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· Introduction

St James the Great School R.C. (VA) Nursery and Primary is a co-educational voluntary aided Roman Catholic school in Thornton Heath, Surrey.  It offers education for children aged 3 to 11 years old.  The school motto is ‘Discere Cum Dei Amore’ – ‘Learning with God’s Love’.  The school’s mission statement is “Gospel values and traditions and beliefs in the Catholic Faith are at the centre of the school’s ethos”.  The Headteacher has been in post for 16 years and is supported by a Senior Leadership Team, a very loyal and experienced team of staff and a Board of Governors.  Since the assessment the Deputy Headteacher has been promoted to Headteacher at another school.  The school is over-subscribed and is very proud of its position, for the second year running, of top primary school in Croydon in the league tables.  It is also proud of other accolades it has achieved such as Charter Mark, Leading Aspects Awards for PE and Music, Basic Skills Quality Mark, an intermediate International School Award and being the first school in Croydon to gain advanced recognition under the Healthy Schools Programme.

The School has been recognised as an Investor in People organisation since December 2002.  Although the school could have been reviewed against the same version of Investors in People as at the assessment, they chose to be reviewed against the revised, or current, version of the Investors in People Standard.  This review is the first and has been conducted by the original Assessor.

The review process started with a very useful and constructive planning meeting with the Headteacher and members of the Senior Leadership Team.  The meeting was very open and the Assessor left having learnt about the challenges and opportunities faced by the school over the three years since the assessment and what challenges are likely to impact on the school in the future.  Relevant documents were also provided for the Assessor such as the School Improvement Plan and the Annual Report.

Evidence was gathered through one to one and group interviews.  The Assessor would like to thank St James the Great for their organisation of this review and for their very kind hospitality.  The Assessor would also like to thank all those interviewed whether on a one to one basis or in groups for their time, their honesty and enthusiasm. 

(  Executive Summary

The review kept largely to the review plan apart from some substitutions of staff not available but in each case the substitution was relevant and suitable.  The Assessor also got the opportunity to attend the Senior Leadership Team meeting and the weekly staff briefing before school started both of which were very useful and informative.  The Assessor was also delighted to meet five pupils who are members of the School Council who were a real credit to the school in their confidence, knowledge and manners.

At the end of the onsite activity the Assessor was delighted to be able to confirm to the Headteacher and members of the Senior Leadership Team that St James the Great School continues to meet the requirements of the Investors in People Standard.   The Assessor gave initial feedback on the evidence found during the review under the three principles of plan, do and review. 

(  Areas of particular strength or effective practice

The following is a list of good practice characteristics or features found during the course of the site visits. These are recognised as being good practice or as exceeding the requirements of the Investors in People Standard.

· A strong culture of planning throughout the school to support the achievement of the School’s objectives.
· A real commitment to the aims of the school from all staff.
· Strong leadership and expertise from the Senior Leadership Team.
· Some very good managers who are skilled in motivating and developing staff.
· A very committed and professional team of teachers and support staff who are very hard working and on a regular basis ‘go that extra mile’ to benefit the children.  
· The effective identification of learning needs for staff which are met very effectively.
· Strong and effective communication between staff, parents, governors and children.

· Improved opportunities for development with very effective use of resources for training and development.
· A very supportive Governing Body.

(  Areas where development could be considered

These represent areas found during the course of the site visits where the organisation might consider improving. Actions are not necessary to meet the Standard.

· Ensure all members of staff are part of the formal review process by the end of the summer term.  It will give all staff further opportunities to identify learning and development opportunities and will also give further opportunities for stronger evidence at evaluation.  Those staff who are not already part of the formal process are definitely ready to be and would benefit from the feedback and support the process already gives to others.  
· Consider introducing 360( feedback to gain more feedback opportunities for the Senior Leadership Team particularly.  The supportive and close culture of the school could make this a very useful option.

· Publish a bullet point list of knowledge, skills and behaviours expected of managers so that it is always clear to all staff what a St James the Great School’s manager should ‘look like’.

· Encourage more informal thanks across the school as it is felt by some that the stresses and pressures within school life can get in the way.

· Consider enhancing the induction process by producing a list of rules of everyday life in the school such as rules around behaviour management.  This could be ‘a typical day in the life of’ approach.

· Consider the work life balance of staff.  Use the work life balance model linked to Investors in People as a framework of good practice to support considerations.

(  Assessment Findings

Developing strategies to improve the performance of the organisation 

An Investor in People develops effective strategies to improve the performance of the organisation

1. A strategy for improving the performance of the organisation is clearly defined and understood

The Senior Leadership Team (SLT) and the Governing Body have made sure the school has a clear purpose and vision supported by a strong strategy for improving its performance at all levels.  The purpose and vision of the school is very clear and known by all staff particularly because the school has such a strong focus on the education and well being of each child.  The vision is supported by the very detailed School Improvement Plan.  St James the Great is very strong on knowing where it is going and what it has to do to get there.

The school has a clear and comprehensive School Improvement Plan for 2002/2005/06 which has measurable performance targets.  The SLT are currently reviewing and producing the next three year plan.  Members of the SLT explained the aims and objectives of the school and showed great understanding and commitment.  Evidence is particularly strong within St James the Great where planning for the achievement of targets at all levels is very much part of the culture. The Head says, “All aspects of the plan set out to provide an environment for our pupils in which standards of achievement and the quality of teaching and learning will be raised within the essential framework for our school”.

The School Improvement Plan objectives for 2006 include:

· To keep the timetable under annual review to secure distinct and suitable opportunities  for learning and teaching in all non core subjects.

· Ensure that leadership in all subjects develops in line with the good practice in place in core subjects.

· Develop the provision of PHSCE within the school in order to enhance the well being of the children in line with the ‘Every Child Matters’ agenda.

The Head consults with union representatives as part of the planning and review process and on particular issues such as the staff restructuring proposals which has just taken place.  Communication within the school has improved further since the first assessment and there have not been any problems between the school and unions which would suggest that constructive and consultative relationships would not exist. 

It is good practice that the SIP is under constant review throughout the school year as it is reviewed by the SLT, the relevant Governing Body committees and the whole Governing body at their main termly meetings.

Managers at all levels described how they involve their people in the future of the school at staff meetings and team meetings in developing and agreeing team and individual objectives.  Also how the plan is the result of consultation between staff and Governors and the process has involved liaison with subject co-ordinators, Governing Body Committees, the SLT and the whole governing body.  Managers also involve people at subject co-ordinator level.  The involvement of staff, particularly down to teacher level, gives strength to involvement and ownership of the aims and objectives.

The Assessor met with a number of people who confirmed how they had been involved in the development of parts of the school’s plans at Inset, staff meetings, through their subject responsibility and at team meetings.  People spoke of top managers ensuring staff are involved and that they feel consulted and involved in the development of the plans for the school.

People were very able to explain the objectives of their team and the school as a whole as it is very clearly communicated to them in a number of ways at all staff meetings, team meetings, weekly planning meetings between teachers and LSAs.  Some people explained team aims very strongly.  In other, usually non-teaching, areas the evidence was not as strong but staff are focused on their part in the care and development of the children.

2. Learning and development is planned to achieve the organisation’s objectives 

Top managers explained the school’s learning and development needs come from the performance reviews and are linked to the aims and objectives in the SIP.  It is clear in the SIP what activities and resources are needed to meet the requirements of objectives and each has success criteria to ensure the impact can be evaluated.
All managers explained their team’s learning and development needs and these were very closely linked to the achievement of targets and objectives.  The impact will be evaluated through the success criteria linked to the aims and objectives.

Staff interviewed were able to describe how they are involved in identifying their learning and development and the activities planned to meet them.  Performance reviews and team meetings are used as a time when any learning needs can be agreed with managers but everyone confirmed that development is also identified by them and by managers on an ad hoc basis.  All staff confirmed that development activities can be requested at any time and will be considered.  LSAs and PSAs confirmed that they feel more involved in identifying learning than they used to be, possibly as a result of their recent involvement in the formal review process.  

Staff were very clear about what their learning and development activities should achieve for them, their team and the school.   People know why they have development and what they are aiming to achieve as a result and due to team, subject and key stage focus they could describe the impact on other levels too.  
3. Strategies for managing people are designed to promote equality of opportunity in the development of the organisation’s people

Top managers described strategies which are in place to create an environment where everyone is encouraged to contribute ideas to improve their own and other people’s performance such as performance reviews and team meetings.  The school environment is one of positive confirmation of commitment to continuous professional development.  It is positive to see in the Annual Report strong commitment to making a wide range of CPD opportunities available to staff.  The Governors report that every available source of external funding is accessed wherever possible to support staff development and training.  This is an area which many feel has improved since the last Investors in People assessment as there is now increased consultation and more members of staff have been included in formal reviews which have encouraged more discussions on a one to one basis. The school has always had a strong culture of providing learning and development for all.  People are encouraged to discuss learning and development at their reviews but also know that training, where relevant, can be requested at any time.

Top management confirmed that it is very important to them that all staff have access to the same information and support.  The different needs of people are recognised and the strategies such as the review process and the induction process, strengthened by the open communication which exists in the school makes sure everyone has appropriate and fair access to the support they need.  Although there is enough evidence for this review that there is equality of opportunity for people to learn and develop to improve their performance, this is an area which needs strengthening for non-teaching staff who are yet to be part of the formal review process.  The impact of this has already been seen as opening up more opportunities for learning and development to be identified.

Managers recognise the different needs of people and were able to describe how they make sure everyone has equal access to the support and opportunities people need to help them learn and develop to improve their performance.  Management believe and state in various documents and at meetings that all staff’s development is important for them and for the success of the school.  A number of managers spoke about the need to be aware of different people’s needs and the different approaches which are necessary to address their needs such as ensuring people are updated if they cannot attend a briefing or meeting either by the manager or a colleague, providing shadowing opportunities for staff to learn from colleagues and providing one to one opportunities to discuss any issues or concerns.  Managers are very aware that some people do not want to get promoted or change their job but their learning needs will still be met.  The school offers opportunities for part time working and part timers said that they always feel involved and considered.
There is good evidence that people believe managers are genuinely committed to making sure everyone has equal access to the support they need and that there is equality of opportunity for them to learn and develop to improve their performance.  A number of staff felt that opportunities to develop had improved over the last year.  All those interviewed gave examples of how they have been encouraged to contribute ideas to improve their own and other people’s performance.  Examples were given such as being asked to share learning and experience at staff meetings such as a session on the anti-bullying policy, at team meetings, in discussion with class teachers where there is apparently more involvement of LSAs particularly in support of PPA time.  

4. The capabilities managers need to lead, manage and develop people effectively, are clearly defined and understood

It was very clear that senior managers know that without a strong and effective management team, the task of achieving the objectives and targets would not be sustainable. In line with Government guidelines the school has reviewed its staffing structures and the new structure which has been approved by the Governors has resulted in the Headteacher being supported by two Assistant Heads and three managers with teaching and learning responsibilities or TLR posts. 

Top managers described the knowledge, skills and behaviours needed by the school to lead, manage and develop people effectively.  Since the last assessment a number of managers have had development focussed on management skills such as the Deputy Head achieving promotion to Headteacher at another school as a result of the development she gained at St the James the Great.  It is also very impressive that the school is currently investing in three members of the Senior Leadership Team going through NPQH to develop their leadership and management skills.  The fact that all reviews are currently performed by members of the SLT who are experienced managers of staff, helps to ensure reviews are consistent in their outcomes.  If this review responsibility is extended to support the extended review process the school must plan to ensure the knowledge, skills and behaviours of other members of staff are strong enough to support the effective management of the process.

There is a sound understanding by all managers of what a good manager should look like for the school.  Managers described the knowledge, skills and behaviours they need to lead, manage and develop people effectively such as coaching, motivation, people development by helping people identify learning and development needs, ability to give constructive feedback and being approachable.  All managers have had either relevant management training or other development such as leading on projects eg being a hub school for IT, to support their training needs and as refreshers of good management skills.

People described what their manager should be doing to lead, manage and develop them effectively.  The majority of people talked about managers being able to lead by example.  A member of staff felt that the members of SLT who are currently undertaking the NPQH are a good example of managers continuing to identify their own development.  People described how managers support them both professionally and sometimes personally by being available, by performing performance reviews, by identifying learning opportunities and by giving feedback on performance between reviews.  Generally there is great respect for managers at all levels from staff. 

Taking action to improve the performance of the organisation

 An Investor in People takes effective action to improve the performance of the organisation through its people

5. Managers are effective in leading, managing and developing people

The school has some very good managers at all levels within the school who were able to explain how they are effective in leading, managing and developing people.  Managers described how they use their skills to lead, manage and develop staff to support the achievement of the school’s objectives and targets through providing effective communication and support.  All managers explained how they are effective in their management role by performing reviews where they provide feedback on performance but also very importantly giving feedback on performance between reviews for instance following classroom observation which it was good to see has now been extended to LSAs as well as teaching staff.  They also described how they offer advice and support and encourage people to develop by helping them to identify individual training needs in line with the needs of the team and the school.  Managers are also effective in their development of staff new to the school or a job role and they are supported in this, particularly for teaching staff, by the induction process.

Managers gave examples of how they give people constructive feedback on their performance regularly and when appropriate through the performance review process but also on an ad hoc basis very regularly.

A team manager told the Assessor that part of her role is to ensure all staff are happy by welcoming them each day.  “A member of our team sometimes worries but I tell her it is OK to make mistakes.  We all do it!”

People explained how their managers are effective in leading, managing and developing them and gave examples of how they receive regular and constructive feedback on their performance.  There is an enormous amount of respect for many managers within the school.  Staff confirmed that managers ensured reviews happened on time and were used for reviewing personal development needs as well as the needs of the team or the school as a whole.  Where staff are not yet part of the formal review process evidence for this indicator was not as strong as it could have been.  These staff are supported in some cases by their professionalism in knowing when they have done a good job and by getting feedback from colleagues.  They also see informal thanks as feedback on performance.
A new member of staff really appreciated the feedback she got from classroom observation early on, which she has been able to build on.  She said, “It was really useful feedback, very constructive with advice on how to improve displays in the classroom”.  She was made to feel good about her first presentation to parents at open evening with feedback from her mentor and line manager.

6. People’s contribution to the organisation is recognised and valued

There was good evidence of managers being able to give examples of how they recognise and value people’s individual contribution to the school such as individual recognition at performance reviews and staff and team meetings, more informally on a one to one basis possibly as a result of noticing a good display in a classroom, publicly at Governor meetings or parents’ evenings and very much on a day to day basis particularly between teacher and LSA or PSA and by encouraging further individual development which in some cases means the school loses valuable staff.  The Assessor witnessed examples of the Head valuing people’s contribution at the staff briefing when individuals were picked out for thanks.

People are clear how they contribute to the school’s performance and described how they contribute and believe that they make a positive difference to the school’s performance.  This is because people know what is expected of them from Inset, weekly briefings, planning meetings between teachers and support staff and they very much see a direct link between their personal and team objectives and targets and the school wide objectives.  People told the Assessor that they knew they were making a difference because managers tell them and they can see that the children respond to their efforts maybe through a change in behaviour or achievement.

People described how their contribution to the school is recognised and valued and confirmed those more formal forms of recognition already mentioned by managers.  Evidence was strengthened where support staff have been involved in the formalised review process.  Evidence was particularly strong where the manager was very effective in motivating and communicating.  People know what they are here for and know they make a difference but for support staff the Assessor would like to see this on a more personal level with stronger feelings of recognition and value from all staff.

7. People are encouraged to take ownership and responsibility by being involved in decision-making

A number of people commented that they feel that St James the Great has made big improvements in encouraging people to be more involved in decision-making both individually and in groups.  Managers described how they promote a sense of ownership and responsibility by encouraging people to be involved in decision-making both individually and through representative groups on a team level, by all staff being involved in drawing up team plans and individual objectives from the school objectives, encouraging the contribution of ideas at team and staff meetings, involving people in projects, by giving staff feedback to reinforce positive behaviour and encouraging others to manage or attend meetings normally outside their remit.

People described how they are encouraged to be involved to take ownership of decisions that affect the performance of individuals, teams or the school and many felt it is very natural for them because of how necessary it is to be able to be responsive when working with children as intensely as they nearly all do.  An NQT described how she had planned with the other year teacher to review last year and learning from that make decisions about lesson plans for this year in line with the SIP and the National Numeracy Targets.  People described how their personal objectives feed into the team and school wide targets and that they are encouraged to take ownership and responsibility for decisions affecting performance which they readily accept but also confirmed that there is always support available if they are faced with decisions which are not appropriate to their level.

8. People learn and develop effectively

Managers are very effective at making sure people’s learning and development needs are met and gave examples such as encouraging all staff to develop, providing feedback on performance and making suggestions of possible actions, acting as role models, ensuring all new members of staff have an effective induction into school life, ensuring all staff are kept up to date with learning and development opportunities available to them.

People described to the Assessor how their learning and development needs have been met confirming the examples given by managers.  Some staff added that they learn a lot from watching others more experienced at the job and that in many cases such opportunities had been set up by managers.  Nearly everyone interviewed commented that the training opportunities provided by the school are very good.  People gave examples of what they had learnt and how they had applied the learning to their role such as a newer member of staff had observed how others use displays in their classrooms following observation by her mentor; a teacher having learnt from another  more experienced teacher how to respond to the demands of parents and now felt more comfortable and confident in speaking with parents on her own.

People who are new to the school and those new to a role described how their induction helped them perform effectively due to the induction process, particularly for teaching staff, is very well structured and well managed to ensure staff understand what the school expects of them from the start of their employment.  New members of staff confirmed the induction process helps them to feel settled in their job role and to feel part of the team.  An NQT confirmed that it was very useful that her first day was an Inset day covering what the whole school was aiming to do in the year and through the reviewing of the year before, she felt she started to learn from others’ experiences.  She also felt very supported by her mentor in school and the NQT support from the Local Authority such as a session on English as a second language and one coming up on behaviour.  Induction is more informal for support staff but people confirmed it was made effective by the very friendly staff all of whom are approachable and willing to help.

Evaluating the impact on the performance of the organisation

An Investor in People can demonstrate the impact of its investment in people on the performance of the organisation

9. Investment in people improves the performance of the organisation

Learning and development is very much part of the culture within St James the Great School.  It is known and believed at senior management level that without knowledgeable, competent, developed and motivated staff the school cannot possibly succeed.  Senior managers described the school’s overal investment of time, money and resources in learning and development and showed that they have a strong understanding of resource management and outcome.  The school benefits from self evaluation as an outcome of submission for accreditation under a number of external accreditation schemes such as Basic Skills Quality Mark and Charter Mark.  

Top managers are completely committed to learning and development for all and explained how learning and development has improved the performance of the organisation and how the evaluation of the investment in people is being used to develop the school’s strategy for improving the overall performance.  Examples were given such as the school running numeracy and literacy classes for parents and seeing the impact on the achievement of the children as a result and the Inset on DT changing the view of the subject within the school so that DT was now embraced by staff rather than being seen as something outside their remit.  The DT session was known to have built confidence so the school has learnt from this and is taking the same approach with geography and history by integrating them into literacy to help timetable problems.

All managers interviewed were able to give examples of how learning and development has improved the performance of their team and the school.  They explained that learning and development is constant within the school 

People gave examples of how learning and development has improved their performance, the performance of their team and the performance of the school.  Some good examples related to the increase in confidence for some people in the knowledge of DT which had encouraged to use more DT based work in the classroom.  

10. Improvements are continually made to the way people are managed and developed

St James the Great School is always looking at how it can improve its performance, and is very proud of its ranking as the top Primary School in Croydon.  Top managers gave examples of how the evaluation of their investment in people has resulted in improvements in the school’s strategy for managing and developing people.  A member of senior management spoke about how the school uses classroom observation to highlight areas of individual development which often has a school-wide impact such as an improvement against targets for individual children.  Another example given was the focus on improving communication across the school to ensure staff are more up to date with performance to date, with learning opportunities and with general operational information.  This has been achieved through more focussed team meetings, inclusion of more staff at the regular staff briefings and the extension of the professional review process to include LSAs.

Managers gave examples of improvements they have made to the way they manage and develop people and staff confirmed such improvements.   Such an example was that as a result of personal development a manager had learnt to reflect more and was using coaching techniques learnt with direct reports and others.

People gave examples of improvements that have been made to the way the school manages and develops its people such as the focus on communication which has resulted in staff feeling more up to date with school wide targets and the inclusion of LSAs in the performance review process.
( Recommendation and Next Steps
Having carried out the review process in accordance with the guidelines provided for Assessors by Investors in People UK, The Assessor is totally satisfied that St James the Great R.C. (V.A) Nursery and Primary School meets the requirements of the Investors in People National Standard.

Investors in People recognition is granted indefinitely, with a proviso that reviews take place no greater than 3 years apart.  The organisation should discuss the timing of the next review with an Adviser.  The Assessor would also urge St James the Great School to consider being reviewed next time against the Profile version of Investors in People.  Profile offers the option of identification of more stretching opportunities for improvement as well as enabling the School to benchmark itself against other Investor in People organisations.  The Assessor would particularly highlight three other models linked to Investors in People which might support work already being done within the School or development areas highlighted by this review.  These models are:

Investors in People Leadership and Management Model

The ability to create and communicate a clear vision, and motivate people to deliver it, is as important to the small entrepreneur as to the leader of 1000 people. Investors in People have now developed a Model that is designed to give you guidance and clarify your organisation's current and future management needs. The Model offers a framework to ensure that you plan, develop and benefit from effective leadership and management.

Investors in People Work-life Balance Model

The common factor in all work-life balance solutions is that they all recognise the different needs of different people. The Investors in People Work-life Balance Model helps you to do that by shifting the focus onto what you can do to help people deliver your objectives rather than managing how they do it. The Work-life Balance Model can help you to build commitment, improve quality, offer best service and give everyone more choice.

Investors in People Recruitment and Selection Model

Finding and keeping the right people is one of the biggest and most important business challenges this decade. To achieve your goals as an organisation, you need to pinpoint what people, skills and abilities you need now and in the future. The Investors in People Recruitment and Selection Model will help by giving you a framework that can help you and your people to recruit the right person for the right job, first time and every time.

Further information on Profile and other models linked to Investors in People can be found on the IIP UK website – www.investorsinpeople.co.uk and the Capital Quality Ltd website www.capitalquality.co.uk. 

Many congratulations to all at St James the Great Nursery and Primary School on continuing to be recognised as an Investor in People.

Gemma Grace

Investor in People Assessor

( OPTIONS AT YOUR NEXT REVIEW
Investors in People Profile

Investors in People Profile is an optional service for organisations where, instead of a conventional post recognition review or assessment, organisations can choose to be measured against the Standard and compare their performance with other Investor in People organisations. So, in addition to all of the usual benefits of Investor in People Recognition, a Profile Review will give clear guidelines for continuous development, provide an in depth look at your strengths and weaknesses and highlight areas of good practice. Profile is a premium product and the assessment requires a higher financial investment.  

Internal Review

Internal Review is a flexible review option available to all Investor in People organisations. It was introduced because recognised organisations identified that they wanted more involvement and ownership of their post recognition reviews. Internal Review works on selected principles of quality assured self-assessment and must be conducted with the full involvement of CQL. We develop your people to a nationally approved standard, providing you with an internal resource to enable you to monitor your own performance, target your resources appropriately and participate more fully in the review process.

Promoting continuous improvement

CQL offers an integrated advice and assessment support service, as well as workshops, surgeries and networking events to promote continuous improvement and maximize the benefits of working with the Standard.  Details of the support available to you can be found on CQL’s website www.capitalquality.co.uk, or from Andra King, Client Services Director, at andra.king@capitalquality.co.uk  Tel 07767 623 972.
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