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Introduction 
 
The overall aim of staff training and development is to ensure the continued improvement of learning 
outcomes for pupils. Increasing the knowledge, skills and abilities of staff leads to higher achievement 
for the pupils. 
 
In order to respond effectively to rapid changes in education, staff must be given the opportunity for 
professional development which fulfils their own personal and professional needs as well as those of the 
school as a whole and the various departments within it. Staff development is seen as a continuous 
process and not a one-off event. Oldhill ARP regards its staff as the prime resource of the school. 
 
As Oldhill has an Autism Resourced Provision, there is a particular focus on developing staff 
understanding of and strategies to support pupils with autism.  
 
 
 
Aims of Staff Training and Development 
 

• To increase all staff members awareness and understanding of autism and the strategies which 
can be used to support pupils with autism to access the curriculum.  

• To improve learning through school and teacher performance and to update skills which directly 
lead to benefits for the pupils. 

• To meet present and future whole school and individual needs. 
• To ensure that all new members of staff are properly introduced to the policies, procedures, 

ethos and values of the school through a planned induction programme. 
• To support staff in existing roles and prepare them for new ones. 
• To refresh, motivate, challenge and support all members of staff, leading to improved morale 

and commitment. 
• To facilitate the introduction of agreed (and statutory) changes in a supportive way, which 

enables all members of staff to understand those changes and implement them effectively. 
• To clarify aims, improve practice and strengthen collective purpose. 
• To ensure effective use of resources. 

 
Implementation of Staff Training and Development 
 
Overall responsibility for planning staff training and development is that of the Head of school. The Head 
of school is responsible for ensuring the induction of all new members of staff. The Assistant Head for 
inclusion is responsible for planning  and organising the ongoing team meetings and development of 
staff in the ARP  
 
Identification of Needs 
 
Training and development needs at all levels are identified in the following ways: 
 

• Following the induction programme for new members of staff, including NQTs. 
• Through the teacher appraisal process, where needs will be discussed and targets set. 
• Through formal monitoring of curriculum delivery by head, SLT and subject specialists. 
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• Through formal monitoring of classroom organisation, planning and other documentation. 
• Through informal monitoring of other aspects of school routines by senior management team. 
• Through reports of external monitoring and inspection teams. 
• In action plans drawn up by individual subject co-ordinators as part of school development 

planning. 
 
Individual, Group and Organisational Needs 
 
It is the policy of the school that staff training and development should meet the needs of individuals as 
well as the whole organisation. In prioritising needs and directing resources we always try to provide 
staff with opportunities to pursue individual interests, with the intention of promoting staff morale and 
motivation.  
 
Individual members of staff have the opportunity to apply for additional courses, visits etc., in the 
manner described below, up to agreed funding levels. The senior management team discusses individual 
applications and decides whether or not to authorise attendance. 
 
Whole school priorities are identified during the school development planning cycle.  
 
 
Forms of Delivery 
 
There is a wide variety of activities which can promote staff development. Oldhill recognises this and 
encourages all staff to appreciate that staff development means far more than just attending courses. 
Staff are equally encouraged to be active in their own professional development by becoming members 
of professional organisations, reading journal articles and publications, and by developing contacts with 
colleagues in other schools. 
 
The following activities are all seen as important aspects of professional development: 
 

• whole school INSET days 
• weekly staff meetings 
• attending external courses 
• participation in meetings 
• discussion with colleagues 
• membership of professional organisations 
• reading periodicals, publications and journals 
• appraisal 
• visits to other schools which have been identified as sites of good practice 
• induction 
• personal review, whether as part of the appraisal process or not 
• team teaching 
• observing colleagues 
• monitoring 
• appraisal 

 
 
In order to promote staff development at all levels Oldhill does the following: 
 

• Has an induction programme for all new members of staff. 
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• Arranges five whole school training days each year. 
• Encourages individual members of staff to apply for external courses which will meet agreed 

personal and organisational needs. 
• Identifies a budget to enable staff development activities to take place; funding course fees, cost 

of supply cover and tutors fees to levels agreed annually. 
• Has a structured appraisal system for all members of teaching staff. 
• Budgets annually for the cost of cover to enable staff to visit other schools if they wish. 
• Delegates responsibility for co-ordinating curriculum areas and encourages teachers with such 

responsibility to advise colleagues. 
 
Autism Specific Training 

Training should be provided for all staff to ensure they have an understanding of autism and feel 
confident when working with pupils who have autism. ‘All staff’ includes reception staff, kitchen staff, 
midday supervisors, teaching assistants, mainstream class teachers and ARP teachers.  

Research and practice in autism continues to identify new perspectives and approaches so all staff need 
to update their skills and knowledge on a regular basis. Training may promote general awareness and 
understanding of autism or may focus on particular approaches/interventions (such as Intensive 
Interaction or Makaton). If particular approaches are adopted, it is important that adequate training is 
provided to all staff involved so that are used consistently and as intended.  

 To ensure all staff are aware of and understand autism the following is in place: 

• Training on autism is part of the induction programme for all new staff.  
• All staff attend yearly training on autism (as a minimum). This may take place during whole 

school INSET days.  
• The ARP teachers regularly liaise with mainstream teachers and teaching assistants, offering 

advice and support for working with pupils with autism.  
• Information about autism is available for staff to read in the staff room. 
• The ARP has policies in place which outlines how to work with and support pupils with autism.  
• Members of the multi-disciplinary team (including speech and language therapists, occupational 

therapists and educational psychologists) are available to deliver training, advice and support 
both generally and for specific pupils.  

• Staff are encouraged to apply to attend training courses both within Hackney Education  and 
externally. The most recent example of this being ARP staff attending SCERTS training.  

 
Staff in the ARP attend weekly team meetings, often led by a Speech and Language Therapist, which 
provides the opportunity for staff to debrief from challenging situations and apply learning to everyday 
practice.  
 
Budget Allocation for Staff Training and Development      
 
A budget is identified which reflects the SIP and individual needs arising from appraisal, monitoring etc. 
 
A percentage of the budget is allocated to ad-hoc training and development activities for which staff 
may apply during the course of the year. In any one year the school cannot promise that all staff will 
have access to all the individual training and development activities they would like, but efforts are 
made to ensure that, over a two or three year period, a balance of opportunity is maintained.  
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In situations where staff wish to apply for more expensive on-going training such as a Master’s degree or 
HLTA they are able to apply to the school for support and help with the funds. School may choose to 
contribute up to 30% of costs where there is deemed a benefit to the school.  
 
All members of staff have the opportunity to suggest books to be purchased for the staff resource 
library. 
 
 
Monitoring and Evaluation 
 
Individuals are required to keep a CPD record that highlights all their training over a year. This record is 
required as part of the appraisal process. 
 
In order to monitor quality of provision, a feedback form is available to staff on the shared drive which 
asks for comments on quality of presentation, relevance of information and any other comments. 
Information from this feedback will be used to inform future planning. 
 
 
Dissemination of information 
 
When individual members of staff attend training and development activities which have a relevance to 
other members of staff, opportunities to disseminate information is given during staff or department 
meetings. The course feedback forms completed by members of staff attending such courses indicate 
whether or not such opportunities are needed. Meeting times can be arranged accordingly. 
 
 

 


