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Introduction

The drive to raise standards in schools depends on the skills and commitment not just
of teachers but of the whole school team. The training and development of teachers
has rightly been a focus of attention for many years — but often the wider body of
school support staff has been neglected. This must change. If schools are to improve
their performance and to have the capacity to provide each child with an education
that is tailored to their unique learning style, motivations and needs, the whole school
workforce needs to be equipped to work effectively together to raise standards and
secure pupils’ welfare.

The past year has been one of intense development in relation to school support staff
training, involving a wide range of national and local partners and other stakeholders.
This document indicates the scope of work currently underway or planned for
2004-05 and places this in the context of current priorities for school support staff
training in England. It has been shaped to reflect the National Joint Council’s agreed
guidance on job profiles, and it is complemented by the Learning and Skills Council’s
School Support Staff Sector Plan that is published today alongside this document.

It also provides the starting point for the Teacher Training Agency (TTA) as they
extend their remit to work on behalf of the whole school workforce. More
developments will emerge during the course of the year as there is further analysis of
the range and scope of occupational groups and their links with the wider children’s
workforce, of the current level of competences and skills gaps, and of the demand for
training, taking account of the ongoing impact of school workforce reform.
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The TTA will be looking to develop a coherent national framework for school support
staff training and development which can guide the local development and delivery
of training, taking account of local needs and priorities. Local workforce development
planning will continue to be critical to the development and delivery of school
support staff training. The Secretary of State is asking the TTA to work in partnership
with local authority employers and other signatories to the National Agreement for
School Workforce Reform, and to consult on key principles to be applied to school
workforce training and development.

The purpose is to raise standards, to tackle workload, and to create capacity to

personalise learning for every child. The need is to address the training and
development of the whole school team.
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Foreword from the Workforce Agreement Monitoring Group

The National Agreement on Raising Standards and Tackling Workload, signed by
employers, school workforce unions and Government in January 2003, recognised
the crucial contribution of school support staff, working as a team alongside
teachers. The Agreement highlights the need for the right training, standards and
career paths to support both new and existing roles.

The Workforce Agreement Monitoring Group, which comprises signatories to the
Agreement, welcomes the publication of this plan by the DfES and other partners
today as a further milestone in the implementation of the Agreement and look
forward to working closely with the Teacher Training Agency and the Learning
and Skills Council on developments over the coming year. There is much still to
be done, but we recognise that an important start has been made on a strategy
that recognises the value of investing in the skills and development of the whole
school workforce.
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Developing a coherent framework
of training and qualifications for
school support staff

Three Career Progression Routes

The consultation document Developing the Role of School Support Staff ' proposed the
development of support staff training and qualifications in relation to three broad
career progression routes: a route for those supporting pupils and teachers in the
teaching and learning process; a behaviour and guidance route - for those who
provide support and guidance to individual pupils; and an administration and
organisation route.

These three routes each cover a number of different support staff roles. The first
route, for example, relates not only to teaching assistants but to other staff who may
support subject teaching, such as science technicians and music specialists, and staff
with particular knowledge and expertise who provide classroom support, such as
nursery nurses. The behaviour and guidance route includes learning mentors and
those in pastoral roles, who work closely with external agencies such as Connexions
personal advisers and Education Welfare Officers. The administration and
organisation route includes bursars and business managers, administrative staff,
technical support staff and premises managers who all play a vital role in the smooth
and efficient running of our schools.

The three routes are not intended to be mutually exclusive or to restrict the scope for
individual support staff progression to any one pathway. It is recognised that a large
number of support staff have two or more roles within a school and that these may
fall within more than one route.

Recent research by Sheffield Hallam University to map existing school support staff
qualifications against the three career progression routes’ has helped to identify
some of the key areas for future development. While over 600 national qualifications
were identified as having relevance to school support staff, less than 50 of these were
developed specifically for — or are currently targeted at - school support staff.



SCHOOL SUPPORT STAFF TRAINING AND DEVELOPMENT: OUR PLANS FOR 2004-05

Information on the development needs of support staff and take-up of training is
patchy and there is a need for better data collection and data management to inform
strategic planning of provision. There is also evidence to suggest that new
qualifications need to be more flexible. This links to the need already recognised by
Ministers in their remit to the Qualifications and Curriculum Authority (QCA) and
Learning and Skills Council (LSC) to develop a credit framework that allows
individuals to build up units towards qualifications, rather than having to take a
whole qualification at once.

A recent LSC questionnaire on current training patterns found that fewer than half of
support staff other than teaching assistants had been offered any training at all in the
last two years, and for some the period concerned was much longer. We should not
overestimate the extent to which support staff have benefited from the recent
improved availability of training, nor underestimate the amount there is still to do.
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Links to the wider children’s workforce

Schools provide both universal education services to all children as well as more
specialist services targeted at specific groups of children, as illustrated in the diagram
below, and interact with a wide range of other people who provide various kinds of
support to children and families.

Services for
children at
high risk
For example:
Child protection
Adoption and fostering

Specialist

Services for families with
complex problems
For example:
Children and Families’ Social Services
Targeted Parenting Support

Services for children and families with
identified needs
Targeted For example:
SEN and disability
Speech and language therapy

Services for all children in targeted areas
For example:
Sure Start
Children’s Centres

Services for all children and families
For example:
Universal Health — GPs, midwives, health visitors
Education - early years and schools
Connexions — 13-19

The Children’s Green Paper Every Child Matters® identified issues of common concern
for the workforce engaged in supporting children and families across a range of
services, including education, health and social care. It set out the case for a more
coherent and flexible children and young people’s workforce and a framework to
improve the recruitment, retention, skills and effectiveness of those working in this
area. It highlighted the common training and development needs of the wider
children’s workforce.

Future developments in training, qualifications and career progression routes for
school support staff will need to be taken forward alongside plans for the wider
children’s workforce and the wider public sector workforce, addressing areas where
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core competences and understanding are related while respecting the distinct roles
and development needs of the school workforce.

A Sector Skills Council (SSC) for Social Care, Children and Young People is being
established to bring together representatives of employers of all those who work
with children, young people and families, together with those for social care. Beneath
this SSC will be bodies representing the interests of the four UK countries, including
for England a new Children, Young People and Families Council. And all will be part of
a federated Children’s Workforce Network comprising among others health, law
enforcement, sport and recreation and schools. The Teacher Training Agency will be a
key partner within these arrangements for workforce planning and development.

The Employers Organisation has the lead role in relation to the development of the
local government workforce. They are developing a core skills framework intended to
help all local government staff to attain common core skills and are working to
support better integration of local government services by encouraging recognition
of common skills sets. The future development of skills pathways for school support
staff will need to allow for connections and movement within the wider local
government and public sector workforce.

A new role for the Teacher Training Agency working with other partners

The TTA has been asked by the Secretary of State for Education and Skills to take on
an extended remit that will enable the agency to play a strategic role in the
development and delivery of training for the whole school workforce. This builds on
the strong record the TTA has in relation to initial teacher training and its current
responsibility for the development and delivery of the training and assessment
programmes for higher level teaching assistant status. In taking on this wider role the
TTA will help to strengthen and provide a more coherent central capacity for
planning, developing and delivering school support staff training in partnership with
other national and local organisations. This opens the prospect of TTA taking on a
number of important SSC functions - including defining competences, setting
standards and establishing career pathways — for the whole school workforce, within
the framework of the broader SSC network.
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The next year will be a transitional year as these new arrangements take shape.
The TTA will draw together labour market data and intelligence and consult a wide
range of partner organisations, providers and stakeholders that are involved in the
development and delivery of school support staff training. These include:

® LEAs, schools and local providers. Most school support staff training and
development is provided locally to meet local needs, and that will continue to be
the case. In developing its new role, it will be essential that the TTA fully
understands and reflects the needs of local employers, and works closely with their
national representatives, for example building on previous work under the aegis of
the Local Government NTO to develop the national occupational standards for
teaching assistants. TTA will also need to take a strategic view of local provider
capacity, whether in LEAs and schools themselves, or in colleges, HE institutions
and the private sector.

@ Learning and Skills Council (LSC). School support staff are now one of the LSC’s
national priority sectors. In October 2003, joint DfES/LSC guidance was issued to
local LSCs and LEAs; a major pilot training towards qualifications has been doubled
in scope and areas of delivery; and new networks of LSCs and LEAs established.
For 2004-05, the LSC's sector plan sets out an expanded programme of activity,
including:

— aspiring to support up to 10,000 school support staff learning towards a Level
2 qualification

- developing a generic credit-based vocational qualification for school support staff
which would initially be available at Level 2 and subsequently at Levels 3 and 4

- agreeing local partnership plans negotiated between the two networks of local
LSC and LEA managers responsible for school support staff

- greatly increasing assessor capacity and establishing a network of training
mentors in schools

- developing national and regional Centres of Vocational Excellence for school
support staff training

- supporting more schools to achieve the Investors in People standard.

In the course of the year, the TTA will take a more prominent role in work which
a Sector Skills Council would normally undertake, enabling the LSC to focus

its support on delivering training and qualifications and building local and
national capacity.
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® Qualifications and Curriculum Authority (QCA). QCA will be a key partner in
developing a coherent framework of qualifications, as well as having a direct
interest in the training and skills of those school support staff on whom the
smooth running of exam offices depends.

@ Support Staff Unions (GMB, TGWU and UNISON). Support staff unions will play an
important role in articulating the needs of their members, publicising the
availability of training and development opportunities, and offering advice and
guidance. This will be done with support from a successful bid to the Union
Learning Fund.

o Workforce Agreement Monitoring Group (WAMG). Many of the organisations
endorsing this plan are represented on WAMG and this will continue to be a key
forum for consulting on future plans and ensuring links are made with other
aspects of workforce remodelling.

e National College for School Leadership (NCSL). The NCSL has an important role to
play through its training and support for school leaders, particularly the work of the
National Remodelling Team and its development programmes for school bursars.

@ Department for Education and Skills (DfES). DfES will in future focus on providing
a broader strategic remit for the TTA to ensure workforce development is aligned
with national priorities for school reform and developing integrated children’s
services, and over time step back from specific areas where it has previously taken
direct responsibility, such as the development of induction materials for teaching
assistants which will be transferred to the agency.

The TTA will work closely with all stakeholders as they develop more detailed plans
for the future development and delivery of school support staff training and will seek
the advice of the Implementation Review Unit (IRU) to ensure there is a good
understanding of how new developments will impact on schools. It is recognised that
an extended remit has implications for the Agency itself — for example in relation to
its name and govenance arrangements. These will be worked through in consultation
with partners over the next few months.

10
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Priorities and Funding for 2004-05

While recognising that more work still needs to be scoped, the organisations
endorsing this plan have agreed ten initial priorities for the coming year. These will be
backed by total funding available in order of around £100m.

The annex to this plan illustrates the broad range of current and planned activity
differentiating between options that may be applicable to all support staff and those
that are focussed on one of the three career progression routes. The initial priorities
for 2004-05 are set out below.

i) Develop a more flexible, generic Vocational Qualification (VQ) for all school
support staff.
LSC research has shown strong support from headteachers and Directors of
Education for a generic vocational qualification for school support staff, which
incorporates core training for child protection and behaviour management and links
to the wider children’s workforce reform strategy set out in the Green Paper, Every
Child Matters. Currently most categories of school support staff other than teaching
assistants have no suitable qualification within the national framework to
demonstrate competence.

Working closely with QCA, the Employers Organisation and the Teacher Training
Agency, the LSC are creating a generic qualification, which will be available at Level 2
by December 2004 or earlier, and subsequently at Levels 3 and 4. The new
qualification will identify core elements which school support staff will need, which
may be at different levels according to their job roles, and a wide range of options

to allow specific training for specialist and multiple roles. These developments will
build on the Teaching Assistant NVQs which have been well-received by the sector,
with more than 250 assessment centres now set up around the country. These NVQs
are already part of the national qualifications framework.

ii)  Enhance existing introductory training and initiate work to link this to the
qualifications framework

Introductory training for school support staff other than teaching assistants was

launched last year for the first time and revised induction training for teaching

assistants was also provided to LEAs. The existing courses are designed to introduce

aspects of school life that are important for all staff to understand, (e.g. inclusion,

11
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child protection and behaviour/attendance management) and, for teaching
assistants, also to give an initial grounding in skills designed to help them support
teachers and pupils in the classroom.

A review conducted at the end of 2003 reinforced that these courses have been well-
received, and made some recommendations for further development and
improvement. For autumn 2004 some key aspects of the course will be updated and
new material added, for example on science for secondary teaching assistants and an
e-skills module for primary teaching assistants. A more substantial revision and
consolidation to create one modular set of materials will be taken forward by
September 2005. This will consist of core material suitable for all adults new to
schools, with specific add-ons for staff in particular roles. The intention is to enable
the new course to reflect the structure of relevant NVQs where appropriate, so that
individuals’ learning can be accredited towards qualifications from the very outset.
This will also be an opportunity to reinforce links across the children’s workforce.

i) Expand LSC supported training with the aim of up to 10,000 trainees progressing
towards a Level 2 qualification
Since June 2003, 1,200 school support staff have benefited from LSC pilot
programmes focussed on a range of staff including, midday supervisors, librarians,
caretakers/site managers, and administrative staff. Training is built around individual
needs, and assessment and training are delivered at school or in clusters to minimise
burdens. The pilots have proved to be motivational and effective, with high
completion rates and evidence of further progression and enhancement of job role.

In 2004-05, LSC plan to expand both numbers of trainees and the LSC areas engaged
in training with a view to supporting up to 10,000 school support staff learning
towards a Level 2 qualification. The LSC regions and local LSC leads will be working
with schools and LEAs on more detailed plans. In line with the Skills Strategy, the LSC's
contribution will focus mainly on people with low basic skills, and those embarking
on a programme leading to a first full Level 2 qualification, some of whom could be
supported through the Employer Training Pilots that will be available in some parts
of the country. Further details of the LSC proposals are published in the LSC School
Support Staff Sector Plan for 2004-05. This will be re-issued later in the year once
local agreements have been reached on planned numbers of staff to be trained.
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iv)  Create capacity for 7,000 places for Higher Level Teaching Assistants’ provision

in 2004-05 and expand capacity to 20,000 places by 2006-07
During 2003-04 the Teacher Training Agency developed agreed standards for HLTA
status, and piloted assessment against these standards. The majority of candidates
on the pilot have been successfully assessed as meeting the standards and the
evaluation of the pilot has been very positive.

In 2004-05, TTA funding is available for LEAs to purchase around 7,000 HLTA training
places at institutions with approved provider status. Initially two training routes will
be available — a 3 day assessment only route for school support staff already working
at or near the national HLTA professional standards and a 50 day route consisting

of 20 days centre-based training, supported by 30 days school-based activities and
e-support for other staff with appropriate skills and experience. Places are being
made available in the first instance to existing classroom support staff, which may
include, for example, nursery nurses and technicians as well as teaching assistants.

During 2004-05 training provider capacity will be created to expand HLTA places to
20,000 a year by 2006-07 and new routes to HLTA status will be piloted. These will
include customised routes between 3 and 50 days that can take more account of
individuals’ prior learning and experience; linking assessment against HLTA
Standards to foundation degrees; and linkage to a primary Modern Foreign
Language subject module.

The HLTA standards have been structured to allow scope for progression to qualified
teacher status for those who are ready for this and want to do so.

v)  Develop more capacity to support subject specialisms

A key area to explore over the next year will be the potential to train and develop
more support staff who can offer expertise in a particular subject specialism. A wide
range of people already add value in the classroom through their subject knowledge
- from accountants and car mechanics who bring an employment-related perspective
to vocational and other subject teaching, to music instructors and language assistants
who provide specialist skills. Many of those concerned do not have or necessarily
want qualified teacher status but their contribution could be enhanced and given
greater recognition through more training and development.

Work to develop a primary Modern Foreign Language subject module and test its
linkage to assessment and training routes to HLTA status will be used to explore

13
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whether this model could also apply to other subject specialisms such as music, sport
or maths. If the demand exists, and there are sufficient individuals with the necessary
expertise who want to be trained, over time a range of subject specialist training
might be linked to routes to HLTA status or made available at other levels that are
more suitable for other TAs or other school support staff. The TTA will consider such
developments with appropriate subject associations. There may also be scope in the
longer term to explore a similar approach for specific areas, for example, to support
teaching in a SEN context or with the gifted and talented.

Some subject specialist support staff roles are already well-established. For example,
science technicians play an important role in secondary schools and significant
developments are in hand to improve the training and qualifications available to
them. In a joint initiative between the DfES and the Wellcome Trust, a network of
science learning centres will provide an additional resource for those involved in
science teaching including technicians and other support staff. The first centres will
open in Autumn 2004. The DfES is also supporting the work of the Association for
Science Education (ASE), the Consortium of Local Education Authorities for the
Provision of Science Services (CLEAPSS) and the Royal Society to develop training to
support a career structure for science technicians.

vi)  Provide Behaviour and Attendance Management training with up to 3,000 places
a year by 2005.
Building on the in-school training materials in behaviour and attendance
management that are being made available through the Primary and Key Stage 3
Strategies, the National Programme for School Leadership in Behaviour and
Attendance will offer intermediate and advanced training in Behaviour and
Attendance Management for support staff. The programme has been established
with the National College for School Leadership (NCSL), working closely with LEAs as
part of the workforce re-modelling agenda. Starting in September 2004 a pathfinder
group of support staff in Learning Support Units and Pupil Referral Units will have the
opportunity for intermediate or advanced training to further their knowledge and
skills in Behaviour and Attendance management.

The programme will soon provide training for all support staff interested in gaining
the new flexible VQ, or other qualifications, and developing a career in Behaviour and
Attendance Management. During the academic year a wide range of support staff
working with all ages in both mainstream and special schooling will be given access
to the programme. Nine regional network and training co-ordinators will be in post
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from September 2004 and they will organise local cluster groups of staff undergoing
training. The programme will involve teaching and support staff training together.

From 2005 the programme will include intermediate and advanced training for
support staff in conflict resolution and violence avoidance developed in conjunction
with the school workforce unions.

It is anticipated that it will be of interest to approximately 20,000 staff already
working in this field, in addition to attracting others to consider a career in Behaviour
and Attendance Management. These staff will further benefit from a National
Network, both on-line and with regional programmes so that all can share best
practice with other professionals with a speciality in Behaviour and Attendance.

vij)  Provide 1,300 places for Certificates and Diplomas of School Business Management
The Bursar Development Programme aims to develop an effective labour market for
bursars — both the supply and demand side by providing suitable training through
the NCSL and disseminating information/best practice on the role bursars can play in
improving school resource management. It can also facilitate the movement of new
managers from outside education into schools.

The Certificate of School Business Management (CSBM) course is designed to support
and enhance the skills of senior administrative staff as they take on more responsible
managerial roles. The course has now been fully accredited by the Institute of
Administrative Management and national roll-out began in Autumn 2002 following
the successful evaluation of earlier pilots. The 1000th trainee commenced training in
October 2003 and is due to complete by the end of 2004, achieving the initial training
target two years early. A further 1,200 places (2 x 600 cohorts) will be provided by the
NCSL for 2004-05 and the College has the capacity to deliver a minimum of 1,000
training places per year.

A Diploma of School Business Management (DSBM) is also being developed, aimed
at experienced bursars and other managers. Two pilots offering a total of 100 places
commenced at the end of 2003. These courses will be fully evaluated prior to roll out
which the NCSL expects to take place in Autumn 2004. The second pilot course
includes a small number of trainees drawn from a variety of managerial backgrounds
outside education specifically to test the adaptability/suitability of the DSBM in
facilitating the movement of such managers into schools — contributing to the
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National Agreement commitment to help schools benefit more from external
expertise.

viii)  Improve e-skills
School support staff need competence and confidence in using information and
communications technology appropriate to the nature of their role.

Within its Sector Plan the Learning and Skills Council will enable many more school
support staff to achieve ITQ, the new credit-based qualification proving competence
in workplace use of IT systems, which can be incorporated within a wide range of
school support staff training programmes. This will encompass, for example, work
currently being taken forward by the DfES on effective data mangaement which will
identify the competences needed by school support staff in a range of roles, and
enable ITQ units to be created on data management and the use of school
information management systems.

For those in a more specialised role, such as ICT technicians, the DfES is developing a
framework of competences relating these to available training and qualifications.

For Teaching Assistants, there are plans to enhance the Induction Programme
training in the use of e-skills to support teaching and learning, and to raise their
awareness to the benefits of e-skills for further career development.

ix)  Provide training and support for Examinations Officers

As workforce remodelling progresses the role of the exam officer is becoming more
significant for support staff. The QCA’s modernisation programme for the
examination system, which is to be led by the National Assessment Agency,
recognises the critical importance of better training and support for those working in
exam offices.

A programme encompassing training, a national team of 1:1 support advisers, good
practice sharing and a peer level support group (including the development of an
e-community) is currently being developed. The first training courses are being run in
April 2004, with other elements of the support programme being implemented from
September. Working closely with other stakeholders, such as awarding bodies, this
programme is part of a broader series of activities to modernise the examinations
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system in England. Over £20m will be invested in supporting exam offices over the
next 3 years.

x)  Provide better information, advice and guidance about training and development
opportunities
As well as developing and providing more and better opportunities for training and
development, schools and individual school support staff need better information
and guidance about those opportunities and support to help them make choices
about which options are best suited to their needs. Wherever possible, consideration
needs to be given to how barriers can be removed to school support staff accessing
training opportunities.

The Union Learning Fund is supporting the development of a website which will
signpost suitable training and career pathways for current and developing roles for
school support staff. This will increase access to learning and promote equality of
opportunity within schools. The project will have a dual purpose, both to promote
recognition of skills and experience, and to actively encourage support staff, via
Union Learning Representatives, to increase their skills, thereby raising standards in
schools. It will also promote a clearer understanding of the learning and career
development needs of school support staff and access to learning within the adult
schools’ workforce, particularly reflecting the diverse and multiple roles of many of
these staff.

At school level, there is already a clear expectation that school support staff should be
able to discuss their individual training and development needs with their line
managers. This is reinforced by national guidance and by the national Investors in
People Standard. The recent Ofsted report Leadership and Management: Managing
the School Workforce highlighted good practice in relationship to using performance
management procedures to review development needs.

The Employers Organisation are seeking to develop guidance which can help
headteachers to make better informed choices about staff development. This would
include information about what is available where, by whom and at what cost, off-
the shelf tools and techniques that are readily usable to inform their judgements,
evidence-based good practice examples, leading edge case studies and jargon-free
examples of good practice. To complement the guidance, the Emp