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The Trainingand Development Agency forSchools (TDA) commissioned researchto
inform differentaspects of itsrole in relationto school workforce development. The
most recentprojectsare summarisedinTable1. The aim of thispaper istopresentin
a summary form themain findings from these commissioned researchprojects.Inso
doing we hope to gain a better understanding of the current knowledge base
concerning staffdevelopment! , which should inturnbe able to inform and guide the
TDA as itmoves intoitsnextphase of development and implements the Children’s
WorkforceDevelopment strategy.The main research findingsare presentedunderthe
followingheadings:

Importanceof staffdevelopment

Leadershipand management of staffdevelopment
How needs are identified

Meetingneeds

INSET days

Evaluatingimpact

Barrierstostaffdevelopment.
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1. Importance of staff development

The research projects found that the school workforce considered training and
development of great importance. For eightinten teachers, staffdevelopment isan
importantfactorwhen consideringboth theirfutureintheircurrentschooland inthe
teaching profession (TO and TVO 2008a). The State of the Nation (SoN) research
concluded that Teachers do not need to be persuaded of the importance of
professional learning for supporting theirpupils’ learning’ .This project identifieda
number of reasons for teachers choosing the trainingand development they did,
namelyto:

* workwithothercolleagues

* improve theirprofessionalabilities

* addressimmediateschoolneeds

¢ gainmore information

* have a positiveimpacton pupillearning

e improveacademicachievement

¢ followup previousCPD activides

* addressimmediateclassroom needs

* gaina betterunderstandingof nationalcurriculum requirements.

' Staff development isthe term mainlyused inthisreportbut professional development and
continuing professional development (CPD) are also deployed as reported in the original
researchprojects.
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Threequartersof survey respondents indicatedthataccreditationwas ‘notimportant’
or ‘oflimitedimportance’ Teachersinthehighestschoolachievementband identified
addressing immediate school needs as being less important than teachers in less

successfulschools.

The StaffDevelopment Outcomes (SDO) study found a positiveassociationbetween
school outcomes and staffdevelopment: the high performing case study schools
mostlyhad strong staffdevelopment.Staffturnoverwas low and moralewas highat
the case study schoolswith strong staffdevelopment. The researcherscouldnotbe
certainabout whether low turnoverand highmoralewas the resultof effectivestaff
development processes but feltthattheywere a contributoryfactor.They concluded
that schoolethos was fundamental to staffdevelopment. In the case study schools
where itwas strong, leaders fostered,and allstafffelta sense of both entitlementto
and responsibilitffortheirown developmentand learningcloselylinkedtobenefitsfor
the pupils.The SoN reportalso emphasised the importance of school ethos: ‘any
effortto understand continuing professional development for teachers, itsimpacts,
barriers and affordances, must not consider teachers as individual learners but
teacherssituatedwithinthe schoolas a learningenvironment’.

The Testbed research found thatwhere staffdevelopmentprojectswere successful,

‘theseniorleadershiphad a visionof,and a commitmentto,whole school training
and development thatwas reflectedinschoolpoliciesand supportedby a strong
developmentalculture,inwhich:

* peopletrustedthevisionand purpose of the leadership

* peoplewere open tochange

* risktakingwas accepted

* therewas a generalethosofopenness,participationand support

* teamworkwas widelyobservedacrosstheschool

* motivationand moralewerehigh’.

The SchoolsFacingChallengingCircumstances research found thatonlyone inten
teachersand one ineightheads thoughtthattheywere verylikelytoapplytoa school
facingchallengingcircumstances inthe next fiveyears,because ‘many feltthatthey
simplydidnothave the experienceor skillsto cope withthe issues theywould face’.
Strong emotionaland practicalsupportand training (‘enhanced CPD’ ) were found to
be what wouldmake workingina SFCC more attractive.The SDO research foundan

associationbetween the qualityof theircase study schools’ staffdevelopment and

levelsof pupildeprivation.Schoolswithlow numbers of pupilsentitledto free school
meals were more likelyto have strong staffdevelopment than those with high
numbers.The findingsfrom the SFCC and SDO studiessuggestthatspecifiattention
needs tobe given toensuringthatstaffdevelopment iseffectiveinschoolslocatedin
areas ofdeprivation.

Terminology

The research projectsused different terminology: training and development, staff
developmentand CPD. Although similarthese terms have slightlydifferentmeanings.
For instance, the SDO research found differences in the language used between
groups of staffinsome case studyschools.Teacherstalkedof courses,CPD, INSET
and professionaldevelopment, whereas supportstaffused more specificlanguage,
referringto courses, training, and qualificationsand, in the contextof performance
management, reviews or appraisals. In the strongest schools, language was
developmental formativeand inclusive:terms likelearning,professionaldevelopment,
entitlement, opportunities, enhancement, stepping forward, peer mentoring and
guidance infused the discourseof staffatalllevels.The SFCC researchfound ‘strong
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evidence of justhow polarising*CPD’ as a term can be’ because people interpretedit
differently.

2. Leadership and management of staff development

Allthe projects found that the leadershipof staffdevelopment was important.The
Testbed projectresearch found thatthe effectivenessof peopleholdingkey roleswas
a crucialvariable.Researchershighlighted successfulleaders’ ‘personaldynamism,
commitment,understanding,and an awarenessofhow change works’.

Who leads staff development?

Allthe researchprojectsfound thatresponsibilitfforstaffdevelopment lieswithsenior
leaders.The CPD Leadershipprojectfound that96 per centwere partof the senior
leadership/management team. The StaffDevelopment Outcomes study found that
staffdevelopmentwas ledby a deputyor assistantheadteacherinsecondaryschools
but inprimary and specialschools, the headteacher had the most significantstaff
development leadershiprole.Both studies found thatschoolshave identifieda need

formore than one person toassume CPD responsibilitiesforstaffa range of people
(e.g.Sencos, bursars,officemanagers, ICT coordinators)were involvedinsupporting
the leadership,especiallyf supportstaffdevelopment.

What levels of experience do staff development leaders have?

The average lengthof service inschoolswas 25 years;the average lengthof time
leading CPD was five years (CPD Leadership project).The Staff Development
Outcomes study found thatinthehighestachievingschools,peoplehad been leading
staffdevelopment fora long time and had many years’ experience, not only in
teachingbut also in leadershiproles. In less successfulschools, the people leading
staffdevelopment were relativelynew to the roleand some were new to leadership
more generally.In severalcases, the currentpostholderhad taken overwithvarying
degreesofwillingnessfrom someone who had been ineffectiveorabsent.

What levels of knowledge do CPD leaders have?

The StaffDevelopmentOutcomes researchof 35 case studiesfound thatnobody had
been trainedinleadingand managing staffdevelopmentbutmany feltthattheyhave
been aided by general leadership training such as NPQH. A few said they had
benefited from local authority CPD conferences and publications but nobody
mentionedusingthe GTC Connect networkand very few used the TDA website.For
themostpart,theydidn’tknow what theydidn’tknow.

The CPD Leadershipresearch found that staffdevelopment leaders kept up-todate
on currentdevelopments forsupportstafffarless frequentlythan theykeptup-todate
for teachers. The HLTA research found that candidates were disappointed that
schoolswere not made more aware of the HLTA trainingand assessment process
and consequentlywere not ina positionto offerthem more support.Thiswas the
picture in 2006 but in 2008 the Staff Development Outcomes study found
considerableconfusionabout the relativestatusof differentsupportstaffcoursesand
qualifications,and theirlinktocareerand pay progression.

Is staff development strategic?
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The State of the Nation research found that Drganisationof CPD tends not tobe

strategic and struggles to address the wide range of teachers’ professional
development needs’ .Staffdevelopment was strategicin the most successfulof the
StaffDevelopment Outcomes case study schoolsand closelylinked to school self-
evaluation and improvement plans. Strategy was the factor that was missing in
weaker schools:individualswere doing theirown thingbutnotcontributingtoplanned
improvement linkedtoschoolpriorities.

How much time does the role take?

The CPD Leadershipresearch found thatdeputyheadteachersspentslightlynore of
theirtime (10%) on theirCPD rolecomparedtothosewho were headteachers (8%) or
those inotherroles (5%) . The StaffDevelopment Outcomes study found thatpeople
could not easily say how much time they spent leading and managing staff
developmentbecause itwas partand parcelof theirleadershiprole.The personwho
spent longestwas a secondarydeputy: she spent about fourdays a week on staff
development.

What barriers do CPD leaders face?

The CPD Leadershipresearch found that capacityfactorssuch as time and workload
issues were greater barriers than operational factors such as awareness of
opportunitiesavailableor culturalfactors,such as the statusof theCPD leader’srole.
Where staffdevelopment was weak inthe StaffDevelopment Outcomes case study
schools,itwas ledby someone who had many otherrolesand so devoted littletime to
itThey had littledministrativesupportand triedtodo toomuch themselves.

How much of the budget is spent on staff development?

In allbut three of the 35 StaffDevelopment Outcomes study case study schools
funding forstaffdevelopmentwas nota concern.Indeed, people found ithard towork

outwhat percentage of the schoolbudgetwas used on staffdevelopment,because it
was notsomethingtheywere used todoing.Theirestimatesranged between 0.5and

fiveper centof the totalschoolbudget.

The role of governors

The Stateof theNationresearch found that ‘Governorsregularlywisitedand enquired
about what was happening,why and when - importantfacetsof strategy’ .However,
the StaffDevelopment Outcomes study found littleevidence of governors having a
roleinthe strategicmanagement of staffdevelopment or inoverseeing the linkwith
school improvement: their role was to endorse decisions made by the staff
development leader.

3. How needs are identified

Inthe StaffDevelopmentOutcomes case study schoolswhere staffdevelopmentwas

most effective, procedures such as performance management (PM) for identifying
individualand team needs were wellthought through and longestablished. Flexible
systems allowed forneeds tobe identifiedand met as theyarose withoutlosingthe
impetus on originalpriorities.Of the 38 Testbed schools that had a performance
review system inplace, 22 included allstaffinthe system, 11 involved justteachers
and five involved justteachers and teaching assistants.In allbut one trainingand

developmentwere linkedtoperformance reviews.

How are support staff needs identified?

The survey forthe StaffDevelopment Outcomes study found that seven out of ten
supportstaffwere included in some sortof performance management or appraisal
and thatthey found thisuseful However, nine per cent of supportstaffinthe survey
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saidthattheimeeds were not identified.The SupportStaffresearchprojectfound the
same: 76 per cent saidthattherewere systems tohelpthem identifyneeds but ‘uist
under a tenthof supportstaffsaidthatno-one helped them to identifytheirtraining
and developmentneeds’.

In the SDO case study schoolswithstrongeststaffdevelopment, much effortwas put
intoidentifyingthe needs of supportstaffbased on an understandingof opportunities
and career frameworks.The CPD Leadershipresearch found thata range of people
led supportstaffdevelopment but that technicians, librarystaff,cateringstaffpeople
dedicatedtoextended servicesprovisionand volunteerswere the leastlikelytohave

anyone takingresponsibilityforidentifyingtheimeeds.

Is performance management helping identify teachers’ needs?

The StaffDevelopment Outcomes study found thatperformance management was
goingwell.Initsnationalsurvey,around halfof seniorstaffand teachersconsidered
performance management ‘useful’and around one fifth‘veryuseful’fortheircareer
development, skillsdevelopment, abilityto do the job better,and in boosting self-
esteem. However,up toa quarterof teachersand seniorstaffconsideredthatPM was
‘not useful’.The State of the Nation research concluded that ‘Ttwas usually
happenchance ifCPD aroseoutofa PM interview:CPD outcomes were seen as very
fragmentedand ad hoc and therewas no expectationthatdiscussionaboutthiswould
be partoftheprocess’.

How usefulis the TDA Framework of Teacher Standards?
The findingsfrom allthe researchprojectssuggestthat:

— use islimitedbecause noteveryonehas heardof the Framework

— thosewho have used itwalueit

— seniorstaffiuse, orsay theyuse, the standardsmore than classroom teachers

— thestandardsare seenmore as a means of supportingPM thantoaidforward
planningsuch as identifyingCPD needs or careerplanning.

Ttis clear that there is a significantnumber of teachers who are unaware of the
Framework of Teacher Standards . This isof concerngiven the centralimportance of
the standards incareerprogressionand pay. The scaleof theproblem isn’thowever,
clear,with research projects finding differentpercentages of teacherswho had not
heardoftheFramework:

— StaffDevelopment Outcomes (Feb-July08) - 45 per centof teachers (25% in
secondary,60% inprimaryand 67% inspecialschools)

— StakeholderTracking Survey (Jan¥eb 08) - 23 per cent of teachers, 16 per
centofseniorleaders

— Teacher Voice Omnibus (Nov 08) - 13 per cent of teachers, 2 per cent of
seniorleaders

— TeachersOmnibus (Nov 07) - 3 percentofteachers.

Ttishard to account for the differences in the research findings. The timing of the
researchmay be a factor:ithe TeachersOmnibus surveywas carriedoutwhen there
was much publicityabout the standards and thiscoincidedwith statutorychanges to
performance management. The researchmethods mightalsobe a factor:as wellas
differentphrasing of questions and response options itmust be noted thathonesty
and accuracyare easiertogaininface to face interviews than through questionnaires
or telephone interviews.
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Use of the Framework of Teacher Standards

The StaffDevelopment Outcomes qualitativestudy found that the Framework was
beingused by justa quarterof teachersin35 case study schools— ithad been read
by a furtherfiveper cent,seen by 13 percentand a tenthhad justheardof it.Itwas
usedmost insecondaryschools, by justunderhalfofpeopleasked, butonlyby a fifth
of people inspecialschoolsand a tenthinprimaries.Those peoplewho diduse the
Framework were positiveaboutit.

Two-thirds of senior team respondents to the Staff Development Outcomes
questionnaire survey said they used the Framework in agreeing teachers’ PM
objectivesbut only43 per cent of teacherssaidthatthiswas the case. The Teacher
Voice Omnibus (2008a) found a similarratio:78 per cent of seniorleadersused the
standards for PM, compared to 59 per cent of classroom teachers. The earlier
TeachersOmnibus survey found that69 per cent of teachersused the standards for
PM and 61 per cent for identifyingCPD needs. However, less than halfused the
standards forcareerplanning.

4. Meeting needs

Do support staff feel their needs are met?

The StaffDevelopment Outcomes study found that support staffwho were most
positiveabout how theirschoolhelps theirdevelopment referredto the schoolethos
(‘Ypersonal and professional development are highly regarded’)and the benefitsof
specifictraining.Where supportstaffwere less positiveand even negative, itwas
because they feltthat they had few trainingand development opportunities.There
were fourmain reasons forthis:financialconstraintsinwhich they felttheywere at the
bottom of priorities;a lack of time; poor or non-existentperformance management
systems; and contractualissues such as onlybeing paid forafterschool trainingor
INSET days.

The HLTA research found that people reportedan increase in theirlevel of skills,
knowledge and confidenceas a resultof HLTA trainingand preparation and thatthis
had had a positiveeffecton theirrelationshipwithpupilsand colleagues.Success in
Testbed projects aimed specificallyat support staff took care to identify their
perceptions and needs and took account of individuals’ or groups’ needs and

concerns. The demonstration effect was powerful: successful experiences of

individualsgave strongencouragement forothersto follow.

The SupportStaffresearch found thatthey feltsupportedby theirschool interms of
meeting theirtrainingand development needs. Three fifthssaid they felt‘verywell
supported’and around a third‘fairlwellsupported’ Very few (underone inten)said
thatthey did not feel supportedby theirschool.However, whilstthe majority(75%)

had receivedsome form of professionaldevelopment inthe 12 months precedingthe
survey, a quarter (24%) had not.Almost all (97%) who had had trainingrated its
qualityhighly.Those who saidtheydidnothave a formal/writtencontract,staffaged
55 and over,and those workingparttime were most likelynot to have had training
and development.The majorityof supportstaffagreed thattheywouldprefertraining
and developmenttobe held ‘atornear’theirown school.

Do teachers feel their needs are met?

Almost all teachers (86% SDO, 85% TVO 2008a) feel that their professional
developmentneeds aremet tosome extent.The StaffDevelopmentOutcomes survey
found that 46 per cent of teachers reported that their school helped with their
professional development ‘greatlyand the Teacher Voice Omnibus (2008a) found
thata quarterof teachers said they were met fully.Teachers feltthat these needs

Schoolworkforcedevelopment,Bubb & Earley,Feb 2009 6



fittedinwith school improvement plans.Overall seniorleadersinsecondaryschools
were the most satisfiedwith theirstaffdevelopment, while classroom teachers in
primary schools were the least satisfied. A significantminority (14%) of teachers
maintainedthattheirstaffdevelopmentneeds had notbeen met. Thiswas likelytobe
where personal needs did not match school priorities. The State of the Nation
research concluded that more attention should be paid to teacher personal
development and wellbeing in an educational climate of escalating performance
demands.

What approaches to development did teachers use?
The State of the Nation survey found that teachers participatedina wide range of
developmentactivitiesthemost common ofwhichwere:

— 1inschoolworkshops (77%)

— outofschoolworkshops (60%)

— mentoringor relatedactivities(52%) .

Gainingaccreditationwas not seen as by teachersas important.Few participatedin
universitycourses (7%)., teacher study groups (12%) or non-universityaccredited
courses (14%) . From thisresearchersjudged that ‘Mostteachers’approaches toCPD
tend not to be collaborativeor informed by research. Current approaches tend to
involvepassiveforms of learningand tendnottobe sustainedorembedded’ .

The SFCC researchfound thattherewas a comparativelylow levelof interestamong
teachers in other forms of CPD beyond that which was practicalin helping with
classroom and behaviourmanagement.The SoN research found thatteachersplaced
most value on approaches to learning that involved experimenting with classroom
practicesand adaptingwhat they do in the lightof feedback from theirpupilsand
colleagues and theirown reflectionsand selfevaluation.Secondary teacherswere
providedwithmore variedopportunitiesforstaffdevelopment than primary teachers.
They found that teachers in the highest achieving schools were more likelyto
participate in development opportunities for collective reasons than other schools:
they were more likelyto attend conferences and participateinmentoring, coaching,
lead teachingor observationactivitiesTeachersinthe lowestachievingschoolswere
offeredmore inschoolworkshops.

Where staffdevelopment was strongest in the StaffDevelopment Outcomes case
studies, needs were met in the most effectiveway chosen from a wide menu of
opportunitiesmany of which were schoolbased. Most considered thattheirschools
offereda wide range of opportunities,includingprofessionaldialogue, peermentoring
and action research as wellas externaland inschool trainingsessions. The Staff
Development Outcomes study found that few people used reading or watching
TeachersTV programmes tohelpthem develop: supportstaffwere more likelytodo
so than teachers. Similarly,the SoN research found that teachers were unlikelyto
read researchas a source forreflectingon or improvingpractice.The Testbedproject
found that ‘Interventions thatgave individualsthe opportunityto reflecton theirown
trainingand development ledinmany cases toa range of positiveoutcomes’ .

Mentoring and coaching

The majorityof the teachersrespondingtothe TVO (2008a) surveyhad been orwere
involved inmentoringor coachinginsome form, most commonlyas a mentor.Being
trained inmentoringor coaching, however,was not commonly reported. The NFER
literaturereview on mentoringand coaching suggests that these benefitnew staff
most and increase reflection for mentees/coachees, mentors/coaches and for
organisations.These forms of development also encourage the sharingof improved
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knowledge and skillsOnly tenper cent of respondentswere aware of and had used
theNationalFramework forMentoringand Coaching.Those thathad, found ituseful

Involvement in staff development

The StaffDevelopment Outcomes study found that staffin primary and special
schoolsspentmore time on development activitiesthan theirsecondary colleagues.
The State of the Nation research found that teacherswith 20+ years of experience
and those at theupperend of the careerstageswere involvedinfewerCPD activities
thanare offeredtothem.

5. INSET days

How are INSET days used?

The StaffDevelopment Outcomes study found thatinspiteof time beingdeemed to
be the greatestbarrierto staffdevelopment, not allthe five INSET days were being
used. Only 19 of the 35 case study schools and four out of ten senior staffand
teacher questionnairerespondentsused theirINSET days as fivewhole days, with
more primary (50%) than secondary (20%) so doing. Replacing INSET days with
twilightsessionswas saidtoallowmore flexibilitand a more personalisedprovision-
and longerstaffholidays.Onlya thirdof respondentssaidthatthewhole of theirlast
INSET day had been spenton trainingand development.A fifthof supportstaffstated
thattheyhad nottakenpartintrainingat INSET days inthe last12 months.

How valuable are INSET days?

The StaffDevelopmentOutcomes and TeacherVoiceOmnibus (2008) research found
very similarviews of INSET days. Threequarters of stafffound them usefulto a
degree but a quarterof teachers saidthattheywere ‘oflittlaise’ .Primary staffand
seniorstaffinallphasesweremore contentwithINSET days.The range of views was
mostdifferentinsecondaryschools.

6. Evaluating impact

Is the impact of training and development activities evaluated?

The researchindicatesthatimpactisevaluated,although tovaryingextents.The CPD
Leadershipresearch found thatmost respondents (96%) indicatedthat theirschool
either ‘always’ or ‘sometimes’ evaluated impact. The majorityof teachers (95%)
surveyed inthe TVO (2007) saidthatstaffdevelopmentwas evaluatedwithone third
judgingthatithappens ‘agreatdeal’intheirschool .However,the TVO (2008) found
that36 per cent of teachers stated thattheirschooldidnot evaluatemuch or at all.
The StaffDevelopment Outcomes survey data show that95 per cent of seniorstaff
butonly70 percentof teachersand a halfof supportstaffreportedthatthe impactof
theirtrainingand developmentwas evaluated.

How is impact evaluated?

Seniorstaffatmany ofthe SDO case studyschoolsrecognisedtheimeasurementof
the impact of staffdevelopment as a weakness, and welcomed advice on effective
systems. Impact evaluation was conducted mainly through discussions with staff,
evaluation forms, lesson observation and performance management reviews. The
CPD Leadershipresearch found thatevaluationwas most commonlymade as partof
the performance review/appraisalprocess for supportstaffand the PM process for
teachers.

Impact on staff

Teachers inthe Stateof the Nation research reportedsignificantimpacton theirown

knowledge and practicesbut littleon ethos and beliefor studentand schoolpractices.
The StaffDevelopment Outcomes study found thatprojectsand courses spanninga
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term ormore, withactivitiesto trialor researchand involvingpurposefulcollaboration,
made most impactoverallon school improvement and pupiloutcomes. Senior staff
identifiednetworks and coachingand mentoringas the activitiesthathad been most

usefulfortheirown leadershipdevelopment.

In the Support Staff survey, over two-thirds of respondents said the trainingand

development they receivedhad helped supportthem incarryingout theirrole.One in
seven felttheyhad gained confidencebutone in20 (5%) saidthattherehad been no

benefits.In a quarterof Testbed schools, trainingand development had resultedin
support staff ‘feelingand being regarded much more as partof the school,more

equal,and more valued'. The HLTA research found thatpeoplewho had undergone

training for HLTA felt that their teaching practice had improved, particularly in
managinga classand inbehaviourmanagement. Inabouta quarterof the45 Testbed
schools there was ‘evidence of impacts on general confidence/selfconfidence or
improvedselfesteem forsupportstaffvorkingwithchildren(almostalways TAs)’ The

researchersconsidered thatwhat was meant by ’confidence’needed tobe specified
more preciselyinterms of dispositionsand behaviours,such as willingnesstotakeon

new responsibilities.

Impact on pupils

Inallthe research projectspeople found ithard toprove thatdevelopment activities
were making a positive difference to pupils. Teachers in the Staff Development
Outcomes survey saidthe impact that trainingand development had on pupilswas
‘betterlearning’ (55%) , ‘greatemotivation’ (38%) and greaterconfidence (28%) .0Only
15 per cent thoughttheirtrainingand developmenthad resultedinbettertestresults.
The State of the Nation research found thatm ost teachers do not perceive that
currentCPD has an impacton raisingstandards or narrowing the achievement gap.
The Testbedprojectfound thatitwas difficultforschoolstoprovideevidence thattheir
interventionswere having an impacton pupils.Thiswas due to the natureof most
interventions, which had a focus on making changes to systems and staff,with
expectedlongertermeffectson pupils.

Arrangements forcoveringlessons whilestaffundertook trainingvaried.Pupilsinten
of the SDO 35 case study schools feltstronglythat staffabsence fortraininghad a
disruptiveand negativeeffecton theireducationand wellbeing.Many supportstaff
and sixthform teacherswere concerned thattheirwork was not coveredby anyone
when theywere absent fortraining— and thatpupilssufferedas a consequence.

Evaluating cost effectiveness

The research projectsfound few instances of schools evaluatingcosteffectiveness
withany degree of rigour.The Stateof the Nationresearch found thatschoolleaders
perceived thatschoolbased and classroom-based activitiegprovidedbettervalue for
money than external events, so forexample inschool workshops, mentoring and

teachernetworkswere ratedhighlyand accreditedcourses lowly.Secondary schools
spentfarmore on externalcourses thanprimaryschools.

Dissemination

Research found thatdisseminationand sustainingdevelopment were weak. Staffat
different levels in the StaffDevelopment Outcomes case study schools identified
these as areas thatcouldand shouldbe improved. The Stateof the Nationresearch
also found that training has littleimpact beyond the individuals involved despite
teachers generallyreportinga significantamount of sharing of learning from CPD
activities.Thiswas because activitieswere not sustained, continuous or embedded
overtime.They alsolackeda coherentfocus.
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7. Barriers to staff development

Who experienced barriers?

The picturevariesbetween teachersand supportstaffwithbarriersbeinggreaterfor
the latterThe StaffDevelopment Outcomes survey found that44 per centof support
staffand 35 per cent of teachers had experienced barriers to theirtraining and

development.The SupportStaffresearch found thattwo-thirds(65%) of supportstaff
identifieda range of factorswhich they said prevented them from taking part in
trainingand development.Intwo-thirdsof the Stateof theNationresearchschoolsthe

emerging view was that there were no insurmountable or significantbarriers to

accessing the CPD thatwas identifiedas meeting a professionalneed and which

would help children to progress in their learning. However, custom and practice
understandings of budgets and time availableresultedin selfrequlationby teachers
and a strongsense ofwhat itwas ‘reasonable’torequestinthisarea of schoollife.

What were the barriers?

The barriersmost frequentlymentioned inallthe relevantresearch were relatedto
time, finance and support.The resource constraintmost commonly identifiedin the
Testbed projectwas time, withfinancementioned ina few cases.A thirdof the SDO
survey supportstaffand a quarterof teacher respondents said that fundingwas a
barrierA fifthof teacherssaidthattimewas a barriertheydidnot feeltheyhad time
to look at opportunities, to undertake activitiesand reflect.People also mentioned
poorperformance management, restrictedoromotionopportunitiesand difficultiesvith
cover,as wellas issuesaround theirstatusand contracts Respondentssaidthatthey
wouldhave much more staffdevelopment ifmoney were no object:theywanted time
todevelopthoroughly.

The TeacherVoice Omnibus (2008) found thatthe main barrierteachers faced was
gaining time out of the classroom to attend training (66%) . Other barriers,noted by
over 40 per cent of teachers in each case included the suitabilityof available
development activities,costor availabilitpf supplycover,and funding.More primary
than secondary teachers indicated that cover issues and the suitabilityof available
development activitieswere barriers.Cover and funding issues were, on the whole,
more of a barrierforclassroom teachersthan forseniorstaff Time was a particularly
pressing issue forseniorsecondary staff.Other barriersincluded pursuing areas of
personal interestsaid to be blocked; the prioritiesof the head/schoolwere not the
same as thoseof the respondent;issuesofworkload,and a feelingthatparttime staff
didnotnecessariljhave the same prioritas fullkimers.

The SupportStaffresearchfound thatjustundera thirdof supportstaffsaidthatother
commitmentsand demands on theirtime prevented them from takingpartintraining
and development.Lack of fundingwas also identifiedas a barrierby one inseven of
supportstaff The followinggroups identifieda significantlygreaternumber of barriers
totakingpartintrainingand development:
— staffwho saidtheydidnothave a formal/writtencontractcompared to those
witha permanentcontract
— specialisand technicalstaffcompared tositestaff
— learningsupportstaffcompared tositestaff
— staff with a qualification in English compared to those without such a
qualification
— teachingassistantscompared tositestaff
— staffinsecondaryschoolscompared tothose inprimaryschools
— staffaged 45 - 54 compared tothoseaged 34 — 44.
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A fifthof supportstaffrespondents did not know where to obtaininformationabout
trainingand development.Both the SDO and HLTA research found thatsupportstaff

feltthattheirdevelopment and achievementswent unrecognised: theywere oftennot
reflectedby a change inroleor increase inpay.
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Table 1: Summary of TDA research projects
Projectreportscan be foundatwww . tda.gov.uk/about/research.aspx

Project and contractor When What

Staffbevelopment Feb-Jul08 Case studiesof35 schools:interviewswith198

Outcomes study teachers,181 supportstaff,100 pupils.6

(SDO), Instituteof Sep-Oct 08 | governors

Education Questionnairesfrom 397 seniorteam, 466

teachers,749 supportstaff

StateoftheNation Jan-June 08 | Questionnairesfrom 1,126 teachers

(SoN),Cambridgeand Focus groups and interviewswith129 teachers

Open Universities in12 schools

TeachersOmnibus Nov 07 Telephone interviewswith1,000 teachers

(TO 07),Ipsos/MORI

TeacherVoice June 08 Questionnairesfrom 1,479 teachers

Omnibus (TVO 08a),

NEFER

TeacherVoice Nov 08 Questionnairesfrom 1,361 teachers

Omnibus (TVO 08b),

NEFER

CPD Leadership Feb-Mar 08 | Questionnairesfrom1,509CPD leaders

project NFER

Mentoring& Coaching | Oct 08 Literaturereview

forProfessionals

NFER

StakeholderTracking | Jan-Feb 08 | Telephone interviewswithsampleof2,529

SurveyWave 3,BMG schools,208 LAs and 82 ITT providers

SupportStaff Autumn 06 Telephone interviewswith3, 156 supportstaffin

Experiencesof 366 schools

Training& A desk studyof 17 relevantdocuments

Development,

NFER/IpsosMORT

Evaluationof the Feb-Nov 05 | Telephone interviewswith272 candidatesfrom 36

HLTA Training& providers

AssessmentProg, Pye Focus groupsof65 HLTAs

Tait Interviewswith15 HLTA trainingproviders

DevelopingtheWhole | Spring06- Case studiesof45 schoolsinvolving3 visitgper

SchoolWorkforceran | Summer 07 | school (includedinterviews,documentationand

Evaluationof the othersources)over4 terms

Testbed Programme,

SheffieldHallam Univ

SchoolsFacing MarMay 08 [ Case studiesof 16 schools— approx60 staff

Challenging May 08 6 focusgroups:2 withexperiencedteachers,?2

Circumstances, NQTs & 2 trainees (numbersnotspecified)

Jigsaw Research June-July Telephone surveyof 154 heads, 253 teachersand
08 72 trainees
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http://www.tda.gov.uk/upload/resources/pdf/t/testbedsfinalreportandappendixfeb08.pdf
http://www.tda.gov.uk/upload/resources/pdf/t/testbedsfinalreportandappendixfeb08.pdf
http://www.tda.gov.uk/upload/resources/pdf/s/stakeholder_tracking_survey2008.pdf
http://www.tda.gov.uk/upload/resources/pdf/s/stakeholder_tracking_survey2008.pdf
http://www.tda.gov.uk/upload/resources/pdf/m/mentoring_coaching_study2008.pdf
http://www.tda.gov.uk/upload/resources/pdf/m/mentoring_coaching_study2008.pdf
http://www.tda.gov.uk/upload/resources/pdf/r/research_into_cpd_leadership_in_schools.pdf
http://www.tda.gov.uk/upload/resources/pdf/s/schools_cpd_state_nation.pdf
http://www.tda.gov.uk/upload/resources/pdf/s/staff_development_outcomes_study.pdf
http://www.tda.gov.uk/upload/resources/pdf/s/staff_development_outcomes_study.pdf
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