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Introduction
There are benefits to any kind of learning, whether this is learning a new skill, such as how to
cook a new recipe or how to change a tyre, or theoretical learning that helps us develop in
our professional role. Learning something new gives us a sense of achievement, supports us to
meet challenges, helps us to know ourselves and others better, and it can be fun.
This guide, developed by Barnardos and the National Childhood Network, will help you, a newly
qualified early childhood professional, to begin to use Continuing Professional Development
(CPD), the name given to work-related learning that goes on throughout our professional lives.
As a lifelong learner you can take charge of and guide your own learning and development
in whatever way best suits you. This process is something that will help to fulfil you in your
professional work with children and also help towards your own personal fulfilment.
Through the information provided in this guide, you will find out about the role of CPD in your
life and its value to you. You will also learn how to identify your learning needs, both individually
and with the support of your setting, and how to choose and plan appropriate CPD for those
needs. Finally, you will discover how you can bring what you have learned into your professional
practice to ensure you provide quality learning and care for the children you work with.

2

Section 1
About Continuing
Professional
Development (CPD)
Continual Professional Development enhances professionalism, as new
skills, information and knowledge are attained and implemented.
Members of a profession remain up to date with current and
new information, practices and knowledge in order to maintain
professionalism.
(Moloney & McKenna, 2017, p.3)

What is CPD?
Continuing Professional Development (CPD) is the term used to describe any learning
activities that you engage in consciously and proactively as a professional to develop and
enhance your knowledge and skills. In relation to the profession of early childhood education
and care, it has been defined as

…. the formal in-service training undertaken that allows ECEC staff
members to broaden, develop and update their knowledge, skills and
attitudes throughout their career. It includes both subject-based and
pedagogical training. Different formats may be offered such as courses,
seminars, peer observation and support from practitioner networks. In
certain cases, continuing professional development activities may lead to
supplementary qualifications.
(European Commission/EACEA/Eurydice, 2019, p.144)

Since 2016, as stated in the Child Care Act 1991 (Early
Years Services) Regulations 2016, all staff working
directly with children in an early learning and care
(ELC) setting in Ireland must hold a minimum of QQI
Level 5 Major Award in Early Childhood Care and
Education. Some newly qualified early childhood
professionals will have gained further qualifications
before beginning in their professional role. Engaging in
CPD after this demonstrates an ongoing commitment
to training and professional development.
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It is important to note
that training that
is mandatory as a
business requirement,
for example, manual
handling or First
Aid, is not typically
considered CPD.
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Through CPD, you can identify and address any gaps in your knowledge and ensure that your
qualifications, along with your skills and expertise, remain up to date. You can also explore
topics and interests related to your professional role that you are passionate about.
CPD enables you to:

y
y
y

Build on previous things that you have learnt

y
y
y
y

Increase your knowledge and skills

Examine and analyse what you do
Find out new things that you need to know as well as
those you are interested in
Keep up to date with new developments and research

To be truly effective,
you must ensure
that you put your
CPD into practice in
your daily work.

Develop professional confidence
Bring this new learning to your professional practice, ultimately improving outcomes for the
children and the setting

For CPD to be effective, the skills, knowledge and experience that you gain, both formally
and informally, should be tracked, measured and documented (see Section 5 for more on
recording your CPD).

Categories of CPD
There are many different methodologies you can use to learn and develop as a professional,
and these can be formal, non-formal and informal.

y

Formal CPD has clear learning objectives and is both organised and structured. It includes
continuing education courses that result in a qualification.

y

Non-formal CPD may or may not have clear learning objectives and has no formal certification.
It includes engagement in short face-to-face or online training courses and workshops,
attending webinars, conferences and events, or being involved in a professional body,
professional learning community or community of practice. Self-directed learning such as
reading journal articles, academic studies or books could also be classified as non-formal CPD.
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y

Informal CPD is neither structured nor organised and has no set learning objectives.
It might be work-based, such as sharing ideas, shadowing a colleague, considering
feedback from a parent or reflecting on experiences at work with a colleague or manager.
Watching a relevant video and informal networking would also come under informal CPD.

70/20/10 Model
The 70/20/10 Model for Learning and Development, which consists of a commonly used
formula that describes the optimal sources of learning as shown in Figure 1.1 below, was
developed in the 1980s by researchers at the Center for Creative Leadership, a nonprofit
educational institution in the U.S. The model shows that formal training programmes make
up only a small percentage of our learning and suggests that we generally obtain 70% of
our professional knowledge from job-related experiences, 20% from interactions with others
through mentoring, coaching, feedback etc., and just 10% from formal educational events
and courses.
Figure 1.1 70/20/10 Model of Learning (Lombardo & Eichinger, 1996)

Learn and Develop Through Experience

70%
Learn and Develop Through
Structured Courses and
Programmes
Formal courses, e-learning

Projects, special assignments,
secondments, job rotation

20%

10%

Learn and Develop Through Others
Coaching, mentoring, feedback,
communities of practice

Whatever method of CPD you choose to pursue, all types of CPD are focused on ways to
improve and develop your skills and knowledge as a professional. To fully benefit from your
CPD, you can use some or all of these methods, choosing the ones that suit you and your
style and manner of learning best.
As a newly qualified professional you will be more familiar with some of types of CPD than
others. For example, you will have undertaken a face-to-face and/or online course but may
not yet have attended a conference or networking event or joined a community of practice
and, at first, some of these might seem a little daunting. You can learn more about the various
types of CPD and how to get the most out of them in Section 6.
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The Role of CPD in Early Learning and Care
Professional Practice - Practising in a professional manner requires that
individuals have skills, knowledge, values and attitudes appropriate
to their role and responsibility within the setting. In addition, it requires
regular reflection upon practice and engagement in supported,
ongoing professional development.
Síolta Standard 11 (DES, 2017)

One of the building blocks of First 5: A Whole-of-Government Strategy for Babies, Young
Children and their Families 2019-2028 acknowledges that those working with babies, young
children and their families are at the heart of the early childhood system. The Strategy aims
for ‘An appropriately skilled and sustainable professional workforce that is supported and
valued and reflects the diversity of babies, young children and their families’ (DCEDIY, 2018,
p. 103).
As an early childhood professional, you need to be equipped to provide a service that
can adequately meet children’s needs in a complex and challenging world. Professional
development is a key part of the role of early childhood educators and of developing
quality practice. Having sufficient up-to-date knowledge that is regularly refreshed through
professional development will ensure that you feel competent in facing and dealing with the
many joys and challenges that arise in your practice on a daily basis. In order to achieve
quality, all professionals working in early learning and care – board or committee members,
managers, centre-based educators and childminders – need to regularly question themselves,
to stop and think how they are doing in their practices and ask themselves if and how they
could do them better.
As an early childhood professional, you need to develop the habits of reflection and analysis,
and study, learn and practise new ideas and skills on a regular basis. These habits need to be
developed individually as well as with your manager and team.
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The Benefits of CPD in Early Learning and
Care
Participation in in-service training (or professional development) is the
most consistent predictor of quality staff-child interactions, and also has
direct links to child development and learning.
(Barata, OECD, 2018, p.79)

Continuing Professional Development is an essential element of effective work practices.
Ongoing CPD is about examining and analysing what you do, building on previous things that
you have learned, finding out new things that you need to know, keeping up to date with new
developments and bringing this new learning to your work. There are many benefits to having
a skilled professional workforce in ELC for all stakeholders including the individual educator,
the service in which they work, parents and, most significantly, children. By adding to your
knowledge and skills through CPD, you will develop both personally and professionally, which
benefits not only you but also the children and families with whom you work.

Benefits for children
A better prepared, skilled workforce in our early childhood care and
education settings will improve the quality of … early childhood
experiences of our children and impact positively on the lives of the
children and their families.
(DES, 2010, p.iii)

Children have a right to be cared for and educated by knowledgeable and capable adults
who value each child with whom they work and who value the work that they are doing. There
is now a very strong body of research to show that, all other things being equal, the higher the
level of qualification of educators, the better the experience of the young child (Melhuish et
al., 2015). Those with higher educational levels have been shown to be more sensitive, more
involved with children and have more knowledge of developmentally appropriate practice
with children than caregivers with lower educational levels (Fukkink & Lont, 2007).
Furthermore, specialised training when in the job can provide more sensitive and stimulating
interactions between the caregiver and the children (Fukkink & Lont, 2007).
By constantly furthering your knowledge and
skills, you can identify and support each child’s
interest and strengths, respond to each child’s
needs appropriately and support all areas of a
child’s development.

When you engage with CPD
as part of an overall quality
approach, you can make a
consistent difference in the
children’s lives.
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Benefits for parents
When educators undertake CPD, parents benefit by having knowledgeable, skilled, informed
professionals caring for and educating their young children in a safe and secure environment.
When engaging in CPD, you can share your professional knowledge with parents and work
in partnership to plan together for children’s learning. Furthermore, parents can be confident
that any approaches that they make to you about their child will be handled in a professional
manner and that you are able to meet their child’s needs satisfactorily.

Benefits for staff
Making space and time for professional development, reflection and dialogue enables
educators to focus on curriculum development, on children’s learning and development, and
to bring about positive change in their setting (NCCA, 2009).
CPD provides an opportunity for you not only to develop your skills but also your confidence
in your role as a professional. CPD also enhances job satisfaction and enables career
progression and development.

Benefits for the service
By supporting CPD among the staff, early learning and care settings can ensure that
educators are capable, can work on their own initiative and can work well together as a
team. The service will benefit as quality improves, through efficiencies, better relationships
and better planning capacity. Services can also ensure that the right people are in the right
jobs. Opportunities for CPD ensure that staff feel supported in their roles, which will increase
motivation and job satisfaction, and reduce staff turnover, which is costly both in financial
terms and for children’s well-being. Having team members who can share new knowledge,
support colleagues appropriately and meet children’s needs effectively leads to a better
working atmosphere. Engagement in appropriate CPD also helps to build capacity in relation
to pedagogical leadership within the setting.
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The Early Learning and Care Context in Ireland
This need for CPD among the early years workforce is reflected in the emphasis on
professional practice and reflection on practice shown in the quality frameworks and the
legislation and regulations for early learning and care in Ireland. ‘The ultimate goal of this
drive in Government policy towards professionalism and quality practice is to positively
impact on the lives of children’ (Barnardos, 2020, p.9). Over the past 15 years, there have
been many initiatives developed and implemented to both enhance quality and improve the
professionalisation of the early years sector in Ireland.
A number of key Government policy developments emphasise the need for a professional
workforce in early learning and care.1
A workforce development plan for the early childhood care and education sector in Ireland
was published in 2010 by the Department of Education and Skills [DES]. The Plan set out a
number of key objectives to support the early years workforce to:

y

Achieve qualifications that equip them with the skills, knowledge, competencies, values and
attitudes to deliver high quality early learning and care.

y

Work effectively with parents and guardians in a mutually supportive partnership towards
achieving positive outcomes for children.

y

Engage in professional work practices that support consistent quality of learning and care
with young children.

First 5: A Whole-of-Government Strategy for Babies, Young Children and their Families
2019-2028, published in 2018, also seeks to further improve quality in the early learning
and care sector. One of its key aims is to build an appropriately skilled and sustainable
professional workforce that is supported and valued. Engagement in Continuing Professional
Development will help to drive the professionalism of the sector that both of these policies
are aiming for.
A new Workforce Development Plan for the Early Learning and Care (ELC), Schoolage Childcare (SAC) and Childminding Sector is currently in development to support
the achievement of targets outlined in First 5. This sets out plans to raise the profile of
careers in ELC and SAC, and to establish a career framework and leadership development
opportunities, and will work towards building a more gender-balanced and diverse
workforce. During Phase 2, working groups were set up to focus on specific areas including
a Continuing Professional Development Working Group. This group was tasked with the
development of proposals including the development of a national infrastructure for
Continuing Professional Development for ELC and SAC, and supports required for services to
enable engagement in effective CPD activities by their staff.
The quality and curriculum frameworks for early learning and care in Ireland also emphasise
professional practice as essential for the delivery of quality education and care for young
children. Standard 11 of Síolta, the National Quality Framework for Early Childhood
Education, developed by the Centre for Early Childhood Development and Education
(CECDE) in 2006 and revised by the Department of Education and Skills in 2017, considers
Professional Practice. Within this Standard, all adults working within a setting must be able
to evidence that they have achieved levels of skills and knowledge appropriate to their

1. Information given here is correct at time of printing (August 2021).
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role and responsibilities, with Component 11.4 stating that ‘Adults within the setting are
encouraged and appropriately resourced to engage in a wide variety of regular and ongoing
professional development’.
Aistear, the Early Childhood Curriculum Framework, developed in 2009 by NCCA and currently
under review, and The Aistear Síolta Practice Guide, developed in 2015 by NCCA to assist the
sector to work with Aistear and Síolta together, support professionals to develop the quality of
their curriculum and, in doing so, to better support children’s learning and development.
The Child Care Act 1991 (Early Years Services) Regulations 2016 (DCYA, 2016) makes it a
regulatory requirement for services to have a Staff Training Policy, ‘specifying the manner in
which the registered provider shall identify and address the training needs of employees and
unpaid workers’ (p.47) (see more on this policy in Section 4 below). In 2018, Tusla Early Years
Inspectorate developed a Quality and Regulatory Framework (QRF) (Tusla, 2018a) to support
registered early years services to comply with the Early Years Regulations 2016 in which they
detail the requirements of this policy.
There are also support initiatives both locally and nationally, such as Better Start, City and
County Childcare Committees (CCCs) and National Voluntary Childcare Organisations
including Barnardos and the National Childhood Network, all of whom are actively involved in
supporting early childhood professionals in their CPD.

Key Messages
y

Continuing Professional Development (CPD) describes any learning activities that a
professional engages in consciously and proactively to develop and enhance their
knowledge and skills.

y

CPD in ELC benefits the individual educator, the service in which they work, parents
and, most significantly, children.

y
y

There are many different types of CPD and these can be formal, non-formal and informal.

y

There have been many initiatives developed and implemented to both enhance quality
and improve the professionalisation of the early learning and care sector in Ireland.

Skills, knowledge and experience obtained through CPD should be tracked, measured
and documented, and the CPD put into practice.
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Section 2
Understanding Yourself
and Your Motivations
Self-awareness gives you the capacity to learn from your mistakes as
well as your successes. It enables you to keep growing.
Lawrence Bossidy

The Importance of Self-awareness
Before you begin to consider your learning needs, or identify and plan any kind of CPD, it can
be highly beneficial to first take the time to try to get to know and understand yourself a little
better, in other words to become more self-aware. Having an accurate sense of who you are
– your needs, values, habits and emotions, what you are good at, what you want and what
motivates you – can help you to decide what you need to do to improve. Being aware of how
and why you learn will help you to make considered and targeted choices about your learning
and to get the most out of any CPD you undertake.
Take a moment to reflect on how you act and react to situations; how you get on with others;
how you learn; what you want from life, both from your career and in your personal life; what
your personal strengths and weaknesses are; what chances and opportunities there are for
you to develop; what you are good at and what you are passionate about and enjoy. This will
ultimately help you to plan for, undertake and put into practice CPD appropriate to further
your professional practice.

Reflecting on Yourself
At first, you may struggle with self reflection because it requires a deeper level of thinking and
because you may not have any previous experience of it, but it is worth persevering to get to
know yourself better.

Identifying your values
When endeavouring to become more self-aware, thinking about your values is a great
place to start, as these will help you to identify what is most important for you. Being clear
about your personal values will help you to determine what is important to you, how you
will conduct yourself and how you will develop as a person and as a professional. For
example, you may hold personal values of self-respect, sense of accomplishment, selffulfillment, sense of belonging, being well respected, enjoyment and security. These values
will impact on how you behave and influence the choices you make. When you focus on
your values, you are more likely to put first what is most important for you.
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In 2020, the Professionalisation Sub-Group of the Early Years Forum published a Code of
Professional Responsibility and Code of Ethics for Early Years Educators, which outlines
the values and ethics that should underpin the duties and responsibilities of those working
in the early learning and care sector.
It is worth taking the time to consider how the personal values you have identified for
yourself and the values and principles outlined in the Code named above are aligned and,
if there are any discrepancies, how you might bridge these.

Reflecting on other aspects of yourself
Below are some of the other things you might take into consideration when striving to become
more self-aware.

y

Your personality: Being able to recognise aspects of your personality will help you to
better understand how and why you respond and react to situations in the way that you
do. This will allow you to identify situations in which you will thrive and those you find
stressful, which in turn can help you to identify where you might require further learning
and development.

y

Your habits: Habits are the behaviours that you repeat routinely and often automatically.
While you are likely to have many habits that help you to get on in your professional
practice, we can probably all identify at least one of our habits that affects us negatively.

y

Your needs: Research has identified a variety of psychological needs that drive our
behaviours such as needs for esteem, affection, belonging, achievement, self-actualisation,
power and control (see page 14 for more information on needs and motivation). Knowing
which needs exert the strongest influence on your own behaviours will allow you to
understand how they affect your actions and relationships.

y

Your emotions: Recognising your own feelings, what causes them and how they impact on
your thoughts and actions is called emotional self-awareness. Such self-awareness can
be very helpful for identifying how to plan for your CPD. It is important to note, however,
that striving for emotional self-awareness may trigger strong emotions and feelings. If this
happens to you, and you feel the need to speak with someone about these feelings, consider
how you might access professional support.

y

Your interests: Sometimes overlooked when thinking about professional development,
it is important that you take the time to reflect on what you are really interested in and
passionate about. You will find it much easier to engage in and get much more personal and
professional fulfilment from learning about and exploring topics you are truly interested in.

You can use the template below to write down some
of your thoughts on the aspects of yourself outlined
above to help you make sense of them and to
consider how each of these might translate into your
daily practice and your CPD. For example, if one of
your values is that you believe that you should be
fair to people, this will translate into you treating all
children, families and colleagues equally with empathy
and respect. If one of your habits is a tendency to
procrastinate, you might need to work on becoming
more disciplined if you are to take on an area of study.
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Activity – Get to Know Yourself
My values: For example, I believe that I should be fair to people at all times.

My Personality Traits: For example, I have an easy going and friendly
personality which helps me in understanding and helping others.

My Habits: For example, I am inclined to jump to conclusions before
hearing all the facts about something.

My Needs: For example, I really need to balance work with relaxation
time.

My Emotions: For example, I get very upset when I see someone being
unfair to other people.

My Interests: For example, I am interested in the way our brains develop.

As well reflecting on yourself, reflecting on your professional practice will also help you to
become better focused and informed, and support you to identify and plan the CPD you
might undertake. You can find more about reflective practice, as well as ways to identify your
professional strengths and weaknesses, in Section 3.
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Understanding Your Motivation
As well as considering your personal attributes as outlined above, it can be helpful to
consider your motivations for undertaking CPD as this will help you to keep progressing and
achieving positive outcomes. Motivation can be described as your enthusiasm to achieve
the goals you have set for yourself and to work towards them. Understanding the things that
motivate you, then making decisions on your goals, is a good starting point in taking control
of your own CPD and planning for your future. You can set long-term goals, such as obtaining
further qualifications, or more immediate goals, such as finding out more about outdoor play
environments to work with your team to develop the setting’s outdoor space.
Hertzberg’s two factor theory of motivation (1959) suggests that there are two aspects to
motivation and these will both be relevant to your CPD.
1. Extrinsic factors, whereby you are motivated by
external dynamics such as salary and opportunities
for promotion.
2. Intrinsic factors, which, while not seen by others,
are the things that will satisfy you internally and are
related to responsibility, the work itself, recognition
for a job well done, a sense of achievement and the
opportunity to grow and advance in that role.
Intrinsic motivations are more likely to energise you in
your activities and tasks, and, from this, you can gain
more satisfaction in your accomplishments, which will
further compound your motivation.
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Your motivation
can be complex and
change over time
as your personal
and professional
situation changes
and as your
knowledge and
skills develop.
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Maslow’s Hierarchy of Needs
One of the most straightforward explanations of motivation is Maslow’s Hierarchy of Needs
model, shown in Figure 2.1. This is a motivational theory in psychology that clearly sets out the
various things that people need and that help to drive their actions. These are survival, safety,
belonging, esteem and self-actualisation. In this theory, if you are urgently focused on one
need, then the other needs higher up the pyramid take a back seat. For example, if you have
lost your job, your safety needs will be most important, and meeting these will be the most
important thing to you at this time.
Figure 2.1 Maslow’s Hierarchy of Needs

Self-Actualisation
personal fulfilment and growth

Esteem Needs
reputation, achievements, responsibility and status

Belonging Needs
love, friendship, affection, relationships

Safety Needs
shelter, security, law and order

Survival Needs
air, hunger, sleep, warmth

Your needs can bring strong emotions and the strength of these can help you to experience
compelling motivation to achieve certain goals. This can then affect how successful you
are in working towards the goals, perhaps overcoming obstacles to do so. When challenges
occur, motivated people have a solution-oriented mind-set and a determination to overcome
any barriers that might prevent them from reaching their goals and objectives. For example,
if a person already has a lot on their plate with work and family it might seem impossible to
find the time for CPD. If they are truly motivated, they will consider how they can balance the
competing demands on their time and look for methods of CPD that are more accessible,
such as a course that can be completed online at their own pace.

Approaches to Learning
Another aspect of self-awareness related to CPD is understanding your approach to learning.
We all learn in different ways and recognising this can help you to make good choices in the
type of CPD that you decide to undertake and then to get the most out of those choices (see
Section 6 for more on this).
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The theory of learning styles was first developed by David Kolb (1974, 1975) and has been
adapted and developed by many others since then. The term ‘learning styles’ suggests that
every individual learns differently and that there is a preferential way in which each person
absorbs, processes, comprehends and retains information.
In Kolb’s theory, there are four distinct learning styles or preferences:
1. Doer or Activists, who learn by directly experiencing something and by taking action.
2. Thinker or Theorists, who draw conclusions or ideas from thoughts and study.
3. Watcher or Reflectors, who witness something and then organise thoughts about the
experience.
4. Feeler or Pragmatists, who try out ideas or conclusions through actions and new experiences.
Other educationalists divide learners in different ways. For example, the ‘VARK’ model, first
outlined in a 1992 study by Fleming and Mills, describes four types of learners as follows:
1. Visual learners, who prefer the use of images, maps, and graphic organisers to access and
understand new information.
2. Auditory learners, who best understand new content
through listening and speaking in situations such as
lectures and group discussions. Aural learners use
repetition as a study technique and benefit from the
use of mnemonic devices.
3. Learners with a strong reading/writing preference
learn best through words. These individuals may
present themselves as copious note takers or avid
readers, and are able to translate abstract concepts
into words and essays.
4. Kinesthetic learners, who best understand
information through tactile representations of
information. These students are hands-on learners
and learn best through figuring things out by hand.

While these and
other theories of
learning can be
useful to help you to
think about how you
might best approach
new learning, it is
important to remember
that each of these is a
typology and that, in
real life, everybody is a
particular mix of these

different types.
In order for you to maximise your own personal learning,
it can be helpful to consider your preferred learning style,
and then seek out opportunities to learn using that style. There are many quizzes and tests
online that can help you to determine your style. Remember though, it is always important to
evaluate the source of the quiz to make sure it is from a reputable learning institution.

Key Messages
y

Being more self-aware can help you to plan for, undertake and put into practice
appropriate CPD.

y

Understanding the things that motivate you, then making decisions based on your
motivations, is a good starting point in taking control of your own CPD and planning for
your future.

y

We all learn in different ways and understanding this can help you both to make good
choices in the type of CPD that you decide to undertake and to get the most out of
those choices.
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Section 3
Identifying Your
Learning Needs
What are Learning Needs?
Learning needs are often described as the gap between what you need to do or know,
and what you know or can do already. It may be that you know a lot of theory but are not
confident about putting it into practice. Or you may feel more assured about some aspects
of your practice but need to learn and develop in other areas, for example you may be
confident working with pre-school children but want to learn more about caring for babies
and toddlers.
Your learning needs may be immediate to support you in a particular area of practice or you
may have longer-term needs to help you meet plans for your future.

Reflecting on Your Practice
As well as reflecting on yourself as outlined in Section 2, reflecting on your professional
practice will help you to become better focused and informed, and support you to identify
your learning needs and plan the CPD you might undertake. Reflective practice will help you
to:

y
y

Make connections between different aspects of your practice.

y
y
y
y

Analyse problems that arise.

y

Understand the value in each learning experience, i.e. knowing why you are doing it and
what’s in it for you.

y

Discover how to learn and add new skills over time.

Identify aspects of your work you do well and the areas of your practice you might need to
improve.
Manage change more effectively.
Accept responsibility for your own personal growth.
See a clear link between the effort you put into your professional development and the
benefits you get out of it.

How to reflect on practice
It can be helpful to use a structure when reflecting on your practice. You need to be able to
not only analyse your work and objectively assess your own skills, but also to identify areas
you need to develop and then determine how to obtain new information and knowledge and
apply these to practice.
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In 1988, Gibbs, a researcher on learning, published a reflective cycle, shown in Figure 3.1
below. Using this cycle, you can reflect on professional situations and understand what you did
well and where you need to improve, and then form a plan of action. This might include
identifying the knowledge or skills that would be beneficial to support you going forward and
in similar situations in the future, and determining how you will attain this knowledge or skills
(for example, through training, in a community of practice, conducting your own research).
When the action has been taken, the process of reflection begins again thus creating a cycle.
Figure 3.1 Gibb’s Reflective Cycle

Description (what
happened)

Action plan (how
will you improve?)

Feelings (what were
you thinking and
feeling?)

Conclusion (what
do you need to
improve on?)

Evaluation (what
was good and
bad about the
experience?)
Analysis (what sense
can you make of the
experience?)

As well as reflecting on your practice
individually, reflecting on your practice
during supervision with your manager
can help to support your professional
development because it gives you a space
to discuss what you have achieved and
where you might benefit from acquiring new
skills. See Section 4 for more on how your
manager can support your CPD.

You can find more
information about
reflecting on practice in

Reflective Practice for Early
Childhood Professionals
(Barnardos, 2015).
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Understanding Your Strengths and
Weaknesses
There are a number of ways you can consider your many professional skills and strengths, as
well as your weaknesses. Doing so will help you begin to think about areas of practice where
you might want to learn or develop more fully.

Activity – Carry Out a SWOT Analysis
A personal SWOT analysis is an individual activity for your own professional development.
Using the table below, list what you consider to be your strengths and weaknesses, the
opportunities around you now and those that might be present in the future, and the
challenges or threats you see ahead of you. These insights will help you to identify areas
in need of reflection and change. Once you have identified your Strengths, Weaknesses,
Opportunities and Threats you can draw up a plan for your professional development.

SWOT Analysis
Strengths

Weaknesses

Opportunities

Threats

Action 1:
Action 2:
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Activity – Identify Your Strengths
We have a tendency to be critical of ourselves in a way we wouldn’t dream of being with
friends and colleagues, and it is possible that you may find it more difficult to know your
strengths than areas where you think fail.
Use the worksheet below to focus your mind on your various skills and strengths. A few
examples have been given in each category to prompt you as to the areas to think about.
It can be helpful to complete the worksheet yourself and then ask a close colleague
or friend to complete as well to give you a well-rounded picture of your true skills and
abilities. You can then link this with the knowledge, skills and competencies required to
educate and care for young children, and begin to judge where you might want to learn or
develop more fully.

Skills with my body (for example, dexterity and flexibility [such as
playing guitar], coordination, stamina and strength)

Skills with materials (for example, cooking, crafts, sewing, woodwork,
painting, finishing, restoring, precision work with your hands)

Skills with equipment, machinery, toys, vehicles (for example, setting
up, assembling, operating, driving, maintaining, cleaning, repairing)

Skills with ideas (for example, problem solving, planning events,
designing, writing)

Skills with nature (for example, growing flowers, fruit or vegetables,
caring for animals)

20

Identifying Your Learning Needs

Identifying Your Current Learning Needs
There are a number of areas you can explore in order to determine your immediate needs
for development. For example, do you need further training in the Quality and Regulatory
Framework (QRF) or in working in partnership with parents? Do you need a clearer
understanding of children’s rights and how this relates to your daily practice?
Ask yourself the following questions to identify your main priorities:

y
y
y
y
y
y

What is expected of me in my current role?
Am I familiar with the job description?
What are the skills and attitudes I need?
How can I work better with children and others?
What are the things that I do well?
What areas do I need to improve on?

Looking at the role that you have at the moment and listing out the duties and responsibilities
will help you to see what is required in this job. Your job description will also inform you. If it
has not been updated for some time, check it against your current duties.
There are a number of ways to check what the gaps are between what you know and what
you need to know. These include:

y
y
y
y

Support and supervision

y
y

Changing requirements such as new regulations

Appraisal/annual review
Team meetings, for example, when discussing new children with specific needs
Changing needs in your organisation such as taking part in new initiatives like NCN’s
Healthy Smart Start
Changes to your setting’s policies
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Identifying Your Longer-term Learning Needs
You can use the Continuous Professional Development Cycle, shown in Figure 3.2 below,
to help you to set and review your professional objectives during the course of your career.
The cycle shows that professional development is, like much other learning, best thought
of as a circular series of activities. The process moves from assessing and identifying your
learning and development needs, through planning and carrying out your learning activities, to
reflecting on what you have learned, and then applying it and sharing it with others.
Figure 3.2 Continuous Professional Development Cycle

Assess

Evaluate

Act

Reflect
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You can use the following questions to help you with the first stage of the CPD Cycle – Assess.

y
y
y
y
y
y

What CPD did I undertake last year?

y

Are there any formal requirements that I must meet (e.g. as specified by my employer to
count towards a qualification or maintain a skill)?

y
y

What about my own career aspirations and personal development?

How did that impact on my professional practice?
What gaps did this CPD identify?
Are there any areas of CPD that I would like to further develop?
Does any of my current CPD lapse or need reviewing this year?
What are my professional and personal goals for the year ahead? What do I need/want to
learn?

What competences do I need to develop to help me reach these goals?

When you have answered these questions, you can begin to source and assess the formal,
non-formal and informal training you might undertake to fulfil your longer-term goals.

Key Messages
y

Your learning needs may be immediate to support you in a particular area of practice
or you may have longer-term needs to help you meet plans for your future.

y

Reflecting on your professional practice will help you to become better focused and
informed, and support you to identify your learning needs and plan the CPD you might
undertake.

y

Considering your many professional skills and strengths, as well as your weaknesses,
will help you begin to think about areas of practice where you might want to learn or
develop more fully.

y

Using the Continuous Professional Development Cycle will help you to set and review
your professional objectives during the course of your career.
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Section 4
The Role of Your Setting in
Your CPD
The Setting as a Learning Environment
Access to quality induction and ongoing training and development
opportunities prepares staff members for both existing and future roles
and responsibilities, and helps them to reach their full potential thereby
enhancing the quality of their practice.
(Tusla, 2018b, Sample Staff Training Policy, p.3)

While it is essential that you take an active role in planning and undertaking your own CPD,
the setting you work in also has a role to play.
The manager in a quality ELC setting will understand that staff development provides chances
for greater knowledge, improved skill and better understanding, and how this can develop and
improve the level of service to children and their families. In such a setting, the manager will
establish a learning environment that encourages the team to question and reflect, to state
their views and opinions, to be creative and imaginative, and to continuously seek to improve.
They will do this by motivating, empowering and valuing staff, providing information and
advice, and giving constructive feedback to staff when required.
The manager will also support the team to identify both their individual and group learning
needs, help provide access to training and encourage the team to make the most of any
learning opportunities available. They will also give opportunities for staff to bring the learning
back to the organisation by presenting them with new challenges and chances to try out newly
acquired skills or knowledge. Managers may also organise team CPD by arranging an early
years mentor to come into the setting, for example, or inviting other professionals such as
social workers or dieticians to provide advice and support.

The Role of Supervision in Identifying Your
CPD Needs
The role of supervision in early learning and care is to support educators
in their practice by discussing the day-to-day issues, challenges and
opportunities that inevitably come with providing quality care and education
to young children and families; to manage and support performance; and to
identify and provide opportunities for continuing professional development.
(Barnardos, 2020, p.7)
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All staff members in an ELC setting will have regular supervision meetings and an annual
appraisal within which to formally review and reflect on their practice. Regular supervision
offers an opportunity for you to work towards the aims and objectives of the setting, reflect on
the curriculum to be followed, and understand and work for the requirements of each child
under the direction and encouragement of a manager/supervisor.
According to the Quality and Regulatory Framework
(Tusla, 2018a), a key component of staff supervision, as
set out in Regulation 9 Management & Recruitment of
the Early Years Regulations 2016, is that it will ‘support
and develop the knowledge, skills and values of an
individual through an evaluation process to examine
professional thinking, actions and decisions’ (p.127).
Part of this is the facilitation of your professional
development through a two-way process of reflective
practice to identify and address your learning needs.

To ensure you get
the most out of
your supervision
sessions, you must
value supervision
as a support for
professional practice.

It is your responsibility to come prepared to supervision sessions by reviewing the notes taken
at the previous meeting so you can discuss the aims and objectives you have set in the pursuit
of your own professional development, outline to your supervisor what has progressed since
and what requires further action, and actively engage in making a plan for moving forward.
You can do this by:

y
y
y
y
y
y

Discussing and agreeing standards and targets for performance.
Being prepared to openly discuss these with your supervisor in a respectful way.
Assisting your supervisor by giving them upfront information.
Taking on board constructive feedback as well advice and information given.
Identifying your learning and development needs including on the job learning.
Working with your supervisor to create a training or development plan and to set goals.

Activity – Think About How Others See You
In a professional capacity, it is worth remembering that how others perceive you can also
impact on your development and career progression. For example, if your manager does
not seem to be encouraging you to move towards a leadership role it could simply be
because you have not shown an outward interest in doing so.
It is worth taking the time to consider how you come across to your manager and to your
colleagues:

y
y
y
y

Do you actively discuss your career development and training needs with your manager?
Do you contribute to team meetings?
Do you ever make suggestions as to potential improvements to the service?
Do you put yourself forward for tasks such as reviewing policies?
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Practical Support from Your Setting
As well as giving you support in identifying needs and setting goals, your setting should
commit to ensuring that there is equality of access and opportunity to attend learning and
development events for all staff.
Training priorities will be based on the current and evolving needs of the children and families
who use the service, the agreed plans and aims of the service, and ongoing developments
in the early learning and care sector related to legislation and quality practice. Existing
qualifications, skills and competencies of staff members, and planned developments at the
service will also be considered when prioritising training needs.
Your setting will also take the changing roles of team members into consideration. For
example, those who wish to progress to become a room leader or deputy manager should be
supported in their CPD to achieve these goals.
Your manager/supervisor will be able to offer you practical and logistical support to source
and access CPD in a number of ways:

y

They can offer information and advice on training courses, and signpost you to where you
can find further information on relevant training courses, conferences, external meetings,
local provider networks or other such relevant educational groups and events.

y

They will have many contacts within the sector through Childcare Committees and National
Voluntary Childcare Organisations such as Barnardos and National Childhood Network, as
well as membership of local and national organisations that offer CPD opportunities (see
page 44 for more details).

y
y
y

They will provide staff with options with regard to time off in lieu or payment for CPD hours.
The service may be able to offer financial assistance for training.
They may be able to offer advice on other funding available within the sector for CPD
or local training agencies, community organisations or ETBs that offer free or heavily
subsidised training.
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y

They may provide a mentoring system within the setting, where they or another member
of staff in a higher level role or with more experience will be identified to provide you with
mentoring and support (see page 35 for more on mentoring).

y

They may invite other professionals into the setting to provide advice and support.

The manager is responsible for evaluating the impact of learning and development provided
for staff members throughout the year, i.e. to discuss the learning, assess improvements
to performance as a result of it and enable the learning to be shared with colleagues. By
assessing the added value of the training that staff have participated in, the manager can
ensure that appropriate CPD opportunities are being identified.

Staff Training Policy
“staff training policy”, in relation to a pre-school service, means a policy
specifying the manner in which the registered provider shall identify
and address the training needs of employees and unpaid workers.
(DCYA, 2016, p.47)

As mentioned above, under Regulation 9 of the Early Years Regulations 2016, all ELC settings
must have a Staff Training Policy. The policy will include the following core elements:

y
y
y
y
y
y

It sets out how staff training needs are identified and addressed
It details the training required for the person in charge, for example – the Manager
It sets out what resources are provided for training
It describes the induction training
It sets out the availability of ongoing training and professional development
It details the staff training records kept in the service

It is essential that you are familiar with the Staff Training Policy in your setting to understand
the training requirements and the opportunities available to you, as well as your own role
and responsibilities in relation to the policy. If any changes are made to the policy, make sure
you understand the meanings of any changes and openly discuss their implications with your
manager to avoid misunderstandings.

Key Messages
y

Your manager will support you to identify your learning needs, help provide access to
training and encourage you to make the most of any learning opportunities available.

y

Supervision is the ideal opportunity to discuss the aims and objectives you have set in
the pursuit of your own professional development.

y

Your setting should commit to ensuring that there is equality of access and opportunity
to attend learning and development events for all staff.

y

Under Regulation 9 of the Early Years Regulations 2016, all ELC settings must have a
Staff Training Policy. It is essential that you are familiar with the policy to ensure you
understand the training requirements, as well as your own role and responsibilities in
relation to the policy.
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Section 5
Planning and Recording
Your CPD
Setting Goals for Your Professional
Development
While it is important that you recognise that professional learning and development is a
continuous journey, it is also important to take the time to consider your learning needs
carefully and plan out your CPD. Undertaking CPD that is not relevant to your goals or
appropriate for your needs is a waste of both time and money.
The first thing to do is to take the time to think about your needs now, your needs in the
medium term and those for the longer term. Consider the things that are really important
to you and how you might seek to balance these out to create a plan for your CPD that is
ambitious but achievable. For example, you may need to balance aims you have for your
career, such as acquiring further qualifications, with time for your family. You can then
begin to plan how to make these aims a reality by setting goals. Goals are the expected
outcomes, both short and long term, that you need to set for yourself to achieve your aims.
You achieve your goals by putting in place a clear set of objectives or actions that you can
manage step by step.
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Objectives need to be SMART!
Specific
Target a specific area for improvement.

Measurable
Quantify or suggest an indicator of progress for measurable goals.

Achievable
Specify who will do it and how.

Realistic
State the results that can realistically be achieved, given available resources, and specify
who will do it and how.

Timed
Specify the target date or general time frame when the result(s) can be achieved.

The example below shows the SMART objectives for a newly appointed manager of an ELC
setting who will have responsibility for supervising room leaders in the service. This manager
felt that they needed to learn more about supervision and wanted to create a CPD plan to
achieve this.

Specific
Become familiar with the setting’s policies on supervision and the requirements under the
QRF, and participate in training that will improve knowledge and skills in supervising staff.

Measurable
Measure progress by:
— understanding the setting’s policy on supervision
— leading a discussion on this at a team meeting
— completing QRF training and specific training on supervision
— putting in place a supervision process for the setting
— delivering supervision for the team

Achievable
Make this achievable by discussing this CPD plan with the owner of the setting.

Realistic
Agree a budget for a place on supervision training with the owner and allocate time for
attendance at the training.

Timed
Complete training by end of the year. Plan to meet with the staff team to discuss
implementation of a new supervision process within a month of completing the training.
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Activity – Set Your Goals
Set out a list of SMART objectives using the information above or complete the
worksheet below to help you set your goals.

My Aim (list one aim)
My overarching aim is
I will have achieved this aim by (date)
How will I know I have achieved this?

What are the goals I have set out to achieve this aim?
Goal 1:
Goal 2:
Goal 3:
Goal 4:

Things to consider:
What might help me with each of these goals? (for example, manager’s
support, course being run locally)
What might be a barrier or problem? (for example, cost, finding the time,
family commitments)
How could I overcome these barriers? (for example, do a course online at
your own pace, ask your wider family for help for a while?)

Objectives or steps to take next:
First step: By (date

) I will…

Next step: By (date

) I will…

Next step: By (date

) I will…

Next step: By (date

) I will…

Reflect and review
I will review these goals and objectives at next supervision session on
(date)
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What I want/
need to learn

What I will do to
achieve this

Resources or
support I will need

My success
criteria
Start date

Target dates for
Actual
review and completion completion date

Use the template below to outline the simple but essential steps you will take to ensure the best outcomes for both you and the
setting. Bring the plan to your supervision to discuss and agree with your manager.

Activity – Develop Your CPD Plan

Planning and Recording your CPD

Your CPD Plan

Developing a learning and development plan requires both your own input and that of your
manager/supervisor.
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Recording Your CPD
It is essential that you keep a complete record of your CPD, both as a tool for reflecting
on your own learning and as a record for any future career developments, for example job
applications.

Activity – Record Your CPD
Use the template below, taken from First 5 website, to record your CPD. Your manager
will also keep a record. You may also want to keep a note of any certification acquired.

Name

Date

Service Name
Name of Course
Online Child
Protection

Area of
Development

Usefulness
of Course

Date of
Attainment

CPD
Hours

Child Protection

Total Hours

Key Messages
y

Undertaking CPD that is not relevant to your goals or appropriate for your needs is a
waste of both time and money.

y

Consider the things that are really important to you and how you might seek to balance
these out to create a plan for your CPD that is ambitious but achievable.

y

Developing a learning and development plan requires both your own input and that of
your manager/supervisor.

y

It is essential that you keep a complete record of your CPD, both as a tool for reflecting
on your own learning and as a record for any future career developments.
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Section 6
Getting the Most Out of CPD
Considering Different Types of CPD
When you have identified the topic or content area of the CPD you plan to engage in and have
set your learning goals, the next step is to determine the best method of CPD to undertake
to address your needs. For example, will you attend a one-day training workshop or a longer
term course? Would a conference be more appropriate or should you join a community of
practice instead? Or would a combination of methods work best for you? For example, if you
are interested in learning more about documenting children’s learning you might engage in a
short online learning course, read books on the subject, access mentoring, talk to colleagues
or watch online videos. To determine the most appropriate method or methods for your needs,
you will need to be familiar with the different types of CPD.
As a newly qualified professional you will be used to some of the more formal types of
learning such as face-to-face classes or online learning but there will some types of CPD that
might be new to you. As with any new experience, you might be a little apprehensive if you
don’t know what to expect. The information below outlines some types of CPD you may have
less experience of so you can decide if these are suitable for you.

Conferences
A conference is described in the Collins dictionary as ‘… a meeting, often lasting a few days,
which is organised on a particular subject or to bring together people who have a
common interest’.
Most conferences for the early learning and
care sector in Ireland have one or more keynote
speakers, eminent personalities in the related field,
who present research findings. Often workshops
are also held at conferences to discuss innovative
ideas and exchange new information. As well as
learning from these discussions and research,
another prime objective of conferences is to
provide networking opportunities for those across
the sector. Online conferences do not always
offer the same chances for networking as real-life
ones, but they can still be very valuable learning
opportunities.
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The main way to
assess if a conference
is suitable for your
needs is to examine the
topics being covered
and research being
presented, scrutinise
the speakers, and
explore the target
audience.
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Tips to get most out of a conference
Once you have determined that a particular conference is relevant for your CPD, it is
important to determine your goals for the event in advance. Are you primarily trying to learn
from the speakers, or is your primary goal to meet early childhood professionals from support
organisations?

y

y

y

If you know it is a large conference, check out a map of
the conference space in advance. When you know where
things are and where you’re going, it’s easier to relax,
focus on learning, and meet people.
Review the agenda and pick sessions in advance so you
are not trying to decide on the day what to attend. You
can research the speakers beforehand, perhaps reading
some of their published work or watching videos of
presentations they have made in the past.

The way you
approach the
event, the sessions
you choose, and
the people you talk
to all depend on
your reason for

being there.
If you are going to the conference on your own and/or you
are a little nervous about networking, consider preparing
some simple conversation starters. You can ask questions about the conference itself to get
the conversation flowing, What did you think of that last speaker? What sessions are you
thinking of going to? Even if you are attending the conference with a colleague, make sure it
doesn’t stop you from meeting new people.

y

Reviewing the agenda will also be important if you are hoping to get a chance to talk with
some of the presenters during break times or ask questions during the Q&A sessions. Having
a little knowledge on the topics to be covered means you can prepare any questions in
advance.

y
y

If you have the opportunity, introduce yourself to the organisers of the event.

y

Presentations are often recorded and made available to conference attendees
online afterwards so find this out in advance. If this is not the case, take notes on any
presentations you attend so you can review at a later date.

y

If posting to social media, use the conference hashtag. People follow the conference
hashtag so tweeting about things as they happen is an easy way to get spotted. Don’t,
however, spend all of your time on your phone and forget to listen to the presentations.

y
y

Present to your team when you get back so that everyone can share in the knowledge.

There are often information stands at events you can access during break times. These are
great for meeting people and getting introduced to relevant support organisations. Many
stands will have free resources you can avail of such as publications and posters.

If you go to a conference with a networking goal in mind, make sure that you follow up with
the people that you met afterwards.
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Communities of practice
A community of practice is a group of people who learn together over time as they work in
areas of shared passion or concern. For example, you might find a community of practice
dedicated to increasing the understanding, appreciation and presence of outdoor play in
the early childhood sector or another concerned with infant mental health. Communities
of practice can be large or small, local or global, face-to-face or mostly online. Some are
within an organisation and
some include members from
various organisations. Some
are formally recognised, often
supported with a budget, while
others are completely informal.
The main criteria of a community
of practice is that it is a shared
practice. Members value their
collective competence and learn
from each other by engaging in
joint activities and discussions,
helping each other, and sharing
information, experiences, stories,
tools and ways of addressing
recurring problems.
You can find out about communities of practices in areas you are interested in by
researching online, asking colleagues and checking with support organisations such as your
local Childcare Committee. Most will be open to new members and you can contact the
group to register your interest in joining.

Tips to get the most out of a community of practice

y

Before you join, look at their terms of reference to make sure they align with your own
objectives and interests.

y
y

Arrange an informal chat with current members of the community to assess what is involved.
To get the most out of a community of practice you will need to contribute and share your
own knowledge and experiences. This takes time and sustained interaction.

Mentoring
A mentor is a very valuable asset for your learning as you start out in your professional career.
They will be a trusted person with experience who will offer personal and professional support
and can:

y
y
y
y
y
y

Help you develop your knowledge and skills, in particular your reflective skills.
Share their own career story and introduce you to others to build your network.
Guide you towards opportunities to start or move up in your career.
Support you to set goals and take action.
Help you to look at challenges in a new way.
Signpost you to advice and further help if you need it.
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You may be allocated, or can ask your line manager about, a one-to-one mentor in your
setting. Often, more experienced members of staff take on a mentoring role for those who are
newly qualified in their first professional role. Your setting may also access mentoring support
from an external professional from an organisation like Better Start or Barnardos. This mentor
will come into the setting to mentor the team as a whole with a view to supporting the setting
to improve the quality of practice.

Tips to get most out of mentoring
You can prepare for mentoring by thinking about your long- and short-term goals and what
you want to gain from the mentoring experience. You could create an action plan to help set
your goals and take this to your first session to prompt your discussion.
To help you get started on mentoring:

y

Plan a rough outline of what you want to cover before each session and prepare some
questions.

y

Be responsible for your own development – your mentor is just there to advise, you are
there to do the work.

y
y

Be open, honest and willing to trust your mentor’s advice.

y
y
y
y

Expect to make some mistakes – you will learn from them.

Expect to be challenged and pushed out of your comfort zone – this is how you develop
skills.
Remember your mentor is volunteering their time so never waste it.
Try to see things from a new perspective.
Be open to feedback and willing to discuss it.

Interagency working
As well as learning from those colleagues you work alongside every day, in an ELC setting
there are often opportunities to learn from professionals from other fields, for example, the
local duty social worker coming in to talk at a team meeting on child safeguarding or an
occupational therapist supporting the setting with ideas around sensory processing. You
should value those who do come in and try to learn from them. While it is usually the manager
of a setting who organises interagency working, they will appreciate any ideas and suggestions
the staff team might have.

Evaluating CPD
Even if you decide that the best course of action is to undertake a method of CPD you are
already familiar with, you should make sure to always take the time to evaluate the quality of
the CPD on offer. While it is important to take other, more practical, considerations, such as
budget and time available, into account when considering the type CPD you will undertake
– Do I want to do a training course face-to-face or online, or is blended learning a better
option for me? Should I go to this one-day conference near where I live or should I travel for
the bigger two-day conference and have to stay overnight? Can I commit to these regular
networking meetings? – it is even more important to take time to evaluate the CPD to make
sure it is both of a high standard and appropriate for your needs.
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If you are thinking of undertaking non-accredited training online, for example, or decide to
read a journal article or a book, you should first evaluate its credentials to make sure that you
are not wasting your time or, even worse, accessing irrelevant, inaccurate, unreliable or out of
date information.
Below are some strategies you can use to evaluate different types of CPD available.

Training courses
y

Consider the company, organisation or agency offering the training, and carry out some
research on their reputation.

y
y
y
y

Look at course contents.

y

Contact the organisation and ask any questions you have. Most training organisations will
be happy to provide you with course evaluations.

Find out who is intended learner – is it pitched at the level you need?
Research the individual trainer if appropriate.
Ask colleagues or those in your professional networks if they have any experience of the
training organisation, trainer or course.

Journal articles and books
Before you read a journal article or book chapter, consider:

y
y

Is the content relevant? Read the abstract or blurb and look at the table of contents.

y
y
y
y

Who is the content provider? Is the publisher well regarded?

Who are the intended audience? Books aimed at the general public may not be specific
enough.
Who is the author?
What is the publication date? Is the information recent?
Has the work been reviewed and what do the reviews say?

Online information
You need to carefully evaluate information from web sources as they are not always reliable
or accurate. Some other things to keep in mind when evaluating web sources are:

y

What is the domain of the site? Is it an educational or government site or just someone’s
home page?

y
y

When was the site last updated?
Do other sites that you know are reputable have links to this site?

Always evaluate the content before starting a course or obtaining
information and be thinking about how you can apply what you will
learn to your own practice.
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Where to Find Out About CPD Opportunities
One of the best ways to identify high-quality CPD is to ask colleagues or those in your
professional network for recommendations and advice. You can also find out about CPD
opportunities by:

y

Signing up to professional newsletters such as Barnardos Early Years eNews or Early
Childhood Ireland’s Early Times Weekly

y

Joining relevant Facebook groups such as Barnardos Early Years Learning & Development
Group or Early Childhood Network Ireland

y
y

Following relevant social media accounts such as @nationalchildhoodnetwork
Your local Childcare Committee

You can find more information on relevant organisation and supports on page 44.

Key Messages
y

It is important to take time to determine the best method of CPD to undertake to
address your needs.

y

Always take the time to evaluate the quality of the CPD to make sure it is both of a
high standard and appropriate for your needs. This way you can ensure that you are
not wasting your time, nor accessing irrelevant, inaccurate, unreliable or out-of-date
information.

y

Before starting a course or obtaining information, think about how you will be able to
apply what you will learn to your own practice.

y

One of the best ways to identify high-quality CPD is to ask colleagues or those in your
professional network for recommendations and advice.
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Section 7
Putting it into Practice
Engaging in relevant, up-to-date, planned CPD will ensure that you maintain and
enhance the knowledge and skills you need to deliver a professional service to children
and parents. In addition, CPD can increase your sense of job satisfaction, improve your
confidence in your performance and increase your personal efficacy. It will also make
you more aware of the changing trends and directions in your profession and help you to
progress towards a desired role or career path. For all of this to happen, however, you need
to actively work to put what you have learned into practice.
If you have chosen appropriate training that is directly linked to your training needs and
those of your service, then it is likely that you will be able to bring the learning back into
your work successfully. The planning and decisions you make in advance should ensure
that any CPD you undertake is effective and can be successfully used in your work. Taking
time to consider the links between theory and practice during and immediately after the
learning, and then checking in longer term to see if it is working, will also embed learning
into practice.
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Reflecting on Your Learning
As shown in the Continuous Professional Development Cycle on page 22, reflecting on and
evaluating any CPD that you do is important as it:

y
y
y
y

Helps you to remember the main learning points.

y

Enables you to consider if you were able to fully understand the content and how it fits
with your role2.

y

Lets you think about what you will bring back to your work and what you might now
perhaps do differently.

y

Allows you to decide if you have learned enough
on this topic or you will pursue more CPD. You
can also decide if the CPD fitted in with your other
goals and use the chance to check your overall
goals.

Gives you a chance to think about if you agreed or didn’t agree with the content.
Helps you to consider if the CPD worked out as you had planned and, if not, why not.
Helps you to work out if the method of CPD suited you or if you could learn better
another way.

You can carry out reflection on your own, with a
colleague or with your supervisor. This can help to
give you an objective view and some fresh insight
into how the CPD you have undertaken fits with work.
This reflection will bring you full circle in the process
of CPD and you can then be looped into a spiral of
continuous development, improvement and learning.

Remember that learning
does not emerge only
from activities that
you designated as
‘development’, and you
may find that you are
learning as much, if not
more, from your day-today activities.

2. 		You can will find an overview of the competence requirements of roles in ELC in Competence requirements in early
childhood education and care - Publications Office of the EU (europa.eu). At the time of going to print, roles are being
drawn up for the ELC sector in Ireland

40

Putting it into Practice

Effective learning
For learning to have been truly effective, it should have the outcomes shown in the table below.

Outcome

Example

More connected knowledge

You learned about the Síolta framework as part of your Level
5 qualification, however, with the support of a Síolta mentor,
you can now connect this knowledge to areas of practice.

Wider range of strategies

After researching approaches to family involvement you
now reflect on different ways to support families in your own
setting to become more involved.

Greater complexity of
understanding

Having completing trauma awareness training you now
understand how experiences of trauma and adversity can
impact on children’s behaviour.

Enhanced action
appropriate to goals and
context

Using the resources available on the Aistear Síolta Practice
Guide you are able to critically reflect on the physical learning
environment, identifying what works well, considering areas
for development, and planning actions for positive change.

Increased engagement and
self-direction

As a key person for a child with a disability, you worked with
the child’s parents to learn how to best meet their child’s
needs. This led to you becoming more interested in providing
an inclusive pre-school environment and availing of different
CPD opportunities such as the Diversity, Equality & Inclusion
training with your local CCC. You then decided to apply for a
place on the LINC programme.

A more reflective approach

Following training on staff support and supervision, as room
leader you are now facilitating monthly team meetings in the
toddler room to reflect on issues relating to your room.

More positive emotions and
affiliation to learning

After attending a two-day conference on infant mental health,
you are feeling inspired and looking forward to sharing your
learning with the rest of your team.

More developed vision of
future self as a learner

After completing the induction period in your new setting, your
manager supported you to reflect on your current learning
needs and together you have created a learning plan for the
next six months.

Greater facility in learning
with others

Having participated in a local interagency initiative you have
built relationships with other professionals in your community
and can see the importance of learning from others and
gaining an insight into different perspectives

More sense of participation
in a knowledge community

Having joined a community of practice, you feel a sense of
belonging to that group as members share experiences and
learn from one another.
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Key Messages
y

For CPD to be effective, increasing job satisfaction, improving your professional
confidence and increasing your efficacy, as well as helping you on your career path,
you need to actively work to put what you have learned into practice.

y

Reflecting on what you have learned is another vital part of Continuing Professional
Development.

This guide has sought to help you, as a newly qualified early childhood professional, learn
and develop by understanding and using Continuing Professional Development. The aim
has been to allow you to begin to understand yourself and how you learn, to think about
a learning path for yourself that links with what is required in your professional role, and
determine what you need now and in the future. You will hopefully have more insight into
how you can apply your learning and development in practical ways to your work to the
benefit of both yourself and the children and families with whom you work.
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Useful Resources
Websites
Barnardos www.barnardos.ie
National Childhood Network www.ncn.ie
Adult Education Ireland www.adulteducationireland.ie
Aistear Siolta CPD www.aistearsiolta.ie
An Cosan (adult learning organisation) www.ancosan.ie
Aontas (national adult learning organisation) www.aontas.com
Association of Childhood Professionals www.acp.ie
Better Start www.betterstart.ie
Childcare Committees www.myccc.ie
CIPD (professional body for HR and people development) www.cipd.ie
Early Childhood Ireland www.earlychildhoodireland.ie
First 5 CPD Resources https://first5.gov.ie/practitioners/continuing-professional-development
Insights – Quality in Early Years Education https://www.gov.ie/en/publication/c71c0-insights/
National Association for the Education of Young Children www.naeyc.org/resources/topics/
professionalism
Pen Green https://www.pengreen.org/training-research-education/
Skillnet Ireland www.skillnetireland.ie
Tusla www.tusla.ie

Documents
Early childhood education and care: How to recruit, train and motivate well-qualified staff
First 5 A Whole-of-Government Strategy for Babies, Young Children and their Families 2019-2028
Tusla QRF
Workforce Development Plan 2010
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