

Deliver top quality CPD
(19 documents)

Evolve (8 documents)

Reach/ 
attendance

10 Reach/ 
attendance

71 Reach/ 
attendance

83 Reach/ 
attendance

66 Impacts for 
organisations

20

Practitioner 
reaction

13 Practitioner 
reaction

178 Practitioner 
reaction

46 Practitioner 
reaction

179 FE sector impacts 2

Practitioner 
learning

5 Practitioner 
learning

83 Practitioner 
learning

17 Practitioner 
learning

66 Impacts on ETF 2

Impacts for 
organisations

21 Practitioner 
behaviour

59 Practitioner 
behaviour

34 Practitioner 
behaviour

130 Other impacts 1

Impacts for 
learners

1 Impacts for 
organisations

64 Impacts for 
organisations

17 Impacts for 
organisations

56

FE and Training 
sector impacts

4 Impacts for 
learners

0 Impacts for 
learners

6 Impacts for 
learners

49

Other impacts 4 FE and Training 
sector impacts

6 FE and Training 
sector impacts

12 FE and Training 
sector impacts

3

Other impacts 22 Other impacts 11 Other impacts 24

Use views of the 
workforce
(3 documents)

Enable the sector’s 
leadership

Share effective practice 
(14 documents)

SET membership 
(5 documents)

Reach/
attendance

3 Reach/attendance 15 Reach/attendance 7 Reach/attendance 10

FE and Training 
sector impacts

2 Practitioner 
reaction

28 Practitioner 
reaction

9 Practitioner 
reaction

12
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Grow Lead Influence Develop Evolve

Code Co 
unt

Code Co 
unt

Code Co 
unt

Code Co 
unt

Code Co 
unt

Other impacts 5 Practitioner 
learning

27 Practitioner 
learning

16 Practitioner 
learning

7

Practitioner 
behaviour

27 Practitioner 
behaviour

38 Practitioner 
behaviour

3

Impacts for 
organisations

20 Impacts for 
organisations

6 FE and Training 
sector impacts

1

Impacts for 
learners

0 Impacts for 
learners

1 Other impacts 2

FE and Training 
sector impacts

2 Other impacts 3

Other impacts 7

Career Framework Model (1 document)

Reach/ 
attendance

0

Practitioner 
reaction

9

Practitioner 
learning

2

Practitioner 
behaviour

4

Impacts for 
organisations

1

FE and Training 
sector impacts

0

Other impacts

Recommendations Recommendations Recommendations Recommendations

Programme 
delivery

11 Programme 
delivery

37 Programme 
delivery

14 Programme 
delivery

37

Programme 
quality

8 Programme 
quality

27 Programme 
quality

8 Programme 
quality

37

Programme 
impact

7 Programme 
impact

27 Programme 
impact

14 Programme 
impact

13

Monitoring and 
evaluation

5 Monitoring and 
evaluation

13 Monitoring and 
evaluation

10 Monitoring and 
evaluation

21

Other 2 Other 0 Other 2 Other 1
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