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Executive Summary 
 

This is St. Mark’s Elm Tree’s first assessment against the new Generation VI standard of 

Investors in People.  The assessment consisted of an online assessment in which all staff 

were invited to take part, a desktop review of a range of documents, a study of the school’s 

website and fourteen in-depth interviews.  Senior leaders described their perceptions of how 

you meet the standard in separate lengthy discussions before and during the assessment. 

The school has an abundantly clear moral purpose which derives from your Christian beliefs.  

The extent to which the values which underpin your purpose are woven into the curriculum 

and day-to-day activity in the school is a considerable strength which sets you above most 

other schools.  All staff fully buy into your values, and they appreciate the extent to which 

they are adhered to with adults in the community as well as children. 

You have clearly-communicated strategies for improvement, including the development of 

leadership across the school as well as continued progress with teaching for learning.  The 

SLT encourages teaching staff to use their flair and to be increasingly adventurous in their 

classroom practice. 

The extent to which staff take ownership of delivering your objectives is impressive.  There is 

consistent involvement in decision-making, and staff are readily able to make their own 

decisions within well-understood boundaries. 

Without exception, people fully understood how their objectives fit into those of the school as 

a whole.  This is reinforced through the appraisal process.  The extent to which staff are able 

to align their own work and the objectives of the school was apparent from both the Investors 

in People online assessment and from the on-site interviews.  Staff value the appraisal 

process and see the supporting activities such as observations and work scrutinies as 

helpful. 

Interviews showed that staff aim for high performance.  Your own survey feedback showed 

some uncertainty on this front and you will no doubt continue to monitor the extent to which 

consistent high performance is the norm throughout the business. 

There was sound evidence that you assess people’s behaviours against your values through 

the appraisal process. 

The way you reward staff supports your objectives, and staff understand what they need to 

do to be recognised.  There is a very healthy culture of celebration for adults and children 

alike.  Nevertheless, online assessment results for this indicator were the weakest of the 

whole exercise, and you will want to review your approaches. 

Roles are well-structured, with a relatively flat hierarchy.  You are aware of the need to keep 

the structure under review so that it continues to meet your needs as the school grows and 

changes.  One impending change is to the building, and you are also aware of the need to 

ensure that the new premises continue to enable staff to network with each other. 

People’s progression is important to you.  It is therefore important that it is built into their 

roles.  Senior leaders actively encourage staff to progress.  There was strong evidence from 

the interviews of support staff moving from volunteering activities into permanent work.  

Equally, there was good evidence of classroom staff being encouraged to develop 

leadership roles. 
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There was strong evidence from both the on-site interviews and the online assessment that 

staff feel they are actively supported in their learning and development.  Leaders are clear 

about the particular learning and development needs of each member of staff, and there is 

strong support both for individuals’ development and collective CPD in line with your 

objectives.  Staff said that the CPD arrangements work well. 

Continuous learning is without doubt a focal dimension of your culture.  There is a common 

understanding that continual development of knowledge and skills will help you to move on 

in the school.  You make effective use of external sources to facilitate your development.  

Staff talked well about how they have contributed to improving performance by suggesting 

better ways of working. 

Recruitment and selection is seen on the whole to be highly effective.  Staff believe that you 

get the right people in place whom you can then train up in terms of knowledge and skills.  

The SCITT is seen as being particularly beneficial in terms of ‘growing your own’ in line with 

your values and culture. 

Succession planning is a growing strength of the school.  The doubling up of subject leads 

across the upper and lower schools covers you for continuity, as does the broadening of the 

senior leadership. 

Without exception, staff showed in interviews that they believe that St. Mark’s Elm Tree is a 

great place to work.  They enjoy their work and feel valued for their contribution.  They are 

highly committed to pupils’ success and improving their own capability for the children’s 

sakes.  Staff spoke very highly about the happy climate and positive relationships created by 

senior leaders. 

Leaders are highly conscious of the challenges you face in the future.  You fully understand 

that the school will be quite a different place in the near future and that everyone needs to 

be able to adapt accordingly.  In response, senior managers are increasingly addressing the 

need to develop all leaders’ capability, including their own.   

There is a very positive outlook towards change.  When it does occur, change is 

communicated well so that staff fully understand the implications.  Throughout the IIP review, 

it was abundantly clear that people accept change as ‘business as usual’, and they view it as 

essential if the school is to continue to move forward. 

You fully understand the context in which you work.  You seek to ensure that you develop 

effective partnerships with stakeholders.  As far as the wider community is concerned, staff 

talked about a wide range of involvement which benefits the community as well as 

broadening pupils’ understanding of their environment. 

 

Further development activity is recommended along the following lines: 

1. You will want to monitor the situation with regard to the new building to ensure that 
effective channels of communication are maintained. 

2. I recommend that you review the extent to which all staff have stretching objectives 
supporting the school’s continued development 

3. It will be important to enable informal networking of staff at other times if they are not 
able to chat with each other because of the new timetabling of lunch breaks 

4. I recommend that you discuss your approaches to recognition and reward with staff 
to ensure that what you have in place suits their needs 
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5. It will be helpful to keep practices under review to monitor the extent to which 
decisions are made more quickly and more autonomously as leadership capacity 
expands 

6. Although you clearly nurture innovation, it will be necessary to be able to 
demonstrate speed of adaptation of innovations as a High Performing organisation. 

7. Insufficient explicit evidence of measurable continuous improvement over an 
extended period across all three themes in most of the Indicators was found for you 

to be at the high performing stage. 

St. Mark's Elm Tree C of E VA Primary School assessment outcome 

 
 

 

 

St. Mark's Elm Tree C of E VA Primary School final award outcome 
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Introduction 
 

St. Mark's Elm Tree C of E VA Primary School sought re-assessment against the Investors 

in People standard in July 2016, after having achieved Gold accreditation for the previous 3 

years under the previous version of the national standard.  As a primary school with high 

aspirations, St. Mark's Elm Tree C of E VA Primary School is seeking to apply the IIP 

framework as a key part of its developing people strategy aimed specifically at achieving an 

Outstanding judgment at your next Ofsted Inspection. 

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. Mark's Elm Tree C of E VA 

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. Mark's Elm Tree C of E VA 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. Mark's Elm Tree C of E VA 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. 

Mark's Elm Tree C of E VA Primary School are discussed, outlining development 

recommendations. 
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Organisational context 
 

Organisational Ambition 

You clearly attach considerable importance to the Investors in People framework.  You see a 
high level of IIP accreditation as being powerful verification for yourselves of the quality of 
what you do as well as providing a blueprint for further progress.  Having achieved the Gold 
Award in 2013, you said that you now aspire to a higher level award on this occasion. You 
have said that your organisational ambition is to achieve an Ofsted Outstanding judgment.   

 

Strategy 

An Ofsted inspection in February, 2013 found St. Mark’s Elm Tree to be a good school with 
outstanding features.  Inspectors remarked that ‘The headteacher’s drive and ambition for 
the school, coupled with high expectations of everyone, have further developed the school 
and raised standards, particularly in mathematics and reading. She is well supported by a 
willing staff and a strong leadership team who exhibit a collective responsibility to further 
improve the school’.  A subsequent Statutory Inspection of Anglican Schools (‘Section 48’) 
inspection in March, 2013 found the school to be outstanding in terms of its religious 
dimension.  These inspectors stated that ‘this is a very successful school because everyone 
shares responsibility in its quest for excellence’.  Subsequent visits by your School 
Improvement Partner have consistently confirmed that ‘We are judged by our School 
Improvement Partner to be good in all areas, with some outstanding aspects’ 

In the context meeting, the Head described two of your major strengths as being that you 
know each child individually and everyone is aware of making a difference regardless of their 
role in school.  She also stated that absorbing another primary school into the MAT 

arrangement, with unknown skill-sets and unknown values, would be a major challenge. 

In order to move forward, you have specifically identified the need to develop further your 
leadership capacity and capability.  The school is moving towards two-form entry in 
September, 2016, with a planned intake of up to 60 pupils.  With this in mind, plans are in 
hand for improved premises.  Senior leaders are also reviewing St. Mark’s designation as a 
maintained school.  It is expected that you will convert to academy status as part of a multi 
academy trust (MAT) in collaboration with another local primary school.  These changes will 
place extra demands on leadership.  Also, the plans to develop leadership capability reflect 
the Head’s own personal outlook in terms of developing staff. 

 

Staff 

A key to success of St. Mark's Elm Tree C of E VA Primary School’s strategy is the 

development of its people.  Apart from your wish to strengthen your leadership capacity, you 

accept that you will never reach perfection in what you do, so continuous improvement of 

teaching for learning is essential to your ongoing improvement of outcomes for pupils.  The 

benefits of IIP as a framework and guiding process for continuous improvement guide this 

development. 

 

St. Mark's Elm Tree C of E VA Primary School’s Self-diagnostic 

Having carefully considered the IIP Framework, St. Mark's Elm Tree C of E VA Primary 

School believe that you are performing well against the Generation VI indicators.  The heat 

maps below summarise where St. Mark's Elm Tree C of E VA Primary School currently sits 
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against the each of the nine IIP indicators based on what emerged from our initial 

discussions in the context meeting 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 

the school. 

 

You saw yourselves as being at the High Performing or Advanced stage for most areas.  

Your own analysis showed you to be High Performing in terms of living your values (indicator 

2), managing performance (indicator 4), building capability (Indicator 7) and creating 

sustainable success (Indicator 9).  You were less positive about empowering and engaging 

staff (indicator 3), recognising and rewarding performance (indicator 5), structuring work 

(indicator 6), and delivering continuous improvement (indicator 8) 
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St. Mark's Elm Tree C of E VA Primary School ‘As Is’ heat map 

 

You made it clear in our context meeting that you aspire to be an Investors in People 

Platinum organisation.  Your ‘To be’ heatmap reflects this goal, with the ultimate aim of being 

High Performing across the board.  When asked, senior leaders said that they believe this is 

genuinely attainable before the next review in three years’ time. 

 

Aspiration or ‘To-be’ heat map 
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Assessment Approach 
 

Following the initial Context Discussion with key senior leaders in St. Mark's Elm Tree C of E 

VA Primary School, from which details for the organisational analysis were updated, the 

school was assessed primarily using the IIP40 online assessment and interviews.  Staff were 

informed of the IIP assessment and accreditation process by Val Hall; 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.  As a small organisation of just 45 members of staff, all 

staff were asked to complete the IIP40 survey.  31 completed surveys were returned (69%), 

indicating a good level of engagement by staff.  Returned surveys represented all functions 

and levels of St. Mark's Elm Tree C of E VA 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.  Semi-structured interviews 

were carried out with 14 respondents, from all functions and levels.  All of them were 

interviewed one-to-one.  Confidentiality was assured.  Interviews lasted one hour.  

Respondents appeared to willingly share and discuss their experiences and attitudes. 

In addition to arranged interviews, several informal conversations took place with senior 

leaders, including a full discussion with the Head about the data you use in school. 

Whilst no specific observation activities were carried out, one member of staff whom I 

interviewed offered to show me the new outdoor play area.  Another showed me some of the 

displays in corridors which demonstrated your values.  General movement around the site 

allowed effective observation of a range of activities.   

Data on which the assessment was based included that elicited from the survey and 

interviews, observations and documents provided by St. Mark's Elm Tree C of E VA Primary 

School.  Documents were freely provided and included your current School Improvement 

Plan, the Head’s summary of classroom observations, an audit of progress prepared by the 

Early Years lead, a similar report on progress with IT, teachers’ tracking sheets and your 

internal Ofsted parental survey. 
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How St. Mark's Elm Tree C of E VA Primary School was assessed  

 

 
 

 
 
The online assessment was deployed to 45 employees and we saw a 
response of 31. This return of 69% was above the international 
Investors in People guidelines (50% for an organisation of this size) 
and therefore the sample is considered statistically significant. 
 
 

 
 
 
Based on the finding from the online assessment, I interviewed 14 
employees from across the organisation.  
 
 

 

 
 
 
 
I observed the new outdoor play area (which featured regularly in 
interviews), corridor displays and other information on walls. 
 

  

 

Types of analysis undertaken and the sources of information used.  I 

analysed your Investors in People online assessment and School 

Improvement Plan, the Head’s summary of classroom observations, an 

audit of progress prepared by the Early Years lead, a similar report on 

progress with IT, teachers’ tracking sheets and your internal parental 

survey.  I read your most recent Ofsted and SIAS reports and gathered 

information from the school’s website. 
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Detailed Assessment Outcome 

 
This section provides a detailed analysis of organisation St. Mark's Elm Tree C of E VA 

Primary School’s assessment against the IIP framework.  The table in Annex 1 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 education sector 

has been used and is shown below.  

St. Mark's Elm Tree C of E VA Primary School sector benchmark 

The alignment summary below compares your online assessment results with those 

available for education institutions as a whole.  You will see that your scores exceed the 

national benchmark for all nine indicators. 
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Summary of online assessment results  

 

Detailed information regarding the online assessment results is available in Annex 2  
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Indicator 1:  Leading and Inspiring People 

 

 

Creating transparency and trust 

You have an abundantly clear purpose and vision, reflecting the Christian nature of the 
school.  Your mission statement was evident on the school’s website and in other 

documentation seen during the assessment such as your School Improvement Plan: 

‘Welcome everyone 

Build Christian values and worship into our teaching 

Establish strong links between home, school and community 

Endeavour to reach our full potential and celebrate our achievements 

Care for, encourage and respect each other. 

Support each other to stay safe, healthy and make a positive contribution to the 

world’. 

 

The vision and supporting objectives are amplified in a detailed school improvement plan 
(SIP).  In the context meeting, you said that you aim “for children to be successful, confident 
learners at every phase, underpinned by Christian and British values”, and the link between 
children’s progress and the values was very apparent in the way your objectives are framed.  
In the online assessment, 92% of staff were positive in answering the question ‘Our leaders 
clearly communicate the organisation's vision and objectives’. 52% of staff strongly agreed.  

In part, this is due to their involvement in the planning process (see below).   

There was strong evidence of effective two-way communication between leaders and staff.  
Weekly staff meetings and briefings are supported by regular emails from senior leaders.  
Staff said in interviews that they feel readily able to express their own views and share their 
own information with leaders.  Various examples were quoted of getting round potential 
obstacles to good communication.  The ARB teacher, for instance, attends all staff meetings 
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even though she works in a separate unit from the main school.  Another teacher described 
how her working hours mean she misses the weekly briefing.  Her job share partner, though, 
feeds back items to her.  A part-time TA said that she makes a point of reading emails at 
home.  If there’s an essential staff meeting with CPD content, she said, she will attend it.  
“You have to make more effort when you’re part-time”, she reflected.  This person also 
spoke about good peer-to-peer communication.  She spoke about staying in school for lunch 
one day a week to get to get talk to colleagues.  Staff proved thoughtful about the issue.  
Another TA voiced the view that communications between key stages are likely to be a 

challenge in the new building. * 

In the online assessment, 100% of staff were positive in answering the question ‘I trust the 
leaders in my organisation’.  52% of staff strongly agreed.   

 

This is indicative of the levels of trust that have been built up.  In interviews, staff confirmed 
that they share a common trust in all of your leaders, including those who are relatively new 
to leadership roles – also including each other as subject leads.  In the context meeting you 
described how the SLT presents a united front, ironing out any differences among 

themselves. 

Also in the meeting, Val Hall commented on the fact that no senior leaders are non-teaching.  
Val herself covers PPA, and she commented, “It’s good for me.  It means I know what it’s 
like to be doing what we expect of staff”.  She felt that this enhances their trust in leaders as 
active role models.  Senior leaders establish credibility with subject leaders by modeling best 
teaching for learning practice.  They see it as part of the role of senior leaders to trail new 
ideas before they are rolled out to other members of staff.  Based on your evaluation, you 
said that an emerging priority is for teachers to be more agile to adapt within lessons, 
reflecting the move away from the notion of all children making progress in any lesson.  One 
of the senior leaders has led by example, modelling this agility to other staff.  Staff made 
comments such as, “Mrs. Hall is so approachable” and, “The Head has always been fair with 
me.  She gets it back in the way I give back to the school”.  Speaking about another senior 
leader in her role of subject lead, one teacher observed, “She’ll come to speak as an equal, 
not looking down on you”.  In the online assessment, 100% of staff were positive in 
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answering the question ‘Our leaders motivate me to achieve exceptional results’.  48% of 

staff strongly agreed. 

 

Motivating people to deliver the organisation's objectives 

Without exception, staff throughout the school were able to talk confidently about your 
objectives.  They were fully aware of the overall aims for children’s learning, and they could 
talk well about objectives for their Key Stage or their position in the school.  During our 
interview, one member of the support staff offered me a guided tour of the new outdoor play 

area.  She talked confidently and enthusiastically about its relevance to children’s learning. 

Staff were very positive about the support they get from their leaders in fulfilling your 
objectives.  A relatively new teacher stated that “I got all the support I needed from leaders 
when I started here”, while another described getting a lot of guidance from the KS lead as 
well as from the teacher in the next-door classroom.  One person said that an Assistant 
Head had offered her mentoring as part of her development.  In the role of subject lead as a 
line manager, one teacher described supporting staff by leading an input on poly printing so 

they could have some experience of it before embedding it into their teaching for learning. 

The passion for delivering your objectives and motivating staff to deliver against them was 
highly apparent in the context meeting.  The enthusiasm of this relatively new leadership 
team to continue to facilitate better outcomes for pupils was very clear.  This was confirmed 
in further discussions during the assessment process. 

In the online assessment, 94% of staff were positive in answering the question ‘My 

organisation develops great leaders’.  There were no negative responses.  Consequently, 

conversations in ll interviews showed that staff are wholly inspired to achieve the best 

outcomes possible for the children in the school.  This in turn demonstrated a strong 

motivation to help pupils themselves achieve above and beyond what might be expected for 

them. 

 

Developing leadership capability 

Leaders have a sound knowledge of what they need to do to lead, manage and develop 
their colleagues effectively.  Senior leadership and subject lead responsibilities are fully 
understood.  As has already been mentioned, senior leaders by model best practice in 
teaching for learning.  Their own work is “totally open to anyone’s scrutiny”, and leaders 
described this climate as openness as one of the essential leadership qualities.  They also 
talked about the importance of giving direction to staff, offering them support and ensuring 
high levels of trust when asked what expectations there are of them as leaders.  This was 
equally true of subject leads as well as senior leaders, although the direction was in this 
case more about developing a sense of direction for their area of the curriculum, together 
with clarity of where it fits into the curriculum as a whole.  For subject leads, support included 
leading CPD inputs to make sure that colleagues have the knowledge and skills to be able to 
deliver each subject effectively.  One subject lead described her style in terms of “working 
alongside staff rather than talking at them”.  In the context meeting, the Head said, “We 
believe in growing our own leaders”.  This helps to ensure that there is a common view of 

what leadership means for St. Mark’s Elm Tree. 
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Staff were clear about their expectations of their leaders.  They replicated the descriptions of 
leaders themselves in terms of providing direction and support, and added that they value 
the degree to which they genuinely lead development of subjects and best classroom 

practice by sharing expertise and knowledge.  One teacher spoke warmly about the new 
ideas bought in by her KS lead.  An NQT commented that she had shared concerns about 
her teaching with one of the Assistant Headteachers.   She appreciated the fact that she had 
felt able to talk openly, and added that she had “lot of support from her and Val”.  “It’s nice to 
know the support’s there,” she said.  When asked, staff said that they give feedback on the 
ways in which they are led and managed.  An NQT, for example, mentioned the feedback 
she gave to her mentor on how helpful she has been. 

The comments in previous paragraphs are evidence of the confidence that staff have in the 
school’s leadership and management capabilities.  The TA who showed me the outdoor play 
area observed that her ability to talk confidently about it was an indication of her own growth 
as a result of the support she has been given.  Other people made comments such as:- 

“Because of the support I’ve had, I’ve got back my confidence as a teacher”; 

“Val has been brilliant with me”; 

“She’s the best boss I’ve ever worked for”;  

“The way she manages people is very good.  She’s very fair” 

“I can’t sing Debbie’s praises enough.  She’s been incredible”.   

This last person gave the example of making the jump from being a student to becoming a 
class teacher which, she said, was “daunting”. 

You are clear about the future leadership capabilities you will need.  The attributes needed 
of leaders are unlikely to change, you say; it is more a question of expanding leadership 
capacity.  The Head mentioned two different aspects.  Firstly, the larger school will require a 
greater number of leaders (see further below).  Secondly, she is conscious of the need for 
middle leaders to grow in capability and take more accountability.  There was some mention 
of the likely implications of the school becoming part of a MAT in relation to developing 

leadership. 

Verification for Indicator 1 

There was good data evidence to support the quality of leadership.  All senior leaders are 
subject to annual appraisal, with objectives which are designed to improve their own 
capability as well as having an impact on the quality of teaching for learning and, ultimately, 
pupil outcomes.  Your latest SIAS report (2013) commented, ‘The effectiveness of the 
leadership and management of the school as a church school is outstanding.  The 
Headteacher is a highly effective leader.  Staff support her fully, and there is a very strong 
team approach’.  Your last Ofsted report (2013) said, ‘The leadership and management are 
good.  The headteacher’s drive and ambition for the school, coupled with high expectations 
of everyone, have further developed the school and raised standards, particularly in 
mathematics and reading’.  Although this evidence dates from 2013, comments made by 
staff in the IIP interviews and subsequent visits by your School Improvement Partner confirm 
that it is still pertinent.  Since then, steps have been taken to create a stronger leadership 
team.  Pupil attainment data show that leadership has had an impact on performance, which 
is improving.  Pupils achieving Level 4 or above in Reading, Writing, Maths at KS2 has risen 
from 81% of staff were in 2013 to 93% of staff were in 2015 (the latest figures available).  At 
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KS1 in 2015 all pupils made 2 or more levels of progress  in Reading and Writing, while 92% 

of staff were did so in Maths. 

Internal evidence was available of middle leaders growing into their roles.  Middle leaders 
analysed pupil attendance in comparison with pupil attainment across all age groups.  
Changes subsequently made to attendance policy mean that the school is within national 
targets, and no child has less than 85% of staff were attendance.  Middle leaders’ increasing 
accountability is also shown by their monitoring of Pupil Premium Grant funding, including 
reporting to the Governing Body. 

The Nursery Leader has drafted an impact statement, which is a good measure of the effect 

of her leadership during the year.   

Insufficient explicit evidence of measurable continuous improvement over an extended 

period across all three themes in this Indicator was found for you to be at the High 

Performing stage. * 
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Indicator 2: Living the organisation’s values and behaviours  

 

Operating in line with the values 

In all effective schools their core values are clearly communicated not only internally with 
staff and students but also externally to other stakeholders such as parents and carers.  The 
extent to which your own values are explicit is commendable.  This was noted in both the 
Ofsted and SIAS reports in 2013.  The values strongly reflect your classification as a faith 
school.  Apart from being observable on your website, elements of the values are highly 
visible in work on walls in corridors (including British values).  The integration of the values 

into your curriculum is a particular strength of the school. 

There was strong evidence that staff are led and developed in line with the values.  They 
quoted a wide variety of examples.  A teacher described how when a new member of staff 
arrives, the Head introduces them in assemblies by saying, “This person’s a new member of 
our family”.  When either pupils or staff leave, there are blessings for them in assembly.  
Other people stressed the egalitarian nature of the school: one stated that the Head insists 
to pupils that lunchtime staff should be treated like any other member of the team, while 
another member of staff remarked, “There’s no sense of hierarchy in the way she treats 
people”.  Other staff commented on the nurturing, encouraging climate for adults in the 
community as well as children. 

The comments in the previous paragraph confirm that leaders act in line with your values 
when making decisions.  This was further clarified in discussions with senior leaders 
themselves, where they emphasized that decisions are always based on the best interests of 
the children.  In the context meeting, you observed that “senior leaders are very good at 

having challenging conversations with staff about the values”. 

There was strong evidence that the values lie at the heart of everything you do.  In the 
context meeting, you talked about discussions with all staff and the Governing Body last year 
asking, “What would you go to the wall for?”  This led to the current iteration of the mission 
statement, which shows how your mission should be (and is) stitched into the curriculum, 
classroom delivery and other practices and behaviours.  As a result, the Head said, 
“Everyone is now very conscious of the values needing to be in every part of their room”.  
For her part, a teacher described how she encourage the religious aspect of the school “by 
dropping it into emotional literacy and ethics to do with respect”.  Recently, the teacher in 
charge of Worship took photos of the values in practice throughout the school, including 
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class worship. 

 

Adopting the values 

Without exception, staff seen during the IIP assessment were entirely clear about your 
values.  One person remarked, “The ethos is obvious as you go around the school.  It’s 
helpful to what we’re trying to do in the classroom”, while another talked positively about how 
the school has offered its premises to parishioners for weekly Eucharist.  “Having a church in 
the school says a lot about what we stand for”, she said.  Other staff talked about the ways 
in which people’s understanding of the values comes about.  A teacher stated that a 
person’s ability to align with the ethos will be judged at the interview stage, so staff are 
recruited with the values in mind.  A TA described starting as a volunteer and progressing to 

become a permanent TA, so her understanding of the values has, in effect, grown with her. 

In the online assessment, 97% of staff were positive in answering the question ‘I share the 
same values as my organisation’.  A healthy 52% of staff strongly agreed.  This motivates 
them to act in line with the values.  “The religious aspect is central to daily life in the school,” 
said one teacher”.  “Daily worship at the end of each day raises the importance of our 
values”.  Mention has already been made of the lack of a sense of hierarchy.  A teacher 
reflected on this in saying, “Children do not see a distinction between the teacher and TA.  
They are just doing different things in the lesson”.  The Governing Body has an Ethos 
Committee, which selected staff are able to attend.  The committee recently talked about 
links between different aspects of the curriculum such as PSHCE, RE and SMSC in relation 
to the Christian and British values. 

It is clear that people do the right thing – rather than what might be the easiest thing – in 
accordance with your values.  In the online assessment, 97% of staff were positive in 
answering the question ‘My organisation's values guide the way we operate and make 
decisions’.  58% of staff strongly agreed.  This was consistently confirmed in all interviews. 

It is also clear from all interviews that decisions are based on the values rather than any 
notion of self-interest.  In the context meeting, the Head reflected this when she said, “The 

culture here makes its own decisions”. 

 

Living the values 

From previous comments, it is to be expected that staff understand how to behave in line 
with you values.  This was indeed the case, and without exception people confirmed this in 

interviews. 

Furthermore, it is entirely apparent that staff are encouraged to reflect the values in their own 
behaviours.  In the online assessment, 100% of staff were positive in answering the question 
‘My day to day behaviour reflects the organisation's values’.  A significant proportion - 68% 

of staff -strongly agreed.   
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This was confirmed in my interviews.  One teacher remarked that “our values underpin 
everything here.  We’re constantly talking about them, and the children are readily able to 
describe them”, whole speaking about her own perspective, another person observed, “I 
wholeheartedly believe in the ethos of the school”.  A relatively new teacher who was talking 
about her development in the school commented, “Deb [an AHT] was just praising me and 

praising me, so I knew I was doing the right thing for the children”. 

There was good evidence that people feel comfortable in challenging behaviours which are 

not in line with your ethos.  In the online assessment, 100% of staff were positive in 

answering the ‘We challenge behaviours which are not in line with our organisation's values’.  

65% of staff strongly agreed.   
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In setting expectations on this front, senior leaders said in the context meeting that they 

believe that children as well as adults are free to challenge inappropriate behaviours.  They 

said that one member of staff has been trained on homophobic bullying by Stonewall.  Staff 

have subsequently challenged inappropriate comments in the staffroom, they said.  In 

interview, a TA gave an example of challenging the language of a colleague which was not 

in keeping with accepted behaviour. 

 

Verification for Indicator 2 

There was data evidence to support the requirement of this indicator in the strong responses 
to relevant IIP online assessment questions, such as ‘My organisation’s values guide the 
way we operate and make decisions’. 

External evidence was available of your distinct values as a faith school.  SIAS reported that 
‘The distinctiveness and effectiveness of St Mark’s Elm Tree Voluntary Aided Primary 
School as a Church of England school are outstanding’.  For their part, Ofsted stated, 
‘Spiritual, moral, social and cultural development are key to the school’s success. Its strong 

but nurturing approach ensures every pupil achieves their best’. 

Internally, you can demonstrate the impact of development of your values through the 
explicit embedding of them in your curriculum monitored through planning, work scrutinies 

and classroom observations. 

Insufficient explicit evidence of measurable continuous improvement over an extended 

period across all three themes in this Indicator was found for you to be at the High 

Performing stage. * 
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Indicator 3:  Empowering and involving people 

 

Empowering people 

Without doubt, staff believe that they have access to the knowledge and information they 
need to do their job well.  Leaders talked about ensuring that all staff were fully appraised of 
all relevant policies and practices.  Senior leaders also emphasised how they make sure that 
staff are aware of new or changing expectations in relation to, for instance, the curriculum or 
assessment processes.  With regard to the latter, the Head mentioned specific examples of 
dissemination of advice and guidance to classroom staff.  A member of the office staff said 
that the Head had explained Operation Encompass (the scheme adopted by many police 
forces to develop partnership working between themselves, Local Authorities and nominated 
'Key Adults' in schools) to her so she understands the nature of relevant incoming phone 
calls.  There was good additional evidence of peer sharing of knowledge to help people do 
their job effectively, such as a very detailed email circulated to all staff which tracked pupil 
progress.  An experienced TA said, “I love helping the new TAs.  They often come to me for 

advice” (see further below). 

In a school context, it is an expectation that classroom staff should feel empowered to 
identify better ways of working for their own practice.  Without exception, staff at St. Mark’s 
Elm Tree confirmed that this is the case.  It is part of the concept of teacher as reflective 
practitioner on a day-to-day basis.  It also part and parcel of performance management.  
Staff were readily able to give examples.  A teacher said that in response to an appraisal 
objective of raising attainment in RE, she worked with the RE lead to devise a new 
assessment sheet .  All staff are now applying it, she said.  The ARB teacher has been able 
to develop her own marking approach to suit the particular needs of pupils in her care.  A TA 
described how she is taking on more responsibilities, such as co-ordinating external 
students, parent volunteers.  She observed that she has the freedom to use her own 
initiative in how she shapes the work.  In the online assessment, 94% of staff were positive 

in answering the question ‘I feel empowered to make decisions and act on them’. 

Compared with many organisations, there was very strong evidence of your encouraging 
staff to take the lead and develop leadership skills.  In general terms, it is what is expected of 
teachers in their role as leaders of learning in the classroom and as subject leads.  In 
relation to the former, the Head stated in the context meeting, that she wants to build the 
capacity to be adventurous by dint of staff taking the lead in their own classroom practice.  In 

the context meeting, she said quite emphatically, “We believe in growing our own leaders”. 
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It is a stated priority for the school to develop leadership capability, and there have been 
structural responses.  The school now has upper and lower school subject leads, thus 
adding to opportunities for people to develop their leadership skills.  TA mentioned taking 
responsibility for specific aspects such as PE and outdoor learning and undertaking the 
associated planning.  In the context meeting, the Head said that she is “asking for organic 

leadership”. 

People are confident that they are able to use their own initiative.  In the online assessment, 

97% of staff were positive in answering the question, ‘I am encouraged to take initiative in 

my role’ but only 39% of staff strongly agreed.  This was explored further in the on-site part 

of the IIP assessment, and there was ample evidence of this being the case in terms of 

classroom practice and leadership of subjects.  Other examples quoted included the ARB 

teacher who is investigating PIVATS as a new assessment system on her own initiative.  

Meanwhile, a TA talked at some length about how she has consciously adapted her own 

classroom involvement in reaction to the preferences of a different teacher this year 

 

Participating and collaborating 

Staff say they are fully consulted about decisions that affect them, such as plans for 
conversion to academy status and for the proposed new building.  There is an understanding 
that issues affecting everyone will be openly discussed in staff meetings.  On a more 
functional level, the Caretaker described how he makes joint decisions with the Head about 

premises issues. 

Staff feel involved in the decision-making.  A teacher commented that there had been 
discussions in the whole-staff team about streaming in preparation for mixed-age class 
groupings next academic year, and one member of staff reflected that as a relatively 
inexperienced teacher she feels that her views are respected by senior leaders and by her 
peers.  This confirms a view that emerged from all interviews that staff believe their 
contribution is recognised and valued by the Head, other senior and middle leaders and their 
peers alike.  Staff consistently mentioned the contributions they have made to decisions 

about the curriculum. 

Staff feel that their contribution makes a difference.  It is an approach summed up by a 
teacher who said, “You never feel as if change is imposed.  We work together to find the way 
forward”.  In the context meeting, senior leaders gave a particular example, with two-form 
entry being trialled in the Foundation Stage to test out new approaches, looking at 

basic/continuous provision and assessment so that staff’s views can be taken into account.   

In the online assessment, 94 % of staff were positive in answering the question ‘I participate 
in decision making with others in my organisation’.  A mere 29% of staff strongly agreed.  
However, there was strong evidence on-site of a collaborative culture across the board.   
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In the context meeting, you commented that everyone is championing their subject area as 
part of a “really good piece of collaborative working in relation to a funding bid”.  One teacher 
enthused, “There’s always something unpredictable crops up no matter how you plan it.  You 
need to be adaptable all the time and you need a strong team around you.  They’ve been 
very supportive”.  Another described how she collaborates with her job-share class teacher 
to stitch maths teaching into the themes she works with in the afternoons.  “We work like a 
very well-oiled team.  It’s good for the children to have three teachers working with them 
during the day,” she reflected. 

 

Making decisions 

In the online assessment, 97% of staff were positive in answering the question ‘I am trusted 
to make decisions in my role’.  Various staff gave a range of examples.  The Caretaker 
organises his own work schedule based on planned maintenance and requests logged by 
staff, with delegated responsibility from the Head.  At subject level, the RE lead gave staff 
bare plans for integrating the religious aspect into the curriculum for them to adapt and adopt 
to suit their classes.  She offered support where people felt they needed it and was able to 

monitor implementation through planning scrutinies. 

Leaders discuss boundaries to decision-making with the staff concerned.  The example was 
given in the previous paragraph of the Caretaker having delegated responsibilities.  
Similarly, the current apprentice described “learning how to draw limits and when to call for 

help”.  The boundaries have been discussed with the KS lead. 

Examples were seen of information being shared which enables people to make their own 

decisions, such as information from a KS lead on pupil progress. 

Examples were also offered of staff being able to challenge the status quo.  A TA 
commented, “You’re encouraged to speak out if there’s anything you’re not happy with”, 
while another TA said that she had expressed her unhappiness when the Head placed her in 
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different year group.  New sessions have just been introduced for lunch breaks, which mean 
that staff are working staggered hours around the lunch time.  Talking about this, one person 
said she was aware that the changes will affect people’s ability to talk with other staff and 
communications might become a bit more compartmentalised.  She said that she – and 

others - will be able to comment if she feels there are adverse effects. 

 

Verification for Indicator 3 

External evidence was available of staff being accountable.  Ofsted noted that the Head ‘is 
well supported by a willing staff and a strong leadership team who exhibit a collective 
responsibility to further improve the school’.  Leadership and management of the school 

continues to be judged as at least good by your School Improvement Partner 

There was data evidence to support the requirement of this indicator in the strong responses 
to relevant IIP online assessment questions, such as ‘I feel empowered to make decisions 
and act on them’ and information shared with staff which was seen as part of the desktop 

review. 

Internally, the average time to promotion for teaching staff is reducing, with growing numbers 
of them in leadership roles.  The recent graffiti art project in Stockton town centre showed 

visible evidence of staff taking the lead and using their initiative.   

Insufficient explicit evidence of measurable continuous improvement over an extended 

period across all three themes in this Indicator was found for you to be at the High 

Performing stage. * 
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Indicator 4:  Managing performance 

 

Setting objectives 

 

There was highly consistent evidence that everyone knows what is expected of them.  
Overall expectations are set out in job descriptions and through the national Teachers 
Standards, as well as their participation in the SIP process.  Their own objectives are directly 
aligned to those of the school via appraisal.  In performance management, one objective is 
whole-school, one is their own subject suggestion and one a personal choice.  They fully 
understand the alignment.  In the online assessment, 97% of staff were positive in answering 
the question ‘My organisation’s success is dependent on all of us achieving our individual 

objectives’, with 65% of staff ‘strongly agreeing. 

The three different objectives outlined in the previous paragraph necessarily mean that staff 
are involved in setting their own.  All staff were able to talk about the discussions that had 



 

Page 29 I © Investors in People  
 

led to objective-setting and the actual objectives set.  One TA, for instance, described hers 
as (1) taking more responsibility in class, (2) extending children’s letter formations, (3) 
involvement in multiplication work.   She noted that they had been set based on observation 

of her deployment in class. 

In the context meeting, the Head elaborated on the objective-setting arrangements.  The 
Governing Body sets her three objectives, which then filter down into KS leaders’ objectives 
(e.g., improving attendance) and in turn to other staff whom they line manage.  There is 
therefore a direct link between the school’s performance measures and individuals’ 
objectives.  A TA amplified their involvement in this linkage, noting that each of them has an 
appraisal target relating to raising attainment of a group of children (phonics in her case).  
Varying views were expressed about the degree of stretch involved in objectives.  Teachers 
as a whole saw them as testing and designed to deliver ever-better outcomes for children.  
Some TAs, on the other hand commented that their targets were “Not really stretching”, 
despite the link to pupil attainment: they felt that they could support their pupils to achieve 
success without too much difficulty, given the techniques and schemes of work available to 
them. *  Teaching staff commonly described a different kind of stretch from that involved in 
appraisal by developing their own practice: the degree to which objectives agreed after 
classroom observations are stretching is dependent on each teacher’s individual capability 

across the whole suite of good practice in the classroom. 

There was good evidence of people setting their own objectives, some of which has already 
been mentioned.  In the context meeting, you commented that “Even TAs now come into 
their appraisal discussions with their own identified objectives”.  Several staff agreed.  One 
said, “You near enough identify your own performance management targets.  Mine are 
around deeper understanding of mental health and attachment issues”.  Talking about her 
subject responsibility, another had set what she regarded as a stretching target to raise the 
profile of her subject, when other staff see theirs as of equal or higher importance.  In all 

cases, there was clear evidence of responding to specific school plans for improvement. 

 

Encouraging high performance 

Leaders invest their time in managing performance in a number of ways.  Apart from 
conducting appraisal reviews, they also observe lessons and undertake work scrutinies and 
learning walks.  Assessment data are also used to monitor pupil progress, and therefore 
staff performance.  Evidence from all interviews confirmed that all staff fully understand the 
approaches to performance management.  NQTs said that they are observed weekly with 
two targets being set from each observation.  They added that they valued this amount of 
support. 

Staff also said that they value the open and honest conversations they have with leaders.  A 
TA commented, “Val tells you if things aren’t right”.  The Head herself mentioned how she 
feeds back after lesson observations, sitting with the person concerned and setting 
objectives for improvement for the next observation.  The fact that she still teaches in the 
classroom means, she said, that she is able to maintain a forthright and credible view of 

desired best practice. 

When asked about supporting high performance and addressing under-performance, the 
Head said in the context meeting that “Difficult conversations aren’t being shied away from”.  
The SLT commented that they had worked together to tackle under-performance of one 
member of staff.  Two members of SLT also worked with a SCITT student to support their 
improvement “because pupils in our school still need the best”, whether it is a student or a 
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qualified teacher.  If people are under-performing, it is brought out in classroom observations 
and work scrutinies.  In the context meeting, you quoted the example of a teacher who was 
seen to be struggling with one aspect of maths teaching.  The maths lead modeled practice 
for her in her own class and the teacher concerned subsequently felt comfortable about 
trying new approach out herself.  There are firm, published guidelines for tackling capability 
issues in line with national procedures.  You said that there is strong evidence of 
Outstanding teachers wanting to continue to improve.  The Head is supporting them on 

particular aspects of their Teaching for leadership.   

There was consistent evidence of supporting people to strive for high performance.  The 
Head has devised her own ‘Summary of Teaching Standards’ scoring system for measuring 
the quality of teaching for learning as seen in observations.  Because of the continuous 
improvement found, she is now looking at the notion of ‘beyond outstanding’ as a grading for 
teachers.  This will form part of their progression, with consistently Outstanding performers 
helping colleagues to improve their teaching or working externally as moderators.  In the 
context meeting, senior leaders remarked that TAs are motivated to come into school at 7.45 
each morning because they want to do the best they can.  In the online assessment, 97% of 

staff were positive in answering the question ‘I am encouraged to achieve high performance’. 

 

Measuring and assessing performance 

It will be clear from what has already been said that performance is reviewed regularly in the 
context of agreed objectives and that staff receive feedback on their performance.  In the 
online assessment, all staff were positive in answering the question ‘My performance is 
reviewed regularly’.  The regularity of formal observations follows nationally agreed 
guidelines, as is the timing of appraisal reviews. Staff spoke positively about the review 
process.  One person, for example, talked about the “remarkable” feedback from the head of 
KS and the Deputy Head.  Others noted that they are given printed feedback after every 

observation or work scrutiny. 

Given the nature of the school’s values, it is automatically the case that their behaviours in 
relation to them are assessed as part of the observation process.  Staff commented that the 
extent to which they fulfil the school’s values is subject to informal monitoring as well as 

forming part of the appraisal review. 

The Head’s ‘Summary of Teaching Standards’ is a bespoke means of capturing performance 
data for members of staff.  She is able to use it directly to support individuals’ development.  
Her plans to use the findings to extend people’s roles in and beyond the school will have a 
further impact on overall performance over and above the existing continuous improvement 
of teaching for learning.  The Head described how she has monitored the findings in the form 
to ensure consistency and made some changes accordingly.  Staff were readily able to 
demonstrate their own improvement as a result of the evidence of their performance.  A 
teacher who came to the school being judged as Requiring Improvement talked with evident 

pride about how her most recent observations graded her as Outstanding. 

Coaching is increasingly a part of your climate.  In the context meeting, you reported that 
staff support each other through coaching conversations.  They engage with each other, you 
said, in discussions about areas where they would like to improve.  Staff themselves talked 
about being allocated mentors to guide their development.  It was clear from the majority of 
interviews that informal conversations about best ways of doing things are part of the day-to-
day activities of the school, especially in the staffroom, and mention has already been made 
of staff concerns about possible challenges arising as a result of the new building and 
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changes to lunch times. * 

 

Verification for Indicator 4 

External evidence was available of your striving for high performance and the impact that 
this has had on performance.  Ofsted observed that ‘The headteacher’s drive and ambition 
for the school, coupled with high expectations of everyone, have further developed the 
school and raised standards’.  All staff have annual targets for improved performance 

through the appraisal process. 

There was data evidence to support the requirement of this indicator in the strong responses 
to the online assessment question “My performance is reviewed regularly”.  The evidence 
suggests that the frequency of feedback is higher than in most organisations.  Frequency of 
classroom observations is fixed, while work scrutinies occur regularly.  Overall school results 
are reviewed against performance objectives by virtue of the fact that at least one 
performance management objective for all staff relates to improved pupil outcomes. 

Internally, you are able to demonstrate effectiveness of the performance management 
process through more stretching appraisal objectives year-on-year and through the Head’s 
‘Summary of Teaching Standards’.  The fact that TAs are motivated to come into school at 
7.45 each morning because they want to do the best they can is observable evidence of 
striving for high performance. 

Insufficient explicit evidence of measurable continuous improvement over an extended 

period across all three themes in this Indicator was found for you to be at the High 

Performing stage. 
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Indicator 5:  Recognising and rewarding high performance 

 

Designing an approach to recognition and reward 

Your recognition and reward system directly supports the school’s objectives.  Progression 
through the pay scales is directly linked to the Teachers Standards, so those staff need to be 
fulfilling the criteria in the Standards (assessed as an essential part of the appraisal 
process).  Equally, there is a direct link between your own priorities and people’s pay 
through the fact that their specific appraisal objectives are also a factor.  TLR posts are 
offered for specific additional responsibilities.  On a more particular level, staff who have 

children are offered free access to your Breakfast Club so they can start work on time.   

You said that you keep your approach to recognition and reward under review.  As an 
example, it was reported that you are now discussing the option of an After-School Club as 
well the Breakfast Club, which would have similar benefits for staff and achieve a similar 
objective for the school.  The Governing Body maintains an oversight of the school’s policy 
(see further below).  

When asked in the online assessment whether or not ‘my organisation has a flexible 
approach to recognition and reward’, 78% of staff were positive in answering the question 
19% were neutral and 3% (1 person) disagreed.  This was confirmed on-site.  In the context 
meeting, the Head talked about tailoring recognition to individual motivations, saying, “It’s a 
question of knowing behaviour management strategies with staff”.  In the same meeting, 
senior leaders spoke about flexible use of time as a recognition of the pressures of work 
(such as moving PPA time to better suit people’s time commitments).  It was clear that the 
Head is sensitive to family circumstances, and staff see this as part of the recognition for 
their efforts.  One person was typical in commenting, “Val is very flexible about releasing us 

for family activities such as our children’s special assemblies in their school”. 

No evidence emerged of staff being involved in designing or formally reviewing your 

approach to recognition and reward. 
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Adopting a culture of recognition 

The approach to recognition and reward is well-understood, especially in terms of the link to 
Teachers Standards for those staff.  You have a degree of flexibility, and within your terms 
and conditions, staff can request an advance up the pay scale.  In addition to the benefits 
outlined above, the Governing Body recently changed the school’s admissions policy to 

favour the children of staff with more than two years’ service. 

In the online assessment, 97% of staff were positive in answering the question ‘I feel 
appreciated for the work I do’.  45% strongly agreed.  You use a mix of financial and non-
financial rewards, although there are limits to what is possible in financial terms in the school 
sector.  That said, the Head remarked that the Governing Body “tries to use financial reward 
when they can”.  She added that “people are free to request honoraria”.  Staff are offered 
additional increments for taking on extra responsibilities.  When staff do work that attracts 
additional funding a percentage of the ‘earned income’ is passed on to them.  On the non-
financial front, there is a celebration assembly every Friday afternoon.  Adults’ contributions 
are celebrated as well as those of children.  A teacher smiled broadly as she said, “Next 
Monday we’ll be celebrating our SATs results together!” 

Staff reported in interviews that the approaches to recognising individual and team 
achievements is consistent.  In the online assessment, 93% of staff were positive in 
answering the question ‘I /my team are consistently recognised when we exceed 
expectations’.   

 

It is part of the general culture referred to in the following paragraph.  Staff confirmed that 
individual thanks are always shared in staff meetings and briefings.  They also commented 
that there is a lot of peer recognition of achievements.  One teacher, for example, described 
circulating an email to colleagues thanking them for their contribution to a project she had 

led.  She said that she was inundated with replies saying how wonderful it had been. 

Mention is made in the previous paragraph of a culture of appreciation.  This makes staff feel 
valued.  In the context meeting, senior leaders stated that “the Head believes there is a 
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culture of appreciation here”.  A teacher mentioned that the Head had been copied into 
emailed feedback from a lesson observation which had been very positive.  She said that the 
Head then came and personally congratulated her.  Talking about the recognition she gets 
from her class teacher, a TA reflected, “I’m shown a lot of appreciation.  I’m getting more 

boxes of chocolates than ever!” 

 

Recognising and rewarding people 

Staff are fully aware of the criteria for formal rewards.  The Teaching staff fully understand 
how pay progression is linked to the Teachers Standards.  A TA was able to relate an 
increment she received for taking responsibility for PE.  All staff were very much of the view 
that they will be recognised if they achieve particular successes or put in a good deal of 
effort (such as preparing for school plays or sports events).  Those staff who were involved 
cited the graffiti art project as an example.  Some people remarked that the Governing Body 
is very good at giving verbal appreciation. 

The climate I have described necessarily means that staff are constantly recognized for their 
behaviour and positive attitudes.  A TA talked about being given bunches of flowers if you 
have stepped up at the last minute, for example.  For teaching staff, assessment of 
behaviours is very much a part of the Teachers Standards. 

Recognition and reward is obviously key to motivating people to do their best.  There was 
ample evidence that staff do feel motivated through your approaches.  Staff made comments 

such as:- 

“There’s a very positive atmosphere here, recognising the quality of what people 

do….You come out of staff meetings feeling rejuvenated”. 

“I’ve always been keen to do the best I possibly can, so I wanted to increase my 
role”. 

“Individual thanks are always shared in staff meetings.  It inspires us to keep the 

dynamic going” 

In the context meeting, senior leaders added that “TAs in particular feel valued because they 
are able to use their own skills to the full”.  Staff also talked about their own personal 
rewards from seeing children succeed happy and making good progress.  “It’s a bonus to 
see any progress when you’ve worked so hard at it,” one person remarked. 

In the online assessment, 65% of staff were positive in answering the question ‘I/my team 

receive higher levels of recognition and reward for higher levels of performance ’.  Only 13% 

strongly agreed.  This was the weakest score in the process.  It is possible that this question 

was not entirely clear in the context of a school setting.  When checked out on-site, you 

reported in the context meeting, that high performing teams receive honoraria.  The pay 

spines also clearly recognise higher levels of performance. 
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Scores for this Indicator as a whole were the weakest of the whole online assessment.   This 

is proving to be typical of other organisations, and Investors in People UK’s research shows 

that this Indicator is the most challenging for organisations in terms of people’s views.  

Nevertheless, you will want to ensure that your own practice for your own staff is of the 

highest quality. * 

 

Verification for Indicator 5 

Some external evidence was available of your recognition and reward approaches through 
Ofsted, who said, ‘Teachers have been appropriately rewarded for their endeavours’. 

Internally, you have evidence available through the number of staff progressing to higher pay 
spines (though no specific data were seen during the review, the Head confirmed that staff 
do progress in this way).  There is also evidence that staff are “doing the right things” in 

terms of performance outcomes which are relevant to the school’s goals. 

Limited evidence was presented of metrics to demonstrate performance recognition.  This 
means that although there was evidence from interviews of good practice at the Advanced 
and High Performing stages for most of the requirements, the Indicator can at present only 

be judged to be Established overall. 
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Indicator 6:  Structuring work 

 

Designing roles 

In advance of the assessment, you provided me with a planned staffing structure for the 

coming academic year which makes all responsibilities clear and ensures there is no 

overlap.  It spells out specific leadership responsibilities as well as roles.  In our discussions, 

you described how the responsibilities reflected people’s particular expertise, not only 

among the teaching staff but also the support staff.  Job descriptions provide clarity about 

these responsibilities.  Mention is made elsewhere in this report of re-designation of roles t 

suit school needs.  A member of the administrative team talked about changes in her 

responsibilities, becoming more involved in educational issues such as maintaining 

attendance and punctuality data 

The fact that people are able to use their strengths to good effect means that they find their 
work interesting.  In the online assessment, 94% of staff were positive in answering the 
question.  ‘My work is interesting and uses my skills and capabilities’.  55% of staff strongly 
agreed.   
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In addition, the Head stated in the context meeting that she wanted to build the capacity to 
be adventurous, which she expects will enhance job satisfaction.  Staff’s reactions in 
interviews were positive.  TAs talked about their contribution.  One spoke enthusiastically 
about the reward of seeing children make progress through working with small groups of 
children on Read Write Inc.  She noted that this is always interesting simply because of the 
focus on individual children.  Another TA talked about the new lunchtime arrangements 
which she said were designed to extend learning into the lunch break.  TAs will be involved.  
“I’m quite looking forward to it,” she said.  “There’s scope for new approaches”.  A third said 
that she has discussed her possible progression with the Head.  She has been told she will 
be working with the whole class on the class book next year.  She commented, “I’m 

delighted – I’ll have scope to use my own imagination”. 

The extent to which roles are designed to help people develop their potential for progression 
is a strngeth of St. Mark’s Elm Tree.  In the online assessment, 94% of staff were positive in 
answering the question ‘My role allows me to develop the skills needed to progress’.  This is 
indicative of a climate in the school where all staff are encouraged to aspire to move forward.  
Mention has already been made of the SLT’s approach to distributed leadership, with 
everyone encouraged to take on leadership responsibility and examples were readily 
available.  A teacher who is covering for the SENCO’s long-term absence will retain 
“promotion of some kind” at the end of the maternity leave, you said.  You also described in 
the context meeting how a TA “is in effect running the Nursery” as part of her preparation to 
progress to initial teacher training.  You have put out the message to middle leaders to “start 
thinking about what the MAT could mean for you and your prospects”.  Leaders move people 
around the school in order to develop breadth of capability.  One teacher said that she was 
asked by the Head to move year groups.  She was not convinced about this, but “Val saw 
something in me that I hadn’t seen myself”.  TAs, meanwhile, mentioned having moved 
round year groups for their own progression, and three support staff in particular highlighted 

their progression from being parent helpers. 

Roles are also designed to meet emerging needs.  You will be employing an administrative 
apprentice in order to expand office capacity as the school itself expands.  The new MAT will 
have implications, as noted above, and a member of the SLT is currently undertaking the 
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NPQSL qualification with a view to taking on a leadership role across the whole Trust.  
Looking towards evolving needs in the school community, a resignation has present the 
opportunity to transfer an existing member of support staff into a new, changed parent 

support role designed to engage parents earlier. 

 

Creating autonomy in roles 

Roles are designed with clear decision-making authority.  In the online assessment, 97% of 

staff were positive in answering the question ‘My role is structured to allow me responsibility’.   

 

The boundaries are well-understood.  TAs were clear about the decisions they can make in 
class and feel free to discuss any areas of ambiguity with the class teacher.  In the context 
meeting, senior leaders were cear about how they strike a balance between challenging 

inadequate staff behaviours and referring up to the Head. 

There was evidence that policies and practices support people’s decision-making.  As in 
other schools, you are ‘policy rich’, which means that staff have strict guidelines to work to in 
relation to almost any area of activity, such as safeguarding of children. 

Practices in the school allow staff flexibility and freedom to take ownership of their work.  
This is most apparent among the teaching staff, who have considerable scope to deliver 
schemes of work as they think best but within the boundaries of agreed approaches and a 
sound understanding of best classroom practice.  One of the office team described how she 
negotiates deadlines with staff about work they want done, so she can manage time 
effectively, while a TA reflected that “Without us the school would fall apart!  All of us can 
step up to the mark when teachers are busy.  We don’t need to be asked”. 

You noted in the context meeting that you are “learning to move faster” and quoted 
examples such as the new school Facebook account and how you are now looking into 
Pinterest as a means of outreach.  However, limited evidence emerged of decision-making 
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speeding up and individual ownership increasing. * 

 

Enabling collaborative working 

There was strong evidence of roles enabling people to work together to achieve your 
objectives.  This is most apparent in the relationship in classroom teams.  A teacher 
described how her TA covers for her one day a week.  She said that the delivery is seamless 
as far as the children are concerned.  Another teacher remarked that children do not see a 
distinction between the teacher and TA, adding, “They are just doing different things in the 
lesson”.  In the online assessment, 97% of staff were positive in answering the question ‘Our 
roles are structured to enable us to work well together’.  One person said that they 
disagreed.   

Information and expertise are shared extremely well across the school.  As part of PPA 
cover, one TA delivers PSHCE.  She said that teachers are really good at giving her the 
planning well ahead of the lesson so she could prepare well.  As a newer member of staff, 
one person reflected that “They’ve integrated me fully from the start, showing me how things 
get done”.  Another new teacher talked about using the experience of her TA to get advice 
from her about organising the sports day.  Information about pupils is also shared as 
appropriate.  For example, the ARB teacher shares pupils’ Boxall Profiles (SEBD 

assessment) in staff meetings. 

There is open communication which encourages collaboration.  Staff meetings of one kind 
and another play a central role in this.  During a PD Day at the start of the academic year 
there was a session on teaching the whole child.  An assessment sheet was generated for 
gathering evidence from any point in the day.  All staff were encouraged to participate in the 
exercise and everyone contributes to the information-gathering.  At a more specific level, 
teachers gave examples such as learning about data comparisons from the Assessment Co-
ordinator.  Flexible practices facilitate collaboration: the TA who co-ordinates students and 
volunteers is allowed time allowed out of her own class to go into other classrooms and 

check in with them. 

Your structure involves formal networks in terms of KS teams.  There was good evidence of 
informal networking of various kinds, including between Key Stages.  A teacher expressed 
the need to understand issues related to transition between Key Stages and talked about 
how she shares information with colleagues so they understand what each other is doing.  In 
the context meeting, you stated that changes in lunch breaks will affect networking potential.  
The Head said it will be a key aspect in drafting the next SIP, including some changes to 
lunchtime staff’s roles.  You also commented that plans for the new building were changed in 

order to enable better  

 

Verification for Indicator 6 

Internal evidence was available of reviewing job roles in relation to emerging school priorities 
in your SEF.  Assessment was identified as an issue which needed to be tackled; you saw 
staff’s understanding of assessment as more critical than further development of teaching for 

learning at this stage, and people have been put into new roles accordingly. 

All staff have job descriptions which are kept under regular review to ensure that they are 
still current.  Organisational design features indicate a clear structure with properly 
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established spans of control and organisation layers which are appropriate to the size and 

nature of the school. 

There was data evidence to support the requirement of this indicator in the strong responses 
to relevant IIP online assessment questions, such as ‘Our roles are structured to enable us 

to work well together’. 

Insufficient explicit evidence of measurable continuous improvement over an extended 

period across all three themes in this Indicator was found for you to be at the High 

Performing stage. 
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7:  Building capability 

 

Understanding people's potential 

The appraisal process is your main channel for conducting development conversations with 
staff.  They apply to all staff.  These discussions include plans for meeting learning and 
development needs arising from the agreed objectives (or more general needs).  There is 
also an element of career progression in what is discussed.  Several staff reported that they 
have discussed their career plans with the Head.  For instance, a TA observed, “Mrs. Hall 
knows where I want to be.  I can move up to HLTA if I decide that family circumstances 
allow”.  As a means towards identifying learning and development needs, teachers discuss 
observation foci with line managers before the session.  Similarly, TAs will agree with their 
class teacher what aspects of their involvement will be reviewed during observations.  In the 
online assessment, 97% of staff were positive in answering the question ‘My organisation 
believes it is important that we all learn and develop our capability’.  All but 2 people either 
agreed or strongly agreed. 

There was significant evidence of your providing learning and development opportunities in 
line with your objectives – both for individuals and for the whole staff team.  As far as the 
latter is concerned, the ARB teacher had run a Team-Teach CPD session for mainstream 
staff the previous week, focused on distraction techniques (such as “antiseptic bounce”).  
Staff spoke highly of the session.  The same person has just completed Safeguarding Lead 
training, which will be of benefit to the whole school.  Whole-staff training has also been 
delivered for topics such as Read Write Inc.  In the context meeting, SLT members said, 
“The CPD plan changes every ten minutes!”  For instance, they reacted to emerging 
evidence which pointed to the need for additional CPD on analysing the data.  Learning and 
development is designed to facilitate people’s progression.  One senior leader has 
completed the National College’s NPQH programme, while another is undertaking NPQSL.  
A teacher who said she wants to become more involved in core subjects told me, “Val will 
give me the opportunities”.  A member of the administrative team – in common with other 
staff – talked about her progression from being a parent helper through being given the right 
opportunities.  In the online assessment, 90% of staff were positive in answering the 

question ‘I develop my capabilities to reach my full potential’. 
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It will be apparent from the previous paragraph that you have flexible approaches to your 
professional learning.  Further evidence was offered in terms of subject leads modeling 
practice in classes, use of the SCITT to acquire toolkits of good practice and visiting other 
settings to compare ways of working.  Innovative approaches have been used.  In the recent 
Team-Teach training, one person described how “they got us sharing the experience of how 
it feels to be on the receiving end of strategies”.  Similarly, sessions run by Barnabas in 
Schools delivered CPD by modelling activity with pupils.  After an initial input last year, it was 
adapted this year with staff split into Key Stages to make the learning more age appropriate.  

The RE Co-ordinator described it as “brilliant CPD for staff”. 

There was strong evidence of staff taking ownership of their own learning and development.  
In the context meeting, you said that they do so via the objectives they set themselves in 
appraisal.  A senior leader noted that “There’s a lot of voluntary CPD through social 
networking.  Staff come up with new ideas through internet research, then tag each other on 
Facebook”.  Other staff confirmed this in interviews.  A teacher gave a specific current 
example of using internet research on the history of Pompeii as part of a natural disasters 
topic and the terminology to be used (e.g., tectonic plates).  “I need to be secure in my own 
knowledge before I teach it to the children,” she said.  An NQT records her own reflections.  
“At the start of the year I didn’t know how to do it properly,” she observed.  She now knows 
how to act on her reflections, such as personalisation of learning and segmentation of 
sounds.  Placement activity during her qualifying year was designed to fill gaps from 

reflection. 

 

Supporting learning and development 

There was sound evidence from a number of staff that they have been given good advice 
about how to progress their careers.  Several examples have already been quoted in the 
report.  Guidance has included progression in roles in school and qualification routes such 
as the National College programmes mentioned above.  One of the support staff spoke in 
interview about how she has been encouraged by the Head to undertake initial teacher 
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training; the different possible routes were discussed with her.  Potential for progression for 

teachers emerges from the Head’s ‘Summary of Teaching Standards’ spreadsheet. 

There is plenty of opportunity for staff to put new learning into practice.  One of the TAs, for 
example, related how she had attended a course on netball because she was taking on 
responsibility for PE.  She learned a lot about pupil assessment which she would be able to 
use fully.  Another member of staff described developing a deeper understanding of getting 
children to problem-solve from discussions with colleagues and then applying the new 
knowledge in class.  A third had attended Autistic Spectrum Disorder training which was 
focused on specific children with whom she works.  She has since been able to apply the 

learning with other pupils. 

People had no difficulty in explaining what their learning and development activities should 
achieve for them, their team and the school.  At individual level, the activities are closely 
linked to appraisal objectives – which are, in turn, school-focused.  Objectives for specific 
professional learning activities are made clear, and staff almost always said that they saw 
the relevance of the sessions to their own work.  Staff could also describe how their career 
prospects have improved as a result of their learning and development and the way they 
have been managed.  In the online assessment, 97% of staff were positive in answering the 
question ‘I have every opportunity to grow my capabilities to be the best I can be’, with 39% 
strongly agreeing.  In the context meeting, the Head remarked that people see leaders 
taking on roles in the LA, and it gets them wanting to step up themselves (such as the 
relatively inexperienced teacher will covering for the SENCO while she is on maternity 
leave).  Her evaluation of the impact of learning and development on progression was that 
“staff are increasingly willing to step up”.  She said that staff are moved into different classes 

to gain experience, and the impact of this is verified in subsequent appraisal discussions. 

Without doubt, there is a continuous learning culture which permeates the whole staff.  They 

made comments like “I’m learning all the time”.  It was a strong feature of all interviews. 

 

Deploying the right people at the right time 

There was good evidence of fair and efficient recruitment and selection.  Various examples 
have already been quoted of staff obtaining jobs in the school having started as volunteers.  
Staff spoke about the value of the SCITT as a recruitment source, including a person who 
had been encouraged to undertake her third ITT placement in school so she could integrate 
more effectively.  In the online assessment, 94% of staff were positive in answering the 
question ‘People are selected for roles in my organisation based on their proven capability’.  
36% of staff strongly agreed, while two people said they were not sure.  Amplifying on these 
responses, a TA said, “School context doesn’t make a difference in terms of the kind of 
people we employ.  The Head makes sure we get the right people in who can work 
effectively with everyone no matter who they are”.  Some teachers have been involved in the 
process, and one of them talked about how she had interviewed and selected her own 

“fantastic” TA. 

Resource management is good.  Recruitment is actively managed to ensure that there is a 
ready pipeline of good quality staff.  In the context meeting, senior leaders stated that you 
are making increasingly effective use of resources.  For instance, you have ended the SLA 
with Educational Psychology Service; as a result you are now able to access more selective 
support for pupils in need. 
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Leaders can show how resource planning (e.g. recruitment and promotion) is actively 
managed and supports the organisation’s ambition.  Resourcing for the following year is 
determined by the Head’s knowledge of each cohort’s progress, which emerges from data 
analysis around Easter each year.  This includes the placement of staff across the school to 
best suit the needs of groups of children and to prop up any identified areas of weakness in 
the quality of teaching for learning.  Your SIP was seen to specify the resourcing for all 
action points, including responsible personnel. 

You are conscious of the need for succession planning.  The active strengthening of the SLT 
will secure a robust senior leadership which is not dependent on any single senior leader.  
Senior leaders are all stepping up in different ways as the school moves forward, allowing 
space for others to fill the gaps they leave.  Dual responsibilities for subjects in the upper 
and lower schools ensures more seamless succession when staff leave or move roles.  The 
process is carefully thought through.  One teacher described currently shadowing another 
subject lead with a view to taking over responsibility in the future. 

There was clear evidence of your planning the capabilities you will need for the future.  You 
are very much aware that the proposed MAT will have an impact on your needs.  Linked to 
this, mention has already been made of the use of the ‘Summary of Teaching Standards’ 

scoring system to develop capability to develop teaching for learning practice further. 

 

Verification for Indicator 7 

This indicator was supported by a sound range of data. 

A significant proportion of roles in school are covered by a validated capability framework.  
The capabilities for all teaching staff are defined nationally through the Teachers Standards.  
These are used as a basis for appraisal discussions, which means that all teachers are 

reviewed against this capability framework annually. 

The Head’s ‘Summary of Teaching Standards’ scoring system offers a clear measure of 

improved teaching for learning from lesson observations. 

Work scrutinies provide structured evidence of pupils’ progress and teachers’ inputs with 
regard to marking and feedback. 

There was data evidence to support the principle of developing staff in the strong responses 
to the IIP online assessment questions ‘I have every opportunity to grow my capabilities to 
be the best I can be’ and ‘My organisation believes it is important that we all learn and 

develop our capability’.  . 

Ofsted noted that ‘[staff] say the training and support they receive has helped them to 
improve further’.  The Head also evaluates staff progression through the number of people 
moving into new roles, including staff who were newly-qualified this year and have already 

moved into significant leadership roles. 

Insufficient explicit evidence of measurable continuous improvement over an extended 

period across all three themes in this Indicator was found for you to be at the High 

Performing stage.  
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Indicator 8:  Delivering continuous improvement 

 

Improving through internal and external sources 

Senior leaders gave examples of how their investment in people has resulted in 
improvements in your approach to managing and developing people.  The changes to the 
Barnabas in Schools session are a case in point.  The strengthening of the SLT has led to 
more effective support for staff throughout the school.  Leaders were also able to 
demonstrate the impact of their investment in people on achieving key performance 
indicators, in particular pupil progress which is now more closely monitored as a result of 
professional learning you have delivered.  I saw progress monitoring sheets which measure 
the progress, and had a detailed discussion in which the Head talked about progress in each 
Key Stage.  Overall progress is, of course, a reflection of the quality of teaching for learning 
that you have secured.  Each subject lead reports to the Governing Body on progress in their 
area of responsibility.  Copies were seen of selected reports.  Not only does this broaden the 
reporting on impact of learning and development but also it is in itself an indicator of the 
growing leadership capability of the people concerned.  The Summary of Teaching 
Standards measures teachers’ progress and is used as a tool for further professional 

learning. 

There was good evidence of your using information from external sources to improve how 
you manage and develop people.  In the context meeting, you mentioned that the school has 
effective links with Carmel Academy in Darlington.  You also talked about how information 
from the last Investors in People review (such as the recommendation for developing 
leadership capacity) has been used to improve ways people are managed and developed, 
as was the feedback from and SIAS Inspections in 2013 and subsequent School 
Improvement Partner reports (2015/6) which were studied to find potential improvements.  
Internally, your Self-Evaluation Form acts as a self-review technique to improve your 
strategies for managing and developing people.  Many of the changes previously mentioned 

came from the SEF process. 

You look beyond your own immediate environment to bring in knowledge that will help 
improve performance.  In the context meeting, senior leaders said that the Head has brought 
in changes in the light of practice she had seen in other schools in her role as an OfSTED 
Inspector (though no specific examples were offered).  The RE lead attends meetings 
outside school with the Head in the latter’s Inspector role.   
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Staff themselves showed that they take responsibility for their own continuous improvement.  
In the online assessment, everyone was positive in answering the question ‘I look for 
improvement ideas from within and external to my organisation’.  48% strongly agreed.  The 
teacher in the ARB spoke about visits to similar settings to compare practice.  She added 
that she has strong links with external agencies, such as CAMHS, and the LAC and 
Inclusion Teams in the LA.  She observed that “Behaviour is starting to become more of a 
whole-staff focus”, encouraged by her influence.  She said that she was encouraging staff to 
see their pupils “as children, not naughty children”.  The Receptionist referred to termly 
meetings of administrative staff from schools across the area facilitated by the LA, together 
with a good deal of other interaction on an informal basis with peers in other schools. 

 

Creating a culture of continuous improvement 

Staff are fully aware of their potential contribution to improving ways of working.  In the 
online assessment, 87% of staff were positive in answering the question ‘I am responsible 
for improving the way we do things’.  23% of staff strongly agreed while another 29% of staff 

were agreed.   

 

In the context meeting, you described how each person’s third appraisal objective centres on 
“What can I do to contribute to school improvement?”  The EYFS team meeting was meeting 

during the week of this IIP review to discuss ways of working.  One teacher said that mixed-
age class groupings next year will require different teaching approaches, such as more 
interventions for pupils who are “3 secure” and below; staff would need to work through the 
issues.  The TA responsible told me how she had discussed the issue of suitability of some 
volunteers within the school with the Head.  She then set up an exchange arrangement with 
another local school to get round the problem.  Another TA commented on the trial of new 
lunchtime arrangements the previous day.  Staff have already come up with some suggested 

improvements.  “We’ll make sure it works”, she said. 

Staff are strongly encouraged to try out new approaches.  Staff made comments such as, 
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“You feel free to do the things you want with children without worrying about other people’s 
reactions”.  The apprentice based in EYFS demonstrated a clear sense of using his own flair 
to work effectively to manage children’s behaviour and facilitate learning.  He is supported in 
doing so in discussions with the KS lead.  In the context meeting, you spoke about working 
to improve transition between the Foundation Stage and KS1 and between Key Stages 1 
and 2 with a “lean forward/lean back” approach to ensure continuity and coherence of 
learning.  In the online assessment, 90% of staff were positive in answering the question ‘I 
can experiment without feeling worried about making mistakes’.  Two people were not sure 

and one person disagreed. 

Leaders support staff to take reasonable risks.  This is part of the more adventurous 
approach which the Head advocates.  She is encouraging more risk-taking in teaching for 
learning than some staff are currently prepared to try as part of the continuing drive towards 

an Outstanding Ofsted judgment. 

Limited evidence was found of acting quickly in response to new ideas and opportunities as 

part of your innovative approaches. * 

 

Encouraging innovation 

There was ample evidence of people being encouraged to come up with new ideas.  In the 
online assessment, all staff were positive in answering the question ‘We are always seeking 
new ways to improve’.  A very healthy 65% of staff strongly agreed.   

 

A TA said she was thinking about new ideas for the Breakfast Club and planned After School 
Club, such as getting children to work in groups on craft activities.  Senior leaders confirmed 
that TAs as a group suggested improvements to existing after-school club timetabling; the 
homework club and sports club overlapped, and the suggested solution came in the form of 
a progression route from one club to another.  An NQT said that as a SCITT student, she 
feels she has brought new ideas to the school like improvements to outdoor learning.  In the 
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context meeting, you reflected that the change to the new lunchtime supervision 

arrangements will free up the staff involved to shape activities themselves. 

There was strong evidence of collaborative approaches to developing new ideas.  Deciding 
how to implement Team-Teach techniques has been a team effort recently.  A teacher 
described how her KS team went onto the internet together to find good practice ways of 
teaching common exception words in Reading.  The lower and upper school subject leads 
work together to develop projects (for example, the graffiti art for Stockton Cycling Festival).  
The EYFS team jointly planned the new outdoor provision. 

Organisations working at the Advance Stage in this indicator show a passion for innovation.  
Staff demonstrated this in the way they talked.  Teachers described themselves as bringing 
creativity to teaching for learning (even though they may not yet be as adventurous as the 
Head would like).  One example quoted was the extensive use of YouTube in class to 

engage children as learners. 

The Head could show how these innovative approaches have had a positive impact on 

teaching for learning.  The scores on her spreadsheet reveal an upward trend. 

 

Verification for Indicator 8 

Ofsted commented positively on your continuous improvement, saying, ‘The school is good 
at checking how well it is doing and its evaluation is accurate.  It has identified the relevant 
things to do to raise standards and improve teaching further’.  External evidence was 
available from Ofsted of your engaging with the world around you to improve what you do.  
They reported, ‘A wide variety of partnerships provide the school with additional support for 
pupils with specific needs. The strong association with the church enriches the life of the 
school. Strong links with local schools and with higher education at the Campus Stockton, 

help to further school improvement’. 

There was strong internal evidence of the impact of learning and development on 
performance through the Head’s own grading mechanism for classroom observations.  She 
was able to show me figures which demonstrated three years’ worth of year-on-year 

improvements in teaching for learning overall. 

There was data evidence to support the requirement of this indicator in the strong responses 
to relevant IIP online assessment questions, such as ‘I look for improvement ideas from 
within and external to my organisation’ and ‘We are always seeking new ways to improve’.   

There was sound evidence that changes have led to improved outcomes for pupils.  The 
Head said that the proportion of children reaching a good level of development in Early 
Years has improved.  Pupils make sound progress between KS1 and KS2 (as recorded 
above), and attainment at the end of KS2 is rising (although the figures for 2016, when 
available, will not be comparable with previous years). 
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Indicator 9:  Creating sustainable success 

 

Focusing on the future 

Your future priorities are clear and are communicated well.  The SLT has an away day each 
year, during which you review what worked well and would could be better.  “The focus has 
to be on improving pupil outcomes,” the Head said.  “What are the big objectives for the next 
year to three years?  That filters into ‘How do we make it work?’ which in turn leads to our 
term-by-term medium plan”.  In the context meeting, you outlined a range of strategic 
priorities for coming months (subsequently seen in your SIP), including conversion to a multi-
academy trust, the move towards two-form entry and associated building plans.  The drive to 
strengthen leadership capability and the experience base of the staff as a whole were also 
described as priorities.  You recognise that your SIP has to marry the school’s own agenda 
and government demands.  In the online assessment, everyone agreed or strongly agreed in 
answering the question ‘My organisation has a plan for the future to ensure our continued 

success’.  
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Staff spoke confidently about the strategic priorities above and about expectations for 
improving teaching for learning such as the use of pupil tracking, with observations such as, 
“There will be more emphasis on assessment in lessons to make sure staff are closing gaps 

in children’s learning”.  They were aware of the contents of the SIP. 

Staff are actively engaged in planning activities.  The medium term plan is discussed in a 
termly staff meeting, including any relevant professional learning.  Every member of staff in 
the Foundation Stage is having an input on the new curriculum, while an NQT commented 
that she has had a positive input into next year’s curriculum, even though she is relatively 
new to the staff.  Subject leads work with each other to plan curriculum themes, and one of 
them reflected that she is constantly adding to her subject action plan to keep it current.  The 
detailed email circulated to all staff by the KS1 leader which tracked pupil progress (see 
above) was a good example of direct involvement in short-term planning, with suggested 
action points for staff to follow up.   

People think St. Mark’s Elm Tree is a great place to work.  In the online assessment, 97% of 
staff were positive in answering the relevant question, and 58% strongly agreed.  They made 

remarks such as:- 

“I love the school too much to be able to leave it” 

“I’m loving it here” 

“This place has literally saved my life” 

“I’ll always be grateful for being given the opportunity here” 

“As soon as you come in, the school radiates a positive environment”. 

Without exception, people confirmed their belief in the future success of the expanding 

school, which they see as having a growing reputation in its community. 
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When talking about the future, you said in the context meeting that the SLT constantly scans 
the horizon, but is aware that challenges can emerge which it was not possible to foresee.  
The Head has attended a course on running a MAT at the request of the Governing Body so 
the conversion is as straightforward as possible.  You mentioned that you are consciously 
developing middle leaders to become more outward looking.  The Head added that the 
school partners closely with the Church as a stakeholder to respond to its challenges (for 
instance, promoting Christian and British values). 

 

Embracing change 

You are very transparent about planned changes.  The Head remarked that “The rationale 
for any changes is always explained to all staff who are affected”.  Staff confirmed that this is 
the case.  One teacher observed, “You never feel as if change is imposed.  We work 
together to find the way forward”, while a TA commented that the Head has shown TAs 
plans for the new school building.  “She’s prepared us really well for the changes,” she said.  
A full staff meeting discussed academy conversion, with St. Mark’s as the spearhead of the 
proposed MAT.  Staff said that they were told, “If we hear anything more you’ll be the first to 
know”.  Evidence from the desktop review showed that the staffing structure for the following 
academic year is published well in advance, so staff can prepare for the changes and 

communicate effectively to those who they are replacing. 

Benefits of change are captured.  In the context meeting, the Head said that in developing 
teaching for learning “we learned some mistakes that we’re not going to repeat.  We know 
now how to think big”.  The trialled change to lunchtime sessions has already thrown up 
potential improvements as mentioned above.  The communications system for parents is 
new this year.  It is aimed at engaging parents more.  A member of the office staff 
commented that there has been a “massive improvement in communications” as a result.  
Houses have also been introduced this year.  One person noted that it is increasingly 
apparent that children are motivated by team awards, not individual awards; it is also evident 
that pupils are encouraging each other more.  (Current house points were seen on the 
school’s website.) 

Staff who have optimism and drive are deployed effectively across the whole school to lead 
on improvement.  Good evidence was found of their playing to their strengths in leading 

change in their specialist areas on a wide variety of issues from PE to Team-Teach. 

When asked in the online assessment if ‘My organisation embraces change to create a 
sustainable future’, one person was not sure.  Everyone else either agreed or strongly 

agreed.  
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It was clear from all interviews that staff do regard change as ‘business as usual’ and 
mistakes are valued as an opportunity for improvement.  One teacher remarked that 
“Everything’s changing all of the time” (a positive statement, rather than an adverse 

comment), while a TA noted, “We’re always improving our classroom techniques”. 

 

Understanding the external context 

Senior leaders have a clear understanding of who your stakeholders are.  The Church is an 
essential stakeholder with whom you work closely.  Eucharist is held in school every week, 
to which parents and other parishioners are invited.  Governors are also a vital stakeholder 
group.  In your SIP you report that ‘Governors contribute by attending all SIP visits and 
ensuring the school acts on agreed recommendations.  As a result, Governors have a clear 
view of the performance of the school and how they can challenge and support its 
improvement’.  One teacher talked about how she has a linked Governor who “keeps me on 
the ball and is very supportive” (evidence that staff as well as leaders are aware of the 
stakeholders).  There was sound evidence that your strategy and key decisions are 
developed by considering the views of leaders, staff and these stakeholders. 

You have thorough equality and diversity policies, reflected in your strategies which treat 
each person on their individual merits.  Without doubt, leaders consistently encourage each 
person to develop their own unique talents and achieve their potential – more so than in 
most organisations.  When asked, staff said that they did not believe any kind of 
discrimination would ever be exercised or tolerated.  Talking about the community which the 
school serves, one person remarked that it is important to know about the environment that 
pupils come from, and staff are able to respond appropriately.  One member of staff – the 
current classroom apprentice - is accepting of being a necessary male role model. 

Staff understand your relationship with your community.  In the online assessment, 97% 
were positive in answering the question ‘A positive relationship with the community is key to 
my organisation's continued success’.  The ARB teacher described daily contact logs for 
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parents and carers and encouraging them to attend parent progress meetings by paying for 
taxis.  The RE lead talked with enthusiasm about the relationship with the Church, especially 
in relation to Eucharist now being “much more of a community activity, involving parents and 
carers in particular” (reflecting the school’s mission) but also other members of the parish.  
She said there had recently been a “messy church” event with parents working alongside 
their children.  It was, she said, “a fantastic celebration of what we’re doing”.  A group of 
‘grow outdoors’ parents raised funds and submitted a Lottery funding bid for the new outdoor 
area.  The Shaw Trust was involved in the planting, and senior leaders are now considering 
scope for community use of the facility.  A TA described the range of links with the local 
community, including visitors from the area coming in to give talks.  “You need to be aware 
of the context our children come from,” she remarked.  “It’s different from other estates, with 

high levels of people who have lost their homes who now need to rent”. 

When asked about your positive impact on the community, staff reflected this difference in 
context.  One person commented that staff can see improvements in the behaviour and 
ability of pupils.  “It’s nice to think you’re giving them a chance to be able to get on,” said one 
teacher.  The graffiti project has had a visible impact within the local community as well as 
opening up new aspirations for children about their place in it.  A TA also talked about 
activities within the community such as fruit and vegetable hampers at Harvest time to help 
the elderly.  Speaking about plans for the future, you said in the context meeting, “We 

wouldn’t convert to a MAT if it wasn’t the right thing to do for us and the community”. 

 

Verification for Indicator 9 

End-of-year assessments by teachers show all groups of pupils to be on track.  This analysis 
will help determine priorities for the coming year in your next SEF.  You have “monitored the 
new curriculum to within an inch of its life” and therefore have a very sound grasp of what 
needs to be changed.  The Foundation Stage curriculum is being re-written in the light of 

evaluation. 

You provided three-year data from Parents Questionnaires which showed that parents and 
carers as key stakeholders have an increasingly positive view of the school. 

External evidence was available of your engagement with the local community.  Ofsted 
reported that ‘The school engages well with the local authority and they have provided good 
support to this good and ambitious school’.  It added that ‘Visits and visitors to the school 
enrich the curriculum. As a result pupils enjoy their learning experiences…….Weekly 
newsletters, a very informative website and regular activities ensure that the school engages 
with parents well’.  Ofted also commented on your links with the LA as a stakeholder: ‘The 
school engages well with the local authority and they have provided good support to this 
good and ambitious school’. 

There was data evidence to support the requirement of this indicator in the strong responses 
to relevant IIP online assessment questions, such as ‘My organisation embraces change to 

create a sustainable future’. 

Insufficient explicit evidence of measurable continuous improvement over an extended 

period across all three themes in this Indicator was found for you to be at the High 

Performing stage. 
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Implications and Recommendations 
 

Everyone in St. Mark’s Elm Tree should be congratulated for their contribution to a very 

positive outcome against the Investors in People Generation VI Standard.  Everyone with 

whom I came into contact was supportive of the assessment process, including the 

interviews and informal conversations.  Almost everyone was also highly enthusiastic about 

their work.  I have to say that everybody was also very accommodating during my visit. 

This section of your report offers an opportunity to review the strengths in St. Mark’s Elm 

Tree and consider potential areas for improvement which will help you reach your aspired 

level in Investors in People as well as contributing to your ongoing growth as an 

organisation. 

You declared your organisational ambition as being to achieve an Ofsted judgment of 

Outstanding.  You have an abundantly clear purpose which is inextricably entwined with your 

faith beliefs.  These beliefs drive both your vision and the values that the school lives by.  It 

was clear from the interviews I conducted that the values apply to everyone in the school’s 

community, not just the pupils.  You know what you need to do to be Outstanding, and there 

are excellent strategies in place to take you forward.   

You have identified the development of leadership capacity and capability as a priority.  

From the evidence of this IIP review, good progress is clearly being made in terms of forging 

a strong and effective senior leadership team.  You have plans to distribute leadership 

further.  It is likely that this will come about naturally as you engage with your partner school 

in the planned multi-academy trust. 

Performance is managed very effectively.  All staff are fully aware of what they need to do to 

improve, and they are well supported in doing so.  Leaders have a thorough understanding 

of the performance of all individuals.  Appraisal arrangements are robust, and there is 

extensive professional learning of different kinds to facilitate further development. 

There is a healthy commitment to continuous improvement, and staff engage readily with 

change. 

 

The following recommendations for the leadership team are based on the professional 

judgement and assessment of St. Mark's Elm Tree C of E VA Primary School undertaken by 

Chris Jones. 

1. Some staff noted that communications between key stages are likely to be a 
challenge in the new building.  Senior leaders are aware of the situation and some 
remedial action has already been taken in the planning stage.  You will want to 
monitor the situation to ensure that effective channels of communication are 
maintained. [Indicator 1] 

2. Varying views were expressed about the degree of stretch involved in objectives.  
You are continuously stretching yourselves to achieve the best possible outcomes for 
children, and this necessarily means that staff should also be stretching themselves.  
The variation I found suggests that some staff feel able to take their work in their 
stride.  I recommend that you review the position to see whether or not you want to 
encourage all support staff in particular to develop further.  To be operating at the 
High Performing stage in IIP, you should be aiming for this stretch to be coming 
consistently from staff themselves.  [Indicator 4] 
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3. Informal conversations about best ways of doing things are part of the day-to-day 
activities of the school, especially in the staffroom.  Staff have expressed their 
concerns about possible challenges arising as a result of the new building and 
changes to lunch times.  With regard to the latter, it will be important to enable 
informal networking of staff at other times if they are not able to chat with each other 
because of the timetabling of lunch breaks. [Indicator 4 & 6] 

4. Scores for Indicator 5 ‘Recognisinig and rewarding high performance’ as a whole 
were the weakest of the whole online assessment.   This is proving to be typical of 
other organisations, and Investors in People UK’s research shows that this Indicator 
is the most challenging for organisations in terms of people’s views.  Nevertheless, 
you will want to ensure that your own practice for your own staff is of the highest 
quality.  I recommend that you discuss your approaches with staff to ensure that what 
you have in place suits their needs.  In some cases, it might simply be a question of 
clarification of what you already do. [Indicator 5] 

5. Limited evidence emerged of policies and practices being regularly reviewed to 
speed up decision-making and increase individual ownership.  As you develop 
leadership capability, you will immerse yourselves further into a climate of distributed 
leadership, and it will be helpful to keep practices under review to monitor the extent 
to which decisions are made more quickly and more autonomously. [Indicator 6] 

6. Limited evidence was found of acting quickly in response to new ideas and 
opportunities as part of your innovative approaches.  Although you clearly nurture 
innovation, it will be necessary to be able to demonstrate this kind of agility as a High 
Performing organisation. [Indicator 8] 

7. Insufficient explicit evidence of measurable continuous improvement over an 
extended period across all three themes in most of the Indicators was found for you 
to be at the high performing stage.  Organisations operating at the high performing 
stage in Investors in People are able to demonstrate consistent forward movement.  
In order to attain your goal of the Platinum Award, you are recommended to identify 
the key measures to demonstrate continuous improvement in each Indicator.  Yours 
is a data rich establishment, and having these metrics in place will support you in 

achieving your ambitions.   
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Next Steps and Key Dates 
A full feedback meeting will take place with the Head to discuss the findings in the report and 

agree an action plan for continuous improvement. 

As shown in the table below, your Investors in People practitioner will visit the organisation in 

twelve months to conduct a review of progress, followed by a further review at the 24-month 

stage.  The scope and objectives for each of these visits will be agreed each time in 

advance, leading towards the full review against the Standard in July, 2019. 

 

St. Mark's Elm Tree 
C of E VA Primary 

School 
Accreditation date 

St. Mark's Elm Tree 
C of E VA Primary 
School 12-Month 
Review 

 St. Mark's Elm Tree 
C of E VA Primary 
School 24-Month 
Review 

St. Mark's Elm Tree 
C of E VA Primary 
School 
Accreditation 
Expiry 

05/07/2016 05/07/2017 05/07/2018 05/07/2019 

 

A feedback meeting will be held at the beginning of the autumn term to review this report 

and agree any further steps. 
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Annex 1: Assessment outcome table 

 

St. Mark's Elm Tree C of E VA Primary School final outcome against 27 themes 

Note: Lowest theme level dictates final indicator outcome 
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1. Leading and inspiring 
people 

Creating transparency and trust         

Motivating people to deliver the organisation’s objectives         

Developing leadership capability         

2. Living the organisation’s 
values and behaviours 

Operating in line with the values         

Adopting the values         

Living the values         

3. Empowering and involving 
people 

Empowering people         

Participating and collaborating         

Making decisions         

4. Managing performance 

Setting objectives         

Encouraging high performance         

Measuring and assessing performance         

5. Recognising and 
rewarding high performance 

Designing an approach to recognition and reward         

Adopting a culture of recognition         

Recognising and rewarding people         

6. Structuring work 

Designing roles         

Creating autonomy in roles         

Enabling collaborative working         

7. Building capability 

Understanding people’s potential         

Supporting learning and development         

Deploying the right people at the right time         

8. Delivering continuous 
improvement 

Improving through internal and external sources         

Creating a culture of continuous improvements         

Encouraging innovation         

9. Creating sustainable 
success 

Focusing on the future         

Embracing change         

Understanding the external context         

 

 

 



 
 

 


