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Staff Development and Training Policy
Statement of Intent
The Senior Leadership Team and Governing Body of Lakeside School are committed to the professional development of its staff, because this relates directly to improved quality of teaching and to enhanced pupil performance. Professional development is an entitlement, and all staff are positively encouraged to view their development as an important and on-going process. The staff development programme will motivate staff and give them confidence to acquire new skills and knowledge and put them into practice.
All staff will:
· participate in an induction training programme - details of which are set out in the Induction Policy.
· receive a job description giving a clear understanding of their role within the school. 
· have the opportunity to review their work regularly through performance management 
· receive opportunities for professional development work.
Teaching Staff and NNEBs will:
· Undertake 5 statutory INSET days (pro rata for part time staff)
Definition of Development and Training
The terms ‘development' and ‘training' are often misused or confused. They are not interchangeable: training is only one part of the professional development work that takes place in school.
Development is centred around on the job learning and support. This will happen both through informal chats and formal meeting; it will take place between individuals or between teams; it may be planned or arise in response to daily incidents. Staff will be supported by their colleagues, team leader, line manager or senior leader.
Opportunities for development can include activities such as:
· Visiting other classrooms
· leading policy formulation I review > organising events / projects
· working alongside a colleague
· leading meetings
· formal and informal professional discussions
· performance management
· reading relevant books/ magazines/ papers or watching videos.

Training is centred around prepared courses either on or off site. Courses may be held on site by a visiting professional or a member of staff. Off site courses are run by a range of training providers. Training is about the acquisition of new skills or knowledge.





Organisation
The responsibility for continuing professional development must ultimately rest with each individual. However personnel, systems and resources are essential to ensure that training and development work can occur.
A. Personnel
The Deputy Head acts as the Professional Development Manager (PDM) and is responsible for overseeing the development work in the school and has the following roles:
· to ensure that she is well informed of Local and national opportunities for training and development work.
· to ensure that all staff have the opportunity to access training and development. to ensure that staff are made aware of training and development opportunities. > to be aware of the training needs of staff.
· to manage the budget for training and development work
· to manage a budget for training and development resources
· to scan professional journals and ensure that relevant articles are brought to the notice of particular staff.
· to maintain the resources of professional development material and display in order that they attract attention and are accessible to all.
· to arrange INSET opportunities.
· to monitor and evaluate the impact of training on pupil performance and school improvement.
· to arrange for follow up support for the implementation of training.

The PDM works closely with Senior and middle leaders to identify the training needs of the staff through monitoring, performance management, classroom observation, curriculum co-ordinators' monitoring and feedback and a knowledge of the school development plan which highlights the priorities for the school.
B. Systems
Any member of staff wanting to attend an off site course needs to apply to the PDM using the relevant application form - a master copy of which is received in their job pack on entry to school.
The PDM will consider the stated objectives for the course, budgetary implications, the previous off site training record of the applicant, the needs of other staff, the priorities of the School Development Plan (SDP) and the potential of the course for positive impact on pupil's performance. Permission will then be given for the member of staff to apply for the course or a reason given for not accepting the application.
Training is an entitlement but it carries responsibilities. On their return from training the staff member is expected to:
· evaluate the course
· disseminate information to the staff in a relevant manner e.g. through staff meetings. > improve performance in line with the training received in order to have an impact on pupil performance
· update their professional development log.




C. Resources
The school identifies an annual training budget from its delegated resources. There is also a budget for the purchase of resources such as journal subscriptions and books. Funding is allocated to match the specific priorities identified in the school development plan. A budget is also set aside for individual personal development needs, for development opportunities which may only be available at a particular time and courses which are required to ensure Health and Safety in the school. Induction will always be given priority.
The staff budget cannot be allocated at an exact per capita allowance for each member of staff. This would not be efficient resourcing. There may be times when certain staff have more training than others due to a need identified in the SDP. However all staff have an entitlement to development opportunities and the PDM has the responsibility to ensure that all staff are able to receive training commensurate with their needs
Support Structures
Line Management - Lines of support.
One of the most important resources the school has to enable development work to occur is the staff. Staff support each other in many ways and development opportunities will arise both formally and informally. There are various teams in the school and a system of line management that gives a structure to the whole and enables a staff member to find the support needed.
Class teams consist of the teacher, nursery nurses and classroom-assistants who work in each classroom. There are eight class teams. For classroom assistants and nursery nurses the teacher who directs their work is their team leader and the first step in their line of management.
Teachers are both the leader of their class team and a member of the department team –the Head of Department being this team's leader and the next step in the line of management.
The Assistant head, Deputy head and the Head form the last steps of line management. They adopt an open door policy and can be approached directly if necessary. 
The governing body also have their part to play in the line management structure of the school and have a crucial part to play in determining the school's attitude towards development work. Over and above the normal duties of the governing body each class has an allocated governor who takes a particular interest in the staff and pupils of that class and who will be pleased to offer support and guidance.
Performance Management.
One way in which staff can expect to be supported in their professional development is through the Performance Management programme. The format of this process for teachers, is based on the national policy. The process for other staff is an in - house procedure. The principles are the same for all staff in that the purpose of performance management is to enable staff to take stock of the work they are doing - to see that the work they do is valued and to understand how this work helps the pupils and helps the school to further its own aims and objectives. Staff can be helped to understand their areas of need for further development and to plan targets and action to help with this.
The Performance Management Policy sets out the details of these approaches. 




Team Reviews.
Class teams are encouraged to look at their needs for development and training - either as a team or as individuals by considering their performance in the light of the particular demands of the class.
Observation and Monitoring.
[bookmark: _GoBack]Monitoring is also used to promote development. The SLT uses classroom observations to monitor teaching and learning. Subject specialists use classroom observations to observe their subject being taught. Through both of these systems staff development and training needs may be highlighted. Classroom observations will also pinpoint areas of good practice which may be shared in a variety of ways with other staff.

