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Introduction and Context 

At the time of the last review in 2015, the school had just commenced a trial of a two class 

entry system which, if successful, would be the catalyst for a number of organisational and 

infrastructure changes. At the same time, the Headteacher, Sarah Whitehead had begun to 

change the teaching mix as part of a longer-term plan to bring an element of youth and 

freshness to the teaching staff. 

The trial was successful and, three years later, the school now has a two class system up to 

year 4 along with substantial extensions and improvements to the school buildings to 

accommodate the additional pupils. This has been a significant positive factor in the school’s 

development for a number of reasons. 

 It has necessitated a number of additional changes to the teaching and support staff 

in parallel with Sarah’s plans, firstly to cater for the increase in pupil numbers from 210 

to 330, and secondly to supervise and manage the ‘Bluebirds’ before and after school 

facility that looks after the children of working parents. 

 The expansion has created opportunities for many of the support staff to progress into 

teaching roles or to take on additional work in other support roles. 

 The increased scale, career progression opportunities and improved infrastructure all 

combine to make Maney Hill better able to attract external teaching talent. 

 The increased staff numbers provide greater flexibility in managing the teaching 

resource and catering for personal circumstances as absence.  

Sarah is now in her seventh year as Headteacher and her overriding mantra for a successful 

school is to...... “Recruit the very best people in order to provide the best teaching possible. 

The results will then follow”...... The school’s expansion has been catalytic in enabling her to 

pursue that objective and make a number of changes to the leadership team as well as the 

teaching staff. These include a new external appointment at Deputy Headteacher, two internal 

promotions to Assistant Headteacher and three new appointments as Subject Leaders, two of 

which were internal. In parallel, the number of teaching staff has increased from 16 to 26. 

The school continues to have a very good working relationship with the Board of Governors 

based on openness and trust and with a common goal of meeting the school’s mission of 

“equipping the children with the skills and attitudes for lifelong success”. The Governors are 

keen to improve their own knowledge and relevant skills in order to better guide and support 

the school in this mission.  

The school is currently rated as ‘Outstanding’ by Ofsted, the last inspection having been in 

2009. In order to ensure it can retain this in future assessments, the school regularly 

benchmarks its current capability through peer group reviews with its School Improvement 

Partners. The school’s desire to pursue its accreditation as an Investor in People is another 

aspect of external benchmarking that is particularly relevant to the ongoing leadership, staffing 

and people management aspects that can form part of Ofsted reports.   
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Assessment Outcome 

  
 
 
 

Maney Hill School elected to be reviewed under the ‘Standard’ assessment package and we 

are pleased to confirm that this accreditation has been achieved by meeting all Indicators at 

the Developed performance level. 

The school achieved ‘Bronze’ in 2015 under the previous Generation 5 framework but this 

award no longer exists under Generation 6 and other higher awards cannot be gained under 

a ‘Standard’ review. 

However, it is worth noting that the questions in the online assessment relate to all four 

performance levels and there is comparatively little difference between the responses to the 

full online assessment outcomes shown in Chart 2 and those specifically relating to the 

‘Developed’ level as shown in Charts 3, 4 and 5. This shows that the school actually performs 

quite well against a number of the criteria for the higher performance levels. As such, the 

school may consider being reviewed under one of the higher award packages in the future. 
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Assessment Approach 

 

The online assessment was deployed on 23rd July for 2 weeks. 

We received 22 responses from a workforce of 42 people giving an overall 
response rate of 52% which is above the minimum requirement for an 
organisation of this size. 

 

Based on the findings from the online assessment, the Practitioner held 
interviews with the Headteacher, one of the school’s Governors and ten 
members of staff on 9th and 10th October.  

 

In addition to the feedback gained through the interviews, the Practitioner 
took every opportunity to observe the way staff interacted with each other 
when going about their daily activities.  

 

A number of documents were reviewed, including... 

 School Improvement Plan 

 The school leadership structure 

 The Mission and values statements 

 Organisation chart and staff list. 
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Assessment Analysis 

Online Assessment Summary 

 

Chart 1 

The following chart is drawn directly from the online assessment management system and 

summarises the responses to all questions at all performance levels. These outcomes are 

replicated in a simpler format in the subsequent Chart 2. 
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It is also worth pointing out that the right hand column in Chart 1 shows the school to be at or 

ahead of the national average for 6 of the nine Indicators, bearing in mind that the cohort is 

one of organisations that are already accredited as Investors in People so the benchmark is 

already set quite high. 

 

Chart 2  

This summarises the same outcomes as those from Chart 1 but in a simpler format. 

 

Ind Title Agree Unsure Disagree 

1   Leading and  inspiring people 81% 8% 11% 

2   Living the organisation’s values and behaviours 90% 7% 3% 

3   Empowering and involving people 81% 9% 10% 

4   Managing performance 87% 9% 4% 

5   Recognising and rewarding high performance 72% 15% 13% 

6   Structuring work 97% 2% 1% 

7   Building capability 84% 8% 8% 

8   Delivering continuous improvement 83% 9% 8% 

9   Creating sustainable success 87% 11% 2% 

 

Charts 3, 4 & 5  

These Charts summarise the responses to the 15 questions in the online assessment that 

apply specifically to the ‘Developed’ performance level and are therefore most relevant to the 

overall outcome of this review. 

They are clustered under the three main principles of Leading, Supporting and Improving, 

under which the Observations against the Standard are also reported. 

 

Chart 3 - Leading 

Ind Question (Developed level only) Agree Unsure Disagree 

1 Leading and  inspiring people       

  Management communicates the organisation’s ambition 81% 5% 14% 

2 Living the organisation’s values and behaviours      

  My organisation has clear values 95% 5% 0% 

  My behaviour reflects the organisation’s values 95% 5% 0% 

3 Empowering and involving people      

  I have all the information I need to do my job well 82% 9% 9% 

  I have a say in decisions that affect my role  68% 18% 14% 

  I am trusted to make decisions in my role 82% 9% 9% 
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Chart 4 – Supporting  

Ind Question (Developed level only) Agree Unsure Disagree 

4 Managing performance       

  My manager helps me improve my performance  86% 5% 9% 

  I have discussed my performance with my mgr in the last 6 mths 91% 9% 0% 

5 Recognising and rewarding high performance      

  I get appropriate recognition for the work I do 82% 9% 9% 

6 Structuring work      

  I have the right level of responsibility to do my job effectively  95% 5% 0% 

  My role enables me to work well with others 100% 0% 0% 

 

Chart 5 – Improving 

It should be noted that there are no questions under Indicator 8 that relate to the Developed 

performance level. 

Ind Question (Developed level only) Agree Unsure Disagree 

7 Building capability       

  I know how my organisation invests in learning and development  77% 14% 9% 

  My manager thinks it is important that I develop my skills  82% 9% 9% 

  People are selected for roles based on their skills and abilities 82% 9% 9% 

9 Creating sustainable success       

  My organisation has a plan for the future 86% 14% 0% 
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Observations against the Standard 

Principle 1 - Leading 

The online assessment results in Chart 3 show a very high level of agreement to the questions 

raised under the first three Indicators where all but one question achieved scores of 81% or 

more. There was a lower response to the question “I have a say in decisions that affect my 

role”, where 18% were unsure and 14% disagreed. The interviews revealed that this is simply 

a statement of fact because a number of teachers had not been allocated the classes they 

had hoped for when asked for their preferences. However, all acknowledged that the final 

allocations were made in the school’s best interests and that, in hindsight, their new roles 

actually offer them more in terms of their personal development by taking them out of their 

comfort zone and broadening their experience.  

The school prepares an annual School Development Plan, the preparation of which involves 

all members of the leadership team. This summarises the school’s development areas under 

the six main objectives of Leadership & Management, Teaching, Learning & Assessment, 

Development Behaviour & Welfare, Outcomes for Pupils, Effectiveness of Early Years and 

Buildings. These in turn are translated into a set of core KPIs that quantify the results that the 

schools expects to achieve, all of which are comparable with an ‘Outstanding’ Ofsted rating, 

and which form the basis for all performance reviews. Each Phase and Subject Leader then 

prepares an action plan to show, in detail, how the teaching elements of the plan will be 

delivered. 

Chart 3 also shows that the two questions relating to ‘Values’ achieved particularly high scores 

of 95%. This is clear evidence of the extent to which all staff are passionate about adopting 

and demonstrating the stated core values of Respect, Honesty, Inspire & Achieve, Equality of 

Opportunity, Quality Relationships and Teamwork. This was re-affirmed during the interviews 

where it particularly pleasing to experience everyone’s enthusiasm for their work and the 

commitment they show to delivering the highest possible standards of teaching and care for 

the pupils.  

The interviews and the online assessment showed that everyone enjoys a high level of 

autonomy and are empowered and trusted to make decisions in line with their specific 

responsibilities. They are also encouraged to think outside the box and consider how things 

could be improved or done differently for the benefit of the pupils or to make their work more 

efficient. 

 

Strengths 

Clear targets and KPIs to show how the school will meet its development objectives. 

High levels of commitment to teaching quality and pupil care by teaching and support staff 

Excellent adoption and demonstration of the school’s core values by all staff, particularly 

with regards to quality of teaching, team work and safeguarding. 

Staff at all levels are empowered and trusted. 
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Areas for development 

Consider sharing a vision of what the school might look like in three years’ time in terms of 

staffing, roles and responsibilities when all classes are in place and the proposed nursery 

is established. This may give staff a clearer understanding of what the future might hold for 

them and therefore enable them to consider what development support they might like to 

put in place now to be better able to take up any opportunities that may arise. 

The core values could be better displayed throughout the school as a constant reminder of 

their importance in everyday activities and as a means of embedding them within the pupils 

as well as the staff.   
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Principle 2 - Supporting 

The school continues to put a high priority on monitoring and reviewing the performance of its 

teaching staff, this being done formally three times each year. All staff set their objectives at 

the start of the year based on the School Development Plan. On-going performance reviews 

then take the form of ‘learning walks’ and ‘book trawls’ for the experienced teachers, and more 

in-depth reviews for NQTs through two formal ‘observations’ each term. All these are carried 

out by members of the leadership team and all interventions are aimed at continuous 

improvement through constructive critique. Based on these reviews, the school is able to give 

formal recognition to high performers through improved pay scales and allocation of more 

senior classes. The extent to which staff appreciate this approach is clearly evidenced in Chart 

4 by the 86% and 91% agreement to the questions. “My manager helps me to improve my 

performance”...and ...”I have discussed my performance with my manager in the last 6 

months”. 

At a school level, KPIs are set at or above the Ofsted criteria for ‘Outstanding’, against which 

its benchmarks its own performance through regular peer group reviews carried out in 

conjunction with the local authority and through its School Development Partners. 

Although the school is limited in its ability to offer competitive salaries and wages, and fund 

rewards and treats, it is very good at acknowledging good performance and showing its 

appreciation for the commitment and care with which the staff go about their daily activities. 

This again is fully evidenced by the results of the online assessment whereby 82% agree 

that......“I get appropriate recognition for the work I do”.   

The two questions relating to Structuring work achieved 95% and 100% agreement which is 

an excellent reflection of the empowerment and trust fostered by the leadership team. This is 

particularly true between teachers and teaching assistants where shared targets and the new 

two-class system help to promotes good teamwork. The interviews also reinforced the passion 

everyone has for their work and the enthusiasm with which they work together to overcome 

challenges and improve standards. It is particularly pleasing to note that 100% of respondents 

agree that...“My role enables me to work well with others”. 

 

Strengths 

Thorough performance review process for all teaching staff 

Good performance and contribution is recognised  

Excellent teamwork and co-operation at all levels. 

 

Areas for development 

Some support staff have performance reviews in ‘groups’. Consider enabling some form of 

1:1 feedback process so that they feel more valued, individually, by the school and have an 

opportunity of expressing their views on what went well and what could be improved, for 

them. 

 The ‘Bluebirds’ Manager is an experienced people manager and could be involved in, or 

even take the lead in, the performance reviews of staff reporting to her. 
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Principle 3 – Improving 

The school is very keen to ‘grow its own talent’ by encouraging those with the right attitude, 

aptitude and potential to develop their skills, take on additional responsibilities and further their 

careers. As evidence of this, there are a lot of examples of support staff taking on dual or even 

triple roles, including moving into teaching assistant roles, and of NQTs progressing to 

leadership roles. Where relevant, the school is very keen to enable the relevant learning or 

formal qualifications to be gained such as NVQs for Teaching Assistants and national 

professional qualifications for ‘middle leaders’. To support this, Chart 5 shows that the three 

questions relating to ‘Building Capability’ achieved 77%, 82% and 82% agreement. 

As described previously, the observations, learning walks and book trawls are the prime formal 

interventions for performance measurement. Any learning or development needs identified 

through them are typically supported through coaching and mentoring by Phase Leaders, 

Subject Leaders or Assistant Headteachers. 

The interviews showed that the school is very empathetic and flexible towards people’s 

personal circumstances, preferring to accommodate these wherever possible so as to retain 

good staff and help them to achieve their desired work life balance. The school’s increased 

scale and the three roles of Teaching Assistant, Lunchtime Supervisor and Bluebirds offer a 

lot of flexibility in how this balance between school needs and personal circumstances can be 

achieved. As an example, the current staff list shows that eight members of staff hold positions 

in two, and sometimes three, of the above roles. This benefits the school by increasing the 

utilisation of experienced and reliable staff and gives people the workload and income they 

prefer in roles that they enjoy. 

Ideas for improvement are encouraged and welcomed and it is good to note the extent to 

which staff’s views are taken into account in improving the teaching practices, this being done 

both informally and through structured working groups. Recent development to illustrate this 

include the streamlining of the ‘marking’ system to free up teacher’s time for more creative 

activities and the recommendations from the Computing Lead to invest in a new software suite 

to improve both teaching and learning. 

The school will continue to grow until the two-class system reaches year 6 and, to maximise 

the benefit of the improved infrastructure, the Headteacher has outlined plans for a Nursery 

that will accommodate around 40 pre-school children. This benefits the community and the 

school by improving the continuity of learning for local children, promoting a stronger ‘early 

years’ facility, identifying and catering for special needs and increasing the flexibility of the 

teaching resource through increased numbers.  

  

Strengths 

People are encouraged to take on additional responsibility and are supported in the relevant 

learning activities.  

A number of good examples of teachers progressing to leadership roles. 

Flexibility and consideration towards people’s work preferences and their work life balance. 

People’s views on improvements are encouraged and new ideas are welcomed. 

Longer-term ambition to realise the potential of the staff and the buildings. 
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Areas for development 

Please refer to the recommendation under ‘Leading’.  
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Detailed outcome against 27 themes 

 Developed 

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  

 

 Met 

 Not Met  



 

Page 15 I © Investors in People 
 

Next Steps 

The key dates for the next stages of Maney Hill School’s IIP journey are set out below: 

 

Accreditation date 12-Month Review 24-Month Review 
Accreditation 

Expiry 

10th October 2018 10th October 2019 10th October 2020 10th October 2021 

 

 



 
 

 


