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Executive Summary
St. Mary’s RC Primary School was assessed for accreditation of the Investors in People
Standard between May and June 2018. We are delighted to accredit St. Mary’s RC
Primary School with the Gold IIP award.
Following an assessment involving an initial exploratory analysis and production of an
assessment plan, the IIP survey was administered to and completed by 17 members of staff
from a staff complement of 21, and interviews were carried out with 11 members from across
the organisation. In addition, observations were completed and included attendance at a
staff briefing and a tour of the school.
The assessment showed a number of key strengths throughout the school. Leaders are
recognised in the school as being passionate about delivering the work of the school. People
described how leaders are approachable, supportive and positive role models, who
encourage everyone throughout the school to work towards the philosophy of excellence.
This has been demonstrated through feedback from the Ofsted inspection from July 2017,
where the school was graded Good, with very positive comments about how the
Headteacher has actively supported people to work positively with pupils, especially with the
extra curriculum activities, where school has had a number of successes.
As a Catholic school, people undoubtedly recognise the value base for the school and have
welcomed reaccreditation for Rights Respecting Level One, moving to working towards Gold
Level 2. People are very supportive of each other and work both individually and collectively
to role model the RESPECT code in school, which again was highlighted in the Ofsted report
in terms of positive behaviours that pupils demonstrate.
In addition, the school (staff and pupils) have a great passion for the community and have
actively raised monies for a number of charities, as well as providing support in other ways
such as visiting the homeless and providing Christmas lunch for senior citizens.
Overall, the online assessment scores across all nine indicators within the Investors in
People framework scored very positively between 6.4 and 6.9 with all score above the
average for primary education within Investors in People. This demonstrates, as do the
quotes within Indicator Nine Creating Sustainable Success, the belief that people have about
working within the school, especially with regard to the school being a great place to work.
As the overall benchmark shows in the graph on page 5, the school has scored 867 (out of
900) for its overall benchmark, which is an excellent result. The practitioner will explore this
in more depth during the feedback meeting.
The assessment has highlighted opportunities for continuous improvement, stated in the
Implications and Recommendation section towards the back of the report. The practitioner
would encourage the school to continue to implement a regular staff survey and add
additional questions to illicit further information from staff across areas such as leadership
and management, values, empowerment and involvement and continuous improvement.
This would provide additional opportunity to receive information to then analyse this over
time for further staff engagement opportunities, working towards high performing and using
metric information more extensively.
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St. Mary’s RC Primary School has noted its commitment to use the IIP framework as a key
part of its people management processes and by addressing development areas aspires to
work towards being a high performing organisation.

Page 5 I © Investors in People

St. Mary’s RC Primary School assessment outcome

St. Mary’s RC Primary School final award outcome

Page 6 I © Investors in People

Introduction
St. Mary’s RC Primary School sought re-assessment against the Investors in People
standard in May 2018, having first achieved the Investors in People Standard in 2003,
achieving a Gold award in 2009, 2012 and 2015. The school wanted to continue to utilise the
Investors in People framework and process as an opportunity to receive feedback on
strengths and development areas with strong emphasis on continuous improvement.
St. Mary’s RC Primary School is situated in Whickham, Gateshead and first opened in 1972.
The school is a Catholic Christian faith school and provides education and a wide curriculum
for children from Reception to Year 6. The school currently employs 21 people.
Organisations that meet the world-recognised Investors in People Standard reflect the very
best in people management excellence. Underpinning the Standard is the Investors in
People Framework. Based on 25 years of leading practice, the latest research and
workplace trends, the Investors in People Framework is organised around nine key
indicators of high performance each with three underpinning themes.
To achieve accreditation, organisations are assessed against these themes and indicators,
leading to an award level of standard, silver, gold or platinum, that represents the level of
performance achieved, or the level of ‘maturity’, from a fundamental ‘developed’ level to
‘high performing’. Assessment is carried out using surveys, interviews, meetings and
observation. The approach taken in the assessment of St, Mary’s RC Primary School is
summarised in a later section of the report. The accreditation awarded represents the
current level achieved and the standard can be used to facilitate ongoing development of
people management practices.
This report summarises the assessment of St. Mary’s RC Primary School and the level
achieved. Following the Introduction, the analysis of the organisation carried out to provide
insights into the organisation for IIP assessment is summarised.
Two ‘heat maps’ are included, showing St. Mary’s RC Primary School’s own assessment
against the Standard, and the level that the organisation aspires to achieve. This is followed
by a summary of the approach taken in the assessment process and of the overall
assessment findings.
The assessment against each indicator is then given in turn, noting strengths and
development needs. Finally, implications of the assessment for St. Mary’s RC Primary
School are discussed, outlining development recommendations.
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Organisational context
Organisation Ambition
The mission statement for St. Mary’s RC Primary School has remained the same and is
St. Mary’s aims to develop the talents of each pupil as a unique individual whose potential
can be developed in a community which has Christ at its centre.
As a Catholic Christian school community, the school lives out this mission by facilitating
outstanding learning opportunities for pupils, promoting values of empathy, tolerance and
respect, being a living embodiment of church for the wider school community.
The school has a set of values that are at the heart of the Gospels and are stated on the
school’s website. In addition, the school is also supportive of the values of the modern British
society, which are also stated on the website.
The school has developed its School Improvement Plan for 2017-18, incorporating the
feedback from the Ofsted inspection, judged as “good” from July 2017.
The plan sets out the school improvement priority and success criteria, with rationale, key
actions, timescales responsibilities and professional development opportunities stated for
each. The school has seven key priorities within the plan
As stated above, the mission statement, priorities and values form the ambition for the
school.

Strengths and challenges
Current Strengths
•
•
•
•

Strong leadership structure at all levels.
Collaboration is also strong within the school with people working well together. Staff
are encouraged to be open and can make suggestions to support innovation in the
school.
The school is involved in a pilot for new assessment levels and shared good practice.
As a result of Ofsted feedback, writing is a priority and marking is being reviewed.
People are being given space with the Assistant Headteacher leading on this in
school.

Current Challenges
•
•
•

Staff workload as this is increasing. Consideration is given to how to keep staff
interested and engaged.
Developing a marking policy and encouraging people to look at different things.
Financial budget as resources are being taken away. Staff are now undertaking
several roles.
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St. Mary’s RC Primary School’s Self-diagnostic
Having carefully considered the IIP Framework, St. Mary’s RC Primary School believes that
they are at the advanced level for all nine indicators and at the high performing level for
Indicator Two Living the Organisation’s Values and Behaviours and Indicator Nine Creating
Sustainable Success. St. Mary’s RC Primary School wishes to be at the high performing
level for eight indicators and at the advanced level for Indicator Five Recognising and
Rewarding High Performance.
The heat maps below summarise where St. Mary’s RC Primary School believes it currently
sits against the each of the nine IIP indicators and where it aspires to be in order to achieve
its organisational ambition. The shaded cells represent the maturity level against the each
indicator. The more cells shaded the more mature and embedded the practices are within
St. Mary’s RC Primary School.
St. Mary’s RC Primary School’ ‘As Is’ heat map
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Aspiration or ‘To-be’ heat map
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Assessment Approach
Following the initial Context Discussion with the Headteacher in St. Mary’s RC Primary
School, from which details for the organisational analysis were elicited, the organisation was
assessed primarily using the IIP40 survey and interviews. Staff were informed of the IIP
assessment and accreditation process by the Headteacher in May 2018, when they were
asked to take part in completing the survey and a possible interview. This gave time to deal
with any questions or issues that staff raised. The Headteacher reported that there were no
material issues and that staff were more than happy to be involved. As an organisation of 21
members of staff, all staff were asked to complete the IIP40 survey. 17 completed surveys
were returned (81%), indicating a very good level of engagement by staff. Returned surveys
represented all functions and levels of St. Mary’s RC Primary School.
Surveys were analysed to determine key themes or issues and these were used as one
basis on which interviews were designed and administered. Interviews were carried out with
11 respondents from all functions and levels based, selected purposively because they were
ideally placed to discuss IIP related issues. All interviews were held on a face to face basis,
with two paired interviews. Interviews lasted for one hour, with the exception of the
Headteacher, whose interview was two hours. Confidentiality was assured. Respondents
appeared to willingly share and discuss their experiences and attitudes.
Observation activities were carried out by attending a staff briefing and a tour of the school.
In addition, general movement around staff areas also enabled observation of staff and
leader interaction, as well as how staff interacted regularly with myself.
Data on which the assessment was based included that elicited from the survey and
interviews, observations and documents provided by St. Mary’s RC Primary School.
Documents were freely provided and included St. Mary’s RC Primary School School
Improvement Plan, Headteacher’s Reports to Governors, Ofsted Inspection Report July
2017, Staff Questionnaire Analysis Summer 2017-Summer 2018, School Code RESPECT,
Denominational (S48) Report 2013, performance management documents, feedback from
learning walks, reward and recognition statement, staff handbook, interview information, job
descriptions, financial advice and support Spring 2018, school CPD record, SEF,
parent/carer survey feedback, charitable support and monies raised document
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How St. Mary’s RC Primary School was assessed

The online assessment was deployed to 21 employees and we saw a
response of 17. This was above the international Investors in People
guidelines and therefore the sample is considered statistically
significant.

Based on the finding from the online assessment, we interviewed 11
employees from across the organisation

Types of observation activities that took place and how it was
undertaken.
•
•
•

Attendance at a staff briefing
Tour of the school
General movement around staff areas to enable observation of
staff and leader interaction

Types of analysis undertaken and the sources of information used.
St. Mary’s RC Primary School School Improvement Plan,
Headteacher’s Reports to Governors, Ofsted Inspection Report July
2017, Staff Questionnaire Analysis Summer 2017-Summer 2018,
School Code RESPECT, Denominational (S48) Report 2013,
performance management documents, feedback from learning walks,
reward and recognition statement, staff handbook, interview
information, job descriptions, financial advice and support Spring 2018,
school CPD record, SEF, parent/carer survey feedback, charitable
support and monies raised document
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Detailed Assessment Outcome
This section provides a detailed analysis of St. Mary’s RC Primary School’s assessment
against the IIP framework. The table in Annex One shows the assessed maturity level for
each of the 27 themes within the IIP framework. For the purposes of establishing an industry
benchmark, data collected from the primary education sector has been used as a
benchmark, and is shown on the next page.
The table provides an insight into the on-line assessment results. The on-line assessment
covers all 9 of the indicators of the IIP standard and each of the questions asks the
respondent to rate their agreement with the statement aligned to one of the indicators. The
responses are categorised from Strongly Disagree (1) to Strongly Agree (7). The scale 1 to 7
is then used as a score for alignment against the standard.
The highest measure of alignment against the standard is 7, which would reflect an
organisation that demonstrates complete alignment with the standard, based on the
responses collected on-line.
The table immediately below provides information with regard to the survey response rate
and the breakdown for each group within the school.
The table on page 14 details the overall score for each indicator and a benchmark against
the industry average (+ or -).
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Heat map summary of online assessment results
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Indicator 1: Leading and Inspiring People
As the table below indicates, there were very positive online assessment results for the
areas relating to this Indicator. Throughout this report, “positive” is defined as being those
who Strongly Agreed and Agreed with a survey statement.
An excellent response rate of 100% was achieved when people were asked about the clarity
of the organisation’s ambition. A positive response of 88.3% was achieved in relation to the
statement: “My manager motivates me to achieve my best”, although 11.8% were in the
somewhat agree category. 100% of positive responses to the statement: “I trust the leaders
of my organisation”. 100% positive responses were received with regard to the statement:
“My organisation develops great leaders”.

The overall online assessment score of 6.7 against the industry average in the primary
education sector is very positive (+0.5) and demonstrates that the leadership team within the
school share the purpose, vision and objectives with staff.
The school has a clear vision and purpose, which is
St. Mary’s aims to develop the talents of each pupil as a unique individual whose potential
can be developed in a community which has Christ at its centre.
This is well recognised and understood by people throughout the school, as confirmed in the
online assessment score of 100% of people who understood the clarity of vision and
ambition, reaffirmed during the interview process.
“He has a huge vision for pupils and staff to be the best they can be. He can be challenging
but for the right reasons”.

Page 15 I © Investors in People

The leadership team develop the School Improvement Plan (SIP) on a yearly basis. The
school received an Ofsted inspection in July 2017, the results of which have influenced
objectives within the plan, writing being a clear focus in school. The school has a School
Improvement Partner, who works with the Headteacher to support the development of the
plan. The plan is also shared and potentially influenced by the governing body.
“The plan is guided by the Ofsted report, but there are other objectives such as the Rights
Respecting agenda and Arts Mark, as examples”.
“We’ve done a lot of different sports and raised the standards to raise their (pupils)
confidence”.
The SIP is shared with staff during the first INSET day for the academic year in September,
providing staff within an opportunity to review and discuss, as well as influence accordingly.
The school operates a performance appraisal process, which provides staff with the
opportunity to have agreed objectives linked to the SIP, as well as providing an opportunity
for people to also suggest key areas of interest that will also benefit pupils within the school.
With regard to regular communication, the plan is reviewed during INSET time. The school
also has weekly staff meetings and daily briefings, providing ongoing dialogue for staff to
engage with the vision and objectives.
“Things are updated in staff meetings. We are working on writing at greater depth. We’ve
done a lot of work on this on punctuation and grammar”.
People throughout the school understand the objectives that both the school and themselves
are working towards and provided examples during the interview process. Line managers
provide support to people to deliver the school’s objectives through a variety of approaches
such as the performance appraisal process, regular meetings with the Headteacher and
teachers to review pupil progress, weekly staff meetings, staff briefings, mentoring, lesson
observation, learning walks, book scrutinies and a variety of both internal and external
development opportunities.
“We look during INSET on the first day of every year. There is a commitment to excellence
and growth and we build on this each year with curriculum and data targets. We pride
ourselves on our extra curriculum and are committed to be as good as we can be. That’s the
feeling behind it”.
People explained that leaders are passionate about delivering the organisation’s objectives
and motivating people to deliver against them. People explained that they are encouraged to
develop, are provided with opportunities to present ideas and meet regularly to focus on
pupil progress and achievement. In addition, the practitioner observed a daily briefing
session, where the Headteacher brought the briefing to a close with the comment, “Have a
joyous positive day”.
“I wouldn’t want to work anywhere else. They show passion and motivate. We want to be the
best we can. We all love what we do. I’m given lots of opportunities”.
“They do a very good job. They’re full of energy and positivity with very full days. They role
model. The Headteacher would do things himself that we would do”.
Statements within the July 2017 Ofsted report support this.
“You and your staff team have developed a happy, caring community where pupils are
supported to thrive academically, personally and spiritually”.
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With regard to the leadership structure in school, there are four members within the senior
leadership team – the Headteacher, Deputy Headteacher, Assistant Headteacher and the
Business Manager. In addition, the school has three staff members who are within the upper
pay scale (UPS, therefore middle leaders). All posts have clear job descriptions and
responsibilities in place. It is recognised in school, however, that “everyone is a leader” and
takes responsibility for key areas within school, such as subject leadership or a key focus.
“Two staff are in their third year of teaching. They’ve worked alongside mentors, for
examples, Maths co-ordinator. There’s been time to work together and therefore progression
to lead Maths”.
The Headteacher explained that in addition to job descriptions and specific responsibilities,
the expectation is that leaders will ensure that the vision for the school is shared and that
leaders and people, “buy into this”, that there is an organic approach in school, not top down,
that leaders will listen, communicate well and collaborate, as well as demonstrate humility in
terms of developing oneself and leaders will recognise their strengths. Those with leadership
responsibilities were able to describe what is expected of them in their role in terms of
leading managing and developing people, often explain the importance of ensuring that the
vision and values of the school are fully modelled.
“We are open as a staff. We are aiming for excellence all the time, not knee-jerking”.
People know what to expect from their line manager and can provide feedback on how they
are managed and developed. People explained that line managers are there to provide
support and guidance, to agree objectives and targets and work collectively to achieve, to
role model the values, to encourage ideas for continuous improvement and to support
people with CPD. Feedback is provided utilising the staff survey, directly face to face through
the performance management processes and daily dialogue, as well as the open door policy
people know exists within the school.
“It’s an open door policy. You can go to the leaders of the school and we can chat it out”.
“X was my mentor in my training year. They always have time for people, what’s best for the
school and staff”.
“Very much so. X is super enthusiastic and this translates to developing children from
reception to Year 6. I see them progress through to Key Stage 2 and I see transformation. It
makes the job worthwhile”.
As the very positive online assessment results demonstrate, leaders ensure that there is a
consistent level of trust at all levels of the organisation. The above quote recognises that
leaders regularly share information with staff, as observed by the IiP practitioner at a daily
briefing. The briefing involves all staff (with the exception of the lunchtime supervisory
assistants as the briefing is held in the morning before pupils arrive at school) and a number
of topics were discussed at the observed briefing, including a welcome to a supply teacher
and to the IiP practitioner, the diary for the day, the progress for the second day for staff and
pupil Coast to Coast ride, lunchtime cover, a phased return for a staff member, Dropbox for
shared resources, update on foundation curriculum development sessions and the progress
towards the achievement of the Schools Games/Sports Mark.
In addition, prayers were said and the Headteacher gave a reading and also shared
information with regard to both a parent and pupil being received into the church to enable
staff to wish them both well.
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People undoubtedly have confidence in the leadership and management capabilities with
the school, as the online assessment demonstrates. This is further supported by the internal
staff questionnaire results, which have consistently scored 100% from Summer 2017Summer 2018 with regard to the statement, “I feel supported by leaders at this school” and
“positive leadership” cited in the feedback section in Summer 2017 as one of the school’s
greatest strengths.
“Our Headteacher is a really good leader, as well as the senior team. He started as a NQT.
It’s a good team”.
“Yes, I have trust and confidence. They are approachable. Any concerns, I can speak to
them with confidentiality”.
The Ofsted report from the short inspection in July 2017 states,
“Since your appointment as Headteacher in September 2015, you have worked relentlessly
to address the improvement priorities set at the previous school inspection. You have
ensured that teachers are clear about the demands of the new national curriculum and that
they have the skills they need to assess pupils’ achievement accurately”.
The internal staff questionnaire has provided feedback to the senior leadership team since
Summer 2017 on a termly basis, the most recent being Summer 2018. The scores across all
questions are very positive and have improved over the four terms. With regard to working
towards high performance working, the practitioner would encourage the school to continue
offering the staff survey to everyone, especially year on year, to then analyse trends over a
longer period of time, at least three years, to take into consideration any staff changes year
on year.
Additional questions with regard to leadership and motivation may also provide additional
information with regard to leaders motivating and inspiring people to achieve results above
and beyond what is expected of them (as also stated below with regard to pupil progress
and achievement and Ofsted feedback). Within this indicator, the only score that was
highlighted in somewhat agree was 11.8% with regard to the statement, “My manager
motivates me to achieve my best”, and whilst still positive, provides an opportunity to
consider additional questions to provide further focus.
As part of the documentary review, the practitioner noted that the Parent/Carer Voice Survey
in Summer 2016 stated that 80% believe the school is well led and managed. The
practitioner would encourage the school to continue to utilise the parent/carer voice survey
and analyse the results (especially over time) to recognise opportunities for continuous
improvement.
Pupil progress and achievement is regular reviewed and the information is provided in both
the Headteacher’s reports to governors and within the SEF (School Evaluation Form).
Results are analysed with regard to each Key Stage in school and across key subject areas
– reading, writing, Maths and RWM and whether pupils are at the expected standard or
greater depth. The school utilises a colour coded system to determine if results are up on the
previous year, down on the previous year or the same as the previous year. The results are
positive but also mixed in terms of being up or down on the previous year, although often
above national average.
The practitioner reviewed the school’s SEF at the last IiP assessment in 2015, where results
were analysed over a period of three years. The school is continuing with this theme
following changes to the assessment process. As previously stated, the practitioner would
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encourage the school to continue to review pupil results over at least a three-year period to
determine improvements, working towards high performance working.
Ofsted provided feedback in July 2017 which recognised the improvements made within the
school, as well as also confirming where continued improvement can be made, stating the
next steps for the school in terms of actions required with pupil progress and challenge.
With regard to the future leadership capabilities required in school, the Headteacher
explained that he had wanted to support the Deputy Headteacher to start to undertake
performance appraisal with staff. However, the Deputy Headteacher is currently on maternity
leave. There are also other maternity leaves at present. The Assistant Headteacher has just
completed an Aspiring Deputy Headteacher course at Leeds and attended a Headteacher
and Deputy Headteacher Diocese conference with the Deputy Headteacher. Some teaching
staff will move classes for the next academic year to gain additional experience.
The ongoing expectations are that additional future capabilities would be considered across
the leadership spectrum.
The school is currently at the advanced level within this indicator, with emerging elements at
the high performing level.
Performance level – Advanced
Focus for Future Development
•

•
•
•

Continue to implement the regular staff survey with regard to leading and inspiring
people to regularly review the leadership capabilities throughout the school. Consider
additional statements with regard to leadership and motivation. Analyse trends over a
three-year period for continuous improvement
Continue to develop a deeper focus with regard to key metric information throughout
the school, implementing a three-year analysis process, including pupil progress and
achievement and relevant questionnaires, such as parent/carer voice.
Consider the introduction of a pupil questionnaire
Review the future capabilities required of leaders within the school, when appropriate
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Indicator 2: Living the organisation’s values and behaviours
As the table below indicates, there were excellent online assessment results for the areas
relating to this Indicator. Throughout this report, “positive” is defined as being those who
Strongly Agreed and Agreed with a survey statement.
There was a response rate of 100% with regard to the statement that the organisation has
clear values. 100% positive responses were achieved when people were asked if they
shared the same values as the organisation, with 100% positive responses when asked if
their behaviour reflected the organisation’s values. 100% responded positively to the
statement, “My organisation’s values guide the way we operate and make decisions”. In
relation to the statement asking people if they challenged behaviours that were not in line
with the organisation’s values, the positive response rate was 100%.

Overall, this indicator of Living the Organisation’s Values and Behaviours was the highest
score of the nine indicators within the Investors in People framework from the online
assessment for the organisation at 6.9 against a difference of +0.5 for the primary school
industry average, which is an excellent result.
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As a Catholic Christian school community, the school lives out this mission by facilitating
outstanding learning opportunities for pupils, promoting values of empathy, tolerance and
respect, being a living embodiment of church for the wider school community. The school
has a set of values that are at the heart of the Gospels and are stated on the school’s
website. In addition, the school is also supportive of the values of the modern British society,
which are also stated on the website.
“You feel it in our school. Our faith is why we are different. We educate, but in a setting
where we know each child is a gift from God”.
To further support the strong value base, the school has achieved Rights Respecting Level
One and is currently working on achieving Level 2. The IiP practitioner observed the Rights
Respecting Charter displayed in a meeting room. Information is also displayed in each
classroom, based on pupil consultation with regard to their own charter for their class. In
addition, throughout the school (as observed during the tour of the school), there are
numerous displays of pupils’ work and photographs and linked to this was a Rights
Respecting Article statement to demonstrate that the philosophy with regard to Rights
Respecting is very much a part of the culture of the school through pupil work. One example
was the Busy Bees Book Club, where there were a number of photographs and pictures of
pupils and their work, with Article 15 “We have the right to meet with friends and join clubs”
stated also.
“We are proud of Rights Respecting. It is embedded and ingrained in what we do”.
“The crossover is massive for a Catholic school (Rights Respecting)”.
People are led, managed and developed in line with the school’s values. As previously
stated, the IiP practitioner observed the Headteacher leading prayers within a morning staff
briefing. During a tour of the school with the Headteacher, the IIP practitioner was warmly
welcomed into each classroom by staff and pupils, who politely and enthusiastically talked
about their work and school life in general. People also explained that pupils are also made
aware of other religions. The Headteacher has provided support to staff in a number of
ways, including providing an allowance to a staff member for sports-wear because of the
responsibility they have.
“The values are Catholic, as well as other religions. Pupils are made aware of the
importance for awareness and inclusion and respect and understanding, for example,
reception colour in prayer mats”.
“It’s inspiring listening to them and creating worldly citizens”.
The Headteacher ensures that the values of the school are reviewed as an integral part of
the recruitment and selection process and offers all potential applicants and students the
opportunity to visit the school and receive a personal tour.
“I show them around. Staff are available and I brief them with regard to who is coming. We
all chip in and model what we do. I talk about Rights Respecting, excellence and extra
opportunities. It’s best for the children and I encourage the candidates to think about it to feel
part of the community”.
Leaders undoubtedly consider and act in line with the school’s values when making
decisions, with clear examples such as the re-accreditation for Rights Respecting (moving
from Level 1 to Level 2) through to the creation of a remembrance garden area in school
grounds, dedicated to the memory of a pupil who sadly passed away. The internal staff
survey also states that support during individuals’ time of need is one of the greatest
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strengths in school as is faith, further endorsed during the interview process with individual
accounts of support provided.
“The Headteacher would not go along with something if it didn’t work with the values. He
leads collective worship in the hall and he’s amazing at this. He oozes spirituality. All staff go
and see him model this”.
The school has sources of information to be able to continue to review that the school’s
values are at the heart of everything it does and shapes the way it operates at every level.
This includes the staff survey, which scores at 100% with regard to relevant statements
linked to behaviour in school. This could be further enhanced with additional statements
linked to the values of the school to broaden staff feedback. In addition, results should be
analysed over a three-year period for continuous improvement opportunities.
The school has offered parents and carers the opportunity to complete a survey. The
practitioner conducted a documentary review with regard to the survey offered in Summer
2016, where there was a comprehensive set of statements offered. With regard to the
statement that the school actively supports the faith journey of my child/children, this scored
90.5% for strongly agree and agree. Statements relating to the school’s mission also scored
positively at 81% for strongly agree and agree, with the score for Rights Respecting at 67%
(strongly agree/agree). The practitioner would encourage the school to continue with
parent/carer surveys and utilise the feedback for continuous improvement year on year, as
well as conducting a trend analysis over a three-year period.
People know and understand the values of the organisation, as recognised by the very
positive online assessment score of 100% (76.5% strongly agree, 23.5% agree) with regard
to the statement, “My organisation has clear values”.
People are personally motivated to behave within the values and described how the values
influence their work and behaviour within school. There are two statements within the
internal staff survey that link to the school’s values, which are, “Behaviour in the school is
good” and “Behaviour is consistently well managed by staff”, both of which have scored 5
(strongly agree) by 100% of staff from Summer 2017 to Summer 2018. Feedback in the
survey demonstrates that staff believe behaviour, a culture of enabling and Rights
Respecting are of greatest strength in the school.
“Christ is at the heart, so it’s not just academic, it’s spiritual and mental. We make them feel
valued. We have expectations from the children so behaviour is always very high, to be
polite, well-mannered and respectful”.
“When you walk into school, you can tell we are a Catholic school. It speaks volumes.
There’s a high standard of respect”.
The online assessment results very positively identify how people relate to the values.
During the interview process people explained that they would rarely if ever encounter
anyone who would not fulfil the values and behaviours appropriately, and would do the right
thing, not necessarily the easiest or most convenient thing.
“We have a very strong value base with codes of conduct and the ethos of teamwork”.
“X is not Catholic but does liturgies. People do what’s right for the children. We are so lucky”.
Staff are very supportive to pupils in the school, a current example being the Coast to Coast
Cycle Ride. To support students, a number of staff need to cycle with the pupils, but also
additional staff are required each night to stay overnight with pupils for safeguarding and
general support and welfare. Staff have given freely of their time to do so, as discussed also
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during the observed daily briefing. The same principle extends to other activities such as PE
and supporting pupils with external activities in a range of sporting events. Staff are also very
supportive to each other, with an example provided with regard to a member of staff taking a
class and missing PPA time to support another member of staff due to personal
circumstances. As described, “People don’t work in self-interest”. Decisions are therefore
based in values rather than self- interest.
“You do it for the good of children. It is working outside hours, but I’m motivated to do it for
the children. It is recognised and seen as important”.
“It’s hard to say because I have not seen it. It would stick out and be noticeable”.
People understand how to behave in line with the values. With regard to appropriate
behaviours required in school, the staff handbook is available to all staff throughout the
school to ensure that staff are fully aware of what is expected through the Code of Conduct,
as well as ensuring that they support pupils, “to be the best version of themselves” as well
as applying this philosophy to their own practice. There is a School Code firmly rooted in
RESPECT, which is colourfully displayed around the school and whilst written for pupils (by
pupils through teacher led activities) to follow, is expected to be followed and applied by
staff, as recognised in the online assessment, where there was a score of 100% for the
statement, “My behaviour reflects the organisation’s values”. The RESPECT code states
specific words such as polite, caring, respect and enjoy. The articles within Rights
Respecting are displayed throughout school.
“We are not a huge staff. We are friendly and we all get on a help each other. It’s an open
culture where no-one is scared to ask for help and try new things”.
“All classrooms have charters, which they sign at the beginning. It’s things like eye contact
and listening to each other and being respectful of equipment and feelings”.
The school also utilises both teaching and teaching assistant standards to support the
development of staff, both of which have expected professional standards stated within the
documents.
Leaders create a culture of openness and trust where people consistently behave in line with
the values, as demonstrated by feedback in the Ofsted report from July 2017.
“You and your staff team have developed a happy, caring community, where pupils are
supported to thrive academically, personally and spiritually”.
There are regular staff meetings and briefings in school to enable leaders to share relevant
information. As previously stated, prayers at said at the briefing and at assemblies in school.
“I went on the residential with Yr6 although I was teaching Yr5. I love this. I would be
disappointed if I wasn’t asked to go”.
There was some mixed reaction with regard to people being comfortable challenging
behaviours. People explained that this rarely if ever happens, but if so, some would be
confident to challenge, whilst others would speak to leaders in school.
“I would have enough about me to say to someone, but I can’t think of this. We’re here for
the right reasons”.
“I’m maybe not confident, but if serious, I would pass it on”.
“It doesn’t happen, but maybe not my place. I would mention to the Headteacher”.
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The school receives an inspection from the Diocese of Hexham and Newcastle, the last one
being in 2013, therefore five years ago. This inspection judged the school to be outstanding,
which was highlighted at the last Investors in People assessment in 2015. The school
expects the next assessment is likely to be in 2018/19 and continues to work with staff with
regard to all aspects of the Catholic life in school.
The school is currently at the advanced level for this indicator, with some elements of high
performing.
Performance Level – Advanced
Focus for Future Development
•

•
•

Continue to implement the regular staff survey, adding further statements relating to
the values and behaviours to enable additional feedback from staff for continuous
improvement. Analyse results each year and over a three-year period to recognise
continuous improvement
Continue to offer the Parent/Carer Voice survey and analyse results relating to the
values and behaviours within the school for continuous improvement. Analyse results
each year and over a three-year period to recognise continuous improvement
Consider the introduction of a pupil survey
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Indicator 3: Empowering and involving people
As the table below indicates, there were positive online assessment results for the areas
relating to this Indicator. Throughout this report, “positive” is defined as being those who
Strongly Agreed and Agreed with a survey statement.
100% positive responses were achieved when people were asked if they were encouraged
to take initiative in their role. 94.1% positive responses were achieved when they were asked
if they were trusted to make decisions, whilst 94.1% responded positively to the statement, “I
am trusted to make decisions in my role” (with 5.9% who somewhat agreed). 100% of
people also commented positively with regard to the statement that they have all the
information to do their job well.

In acknowledging the quantitative data for the online assessment, this indicator scored 6.8,
which is +0.7 higher than the industry average for the primary education sector.
People have access to the knowledge and information they need to do their job well. The
school has an induction process to welcome new people into school. There is an induction
policy and checklist to follow. The checklist could be expanded to include information such
as the ambition for the school, the values and performance management processes. The
school has IDrive, which houses relevant information for the school calendar, timetables,
policies and processes. Teachers have a “bank of resources” to support them to deliver the
curriculum and are encouraged to research for new ideas and resources. People attend
relevant CPD activities and attend the briefings and meetings held within school.
People explained that they feel empowered to identify ways to improve how they do their job.
The senior leadership team actively encourage people to consider new ideas and
opportunities for pupils within the curriculum, but people also explained that they often
development their own ideas or will speak with the Headteacher to explore first. In addition,
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staff are able to utilise the regular staff survey, which also enables qualitative information
with regard to strengths and opportunities to improve within the school.
“I can go to the ICT co-ordinator with a good idea and would it work. I can take ownership. I
know teachers do peer assessment. Two work on sport”.
People described how they are encouraged to take the lead in their work and how this has
developed leadership skills. There are co-ordinators in school, who ensure that subjects in
the curriculum are developed effectively. One of the teaching staff has led on the
achievement of Rights Respecting, with others involved in Arts Mark, sports games mark
and Forest School, as examples. Those with HLTA status have developed in specific
subjects, such as sport and ICT to then support teaching staff with PPA cover, as well as
positive support to pupils.
“I lead on Rights Respecting, which is an award through UNICEF. We have achieved
accreditation at level 1. Children know their rights. It’s part of the ethos of the school. It now
should just flow through the school”.
“I decided to do quick steps hockey”.
As highlighted in Indicator Four Managing Performance, at present, setting objectives is a
negotiated process, therefore there are further opportunities to support people to take further
ownership over delivering the school’s objectives.
With regard to consultation, the school has union representation with Unison, NUT and
NAHT. Staff would be regularly consulted on matters that would affect them, both formally
and informally. Staff are also given the opportunity to complete a regular staff survey.
“Yes we are (consulted). A shorter lunch was discussed with reasons why. At INSET days,
we looked at policies. We worked in groups. We share ideas”.
People are involved in decisions that have an impact on them and feel their contribution
makes a difference. The online assessment demonstrates that the scores for the statement,
“I have a say in decisions that affect my role”, was different to scores for the other
statements, as the score for strongly agree was 58.8%, lower than the other strongly agree
scores. However, it should be noted that the agree score and somewhat agree score were
still positive. This provides an opportunity to review with staff how they believe they are
involved in decision making.
People explained that leaders do trust and support people to make decisions in line with
their level of responsibility. Examples included arranging visits for pupils to link the work in
the classroom and curriculum topics, such as castles and story-telling and visiting Alnwick
Castle. Teachers and teaching assistants work together to understand planning and the
support required for pupils. Co-ordinators explained that the Headteacher has trust in their
abilities to develop their subject.
“We give our children experiences”.
“I’ve been on an ICT course and said it would be good to get the person in. He works with
Yr5 and Yr6. It’s fun to do. The Headteacher listened. He’s open to ideas”.
“We needed to change exercise books. I looked at different designs to get a better price. I
did consult. He liked it but he lets me get on”.
With regard to collaboration and working together, it is recognised by staff that the staff
complement is “small”, but that there is a lot of “specialist” knowledge that people can draw
from and work together. The school will “collapse” the curriculum and staff will work together
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collaboratively on key themes, such as Arts Week and the STEM project. At present, as the
region will soon have the Great Exhibition of the North, the school has taken this theme and
will transform the school into a variety of areas of exhibitions throughout.
“We have a balanced staff with regard to RE, Art, and ICT (as examples). This helps. We
can go to other people and at the end of the year, showcase work, for example, the Great
Exhibition of the North. The Art co-ordinator is taking the lead, but we work together as a
staff”.
Leaders are open about sharing information which enables people to make decisions and
act on decisions themselves. As previously stated within the report, the practitioner observed
the Headteacher during a briefing provide information to people, which then resulted in
people discussing and making decisions accordingly.
People believe there is an opportunity to challenge. An example was provided with regard to
the family picnic during sports day and a decision was taken not to do this following
feedback. However, additional opportunities to receive feedback through staff survey and
other sources will provide further opportunities.
“Everyone’s voice is important. You can say why. Being listened to is no issue. I could
always go to any of them. I wouldn’t worry”.
The school should continue to offer the staff survey to everyone to regularly review feedback
linked to empowerment and involvement. This would necessitate adding additional
statements to receive further feedback.
The organisation is therefore at the advanced level for this indicator.

Performance Level – Advanced
Focus for Future Development
•
•
•
•

Consider adding additional elements into the induction process
Continue to place emphasis within the performance appraisal process and beyond to
support people to recognise they continue to develop leadership skills
Determine opportunities for people to recognise more fully that they consistently
participate in decisions where their contribution has made a difference
Continue to implement the regular staff survey, adding further statements relating to
empowerment and involvement to enable additional feedback from staff for
continuous improvement. Analyse results each year and over a three-year period to
recognise continuous improvement
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Indicator 4: Managing performance
As the table below indicates, there were very positive online assessment results for the
areas relating to this Indicator. Throughout this report, “positive” is defined as being those
who Strongly Agreed and Agreed with a survey statement.
100% responded positively when asked if they had agreed objectives with their line manager
within the last 12 months. 100% positive responses were achieved when people were asked
if their manager helps them to improve performance, with 100% positive responses with
regard to feeling encouraged to perform to the best of their abilities. 100% responded
positively to the statement, “I have discussed my performance with my manager in the last 6
months”.

For this indicator for Managing Performance, there were very good results from the online
survey, demonstrating that people recognise that they are supported and encouraged to
perform at their best. Overall, the organisation’s score for the indicator was 6.8, which is
+0.6 against the industry average.
The school operates a performance management for staff throughout the school. Teaching
staff and support staff have slightly different documentation, but both relate to a review of
performance, the setting of objectives, the proposed means of review and success criteria
and development and training needs. In addition, lesson observations, learning walks and
book scrutinies are undertaken, as well as regular meetings between the Headteacher and
teaching staff to review pupil data and progress.
During the interview process, people described how the performance review process
operates and that the Headteacher conducts performance reviews with all staff within the
organisation. It is recognised that the review process is slightly less formal for lunchtime
supervisory staff (2.5 people working around 1.5 hours per day). The practitioner would
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encourage the school to consider offering a similar documented approach to the LSAs, in
line with support staff.
“We have them in the first couple of weeks at the start of term, with a mid-performance
review. The Headteacher does this. I was encouraged to do the Level 3 course. One of my
targets is to work more independently with intervention groups”.
The formal performance review discussion takes place on a yearly basis at the start of the
academic year when individual objectives for staff are agreed. Termly observation and midterm reviews enable a regular review of performance, in addition to learning walks, on-going
assessment of pupil data and constant daily dialogue and observation of behaviours. Twoway communication and feedback is an integral part of the performance management
process, an example being within documentary evidence of a learning walk feedback
document for staff, with both observations of good practice and areas to consider.
“The Headteacher observes us termly, therefore two-three times per year. Last week, the
governors did a learning walk. The Headteacher would sit in for a lesson. He wouldn’t grade
but would give descriptions”.
As the very positive online assessment scores recognise, the Headteacher involves people
in setting clear objectives and people are regularly assessed against them.
People confirmed that their objectives are stretching, as the school strives for excellence.
The SEF recognises that the overall effectiveness of the school is Good, with significant
capacity to achieve outstanding. The rational that relates to the Good grading is stated, with
actions that can be taken to become an outstanding school. This philosophy is then utilised
to set stretching individual and school targets and objectives, also considering the feedback
from Ofsted in July 2017.
“My target is school games mark. Children are at the heart of everything. They should be
happy, safe and secure and achieve their full potential. You have to know you’re stretching
them and challenge the more able”.
“We set them together. We discuss it and pupil progress. The Headteacher would not let me
settle for average ones”.
“Yes, they’re definitely stretching. It’s a good thing”.
At present, objectives and targets are set through a negotiated process, therefore people are
not fully taking the lead in setting stretching objectives.
The Headteacher and people confirmed that conversations with regard to performance are
open and honest, in line with the values and culture of the school. Regular pupil progress
meetings are held between teachers and the Headteacher.
“We use baseline and tracking progress. We look at this regularly and see how they are
doing and who is exceeding and make sure they are still exceeding. We meet with the
Headteacher. We have to show progress”.
As recognised by the Ofsted report of July 2017 and the quote used in Indicator One
Leading and Inspiring People, the Headteacher in conjunction with the senior leadership
team in school have worked with staff to address any dips in attainment, for example, in
Maths in 2016. The drive within school is focused on excellence and towards outstanding in
Ofsted, therefore encouraging staff where high performance is concerned. This extends to
staff in terms of additional individual focus, for example, the reaccreditation for Rights
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Respecting. The school has also achieved a Gold award for Investors in People at the last
three assessments since 2009.
“In response to a dip in outcomes achieved by pupils on 2016 in mathematics, you have
taken highly effective action to improve the quality of teaching. This has led to a significant
increase in the proportion of pupils meeting and exceeding the expected standards across
the school in mathematics this year”.
The Headteacher provided examples of how underperformance is addressed using effective
and constructive dialogue and a positive, supportive process, both informally and formally.
Examples included when teaching staff may require mentor and coaching support to improve
teaching practice to reminding staff about following the dress code appropriately.
The practitioner would encourage the school to continue with a review of all metrics used
within the school to drive performance towards outstanding (in Ofsted terms) and high
performing (within the Investors in People framework). This would include pupil progress and
achievement, observation of teaching with regard to the percentage of Good and
Outstanding teaching, staff survey and parent/carer voice survey to support opportunities for
continuous improvement, building on the extensive work already undertaken.
People’s behaviours are assessed against the values of the school. All staff are fully
involved with regard to faith life and positive behaviour with regard to RESPECT. Lesson
observations provide opportunities for the Headteacher to provide feedback, addressing
opportunities such as improving for some teachers their use of appropriate English and
grammar within lessons and setting targets within the appraisal process to address this.
Learning walks are undertaken. The most recent feedback from the learning walk in June
2018 provided observations of good practice and included comments such as
Classrooms that demonstrated a real “buzz” in learning; pupils enthused by what they were
learning and engaged meaningfully in activities for duration of lesson
Humour
Where classrooms felt open and welcoming
The review of staff appraisal documentation demonstrated that objectives for teachers and
teaching assistants had a clear focus on areas such as faith life and promoting positive
behaviour based on the school ethos of RESPECT, therefore encouraging staff to promote
positive behaviours linked to the values of the school.
“They know the behaviours and I assess all the time”.
Performance data and evidence of behaviours are captured and used effectively to improve
the performance of people within the school. With regard to performance data, regular
meetings are held with the Headteacher to discuss pupil progress and achievement. This
information is captured and is regularly reviewed through the Headteacher’s reports to
governors and in the SEF. Evidence of behaviours is captured during the performance
management process, through learning walks, lesson observation and through feedback in
the Ofsted report.
The school should continue to utilise the staff survey with staff, potentially broadening the
scope of the statements to review giving and receiving feedback, the performance review
process and coaching support. The practitioner recognises that mentoring support and
ongoing dialogue is present in school and the ongoing review of staff feedback will provide
further metrics to support high performance working.
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The organisation is currently at the advanced level within this indicator.

Performance level achieved – Advanced
Focus for Future Development
•
•
•

Ensure there is a documented approach to performance management for lunchtime
supervisory staff
Support people to take the lead in setting objectives and targets to respond to the
school’s goals and plans for change
Continue to implement the regular staff survey, adding further statements relating to
the performance management and coaching to enable additional feedback from staff
for continuous improvement. Analyse results each year and over a three-year period
to recognise continuous improvement

Page 31 I © Investors in People

Indicator 5: Recognising and rewarding high performance
As a reminder, “positive” is defined as being those who Strongly Agreed and Agreed with a
survey statement. In terms of the online assessment data, this indicator achieved the
“lowest” score at 6.4, however, still a very positive score against an industry difference within
primary education of +0.9.
There was a positive response rate (88.2%) achieved in relation to the statement: “I feel
appreciated for the work I do”, with 11.8% who somewhat agreed. There was a 94.1%
positive response rate for the statement that relates to the statement that I am consistently
recognised when I exceed expectations. There was a response rate of 88.2% for the
statement that I get appropriate recognition for the work I do. There was a response rate of
88.3% was with regard to the statement that I am rewarded in ways that match my
motivations.
The scores in this indicator whilst positive demonstrate that there are continued opportunities
to regularly review the approaches taken to reward and recognition within the school.

The school does have a variety of approaches with regard to reward and recognition. These
include
•

General thanks and praise from leaders, including opportunities during daily briefings
and weekly staff meetings
• Staff celebrations at end of term and end of academic year, usually with a buffet or
pizza
• Lunch is provided for staff during INSET time
• Celebration of significant events for staff such as birthdays, marriage, birth of a child
and retirement
• Successes and achievements are highlighted in the school newsletter
Page 32 I © Investors in People

•

A range of benefits through Gateshead Council, including long service of twenty
years and Vectis, which provides staff absence insurance, health care, six free
counselling sessions, a card with benefits and a well-woman helpline, as examples

People were able to describe the variety of approaches taken with regard to recognition and
reward in school, citing verbal praise, achievement recognised in briefings, special events in
people’s lives, “big” birthdays and buffets in school, as examples. The staff handbook has a
section will explains to people the philosophy with this approach.
“It’s difficult in teaching, but people do say thank you”.
The Headteacher has reviewed the approaches the school takes with regard to reward and
recognition through a discussion with staff about currently what is available in school and
ideas for the future. Consideration is being given to research Perkbox. The practitioner
would encourage senior leaders to ensure a review of recognition and reward approaches
becomes a formal agenda item.
“I spoke to the staff. There is a comprehensive but not exhaustive list. It includes recognising
the extra mile verbally in staff meetings, briefings and the newsletter and time. I expect a lot
of staff with a night away from their families so they are given time off and take the extra time
at home”.
There is some flexibility with regard to recognising and rewarding people, in so much as
people are personally thanked and congratulated for achievements. However, there is an
opportunity to further involve staff in designing the approaches to recognition and reward in
school to determine additional opportunities that would provide more flexibility and would
meet individual motivations, recognising the lower scores in strongly agree of 47.1% with
regard to the statement, “I am rewarded in ways which match my motivations”, although it
should be recognised that there was still a positive score overall.
“It (opportunities for recognition and reward) fits our personal motivations. It’s like a big
family. We talk about family in assembly”.
Individual and team achievements are celebrated within the school. Achievements for both
staff and pupils are recognised in assemblies, meetings and briefings, in the newsletter and
on the website. For pupils, there is the STAR board, but this also acknowledges the work of
staff in supporting pupils. There was a retirement event for the previous Headteacher and
people described Ofsted. Other recent achievements have included an HLTA receiving
recognition for achieving a qualification and a staff member receiving recognition for 20
years’ service from Gateshead Council.
“X got a certificate for the course. The Headteacher went to the presentation with her. I’ve
had twenty years’ recognition from the council and tickets for the Sage for an event”.
“Ofsted was celebrated. We had a meal and a well done. We got good with outstanding
features”.
As the online assessment score of 94.1% who strongly agree and agree with the statement,
“I am constantly recognised when I exceed expectations”, people are confident that
individual and team achievements are consistently recognised and encouraged across the
school, with people describing how as a whole school, there are regular meals together, as
well as constant affirmation of positive performance.
“We are definitely recognised in staff briefings and meetings. Things are acknowledged”.
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People are recognised for their behaviour as well as their performance both formally and
informally. From a formal perspective, the staff handbook sets out requirements and
expectations and shares information with staff on conduct and the “family” belief and
demonstrating respect, as well as how positive behaviour should be encouraged and
modelled at all times. Behaviour is then acknowledged regularly during briefings and
meetings, as well as informally through thanks and praise.
People are motivated to perform at their best as a result of the approach taken to reward and
recognition, as highlighted by the quoted below.
“I’m interested in a job well done or a thank you for above and beyond. It does happen for
me”.
“The Headteacher sends a thank you card with a personal message”.
This has translated into the very positive approaches that staff take to enrich the curriculum
and learning experiences for pupils, including additional activities such as the Coast to Coast
bike ride, sports activities and the collapsed curriculum events.
At present, consideration could also be given to whether it would be appropriate to offer high
performing people and teams greater financial or non-financial recognition and rewards.
The organisation is currently at the established level for this indicator.

Performance level – Established
Focus for Future Development
•
•
•
•

Further involve people in both the review and design of the approaches taken to
recognition and reward
Review the approaches in terms of flexibility and being tailored to meet individual
motivations, as well as what would motivate people to perform at their best
Consider whether high performing individuals and teams should receive greater
financial or non-financial rewards
Consider adding additional statements within the regular staff survey with regard to
recognition and reward to continue to review staff feedback with regard to feeling
valued and appreciated for their work and contribution. Analyse this information over
a three-year period for trend analysis, also taking into consideration the results with
regard to targets and metrics within the school

Page 34 I © Investors in People

Indicator 6: Structuring work
As the table below indicates, there were positive online assessment results for the areas
relating to this Indicator. Throughout this report, “positive” is defined as being those who
Strongly Agreed and Agreed with a survey statement.
100% positive responses were achieved when people were asked if their work is interesting.
There were 100% positive responses when asked if they have the right level of responsibility
to do their job effectively, with 88.3% positive responses to the statement, “I am able to
develop the skills I need to progress” with 11.8% that somewhat agree. 100% responded
positively to the statement that my role enables me to work well with others.

The online assessment score stands at 6.8 for this indicator against an industry benchmark
score in the primary education sector of +0.5.
Roles are designed to deliver organisational goals by creating clear accountability and
avoiding duplication of effort. There are specific roles within the organisation with clear links
and accountabilities within them, as highlighted by job descriptions and further endorsed
through the interview process, where people described their own job role, how roles are
designed with clear decision-making authority, as well as how roles enable people to work
together to achieve the school’s objectives. This includes how teachers and teaching
assistants work together with regard to ensuring pupils can progress and achieve, as well as
supporting each other, as observed during a staff briefing. Those with HLTA status provide
cover for PPA time for teachers.
“I do small group intervention and cover classes. On Thursday, I deliver ICT”.
There is also an organigram in place for the school, so everyone fully understands the
structure within school and how roles link together.
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People recognise that their role enables them to use their skills and abilities and that their
work is interesting. There were a number of examples provided by staff with regard to their
own subject and focus areas, such as Math, Rights Respecting, ICT, sport, after school
clubs, as well as charitable events such as the Coast to Coast Bike Ride, now into its second
year. The online assessment score of 94.1% who strongly agree (5.9% who agree) with the
statement, “My work is interesting”, supports the qualitative information provided during the
interview process.
“It’s very enjoyable to work here. The work is interesting. Every day is different”.
Roles are designed to help people develop the skills and capabilities needed for
progression. There is a clear structure in place from an educational perspective that enables
people to progress from teacher training level, to NQT, and then through experience gained,
to move into roles with additional responsibility and middle and senior leadership positions.
The Headteacher is a clear example of the school’s philosophy with regard to supporting
people to progress accordingly, as he started in the school as an NQT and there are
additional examples with regard to how people are currently progressing, one example being
a teacher in his third year of teaching, who has become Maths co-ordinator (with mentor
support), as well as supporting the school to be re-accredited for Rights Respecting. In
addition, teaching assistants can progress to HLTA status, where again the school has
provided staff with support to achieve this. Teachers will move to different classes next
academic year to gain additional experience. However, it is worth noting that the lower score
within this indicator for somewhat agree at 11.8% was with regard to the statement, “I am
able to develop the skills I need to progress”.
“I have a three- year plan and vision for key areas so the development of leaders changes all
the time.”
Policies and practices exist across the organisation to support people to make decisions
required within their roles. The school has a staff handbook, which provides all staff with
clear information on a range of topics, such as routines for the school day, communication,
staff meetings and directed time, appraisal and professional development, staff conduct,
dress code, behaviour management and health and safety, amongst others. In addition, a
range of policies are available on IDrive.
People provided examples of the policies, such as safeguarding and people described how
these can be accessed.
“We have policies in place, such as safeguarding for yourself and children. If you have an
issue, there are procedures to follow. They’re on the school website and some are given in a
folder along with your contract”.
The Headteacher explained that policies are reviewed annually through the governing body
and signed off by the Chair of Governors. There are also governor sub-committees in place.
People explained that policies will be reviewed with them, especially when changes are
required, as well as to continue to support people to recognise how they are there to assist
in decision making. Examples were provided such as the recent changes with regard to data
protection and GDPR and how this has affected reports and letters to parents. Additional
examples were provided to improvements made to policies, such as parents now having a
pin code to access newsletters and information (such as school trips) on the school’s
website.
“With e-schools, the parents can access information and children get a marvellous me badge
on line and it will show a like from parents”.
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“I know who to report to for safeguarding. We have handbooks on this. I can act quickly”.
There is open communication across the school. People work together within the meetings
and briefings structure. People regularly work together, both formally and informally on a
number of different aspects of work such as assessment, faith events, curriculum
opportunities and charitable events.
The organisation is therefore at the advanced level in this indicator, with some high
performing features.

Performance Level – Advanced
Focus for Future Development

•
•
•
•

Continue to review the organisation changes and role development in light of the
changing needs of the communities and markets the school serves
Continue to review policies and practices to improve the speed of decision making
and individual ownership
Consider adding additional statements within the staff survey with regard to policies
and procedures, collaboration, organisation structure, skills required for progression
and the creation of interesting work.
Consider additional opportunities to include lunchtime supervisory assistants, in
addition to the training events they are invited to.
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Indicator 7: Building capability
As the table below indicates, there were positive online assessment results for the areas
relating to this Indicator. Throughout this report, “positive” is defined as being those who
Strongly Agreed and Agreed with a survey statement.
100% positive responses were achieved with regard to the statement that people know how
the organisation invests in learning and development. 100% positive responses were
achieved when people were asked that they have opportunities to learn at work. There were
100% positive responses to the statement, “I make use of my organisation’s learning and
development opportunities”. There was a 100% positive response rate to the statement that
people are selected for roles in the organisation based on their proven capability, although a
lower response rate for strongly agree at 70.6% in comparison to other strongly agree
response rates within this indicator.

The overall score of 6.8 for this indicator was very positive from the online assessment, and
is +0.9 against the primary education sector score.
The Headteacher will have development conversations with staff to identify their potential
and ensure that learning and development needs are met, utilising the performance
management process (as highlighted in Indicator Four Managing Performance). However,
development conversations can occur at any time.
Learning and development opportunities are provided in line with the school’s objectives and
enable people to reach their full potential. There are a variety of learning and develop
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opportunities for staff throughout the school including attendance at cluster schools’
meetings, for example SSP (Schools Sports Partnership), as all pupils in school are
encouraged to represent the school in a sports activity. Other activities described included
attending a Maths network, ICT conference (Tech on the Tyne, where different people have
attended each year), shadowing sports coaches, NVQ Level 5 PE and GDPR, as examples.
“I’ve attended a conference on how to include IT in literacy and Maths”.
“I’ve worked alongside the speech and language therapist”.
The school is flexible in the way it develops people and uses a range of solutions to meet
learning and development needs. During the interview process, people often described how
they have either acted as mentors to other staff or have received mentoring support,
including the PE co-ordinator supporting an HLTA to achieve a Level 5 PE qualification, a
teacher receiving support to become Maths co-ordinator and a teacher with a degree in
media supporting an HLTA with ICT. Staff meeting time provides opportunities for people to
work together and share information and resources, especially if staff have attended external
provision. People explained that, “We do CPD together”. The school also works with other
schools in cluster groups and has accessed more specialist development opportunities such
as Tech on the Tyne.
“We had a staff INSET day with X on Forest School. We did activities such as arts and
crafts, picture frames, tools and dens and shelter building”.
“We had child protection just before Christmas as a whole staff”.
The staff survey demonstrates that there are further opportunities to support people to take
ownership of their own learning. The statement, “My professional development is well
supported”, has risen from 84% (score 5) in Summer 2017 to 90% in Summer 2018, but this
is still a dip from spring 2018 at 94%. This correlates somewhat to the feedback in the
comments section of the staff survey and the feedback provided by the practitioner in
Indicator Four Managing Performance, to ensure that all staff receive a documented
performance review.
Development advice and guidance is available within school. The school posts a calendar of
CPD events and information is available on IPads. Staff regularly work together using INSET
time and staff meeting time. In addition, the senior leadership team would provide
information to staff on a variety of external activities, events and partnerships that people
can access.
“The Catholic Teacher’s Certificate is important. Five have it, one is doing it and there are
three more to do”.
People have the opportunity and support to put new skills and knowledge into practice. The
development activity with regard to GDPR has enabled the school to update data protection
information. Safeguarding and child protection training is held regularly and includes all staff
throughout the school. Development activities have enabled HLTAs to cover PPA time and
further develop subjects such as IT and sport.
“I attend meetings at Dryden on how to cover objectives in a more creative way”.
“We’ve upskilled staff. She does this in our PPA time”.
“It’s in our agenda. For some it’s competitive, some do clubs. We have the whole school fun
run in Saltwell Park and we have three teams for rugby and cricket. Last week, Year 2 won
gold medals for TriGolf and Year 6 silver”.
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With regard to the investment in learning and development, the school receives a financial
budget report from the local authority. Within this, is a statement for staff training, which
highlights an overspend. The school has a document which details CPD for all staff, with
limited information with regard to cost. The practitioner would encourage the school to detail
more effectively the cost and resource for learning and development and then measure the
impact against the success (or not) of key measures within the school, as well as the impact
on people’s progression.
The school has a recruitment and selection process, which starts with the Headteacher
inviting potential applicants to school to receive a tour, as discussed in Indicator Two Living
the Organisation’s Values and Behaviours. The policy is followed appropriately with lesson
observation and interviews for teaching staff. Safeguarding principles are applied in terms of
DBS checks.
“I visited the school and the Headteacher showed me around. I liked what I saw. I applied
and was shortlisted. I received a lesson observation and an interview in the afternoon. I was
called by a governor. It was a fair process”.
Resource planning is actively managed to support the school’s objectives. The
Headteacher’s report details staff responsibilities within the Autumn 2017 report. At present,
the school has to cover maternity leaves both for this current academic year and for 201819. Therefore, the Headteacher has undertaken some duties himself (one maternity leave is
the Deputy Headteacher) and for next year, as part of resource planning, the school will
employ a teacher who had previously trained within the school. Absence management is
also reviewed and acted upon professionally, utilising appropriate HR procedures and
policies.
The Headteacher has an approach to further develop people within the school. There has
been no movement within the senior leadership posts over the last three years. Teachers will
move into different classes this next academic year to provide them with additional
experience. The practitioner would encourage, where possible, a more formal approach to
determining “critical” roles and how people can progress. There is some evidence to
demonstrate this, for example, the development of the next Maths co-ordinator and
Headteacher’s reports to governors will provide information on development activities people
receive and the levels they are at in terms of pay scales.
The organisation is currently at the established level in this indicator with some elements at
the advanced level.

Performance level achieved – Established
Focus for Future Development
•
•

•
•

The staff survey demonstrates that there are further opportunities to support people
to take ownership of their own learning.
Develop a school learning and development plan that states the investment in
learning and development, which can then be evaluated in terms of people’s
progression opportunities, as well as the impact on the achievement of key
performance indicators and objectives
Share with people (especially those who are not so familiar with the recruitment and
selection process), how this operates and how people are chosen
Develop a more formal succession planning approach to ensure critical roles are
filled and people can progress
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Indicator 8: Delivering continuous improvement
As the table below indicates, there were some positive online assessment results for the
areas relating to this Indicator. Throughout this report, “positive” is defined as being those
who Strongly Agreed and Agreed with a survey statement.
100% positive responses were achieved when people were asked if they looked for
improvement ideas from colleagues. 100% positive responses were achieved with regard to
the statement, “I am encouraged to improve the way I do things”. 94.1% positive responses
were recorded with regard to the statement that people believe they are responsible for
improving the way we do things. 100% positive responses were recorded with regard to the
statement that I am trusted to try new approaches in the way I work.

The online assessment score of 6.8 for this indicator is again very positive and is +0.7
against the average for the primary education sector.
The investment in people is evaluated and the results are used to improve performance. The
school operates a staff survey, where results have been analysed from Summer 2017 to
Summer 2018. Results are very positive. An area that has improved is with regard to the
statement, “I know what we are trying to achieve at this school”, where results have risen
from 89% (score 5) and 11% (score 4) in Summer 2017 to 100% (score 5) in Summer 2018.
In addition, the school reviews its budget on a regular basis (including staff costs) and
analyses internally how the budget is broken down, but also conducts a benchmark against
other primary schools in the local authority.
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The school uses information from both internal and external sources to improve how it
manages and develops its people. From an internal perspective, the school utilises
information from lesson observations, learning walks, the SEF, staff survey, parent/carer
voice survey and performance appraisal.
“The staff questionnaire tells us they are proud of the school”.
From an external perspective, the school uses information from a variety of sources such as
Ofsted inspections, Diocese inspections (as a faith school), Investors in People (the school
has held the award since 2003 and the Gold award since 2009), feedback from achieving
Rights Respecting and other awards such as Arts Mark and the Ofsted Parent survey, which
for 2016/17 stated that 86% of parents would recommend the school to another parent.
Leaders do look beyond to the external world to bring in knowledge to improve the school’s
performance. The school works with different cluster groups of school, such as the Catholic
cluster of local schools, Gateshead schools and cluster for particular focus areas such as
Rights Respecting and sport. This has enabled leaders to review the school’s practice to
benchmark, as well as learn new and different ideas to bring to school life. An example was
provided with regard to Rights Respecting and how pupils have raised awareness through
letters to parents for safe parking at the church car park, adjoining the school.
The Headteacher and Business Manager have recently worked on the requirements for
GDPR and how this will affect data and information storage and usage.
The results of the online assessment demonstrate that the slightly lower score was with
regard to the statement, “I am responsible for improving the ways we do things”. It is also
noticeable that the score within the staff survey has gradually increased from 78% (score 5),
11% (score 4) and 11% (score 3) from Summer 2017 to 100% (score 5) in Summer 2018
with regard to the statement, “I am consulted when new initiatives are under consideration”.
Whilst there are some statements in the staff survey with regard to improvement, these are
mainly linked to teaching, therefore the practitioner would encourage the school to broaden
the range of questions relating to continuous improvement and encourage everyone to
recognise that they take responsibility for continuous improvement, also looking to the world
around them for ideas and innovation to deliver change.
People are aware of how they can contribute to improving their performance and ways of
working within the school. This includes working collaboratively with colleagues, through
performance management reviews with the Headteacher, providing and/or receiving
mentoring support, sharing ideas and resources at briefings and meetings and conducting
research, as examples.
“With encouraging ideas, it’s always like this, for the children and to help them. X brought
Forest School and we have the garden. Children love outdoor learning”.
The Headteacher is keen and supportive for people to try new approaches so that people
are able to take responsibility, but also to review what works or not and to learn accordingly.
“It (a development programme) has changed how I do a lesson and core activities. It’s more
about the language for children”.
As previously stated, the Headteacher very much encourages people to come up with new
ideas and to share this with other staff at appropriate times. With regard to moving to the
next academic year, teachers will move to different year groups to gain additional experience
and to look for further ideas for improvement. The school has introduced a change with
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regard to the school report, where the pupil will have a conversation with the teacher with
regard to what the pupil believes was their best piece of work
“Yes, we come forward with ideas. The Headteacher is always looking to improve. Teachers
are moving this year to get more experience”.
People are supported by leaders to take reasonable risks when trying new and innovative
approaches. The Headteacher has supported staff with the new approach to involving pupils
in the change to the production of the school report in terms of involving pupils more, but will
also work with staff to ensure that the process continues to work well. The Coast to Coast
Bike ride is now into a second year and following a successful first year, the school has
decided to continue with this, despite the amount of planning and risk assessment, as well
as ongoing monitoring that has to take place.
People confirmed during the interview process that they are encouraged to come up with
new ideas, as already stated within this indicator. Ideas can be as varied as the introduction
of new sports for pupils, Forest school and reviewing the exercise books in school. This also
includes working with external school clusters. The dress code has been reviewed and staff
can now wear polo shirts and hoodies with the school name to help distinguish them when
on outdoor events.
“I’m currently working on an assessment model, working with other schools in Gateshead”.
People work together to generate new ideas. Staff have received collective development
opportunities for Forest School. There are regular collapsed curriculum events where staff
work together to progress themes. At present, staff have worked on the week’s events for
their take on the Great Exhibition of the North.
“I’m looking forward to exhibition week and what we have come up with. We’ve got World
War Two with a street party and we will sew and make bunting”.
People are passionate about innovation and volunteer new ideas. The Rights Respecting
accreditation has been very important to the school from a cultural perspective, directly in
line with the ethos and values for the school. People provided examples of the “next steps”
they will or are taking with regard to continuous improvement, for example, moving to
achieving Level 2 accreditation. The school now utilises e-school, which provides an online
service for parents, with regard to information and events, as well as providing information
for staff.
“We are aiming for Gold next academic year. It goes from being embedded in two curriculum
subjects to across the curriculum and more than just knowledge of. Children need to see
their power by campaigning, what power do we have to change things and can see the
impact by making it more visible”.
“There’s whole school access. It’s a clever system as you can decide who you want to see.
It’s been fantastic, for example, the three snow days”.
The school does focus on continuous improvement and regularly provides feedback in
Headteacher’s reports to governors with regard to successes achieved. The practitioner
would encourage the school to continue to operate the staff survey and other related surveys
such as parent/carer voice to review opportunities for continuous improvement, determine
actions and then implement accordingly to review impact.
In addition, as staff implement new ideas and innovation, supporting them to review any
relevant impact and measure, based on the idea coming to positive fruition, will support
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people to further recognise the responsibility they take in delivering positive outcomes for the
school, including pupil metrics and the difference this has made.
The organisation is currently at the advanced level within this indicator.

Performance Level Achieved – Advanced
Focus for Future Development

•
•
•

Continue to implement the regular staff survey with an additional focus within the
statement with regard to continuous improvement. Analyse the results each year and
through a three-year trend analysis to support ideas for improvement
Support people to take more responsibility for continuous improvement, looking
especially to the outside world for this
Continue to highlight continuous improvement and how new ideas deliver positive
outcomes for the school more in briefings, staff meetings and appraisals with regard
to the impact created through continuous improvement ideas
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Indicator 9: Creating sustainable success
As this table indicates, there were very positive online assessment results for the areas
relating to this Indicator. Throughout this report, “positive” is defined as being those who
Strongly Agreed and Agreed with a survey statement.
100% positive responses were recorded when people were asked to respond to the
statement that the organisation has a plan for the future. 100% positive responses were also
recorded with regard to the statement, “My organisation has a positive impact on society”.
100% responses were recorded with regard to the statement relating to the organisation
embracing change, whilst 100% responded positively to the statement that the organisation
is a great place to work.

With regard to the future priorities and how the organisation embraces change, this indicator
again had a high overall score of 6.8 with a difference of +0.5 for the primary education
industry average, recognising that people in school believe that change is embraced and
that the school has a positive impact on society.
Leaders communicate future priorities through regular INSET days, through the planning
process using the SIP and within regular meetings and briefings held within school. The SIP
for 2017/18 has reflected the feedback from Ofsted and, as the school nears the end of this
academic year, consideration is being given to the next academic year and key objectives. A
formal review is being undertaken to take the next steps with regard to writing at greater
depth.
“For next year, there is a formal review of where we are. Observations were tied in and
learning walks. We are collating best practice”.
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During the observation of a morning briefing, the practitioner recognised that the
Headteacher explained to staff that thoughts were needed for next year for planning.
People are actively engaged in both short-term and long-term planning. In addition to being
involved in INSET days and regular meetings throughout school with regard to the
development and delivery of the objectives and targets within the SIP, the performance
management process also enables people on an individual basis to work directly with the
Headteacher to both set targets and objectives and then monitor these accordingly. Lesson
observations and learning walks provide opportunities for people to receive feedback and
then plan improvements required. Staff also work independently and collectively on areas of
key focus, such as the achievement of Rights Respecting for the school. The documentary
review of a staff meeting agenda and minutes highlighted the range of topics covered, such
as curriculum and safeguarding and for action, first Holy Communion, Creative Arts week
and the start of the process for transition.
The observation of the staff briefing demonstrated that people collectively review both the
daily and weekly diary, discussing together the work for the day and week, as well as
supporting each other to ensure everything will run as smoothly as possible. A number of
pupils and staff were involved together in the Coast to Coast bike challenge over the week
and staff discussed how they would ensure that all classes were covered effectively, in
addition to those staff members who would visit and stay with pupils each night to support
staff already there.
People do believe that the school is a great place to work, as recognised in the online
assessment where there positive scores, supported by comments during the interview
process. The internal staff survey has consistently scored 100% for the highest score of 5 (1
being strongly disagree and 5 strongly agree) from Summer 2017 to Summer 2018 with
regard to the statement, “I enjoy working at this school”. However, the breakdown within the
online assessment demonstrates that 70.6% strongly agreed with the statement, “My
organisation is a great place to work” (with 29.4% who agreed), which was the lowest
strongly agree score in the indicator, although still positive. Therefore, there is an opportunity
to continually review with staff what makes the school a great place to work, as well as
utilising the internal staff survey on an ongoing basis.
“It’s very enjoyable to work here. The work is interesting. Every day is different”.
“I love it. I can’t see me working anywhere else”.
“I love my job and the school. It’s who we are. It’s nice to come into school”.
“It’s an inspiring place to work. We are never satisfied with where we are”.
Leaders are aware of future challenges for the organisation. The school has incorporated
Ofsted feedback into the SIP for this year and this will continue into the next academic year.
A decision has been taken to move teachers to different classes to support them to gain
additional experience. Work continues on assessment and tracking (linked to Ofsted
feedback) to ensure pupils achieve and where possible, exceed (show greater depth)
through the assessment process.
“We’re moving classes. It’s good to change. One teacher will stretch and grow into Year 6.
He’s confident. We can see outstanding teaching. I’ll go to Year 4 to have more impact in
KS2”.
Where change happens, this is communicated in a timely and transparent way across the
organisation. Information is provided to staff through regular meetings and daily briefings, as
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well as notice boards and the weekly diary. In addition, staff have access to IPads, where
the Headteacher and School Business manager can share information with staff quickly and
efficiently.
“It could be timetabling. We get a briefing every morning. We also have staff meetings and
phase meetings. We’re moving classes and he discussed with us his thoughts”.
“Yes, it’s a strong point communication”.
Benefits of change are measured and captured and the information is shared with staff.
Feedback from Ofsted and other related assessments and accreditations are considered
and then acted upon accordingly. As an example, writing was highlighted from the recent
Ofsted inspection as in now a key objective within the SIP. The school is now evaluating
progress in this area to determine the next phase of development and work with pupils for
the next academic year.
“We trial changes. We never say, this is what we are doing. It’s organic, for example, new
ways to plan and teach English and reading”.
In addition, the school develops a SEF (Self-evaluation form), with a comprehensive analysis
of school performance against the Ofsted Common Inspection Framework. The document
states the school’s current evaluation against four key areas, three of which are judged as
good and one, Personal Development, Behaviour and Welfare, as outstanding. The
document clearly states what is required to reach outstanding in all areas, which then has
direct links to the objectives and targets within the SIP.
The Headteacher also completes termly Headteacher reports to Governors and reports on
key areas including the curriculum, school improvement, performance, professional
development, safeguarding, faith and community, as examples.
People that demonstrate optimism and drive are selected to champion change to support
others, but people will also volunteer ideas, and after discussion with the Headteacher, will
take ideas forward accordingly. A number of examples were provided to demonstrate that
the concept of “change champions” operates within the school. A teacher has taken
responsibility for Rights Respecting Level One and is now actively pursuing Level Two
accreditation. In addition, the same teacher has also received mentor support to become
Maths co-ordinator in school. Other examples include working towards Arts Mark,
Sports/Games mark, as examples.
To continue to review change being “business as usual”, the school should continue to
review the feedback received from various sources such as Ofsted, the parent/carer voice
survey and the staff survey, to them implement appropriate changes with regard to
continuous improvement by conducting ongoing trend analyses to demonstrate the affect
change has on performance within the school. At present, the SEF demonstrates that there
is a belief that the school is Good overall and continued review will support people to
recognise the changes to become outstanding. This approach should also be used with
regard to staff metrics such as turnover, absence and diversity, similar to the approach taken
with pupil absence, where a report has been compiled over three years, demonstrating there
has been a decrease over three years for persistent absenteeism.
Leaders have a clear understanding of who the stakeholders are in the school. This includes
pupils, parents and carers (who receive regular surveys), the governing body, staff, the local
authority, the Catholic Diocese and local church, the local community and beyond (in terms
of charitable work, explained later in this indicator), partnerships with other schools, Ofsted
and other accreditation bodies, as examples.
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“We are a hub of social action with Rights Respecting, faith and our charitable work. It’s our
identity”.
With regard to the diversity of the workforce, the school has a relatively small complement of
staff, but has a mixed workforce in terms of male and female teaching staff, when
considering that there will be more female teaching staff in primary education in general.
Although the school is a faith school, people are recruited who are non-Catholic. A number
of staff resides in the local community; the Headteacher himself lives within walking distance
of the school.
People understand the relationship between the organisation and the wider community. The
online assessment demonstrates that 88.2% strongly agree (with 11.8% who agree) that the
school has a positive impact on society. Staff and pupils have worked together on a number
of charitable activities, a current example being the Coast to Coast bike ride which was
taking place during the Investors in People assessment. Pupils decide which charity will
benefit from funds raised, last year being the Cystic Fibrosis Trust and this year the Rainbow
Trust. Additional examples include Children in Need, World Book Day, sponsored walks
supporting the school’s direct links with schools in Kenya, fundraising for Lent and the
people’s kitchen for St. Cuthbert’s Care. Mini Vinnies has also continued. There is a senior
citizens’ Christmas party.
“We do the food bank for Worswick Welcome, there’s the Friends of St. Mary’s and the
Coast to Coast, where people sponsor children. They sell vegetables from the allotment,
such as carrots, courgettes, potatoes and green beans. On the Twitter page, the children
said they enjoyed their meal”.
“We do sponsored walks and Year 6 do the pilgrimage and carry the cross at Watergate
Park”.
The school has developed a garden within the grounds of the school, dedicated to the
memory of a pupil who sadly passed away. The garden can be used by pupils for reflection
time and the school community also raised over £18,000 for charity.
The school has an allotment where they can grow and sell vegetables, recognised by the
Ofsted inspection in July 2017 as positive opportunities for pupils. There is a gardening club
for pupils and staff including the caretaker are involved. Year 5 and 6 pupils are also
supported with enterprise activities.
The school also provides work experience for a young person for a half-morning in the office
and reception area.
The school has a positive impact on the communities and markets it serves. The school has
tracked both the charities served and the amounts raised over the last three years, showing
an increase year on year. £1485 was raised in 2015-16, £5242.75 and 2016-17 and the
school has already raised £3475 for this academic year 2017-18 with time still to go. Staff
and pupils also contribute to the Worswick Welcome Food Bank and there are a number of
displays with regard to the close links the school has to schools in Kenya.
The organisation is currently at the advanced level for this indicator with a number of high
performing features.

Performance level achieved – Advanced
Focus for Future Development
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•
•
•
•

Continue to engage with staff on what they believe makes the school a great place to
work
Continue to review the capabilities required for leaders with regard to future
challenges for the school
Continue to implement the regular staff survey, adding statements relating to change
and utilise the information over a three-year trend analysis for continuous
improvement
Review the scope for staff metrics to conduct yearly and trend analyses for turnover,
diversity and staff sickness absence, as examples

Page 49 I © Investors in People

Implications and Recommendations
The following recommendations for the leadership team are based on the professional
judgement and assessment of St. Mary’s RC Primary School undertaken by Sandra Hannah.
Firstly, everyone within the organisation should be congratulated on a positive review
against the Investors in People VI generation framework. Everyone the practitioner came
into contact with was supportive of the process, online assessment, observations and
interviews and very supportive and accommodating throughout the time on site.
This section of the report provides an opportunity to consider the potential development
needs.
OPPORTUNITIES FOR IMPROVEMENT

REAL BENEFITS FOR HIGH
PERFORMANCE

Indicator One Leading and Inspiring
People
Continue to implement the regular staff
survey with regard to leading and inspiring
people to regularly review the leadership
capabilities throughout the school. Consider
additional statements with regard to
leadership and motivation. Analyse trends
over a three-year period for continuous
improvement
Continue to develop a deeper focus with
regard to key metric information throughout
the school, implementing a three-year
analysis process, including pupil progress
and achievement and relevant
questionnaires, such as parent/carer voice.

Will provide a much greater detailed
approach to key performance measures, with
the opportunity to both benchmark
performance and utilise trend analyses for
continuous improvement and high
performance working

Will enable leaders to further develop against
key capabilities

Consider the introduction of a pupil
questionnaire
Review the future capabilities required of
leaders within the school, when appropriate

Indicator Two Living the Organisation’s
Values and Behaviours
Continue to implement the regular staff
survey, adding further statements relating to
the values and behaviours to enable
additional feedback from staff for continuous
improvement. Analyse results each year and
over a three-year period to recognise
continuous improvement
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Will provide a much greater detailed
approach to key performance measures with
regard to the value base in school, with the
opportunity to both benchmark performance
and utilise trend analyses for continuous
improvement and high performance working

Continue to offer the Parent/Carer Voice
survey and analyse results relating to the
values and behaviours within the school for
continuous improvement. Analyse results
each year and over a three-year period to
recognise continuous improvement
Consider the introduction of a pupil survey

Indicator Three Empowering and
Involving People
Consider adding additional elements into the
induction process

Will develop additional leadership skills
throughout the organisation

Continue to place emphasis within the
performance appraisal process and beyond
to support people to recognise they continue
to develop leadership skills
Determine opportunities for people to
recognise more fully that they consistently
participate in decisions where their
contribution has made a difference

Will increase the opportunities for sharing
information and for collaborative working to
support high performance working

Continue to implement the regular staff
survey, adding further statements relating to
empowerment and involvement to enable
additional feedback from staff for continuous
improvement. Analyse results each year and
over a three-year period to recognise
continuous improvement

Indicator Four Managing Performance
Ensure there is a documented approach to
performance management for lunchtime
supervisory staff
Support people to take the lead in setting
objectives and targets to respond to the
school’s goals and plans for change
Continue to implement the regular staff
survey, adding further statements relating to
the performance management and coaching
to enable additional feedback from staff for
continuous improvement. Analyse results
each year and over a three-year period to
recognise continuous improvement
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Will increase opportunities for people to have
a focus on taking the lead on setting
objectives and to further embrace high
performance working

Indicator Five Recognising and
Rewarding High Performance
Further involve people in both the review and
design of the approaches taken to
recognition and reward
Review the approaches in terms of flexibility
and being tailored to meet individual
motivations, as well as what would motivate
people to perform at their best

Would provide the opportunity to involve
people more with regard to ideas for reward
and recognition, thus enhancing the
approaches already taken

Consider whether high performing individuals
and teams should receive greater financial or
non-financial rewards
Consider adding additional statements within
the regular staff survey with regard to
recognition and reward to continue to review
staff feedback with regard to feeling valued
and appreciated for their work and
contribution. Analyse this information over a
three-year period for trend analysis, also
taking into consideration the results with
regard to targets and metrics within the
school

Indicator Six Structuring Work
Continue to review the organisation changes
and role development in light of the changing
needs of the communities and markets the
organisation serves

Will further involve people in being more
active in the decision-making process and for
collaborative working

Continue to review policies and practices to
improve the speed of decision making and
individual ownership
Consider adding additional statements within
the staff survey with regard to policies and
procedures, collaboration, organisation
structure, skills required for progression and
the creation of interesting work.
Consider additional opportunities to include
lunchtime supervisory assistants, in addition
to the training events they are invited to.

Indicator Seven Building Capability
The staff survey demonstrates that there are
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Will provide greater links between objectives

further opportunities to support people to
take ownership of their own learning.
Develop a school learning and development
plan that states the investment in learning
and development, which can then be
evaluated in terms of people’s progression
opportunities, as well as the impact on the
achievement of key performance indicators
and objectives
Share with people (especially those who are
not so familiar with the recruitment and
selection process), how this operates and
how people are chosen

set for individuals and the learning and
development requirements, focusing more
on impact
Will provide additional information with
regard to the investment in learning and
development and the outcomes achieved
through a talented workforce

Will create further transparency for people in
relation to how the recruitment and selection
process operates

Develop a more formal succession planning
approach to ensure critical roles are filled
and people can progress

Indicator Eight Delivering Continuous
Improvement
Continue to implement the regular staff
survey with an additional focus within the
statement with regard to continuous
improvement. Analyse the results each year
and through a three-year trend analysis to
support ideas for improvement
Support people to take more responsibility
for continuous improvement, looking
especially to the outside world for this

Will provide opportunities to ensure people
recognise their personal commitment to
continuous improvement

Will enable a deeper analysis with regard to
staff voice to review ideas and opportunities
for continuous improvement, linked to high
performance working

Continue to highlight continuous
improvement more in briefings, staff
meetings and appraisals with regard to the
impact created through continuous
improvement ideas

Indicator Nine Creating Sustainable
Success
Continue to engage with staff on what they
believe makes the school a great place to
work
Continue to review the capabilities required
for leaders with regard to future challenges
for the school
Continue to implement the regular staff
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Will provide further opportunities for people
to be involved in continuous improvement

survey, adding statements relating to change
and utilise the information over a three-year
trend analysis for continuous improvement
Review the scope for staff metrics to conduct
yearly and trend analyses for turnover,
diversity and staff sickness absence, as
examples
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Will create additional opportunities to review
appropriate metrics within the school for
future performance

Next Steps and Key Dates
St. Mary’s RC
Primary School
Accreditation date
13/06/2018

St. Mary’s RC
Primary School 12Month Review

St. Mary’s RC
Primary School 24Month Review

13/06/2019

13/062020

St. Mary’s RC
Primary School
Accreditation
Expiry
13/06/2021

A meeting has been agreed with the Headteacher to return to the organisation on 12th July
2018.
The purpose of the meeting will be to discuss the findings in the report and agree an action
plan for continuous improvement.
As highlighted in the table above, the Investors in People practitioner will return to the
organisation in twelve months to conduct a review in June 2019 and again for a twenty four
month’s review in June 2020. The scope and objectives for the review will be agreed each
time in advance, leading eventually to the full framework review in June 2021. The
practitioner will provide additional detail at the feedback meeting.
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Annex 1: Assessment outcome table
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Get in touch:
Call us on 0300 303 3033 today
Follow us on Twitter: @IIP
Go online: www.investorsinpeople.com
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