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1. Introduction 

Our Trustees & Local Governing Bodies are committed to developing and retaining the workforce in 

ways which: 

 

 Utilise the strengths of individual staff and enable them to contribute to their maximum potential.  

 Offer all staff the opportunity to undertake continuing professional development, relevant to their 

School Improvement Plan, their Departmental Improvement Plan and their own personal professional 

development, as identified primarily through their Performance Management Review.  

 Create a culture that values and rewards the input of all staff who show commitment to their own 

development and that of the Trust.  

 Provide opportunities for staff to develop their career while managing other commitments, including 

those to family life.  

 Allow staff to operate in a positive and supportive environment which fosters an effective work-life 

balance.  

 Enable staff to contribute to, and benefit from, the development of professional communities within 

and beyond the Trust.  

 Utilise continuing professional development opportunities which enable staff to progress and 

contribute in a leadership capacity.  

 Distribute leadership throughout the Trust. 

 

This policy rests on the underlying principles that: 

 

 It is the role of the Trust to ensure that each of its schools is a supportive professional environment in 

which staff want to stay and thrive.  

 The development of staff is fundamental to the success of the Trust.  

 Growing staff expertise and experience mutually benefits staff and the Trust.  

 Retaining key staff maintains stability and creates opportunities for longer term strategic planning 

linked to the development of staff capacity.  

 Developing leadership capacity is fundamental to the delivery of a child-focussed curriculum 

appropriate for the 21st century.  

 Growing our own leaders will benefit our Trust and the schools within it, as well as other schools that 

staff may move on to.  

 EAST will benefit in turn by recruiting leaders who have gained experience in other schools and 

Trusts.  

 Creative partnership arrangements should be used to foster staff development.  

 A culture of collaboration and innovation will facilitate the development for leadership development 

opportunities. 

 

In implementing this policy, Trustees and Local Governing Bodies will: 

 

 Through the appropriate committees, maintain an overview of the Trust’s staffing profile and 

implications arising.  

 Through the appropriate committees, monitor staff retention and the impact of school and Trust 

policies and practices upon it.  

 Through the appropriate committees, ensure that all Trust schools operate effective Performance 

Management Review processes that link to effective staff development.  
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 Ensure the allocation of sufficient funding to support agreed priorities for staff development, including 

the development of leadership capacity.  

 Ensure the Trust’s involvement in appropriate local and national leadership development and 

succession planning initiatives (e.g. secondments, professional ‘NPQ’ qualifications).  

 Seek to develop a culture which is seen by all current and prospective staff to offer leadership 

development opportunities which benefit individual staff as well as the Trust.  

 Seek to develop a culture in which exploring the benefits of collaborative approaches throughout the 

Trust, and with other schools is the norm and the expectation. 

 

2. Monitoring our Workforce Profile 

 

Annual reviews will take place through schools’ Local Governing Bodies. 

 

Considerations will be based on: 

 

 The number and deployment of staff.  

 Teaching and learning responsibilities.  

 Age & gender profile.  

 Black and minority ethnic representation.  

 Staff turnover rate.  

 Spread of staff on different points of pay spines.  

 CPD priorities.  

 Support staff deployment.  

 Ongoing development training.  

 Staff undertaking leadership development. 

 Staff absence rates and implications.  

 

Trustees and Local Governing Bodies will consider: 

 

 What opportunities are available for staff development in each school? 

 What are the staffing retention rates in each school, and how do these compare for different groups 

of staff (e.g. support staff vs teaching staff)? 

 What are the reasons for staff departures from the Trust’s schools? 

 What staffing do we need to implement the developments we have prioritised in our Trust in the 

short, medium and longer term? 

 What posts do we know we have to fill to replace staff leaving in the next few years? 

 Are we confident in our capacity to cope with the resignation or long-term absence of a Headteacher 

or others in the Senior Leadership teams? 

 How do our staffing profiles compare with similar schools with high pupil attainment? 

 What links do we have with other schools to share opportunities for leadership development? 

 How can we use forthcoming recruitment opportunities to strengthen leadership capacity, particularly 

around School Improvement Priorities? 

 How do we integrate leadership development into the Performance Management process? 

 What are our plans to rectify any equal opportunity gaps?  
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3. Continuing Professional Development (CPD) 

 

Throughout the Trust we will:  

 

 Ensure that all staff receive an effective induction that is appropriate for their role and experience.  

 Ensure that all CPD programmes are high-quality and flexible, so that they can be personalised 
effectively to facilitate the development of all staff, regardless of careers stage, role or specialism.  

 Facilitate access to professional qualifications (e.g. SEND qualifications) linked to personal and 
institutional development goals.  

 Facilitate the development of leadership capacity through a range of leadership development 
opportunities across the Trust’s schools – e.g. temporary secondments to Leadership Teams.  

 Create the opportunities for staff to lead development projects through the use of TLR3 payments, 
with these projects being overseen by a school leader who will support the development of 
leadership skills. 

 

4. Pay progression and Retention Payments 

 

Throughout the Trust we will: 

 

 Ensure that all staff have access to robust Performance Management processes that seek to 
positively reward commitment to development of the Trust and of self with appropriate pay 
progression.  

 Review Job Descriptions and responsibilities on a regular basis so that adjustment of the JDs and 
subsequent regrading may be considered, in consultation with HR advisers, where post holders have 
developed and extended the scope of their roles. 

 Use TLR3 payments where appropriate to incentivise and reward commitment to development 
opportunities.  

 Consider whether a ‘‘market supplement’, payable on induction, should be used in recruitment. This 
should only be used in cases where the Trust cannot recruit to a post using the existing pay structure 
(in which case the Headteacher will make this decision and will stipulate in writing the structure, level 
and duration of the market supplement) 

 Consider whether a retention payment should be made in order to retain a member of staff in a 
position that would be difficult to fill given the pertaining job market (in which case the Headteacher 
will make this decision and will stipulate in writing the level and duration of the retention payment). 

 

5. Flexible Working 

 

Throughout the Trust we will: 
 

 Respond positively to staff requests for part-time working arrangements, where this is compatible 
with the smooth and efficient operation of the Trust. 

 Respond positively to staff requests for adjustments to the pattern of daily working, where this is 
compatible with the smooth and efficient operation of the Trust.  

 Respond positively to job-share applications for TLRs and Leadership roles.  

 Respond positively to applications for TLRs and Leadership roles from part-time staff, where this is 
compatible with the smooth and efficient operation of the Trust.  

 

6. Creating a Positive Working Environment 
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Throughout the Trust we will: 
 

 Create safe, clean and comfortable working areas for all staff.  

 Provide support for staff to enable them to execute their key duties effectively, including through the 
consistent implementation of behaviour management support protocols.  

 Regularly review staff’s work-life balance and, where necessary, introduce measures to ensure that 
workload is reasonable and manageable.  

 Ensure that all staff have ready access to wellbeing support from reputable and reliable providers. 

 Foster effective team working at all levels of the Trust.  

 Enable all staff to have regular and supportive contact with their Line Managers.  

 Foster a culture of praise and gratitude. 

 

7. Supporting Succession 

 

Throughout the Trust we will: 

 
 Ensure our schools work together to create and take advantage of a collaborative approach to 

leadership development.  

 Make use of the best leadership development opportunities, including through the shared 

development and use of internship and support schemes.  

 Identify leadership potential and enable training and support for development across the Trust.  

 Make appointments to leadership roles which meet the needs of the Trust, and offer opportunities for 

candidates with potential.  

 Recognise the potential that less experienced candidates may offer.  

 Ensure that appropriate induction and support is in place for all staff, including leadership roles, 

taking advantage of support offered from the Trust.  

 Promote the Trust’s policy on leadership development to external candidates.  

 Make clear the support that is available to new appointees.  

 Judge it as a success when a member of staff moves on to a leadership position at another school or 

Trust.  

 Review and evaluate the leadership structure and its effectiveness.  

 Consider innovative models of leadership and implement these where there are strong indications 

that these will serve to improve the operation of the Trust and to create opportunities for supporting 

succession. 

 

 


