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BACKGROUND TO THE ASSESSMENT
Introduction
Overstone Park is a privately-owned independent school for children from 0 to 16, with plans to include 16 to 18 next year.  The owners work in the organisation, which currently has 130 children, both from the local area and from overseas, with a multi-cultural mix.  There are plans for a major expansion to include sports facilities, a swimming pool, and provision for a number of boarders.  The nursery was the subject of an OFSTED inspection in November 2006, with an overall rating of “Good”.  The school was recognised in 2002, with a successful review in 2005.
Assessment Objectives
· Establish the status of the organisation against the Indicators of the current  version of the Standard
· Review the changes which have taken place at the school in the past three years
· Provide feedback on how the organisation may continue to use the Standard to improve performance
Assessment Methodology
Interviews took place as planned, in the Reception office.  People were spoken to face-to-face, and mostly one-to-one.  The total interviewed was 10 out of the total of 33 staff (30%), and included the one of the owners (the Principal).
Apart from the interviews, other evidence included the following:

-  Staffing structure chart
-  School Business Plan
-  School prospectus

-  Whole School Curriculum Approach document

-  Annual Staff Training Plan

-  OFSTED report

-  Previous IIP review report

-  Performance Evaluation documentation
-  Induction material

-  National standards

-  School Policies

-  Staff handbook

Acknowledgements
The Assessor is grateful for the co-operation of the Principal in making people available to talk to.
EXECUTIVE SUMMARY
Strengths
· The school has good planning processes, covering both strategic and operational needs. (Indicator 1)

· Learning and development for staff is well-planned and strongly encouraged. (2, 8)

· Development is encouraged for all staff, regardless of job role or employment status.  (3)

· The ethos and leadership style is clearly defined, and the leadership team provides clear direction and support for all staff.  (4, 5)

· There is variety of methods used to ensure that people feel their efforts are valued. (6)
· The development activity which takes place is linked to school aims and objectives, and is having a positive effect. (9, 2)
Areas for Development
None identified. 
Conclusion
The options for future reviews have been discussed with the Principal.   All the Indicators of the Standard are met, and Overstone Park School continues to be recognised as an Investor in People.
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FINDINGS
DEVELOPING STRATEGIES TO IMPROVE THE PERFORMANCE 

OF THE ORGANISATION

(An Investor in People develops effective strategies to improve the performance of the organisation through its people)

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

The school has a Mission, which is displayed on posters throughout the premises.  The school’s motto is “Branch of Knowledge”.  There is a long term strategy to open accommodation for boarders and to provide improved sporting facilities, as well as extending the age range from 16 to 18.

Business aims include the staff/pupil ratio at various ages, income targets, and meeting the requirements of OFSTED and the various regulatory and examination bodies.


There are no representative bodies.


Teaching and support staff clearly understood the main aims of the School:

“We all know about the plans for expansion, and the steady growth of the school, but not past the point where we can maintain the close contact with every child.”

“In my area our primary aim is to keep the children safe and make sure they get started on reading.”
2
Learning and development is planned to achieve the organisation’s objectives.

Major learning needs are identified in the planning process, OFSTED reports, and Performance Evaluation discussions.  These are summarised on a Staff Training Plan for each year, which currently includes such items as Positive Handling, Risk Reduction Strategies, First Aid, and Business Management.  Learning and development is linked either to school objectives, statutory requirements, or personal development which will improve school performance, and is resourced through a training budget, using external providers, county provision, internal training, and e-learning.
People confirmed that learning needs are identified through annual Performance Evaluations, observation, and one-to-ones, and that personal development is strongly encouraged and supported.  Objectives for learning activity are understood.
“We have a Performance Evaluation, but we talk informally about learning, and the Principal strongly encourages it by supporting people who want to do qualifications.”
“We can talk about development any time – the Principal will always offer advice on what to do and how to do it.”
“I’m doing a degree which will not only help me with my job as it is now but will enable me to progress.”
3 
Strategies for managing people are designed to promote equality of opportunity in the development of the organisation’s people.

Communication strategies are designed to ensure that all staff have an opportunity to contribute to how the school operates.  Regular team meetings take place at various levels, at which staff are encouraged to have their say, and the culture is open and participative.  The Principal is seen as approachable and willing to listen to new ideas or suggestions.  


All staff have Performance Evaluations, during which development needs are identified and means of addressing them discussed.  All staff are invited to staff meetings, which often include a training element, and any who are unable to attend are given a one-to-one “catch-up” later.  Learning opportunities and course lists are circulated to all staff, and the training budget is based on aggregate needs.

People confirmed that there is support for development irrespective of job role or hours worked, and if part-time staff are required to increase their hours to attend training events they are compensated for the extra time.  Statutory learning such as First Aid and Child Protection is made available to all staff.  

“I’m part-time, but I get offered the same opportunities to develop as anyone else – we work as a team, there’s no distinction here.”

“We all see the list of courses, and we can all apply for what we want.”


“We all have performance measurement of some kind, whether it’s a formal evaluation or an informal chat, and these always include a discussion about what we think we need to learn, or might need to do the job better.”

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

The capabilities required by managers are defined in both formal and informal ways.  Detailed job descriptions for managers included references to being professional and having respect for other people.  The Principal is seen as a role model for others, both in her open and inclusive approach and her continuing personal development towards achieving a PhD.  The OFSTED criteria for leadership and management are seen as guidelines for managers.  All Performance Evaluations are carried out under a series of headings which clearly indicate the priorities for managers, such as Courtesy, Stability, Initiative, Creativity, Accuracy, Dependability, Skill and Knowledge.  Management responsibilities are covered in the induction procedure, and various school policies also impact on how managers behave, such as Equal Opportunities and the Training Policy.  Guidance on management qualities is provided where needed, either through in-house training and mentoring by the Principal, or by formal courses or qualifications.

Staff were aware of what managers should be doing, through the Performance Evaluation headings and the school policies.

“We all get Performance Evaluations, and they have headings which apply to everybody.”


“Job descriptions cover this area, plus the school policies.”


“The Principal is seen very much as a role model.”

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.

Examples of effective management included organising learning and development activity, leading on a subject and carrying out observations and feedback sessions, carrying out Performance Evaluation reviews, providing pastoral guidance, being calm, patient and approachable.  The Principal provides leadership and direction at the regular staff meetings, and is seen as having an open and inclusive management style, involving extensive delegation. In addition, informal feedback is common, both on a one-to-one and team basis.  

People provided examples of how they thought managers were effective, such as being visible and approachable, arranging learning and development activities, being supportive in both professional and personal affairs, passing on their experience, being fair and listening to staff, coaching and mentoring. Feedback is common and constructive.  

“I support the team with advice, delegating tasks, motivating them, encouraging ideas, involving them in planning, arranging learning opportunities for them, and being approachable.”


“Words I would use about the Principal might be fair, proactive, professional, assertive, strong, supportive, consistent.”  (All these are reflected in the headings of the Performance Evaluation documentation.) 
6

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

Formal recognition of people’s efforts is provided through positive comments at performance evaluation reviews and in post-observation feedback,  and bonuses or salary increases for achieving qualifications. The majority is informal, including public recognition at Speech Days, comments when visitors are shown round the school, , praise at staff meetings, thanks, presents and cards, and ‘pats on the back’ in assembly.  The Principal passes on any positive feedback from parents.


Staff appear to understand how they contribute to the school’s performance, with examples such as mounting shows and plays, organising Sports and Speech Days, supporting colleagues and being a positive team member, co-operating in efforts for the good of the children, being reliable and consistent, liaising between parents and management, delivering well thought out and planned lessons, achieving successful examination results, and providing a safe and supportive environment for pupils.


There was ample evidence of appreciation and recognition of people’s efforts, and all the staff seen believed that their work was valued.  Comments included:

“I get often get thanked for my work ”


“We get praise from the Principal, and in staff meetings and assemblies.”


“We get good feedback, both in formal reviews and informal comments.”


“People get pay rises or bonuses to recognise achievements, like qualifications.”
7
People are encouraged to take ownership and responsibility by being involved in decision-making.

Whilst the school works within educational guidelines and targets, many staff are given responsibility for particular areas, such as subject leadership or running extra-curricular activities and sports.  Staff and planning meetings involve policy-making, planning events and activities, and encourage people to contribute both to the debate and to any associated actions.   


People described how they are encouraged to be involved in decision-making, for example by being involved in lesson planning, by taking responsibility for children with special needs, by discussing issues at team meetings, by being trusted to deal with day-to-day operational issues, and by using their initiative to develop new ideas and approaches.


“I’ve been given loads of responsibility, and it’s up to me to decide what needs doing and when.”

“We have a sheet we complete every week for new ideas or activities.”


“Our team has a weekly planning meeting, when we decide between us what we need to do and how to do it.”


“Everybody is encouraged here to get involved with running the school, and if you have a particular interest they give you a chance to use it.” 

8
People learn and develop effectively. 

Managers confirmed that people’s learning and development needs are met through such activities as arranging courses and other learning opportunities; developing in-house training sessions;  making people aware of qualifications and courses; using staff meetings to identify and spread good practice; distributing training information to staff; and supplying personal coaching and mentoring.  These actions are supported by appropriate funding, staff meeting and training sessions, external training provision, internal learning and ‘on the job’ development. 


People gave many examples of effective learning, including external courses, conferences, seminars and job-specific groups, visits to or networking with other establishments, staff training sessions, support from managers and more experienced colleagues, and coaching and mentoring activity.  Evidence of new knowledge acquired and applied included First Aid refreshers, Special Needs training, degrees in both teaching and non-teaching subjects, NVQs, curriculum and examination criteria courses, and management skills.  Staff training sessions are used to deliver generic learning needs.  All of the examples quoted could be linked to improvements in personal performance or efforts to achieve school objectives.

A comprehensive induction procedure is used for new recruits, including pre-start familiarisation sessions, issue of Health & Safety arrangements and school policies, a handover from previous job-holders where possible, appointment of a mentor, regular checks on progress, and involvement in training events.

Those taking on different roles are given appropriate training, either through external courses, study for qualifications, or internal instruction and coaching. 
 
“I did various Special Needs courses to help me deal with an increase in the number of Special Needs children.”

“I’m working towards . . . . . , and I’ve done First Aid, Manual Handling and Child Protection.  We do lots of in-house training not just on issues but looking at solutions.”


“I’ve done my Level 3 NVQ, and am being funded for a degree.”

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.

The Principal displayed a good awareness of the investment in staff development, quoting the training budget; access to county provision; the staff training events; in-house training sessions; the cost of helping staff achieve qualifications such as NVQs; first and subsequent degrees; and the time involved in development activity.


Examples of how learning has improved performance included a course on Managing Difficult People which reduced friction and enhanced management capability, and training to enable staff to deal with a merging of the Foundation and Key Stage 1 levels.  Support for degrees and management development courses are seen as helping the school develop enhanced management skills in line with growth plans.  The school practices self-evaluation on a regular basis to ensure that necessary skills and knowledge are being acquired.

Examples of improvements following development activity included increased self-confidence through achieving a degree and subsequent ability to help market the school to prospective parents; improved ability to deal with behavioural issues following Child Protection sessions;  sound grounding in basic skills through NVQ completion;  more effective and productive teaching following learning new techniques;  enhanced professionalism and multi-skilling;   and using staff training events and informal learning to spread good practice and raise standards.

“I’m more confident since I got my degree, and can talk more knowledgeably to parents when they visit.”


“I learned a simple technique which makes what I do in the classroom much more effective.”

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

The school supports degrees and management development courses to continually improve management techniques and effectiveness, for example learning to be more selective and specific in deciding on appropriate approaches to individuals.  The Principal appears to be delegating more than previously, and people feel that they have more autonomy and ability to use their own initiative.  The Performance Evaluation documentation has been modified recently to make it more effective.  Staff development has shifted to more in-house provision which can be tailored to the needs of the school, and e-learning is being developed as a new source of information and knowledge.  
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