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Ethos -
‘To provide a culture and environment that promotes excellence, equality and high achievement for all through our Christian Values’
AIMS

· To ensure that all staff are given the opportunities to further develop their professional skills to benefit both themselves and the school.

IMPLEMENTATION

Three main factors influence professional development:

1. SIP – school needs and priorities are identified. Appropriate training to fulfil these needs is then targeted and shared with staff and governors.

2. Performance Management – this identifies personal and corporate training needs to fulfil agreed targets. Also, personal career development requirements are identified.

3. Budget implications – a set amount of money will be allocated annually for professional development, to include the cost of training and supply cover as necessary.

PRE-TRAINING

Training opportunities arise throughout the year. The Professional Development Coordinator (PDC) will be responsible for sharing these with staff (teaching and non-teaching), booking courses and arranging supply cover as required and maintaining the necessary paperwork. This must be done within the confines of the above three points. As well as external or bought in training, suitable alternatives will be investigated, such as visiting professionals in other schools to observe good practice or using expertise within school.

POST-TRAINING

Evaluation forms are to be completed after a training course has been undertaken. These include brief details of course content, implications and feedback opportunities for eg. staff meeting, written report or modelling good practice. The PDC transfers a copy of this information to the file and ensures that the intended feedback takes place. An electronic copy of personal staff development throughout the year is kept.

Individual training for career and personal development is discussed with management throughout the year.

If unexpected training opportunities arise during the year, these can be accessed if suitable and within budget restraints.

RESOURCES

SIP Action Plans.

PDC File. Course information fliers.

Finance – as identified in the budget.

MANDATORY TRAINING (HEALTH AND SAFETY)
Necessary training is identified to include health and safety issues and Child Protection Training.

MONITORING AND ASSESSMENT

Course feedback and evaluation sheets.

PDC and Head teacher overview of training needs, amount of training undertaken and the impact of training upon school effectiveness.

Equality / Inclusion –

The school recognises that it has to make special efforts to ensure that all groups prosper, including those with special educational needs; who have difficulties accessing the school or services; who speak English as an additional language; who have frequent moves and lack stability leading to time out of school (e.g. children in care); who as children are caring for others; who come from homes with low income and/or in adequate home study space; who experience bullying, harassment or social exclusion; with low parental support or different parent expectations; with emotional, mental and physical well being needs; who exhibit challenging behaviour; who come from ethnic minority groups including travellers, refugees and asylum seekers.
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