Llantwit Major School Staff Development Policy 

Introduction

1. Staff development is the key process which aims to increase the effectiveness of all staff, both as individuals and as team members, to enable them to drive and contribute to the school’s vision, goals and implement its guiding principles collaboratively. The goal of staff development is one of mutual benefit for the individual, the school and the students.
2. Purpose
· To help put student learning at the heart of school improvement
· To develop staff in ways which will help to maintain and improve the overall effectiveness of the school in meeting its vision and the goals identified in its School Improvement Plan (SIP) 

· To help colleagues to maintain and improve teaching and learning leadership & management and other job related skills in the light of changing education needs

· To ensure that all staff are valued and recognised as the school’s most important resource and asset  
· To encourage staff satisfaction, personal achievement, individual and team effort, and thus provide for personal advancement within the school or within the broader education sector.
· To maintain the school’s commitment to ‘Investors in People’

· To link closely with the Performance Management process

· To establish the School as a source of best practice 

3. Aims

· To ensure all staff development activity is planned in the context of the school’s vision, goals and SIP

· To enable financial resources for staff development to be effectively allocated annually and apportioned in accordance with school goal priorities and within the school BSF budget, in line with WAG priority areas
· To ensure staff development needs are determined by systematic strategic planning linked to regular personal reviews 

· To define how line managers are responsible for appropriate development for the staff within their team

· To ensure accurate and up-to-date individual and school based records of staff development activities are kept on a database and can be accessed at any time
· to raise awareness of teaching staff of the importance of taking responsibility for their own professional development and seek appropriate ways of fulfilling needs an aspirations by accessing GTCW funding
4. Roles and Responsibilities:
4.1 Leadership and management of CPD

· The school‘s named CPD Leader is Mrs. D Thomas, Deputy Headteacher. As CPD Leader Mrs Thomas is responsible for identifying the overall school’s CPD needs and those of the school community. 
· The major routes for identifying staff development needs are largely through existing mechanisms such as Performance Management, self-evaluation, national and local priorities, other internal and external monitoring and feedback evidence and through informal and formal discussions with individuals and teams. The outcomes of the needs analysis will be a CPD plan which forms part of the School Improvement Plan.

· Mrs Thomas is responsible annually for discussing with the Headteacher and Governing Body the main CPD priorities and the likely budgetary implications of addressing these needs. 
· CPD issues will be addressed at Governing Body meetings and be included as part of the Headteacher’s report. The CPD Leader shall typo

· attend appropriate Governing Body meetings and annually, present a report on the provision and impact of CPD.

· Requests for accessing CPD should be addressed to the CPD Leader who will decide on the most effective means. Of what ?
· The CPD Leader shall provide and update details of the range of opportunities available and be responsible for communicating relevant opportunities to appropriate staff and encourage all to access this information. The information will be kept updated and made accessible and available to the school community. 

· The CPD Leader will seek to develop a shared responsibility with Line Mangers, for identifying CPD needs and providing development opportunities, in order to develop staff ownership, across groups of the school community:
· The school will have systems and opportunities for teams and the whole school to discuss and feed to the CPD Leader details of priorities and methods including the use of the school training days.

4.2 Line Managers Responsibilities

Line Managers have an important role in the development of all staff accountable to them. Important features of that role are:

· To motivate their team members towards self-development, and the self awareness of their own developmental needs
· To help the team members visualise their path of development in manageable steps

· To incorporate staff development strategies as a day to day part of their normal leadership and management method

· Identifying staff development needs arising from their area of the SIP

· Arranging for appropriate staff training/development in the light of the previous item

· Monitoring the effectiveness of such training

· Ensuring that the benefits of the training received by members of staff are shared by other members of staff through procedures such as cascading, discussion via departmental meetings

· Monitoring the implementation of changes arising from planned development to ensure that development is effective and sustained

· Ensuring that any team meetings for which they are responsible are planned with possible staff development in mind

· Ensuring that roles within the area of responsibility are reviewed regularly (preferably on an annual basis) with a view to improving staff development

· Ensuring that new supply staff working in their area are given adequate support

5 Planning for effective CPD

The school’s arrangements for CPD need to balance, the professional development needs of individual staff with those of the school, which in turn will be of benefit to students. The following criteria will be used to inform the decision making process to achieve such a balance. CPD opportunities will be rated more highly when they:
· meet identified individual, school or national development priorities

· be based on good practice - in development activity and in teaching and learning

· help raise standards of students’ achievements

· respect cultural diversity

· be provided by those with the necessary experience, expertise and skills

· be planned systematically and follow the agreed programme except when dealing with emerging issues

·  be based, where appropriate, on relevant standards

·  be based on current research and inspection evidence

· make effective use of resources, particularly ICT

· provide value for money

· have effective monitoring and evaluation systems including seeking out and acting on user feedback to inform the quality of provision.

· The balance of time away from the class with the impact on continuity for  pupils with regards to learning

6. Supporting a range of CPD activities

It is recognised that attendance of course produces least beneficial gains in terms of impact upon change within the classroom.
The school will support a wide portfolio of CPD approaches identified according to “Best Value” principles and which reflect the learning effectiveness of the participants. These include:

· in-school training using the expertise available within the school and collaborative activity (eg collaborative teaching, planning and assessment, work within a defined team, classroom observation, existing expertise, peer evaluation, collaborative enquiry and problem-solving, modelling)

· coaching and mentoring and engaging in a learning conversation

· job enrichment/enlargement (eg a higher level of responsibility, front line working in someone else’s job, job sharing, acting roles, job rotation, shadowing, leading meetings)

· producing documentation or resources such as curriculum development, teaching materials, assessment package, ICT or video programme

· accessing an external consultant/adviser or relevant expert

· model and demonstration lessons

· collecting and collating pupil feedback, data and outcomes

· attendance at a lecture, course or conference

· school visits to observe or participate in good and successful practice

· secondments, exchanges and placements (eg within a regional or national organisation, an exchange or placement with another teacher, school, higher education, industry, international exchange, involvement with Governing Body and via GTCW)

·  postgraduate professional development and other qualifications from higher educational institutions and other forms of professional recognition and qualifications such as  Higher Level Teaching Assistants, iNet programmes, MLL, NPQH
· research opportunities

·  distance learning (eg relevant resources such as educational journals and publications, training videos, reflection, simulations)

· practical experience (eg national test or exam marking experience, opportunities to present a paper, contribute to a training programme, co-ordinating or supporting a learning forum or network, involvement in local and national networks, involvement with a subject or specialist association)

· external partnerships (eg with a colleague, group, subject, phase, activity or school-based team meetings and activities such as joint planning, observation or standardisation, special project working group, involvement in a formal or informal partnership.)

7. INSET Days
The content of the School Inset Days will be determined by the SIP, SLT, and LA/WAG however will be used effectively at all times to target training for the priorities of the School Improvement Plan.

The plan will be published to staff, Governors and the LA before the start of the academic year.

8. Relationship to other Policies:

Equal Opportunities Policy, Curriculum Policy, Performance Management Policy, Recruitment Policy.

9. Evaluating Impact and Disseminating Good Practice

· Following professional or other development, the participant will discuss with the Line Manager opportunities to disseminate to other departmental staff. 

·  Relevant feedback about the provision and the ideas should be provided 
      to the CPD Leader, where it is agreed that there would be benefit in a 
 wider circulation or follow up, the CPD Leader will be responsible for 
      organising that, eg circulating relevant resources, a session at a staff or 
      subject meeting, introducing a teaching or learning strategy, inclusion  

      on the school website.

· The CPD Leader will review annually whether any aspects of the CPD provision do not represent value for money and make appropriate recommendations to the headteacher and Governing Body. 

· The CPD Leader shall be responsible for assessing the value for money aspect of CPD through seeking to monitor and evaluate impact. The CPD Leader shall be committed to ensuring that CPD systems and procedures conform to current research findings. This will be undertaken at a variety of levels including:

· short - medium term evaluation by participants

· informal discussion with colleagues about improved practice

Use will be made of appropriate documents to aid the impact but it will, in any case, comprise hard objective data as well as other beneficial effects such as:

· pupil and school attainment

· record keeping

· more effective and embedded teaching and learning such as creativity, autonomy, a greater variety of teaching and learning approaches

· a climate of supporting success and effort

· staff confidence, enrichment, motivation, self-esteem, preparedness to take risks, collaboration, reflection
· pupil enthusiasm, engagement and commitment

· recruitment and retention

· career progression/promotable staff.

10. Monitoring, Review and Evaluation of the policy
The monitoring of the implementation of this policy will be the remit of:

• The Governor Student & Personnel Committee

• The SLT
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