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Towards Professional Led
Accountability; Measuring
What Matters

Welcome to the second
edition of the Evolve
Alliance Journal
I am very excited to introduce you to the second edition
of the Evolve Alliance research journal. The first journal
received much praise both locally and nationally from the
Chartered College as well as NASEN and SEND gateway.
This second edition will focus on professional led
accountability. We are taking
accountability in this
context to mean “obligation of an individual and
organisation to account for its activities, accept
responsibility for them, and to disclose the results in a
transparent manner”. With this in mind we believe the
highest form of accountability is the individual’s professional
accountability for the quality of his or her own work and to the people who the profession serves. To achieve
a truly self-improving system teachers and school leaders need to be agents of their own accountability.
It is hard to imagine any discussion between education professionals where the word ‘accountability’ would
not be used. Usually, it is interpreted negatively as pressure on schools and teachers. Given the history of
public accountability in this country, generated by a centralised system, that is not surprising. But accountability
in its broadest sense provides important support for school improvement and is more critical than ever as we
move to establish a truly self-improving system. A decentralised system of accountability, operating at the level
of the individual school but more particularly across networks of schools, can provide a source of professional
aspiration and improve teachers’ knowledge, skills and practice so that children are supported better in their
learning.
This journal will explore the issues of trust, control, professional autonomy and accountability in some local
schools as well as further afield. There are a number of interviews with educational professionals who will
explore informal “light-touch” quality control systems based on local practices and a significant amount of
trust and professional autonomy to systems which incorporate a more highly prescribed process of auditbased quality control. I would like to take this opportunity to thank the contributors to the journal; Debbie
Clinton, acting CEO of Diverse Academies Learning Partnership, Jeremy Hannay of Three Bridges Primary
School, Ian McNeilly, HMI Ofsted and Berni Dickinson from The Evolve Trust. All of whom have given up their
time to feature in this edition and contribute to the debate on accountability.
More information about the Evolve Alliance can be found at www.evolvealliance.org

CEO of The Evolve Trust
1

Journal 02 / September 2017

@_evolvealliance

evolvealliance@evolvetrust.org

The Big Interview
Jeremy Hannay from
The Three Bridges Primary School

Jeremy Hannay is the Headteacher of the high performing Three
Bridges School and his school is in the top 1% of schools nationally
and that is despite being at the at the top of the deprivation tables.
Three Bridges prides itself on providing an environment characterised
by Professional Capital and Moral Purpose. They are passionate
about providing excellent development opportunities for staff,
allowing them to collaborate, research and innovate in order to make
the best decisions for children. They spend vast amounts of time
leading learning in partnership with other schools (over 200 schools
and 500 teachers and leaders in the last 2 years!) because they believe
that those relationships make them stronger.
Jeremy has written and published many works and we are delighted
that he has given up time to contribute to second edition of the
Evolve Alliance research journal.

2

Journal 02 / September 2017

@_evolvealliance

evolve alliance@evolvetrust.org

Towards Professional Led
Accountability; Measuring
What Matters

The Big Interview … Jeremy Hannay
We have a saying at Three Bridges: ‘assessment is a
great servant, but poor master.’ If I ever had to
choose between academic success and personal
development, I know that I would choose personal
development every time.
The reality is, we need
both (and do both at Three Bridges!).
Why do you believe school leaders should set
bolder goals? Do you have any examples
from Three Bridges?

Jeremy is the Headteacher of Three Bridges
Primary School in West London, an innovative and
successful school that serves a disadvantaged
population. He writes regularly for Teach Primary
and Primary School Management in between
completing his doctorate at the University of
Exeter.
Jeremy has worked in both Canada and England as
an educator and provides support and advisory to a
number of schools in mathematics, English and
school leadership.
He believes passionately in
growing schools that are characterised by
incredible educators, courageous young people and
cultures of enquiry, collaboration and happiness.
In terms of ‘professional led accountability
and measuring what matters ……. what
matters to you?

At Three Bridges we have a strong focus on creating
young leaders with great interpersonal skills. Staff
here work hard to ensure that children attain well,
work hard and become great people.
For me
personally, I hate the idea that schools are set up for
academic purposes only. I believe that school leaders
need to have much bolder goals that are not just
focused on English and Maths. Staff and pupil’s
physical, emotional and social wellbeing must be a
priority. For example here at Three Bridges we have
a happiness project with The Art of Brilliance which
lays the foundations for positive emotional wellbeing
and student mentorship.
As a school, we are
passionate about adventure learning and because the
school is in Central London, “in the concrete jungle”,
we create experiential learning experiences for our
children, such as building fires, camping and kayaking.
Most children in our community have not travelled
more than 10 miles from their home, so we believe
that adventure learning is incredibly important to
produce well rounded citizens.

There are a number of things that really matter to me
in the education world, but not everything that matters
can or should be measured.
Even the word
accountability has become tarnished for me. We don’t
talk about Ofsted and the issue of accountability
frameworks. For me it’s about uncovering incredible
young people and driving up progress and attainment
through professional responsibility.

3

Journal 02 / September 2017

@_evolvealliance

evolve alliance@evolvetrust.org

In terms of Learning and Teaching, you’ve
gone on record stating teaching observations
stifle teachers. How do you adapt your
leadership to ensure quality first teaching in
your school?
Teaching observations and feedback imply a culture of
mistrust. Teachers do not need to be ‘checked upon’.
Every teacher at Three Bridges is doing their very best
from their differing starting points.
It is my
responsibility to see those teachers develop and grow
in to great practitioners. We believe that students
don’t learn best by simply being told and neither do
our teachers. They need to be deeply involved in their
own practice – encouraged to be reflective and
inquisitive. Observation suggests that the observer
‘knows better’ or ‘knows more’ and can make a
judgement. This is a silly idea. The only way to truly
improve teaching and learning in a school is together.
While there may be a very small percentage of
teachers that need a formal observation process to
improve, it handcuffs the rest with fear and stress.
Innovation and excellence are not born of those
things. We use Lesson Study, collaborative enquiry and
evidence to improve practice – not my opinion alone.
What do you think is the biggest crisis facing
education? What top tips could you provide
for current or prospective school leaders so
they learn from your journey?
Here at Three Bridges we take a philosophical
approach: we are the change we wish to seek in the
education world. We are not waiting for Ofsted to
change or the DfE to change. We’re it. For us we are
relentless in ensuring that teacher workload is well
balanced and that they spend their valuable time on
what matters most. Nothing here is done for me.
Everything is purposeful and impactful for the teacher
and the learner. The crisis in many schools is us:
School Leaders. The worst schools have a high culture
of micro management, low trust, high level of scrutiny
and a lack of respect for their workforce. This is
down to poor leadership. Every school has pressure,
accountabilities and challenges.
Three Bridges is highly disadvantaged and serves a
challenging population. We are not immune to stress.
However, we have virtually no staff turnover, sky-high
morale and great results. It is essential that for
schools to grow and flourish that their cultures
nourish development, values, collaboration and
enquiry. We run on trust and care. Every school has
pressure, accountabilities and challenges.

What is your long term vision to ensure
educational practice in your school takes
priority?
Three Bridges is resolute in its mission of looking at
the moral imperative. There is no sense being a
great school if the school next door is struggling.
When we were struggling, we had immense support
from other schools. One thing I have learnt in the
last few years is that the support work we do for
other schools actually makes us stronger. It makes
us question everything we do with a granularity that
is often absent from improvement discussions. As a
school, our vision has been to establish and embed
our own voice in the community and nation, but in
the long term we want to help others find theirs.
The Three Bridges community is committed to
providing choice for young people so they can take
a level of ownership and have options to pursue
lifelong learning, but that journey begins in our
school.
If a school leader is interested in visiting
Three Bridges primary school, what
would they expect to see and learn from
their visit?
Here at Three Bridges we pride ourselves in a
culture of collaboration, trust and development
time. As a Headteacher I am passionate about
developing professionals. I want staff that work
here to be heavily involved in research and cutting
edge pedagogy. We have a number of teachers that
have a thirst for improvement and are never
satisfied with their performance as they constantly
strive for the best for our children. Here at Three
Bridges we have
coined the
phrase “The
Happiest
School on
Earth”.
You will see
h a p p y
children,
inspiring staff,
and courage.
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If you were to walk around my school you would
see very little written marking as this is not what
matters to us, but what you will see is lots of
personalised learning, feedback and teacher
autonomy where teachers are given the capacity to
take calculated risks, deploy innovative approaches
within self-designed systems to reduce workload.

How do you ensure succinct
accountability for your staff as a Head
Teacher and avoid setting meaningless
tasks which can demoralise you staff
The wellbeing of staff is of paramount importance at
my school and staff that work here are not
demoralised because we are not a high scrutiny
school. We believe that accountability has a place,
but we have a variety of systems that monitor the
progress and attainment of our children and this is
everyone’s responsibility. For us as a school we
focus on the child and not solely the data. There is a
relentless moral imperative of ensuring that a child
reaches the required standard - the consequences of
them not doing so is too great. This is the only
chance they get in school and we all know it. Our
Strategic Leaders play a key role in ensuring the
every teacher flourishes and that all children are
progressing rapidly. However, this is done through
collaboration and humility. No one here has an ego
that is larger than their desire to improve.
For many schools, to increase progress involves
learning things by rote and memorising facts but this
approach can create false positives when they are
used as a measuring stick for progress. Here at
Three Bridges we take the longer, harder and
explorative approach to ensure there is real depth
to children’s learning.

You’ve spent some time in Canada
immersing yourself in their education
system. What can we learn in terms of
system leadership from the Canadians
who recently achieved well in the Pisa
rankings?
There are many similarities and differences between
the UK and the Canadian education system. The
main difference is in the trust and autonomy they
give their teachers and the lack of high-stakes
testing. While Ontario does have a SATs equivalent,
when things are not going well, they pour in support
and development, rather than scrutiny and mass
firings.

When the stakes become student-centred (i.e.: what
impact will doing/not doing this have on the child),
the values driven profession is allowed to flourish. In
the “high stakes” culture, often we see large short
term gains, but the unintended consequences (high
staff turnover, pedagogies of test passing, false
positives in teacher quality, poor promotions, etc)
and long term drains outweigh most short term
advantage. Conversely, the freedom that I have as a
Headteacher in England and the decisional autonomy
with staffing, budget, site are unmatched in Canada.
When a teacher is excelling, I can create
opportunities for them. When they aren’t meant for
the role, I can support them to move on quickly.

How does your curriculum suit the
needs of your community?
We have recently embarked on a journey to review
our curriculum. We are increasing our focus on
oracy and non-fiction reading and writing. Our
foundation curriculum is being taught in longer,
sustained blocks of time and we are beginning whole
school projects on social justice, like the Global
Goals for Sustainable Development.
We are
investigating how the literature in our schools
reflects our community and the values of life in
England. We are a school that believes in a mixture
of skills fit for the 21st century and a knowledge base
that equips our young people to connect to the
broader world.

Key reflections
Develop your staff, trust them and encourage the use
of lesson study, collaborative enquiry and evidence to
improve practice
Ensure there is an equal balance of developing our
children in to amazing individuals and driving up
progress and attainment
We are the masters of our own, our staff and a pupil’s
destiny…don’t do things for Ofsted or the DfE
Grow your culture, nourish development, value
collaboration and enquiry
Encourage your staff to take calculated risks, teachers
need autonomy so personalised learning and
productive feedback takes place continually
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MAT in Focus … Debbie Clinton, Acting Chief Executive
Officer for the Diverse Academies Learning Partnership
(DALP)
DALP is a multi-academy trust consisting of 12 primary and secondary
academies located in the East Midlands. As a MAT DALP are
committed to development and improvement through strong
collaboration and partnership and they host the Trent Valley Teaching
Schools Alliance.
Debbie is a former HMI and Principal of Nunthorpe Academy in
Middlesbrough – an 11-19 converter teaching school judged
outstanding by Ofsted in all S5 aspects (April 2013). Nunthorpe
received much accolade and Debbie was invited to a Downing Street
reception for ‘Inspirational Women’
She has been a qualified teacher for over 30 years, working in a range
organisations across a number of local authorities/regions. She has
wide experience in leadership development and school to school
improvement.
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MAT in Focus … Debbie Clinton
How have you found the step from Deputy
CEO to Acting CEO and has the level of
accountability changed?
Transition from Deputy CEO to Acting CEO was
seamless and this is predominantly as a result of the
current substantive CEO Chris Pickering being a great
coach and having clear succession plans in place. This
involved being invited to all relevant meetings and
conferences at an early stage. Debbie was very clear
and transparent about her ambitions at appointment
and never intended to remain as a Deputy. Debbie
relishes the role as Acting CEO and is enjoying the
various and many levels of accountability this brings.
Debbie joined the Diverse Academies in
August 2015 as, then deputy CEO.
She
began her current acting CEO role in May
2017.
Debbie initially led all educational challenge,
support and intervention work across the
trust, whilst also working closely alongside
Chris Pickering, deputising for him as chief
executive officer, Debbie is now responsible
for the operational leadership a nd
performance of the trust, and is the group
accounting officer.
Debbie supports the trust through her
national roles, as a multi-academy trust CEO
representative, for FASNA, the Department
for Education and a number of other
national bodies.
Prior to joining the Diverse Academies,
Debbie was one of Her Majesty’s Inspectors
and the principal of a large outstanding
converter academy and teaching school in
the north east of England.
The academy
received much ministerial accolade and
Debbie was invited to a Downing Street
reception for ‘Inspirational Women’ in 2014
as a result of her work at the school and in
the north-east region.

Where are DALP on their educational journey
to support children to fulfil their potential?
In terms of an educational journey DALP is in a strong
position and is reporting record outcomes - above the
national average in many indicators. This summer it is
celebrating a very successful key stage 4 and key
stage 5. Debbie and the Trust have developed strong
strategic plans and are keen to develop further
capacity. The Trust is very excited about the inclusion
agenda and feel the recent acquisition of two new
special schools helps to fill a missing part of their
diversity agenda.
In terms of ‘profession led accountability
a nd measuring what matters’…what
matters to you?
Debbie is unashamedly obsessed with exam results
and outcomes because she believes they make the
biggest difference to children in terms of life
chances. Debbie’s first priority is for children to leave
education fit and ready for the world of work and this
really matters to Debbie personally and the Trust as a
whole.
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An equally important priority is to have no permanent
exclusions across the Trust as they significantly diminish
children’s life chances. In addition to this DALP are
relentless, for example, in improving levels of student
literacy.
Michael Pain, Forum Education recently published five
key development areas for MAT sector in 2017/18 and
we asked Debbie to expand on these:
a. School improvement at scale. DALP believes it is
very successful in school improvement at
scale.
This is because it has a robust
improvement model that is applied in every
academy, which flexes according to each school’s
context and is therefore unique to each
circumstance.
Debbie acknowledges DALP’s
focus is to improve its schools as rapidly as
possible while also securing their sustainability.
b. Becoming an employer of choice. Debbie and
DALP believe becoming an employer of choice is
very important. As a consequence, they believe
this has to be fundamentally about what the
business offers beyond pay. Debbie’s view is that
teachers are more interested in the added value
that you get from being within a trust such as
DALP. For them being an employer of choice is
about the whole package you offer an employee
such as CPD and development opportunities not
solely about take home pay.
c. Financial sustainability and economies of
scale. This remains a big pressure on MATs as a
whole and DALP is not unique in feeling the
pressure of economies of scale. Debbie and her
team have strong plans in place to cope with the
ebb and flow of funding due to size, however
Debbie did express concern over the current DfE
policy disconnect between MAT growth and
funding for that growth.
d. Governance. As DALP has increased in size so
has the complexity of its governance. Debbie is
really pleased with the current configuration of
her trust board and its development remains a
high priority.
Debbie has overseen a
transformation in governance from many ‘willing
and gifted amateurs’ to skilled, confident and
challenging trustees.
The local governing
structure across DALP means local governors
enjoy a large amount of routine
autonomy.
Delegated responsibilities are
significant and there has been a large amount of
work done over the last 2 years in this regard.

e. Vision. The DALP vision was articulated clearly
and Debbie was resolute in the fact that
leaders get this wrong at their peril. It is
important that you are clear on what you are
and what you want to provide for your
communities. DALP in particular considers
this when taking schools in to the trust and
tests the potential compatibility between the
school’s vision and values and those of the
Trust. It is of paramount importance to ensure
there is genuine synergy between the school
and the Trust, if not, the academisation process
does not progress.
What behaviours would you see as essential
to being a CEO and what advice would you
give to any prospective senior leaders out
there thinking the CEO route is for them?
Debbie has been an Acting CEO for a number of
months now and believes humility is key to being a
successful CEO. Being a CEO can be lonely and
people can believe the nonsense they are fed by
others. It is important to understand that you don’t
need to know everything and that ultimately you
can’t. As a CEO it is essential that you surround
yourself with people that are not like you and have a
variety of skill sets, but the values of the
organisation need to be at their heart. For Debbie
it is important that any new CEO understands that
you are a servant of children.
Debbie’s moral
purpose is what drives her and as CEO of DALP she
is very interested in everyone’s views and is just as
interested in the views of midday supervisors as she
is in the views of board members. It is here where
her acute listening skills come into play.

“It is important that any new
CEO understands that you
are a servant of children”.
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How do you as CEO ensure system leadership
is the key driver for accountability to support
achievement for all your pupils in DALP?
Debbie is passionate about system leadership and
believes that this can be best achieved by ensuring
everyone in the organisation understands the core
business. DALP has a strong Executive Team which
includes leaders in HR, Estates, Finance, ICT, MIS and
Marketing and she feels that these roles are just as
fundamental to the MAT’s success as those of
educators.
Debbie finds the John Lewis CEO
leadership model inspirational in that the CEO of John
Lewis spends time ‘on the shop floor’ – ensuring that
everyone within the John Lewis organisation
understands that they are there to serve the needs of
the customers.
How do you work in collaboration with the
D i re c t o r s a n d G o v e r n o r s o f DA L P
academies to ensure a joined up approach
in supporting sustained school
improvement, growth and success?
DALP has developed strong communication strategies
and tools. Debbie has established various forums to
ensure regular communication.
As CEO Debbie
meets the Chair and Vice Chair of Trustees for three
hours each fortnight to go through any emerging
issues and priorities.
Debbie believes MAT
accountability is incredibly important and feels that
more can be done to ensure multi-academy trusts are
visibly accountable to their stakeholders. Every year
DALP holds an annual corporate event to
communicate clear messages to governors and
trustees.

Debbie is clear that legislation needs to be changed
and there needs to be more encouragement for
MATs to work together. Debbie also would like to
see legislation to require Local Authorities to work
more in partnership. As an ex-HMI Debbie would
like to see more involvement from Ofsted in MATs
and would welcome a change in the Ofsted
framework that includes a judgement on the quality
of MAT collaboration.

Debbie is passionate about
partnership working and
collaboration
What are your biggest barriers to progress
as CEO of DALP and how are you
overcoming them?
Debbie identified several barriers to the progress
of DALP. The first being a disconnect between
growth and funding as she believes that growth is
minimally funded. In addition to this Debbie also
stated that the route to becoming CEO is unclear
and that there are no formal CEO qualifications
offered and this would be something she would
welcome in the near future.
Another barrier
identified was succession planning, this is something
that DALP have strategic plans in place for but
Debbie is unsure how embedded this is across the
country. All too often you can see this in other
trusts where the CEO retires or leaves and the
Trust falls apart. For DALP it is essential that the
fundamental systems are in place.

W h a t r o l e d o y o u s e e M AT - t o - M AT
collaboration having in the near future for
education?
Debbie is passionate about partnership working and
collaboration. She feels that the current educational
landscape is chaotic and ultimately children are the
victims of a lack of successful partnership work
resulting in fragmentation.
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How do you as a CEO work with stakeholders
to develop your vision and ensure that a
‘bottom up’, not top down approac h
permeated through your organisation?
DALP is currently developing a stronger stakeholder
view.
This year DALP is undertaking a major
consultation considering the vision and values
throughout the whole of the group. Debbie believes
values are only great if they are understood by
everyone and the stakeholder consultation is looking
at this from all levels. Debbie has coined the phrase
the “midday supervisor test”. For her she believes
that you should be able to talk to a midday supervisor
in a primary school and they should be able to
understand and articulate the vision behind DALP.
How have accountability measures changed in
your time as a Senior Leader and what do you
think is next for MATs in supporting pupil
achievement.
Debbie started teaching in 1987 when there were no
accountability measures. She joked that these were
great days for teaching but rubbish days for
children. Since 1987 education has been on a journey
from zero measures to a much clearer accountability
framework and Debbie strongly supports this.

She is though saddened by the English inability to take
politics out of the education sphere. She expressed
concerns over the constant tinkering in the system,
especially the ways in which pupil progress is
measured.
Accountability features heavily in
Debbie’s thinking and her strong views around CEOs
that remain in trusts where schools are failing. She
believes MATs need to provide strong value for
money and there needs to be a high degree of
transparency.
Debbie remains frustrated with
accountability measures and published league tables
and feels attainment and progress are not the only
factors needed to measure to a child’s success.

Debbie has coined the phrase
the “midday supervisor
test”. For her she believes that
you should be able to talk to a
midday supervisor in a primary
school and they should be able
to understand and articulate
the vision behind DALP.
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Leader in Focus … Berni Dickinson
Berni Dickinson has a resolute passion for the young people
of North Nottinghamshire and this is evident from the
moment you meet her. She has real drive and enthusiasm as
part of the executive team at the Evolve Trust which
permeates the work that she undertakes. Berni is a huge
advocate of D2N2 which is the local enterprise partnership
provider for Derby, Derbyshire, Nottingham and
Nottinghamshire (D2N2). She has been instrumental in
designing the D2N2 Employability Framework, currently
leading on its implementation across a small cohort of local
schools. D2N2 and the Careers and Enterprise Company
are currently working on a new project involving over 80
schools of which Berni has been a key player.
Berni is proud of the fact that the “D2N2 area has one of
the fastest growing and well balanced economies in the UK.”
However, Berni was quick to point out that there is a
considerable amount of work to undertake as the business
sector has voiced real concerns about the supply of
appropriately qualified employees to enable the local
economy to sustain growth. Both learning and work are
changing rapidly, and this has implications for individuals’
career paths. Young people in schools today face a future
where they will experience several moves from one job to
another, need to continue to update their knowledge and
skills, and be more likely to be self-employed at some point
in their lives, or at least manage several part-time or
temporary contracts.
In any event greater flexibility, self-reliance, enterprise and
career management skills will be demanded of young people
entering the adult world. The predicted demographic locally
will change over the coming decades and will mean that
young people will face even more choices and opportunities,
thus increasing the need for them to be effective career
planners. As a consequence Berni is involved in a piece of
research looking into impact measures for the Employability
Framework.

Berni joined
the Evolve
Tr u s t i n
January 2015
as
The
Director of
Marketing &
Community
Engagement
and
is
absolutely
passionate about creating opportunities for
young people to achieve their potential. Prior
to this appointment, she was the Director of
the Mansfield Learning Partnership which was
a successful collaborative partnership between
secondary schools and employers in the
Mansfield District. Berni started her career in
a HR and training background and moved into
higher education, for several years to develop
undergraduate professional development
programmes and graduate pathways into the
small and medium size enterprises.
She had a period of running her own education
consultancy business and has spent the last 15
years working across the secondary and
primary schools with a strategic lead on
employer led careers & employability
programmes, marketing and community
engagement. She is also a board member of
Mansfield & Ashfield 2020 Business Network
and a Trustee of Nottinghamshire Independent
Domestic Abuse Services.
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Berni believes “Businesses have an important role to
play in partnering with schools and colleges to raise
ambition and achievement and improve performance”.
By providing young people with work experience and
becoming involved with careers guidance, employers
can spell out the value of the skills and knowledge
developed at school and open pupils’ eyes to career
opportunities. They can bring their own expertise into
schools and colleges through roles such as governors
and acting as student mentors. Business links with
education are wide spread and growing, but with the
right steps they could be grown still further to help
inspire and develop our young people.
Schools have a critical role to play in preparing young
people for the next stage of their education or training
and beyond. Expectations should be set high, including
for the most vulnerable and those with special
educational needs and disabilities, so that every pupil is
stretched and acquires the attributes that employers
value. This will help every young person to realise their
potential and support social mobility. Through the
International Centre for Guidance Studies (University
of Derby) Berni identified 10 key employability goals
that employers and educationalists needed young
people to have achieved before they leave full time
education.
The 10 key employability goals were
embedded into an employability framework.

Berni is passionate about her role as Director of
Marketing & Community Engagement across The
Evolve Trust which encompasses strategic
responsibility for careers and employability
programmes. Through her work she has
developed a clear focus on the enterprise skills,
experience and qualifications that employers want
and supports young peoples preparation for the
world of work.
Berni believes schools and
academies should help pupils gain the confidence
to compete in the labour market by providing
opportunities to gain the practical know-how and
attributes that are relevant for employment.
Increasing contact with employers will help to
raise the profile of the importance of career
choices but the school’s overall strategy for
advice and guidance should recognise that some
pupils will need additional support before they
are ready to make decisions about their next
steps. Berni has been successful in submitting a
number of bids to pilot innovative programmes
such as developing a community allotment for the
Beech special school, employer mentoring for
year 11’s who aspire to go into apprenticeships
and Post 16 ‘Stepping Out’ programme for 6th
fo r m e r s w h o a re s e e k i n g e m p l oy m e n t
opportunities when they finish school.
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Schools should help every pupil develop high
aspirations and consider a broad and ambitious range
of careers. Inspiring every pupil through more reallife contacts with the world of work can help them
understand where different choices can take them in
the future. So therefore enterprise is more than the
creation of entrepreneurs, it is about a can-do and
positive attitude and equipping people with the
confidence to develop a career and vocational
interests. Enterprise therefore supports the
development of a wide range of work and
professional skills and capabilities, including resilience,
risk taking, creativity and innovation, as well as a selfbelief that starting a business is a viable career
choice and one of the most exciting and challenging
things a person will ever do. In addition, the current
statutory guidance, for careers education, gives a
clear message about the importance of schools
engaging with more employers to inspire young
people to achieve their potential and understand the
career options available.

Good practice shows that where there is a member of
the senior management team and a link governor
responsible for employer activities and services all
employer engagement is more likely to be coordinated,
relevant, progressive and quality assured. Working with
employers is a key aspect of Berni’s work, not just for
the Evolve Trust but also for the other schools and
Academies, she is supporting through the D2N2. She
is a board member of the Mansfield & Ashfield 2020
Business Network and leads on their education &
employer engagement portfolio and has a huge impact
on improving the life chances of young people across
the East Midlands though her work.
Key reflections
Prepare our young people for the workplace.
Working with employers will help drive the
change and enable young people to understand
the labour market
Ensure our young people access ‘meaningful and
purposeful’ career opportunities so that they can
achieve their potential and succeed. Schools play
a key role in shaping the local economy.
Build employer networks to enable young people
to develop their own ‘career networks’, it still
remains the case “it’s not what you know but it is
who you know”.
Have conversations to build trust with key
stakeholders. This is the only way for schools to
spot opportunities for collaborative partnership
working to support young people and their
families.
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The Regional Picture … Ian McNeilly
Ofsted is the Office for Standards in Education, Children's Services and Skills. It reports directly
to Parliament and is both independent and impartial. By law it must inspect schools with the aim
of providing information to parents, to promote improvement and to hold schools to account.
Ofsted use a Common Inspection Framework and provide an additional handbook which sets
out what inspectors must do and what schools can expect, and provides guidance for inspectors
on making their judgements. Last month Ofsted provided an insight on the future of the
Common Inspection Framework which will now be in place until September 2019, rather than
August 2017 as originally planned. Ofsted plans to launch a new CIF in September 2019.
In the last few weeks the inspectorate has confirmed the arrangements for converting short
inspections and launched a new consultation on future changes.
The consultation asks for views on 3 changes to the short inspection process:
• inspectors will continue to convert short inspections, within 48 hours, where there are
serious concerns about safeguarding, behaviour or the standard of education. Parents need
to know as soon as possible if the quality of education at a school has declined to inadequate.
• when inspectors are not confident that a school is still good but the standard of education
remains acceptable, and there are no concerns about safeguarding or behaviour, the
inspection will not convert. Instead, Ofsted will publish a letter setting out the school’s
strengths and areas for improvement. A section 5 inspection will then take place at a later
date, typically within 1 to 2 years. This will give the school time to address any weaknesses
and seek support from appropriate bodies. In the meantime, the school’s overall effectiveness
judgement of good will stand.
• when inspectors have reason to believe that a school may be improving to outstanding, Ofsted
will publish a letter setting out the school’s strengths and priorities for further improvement,
and confirming that it is still good. A section 5 inspection will then be carried out later,
typically within one to two years. This will give the school time to consolidate its strong
practice. However, requests for early inspections will be considered.
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The Regional Picture … Ian McNeilly
Ian McNeilly is a serving HMI in our own region and
has been since 2013, becoming Senior HMI in 2015.
Ian is contributing to the Evolve Alliance journal on the
theme of professional led accountability and
throughout this piece will articulate how locally
inspectors are there to support and sustain
educational improvement for schools within an
accountability framework.

Ian is Senior Her Majesty’s Inspector. A qualified
teacher with a Master’s Degree in Literature, he
worked in a variety of educational settings for 15
years, including in leadership roles. Ian led a national
subject association for eight years, liaising with a wide
range of stakeholders across the curriculum, and from
early years to teacher training. He was an advisory
board member of a Russell Group university’s
Education department. As an Ofqual subject expert,
Ian took part in projects including standards reviews
and an international comparability study. Ian has
particular interest and expertise in English and literacy,
and in improving the achievement of disadvantaged
children. Within Ofsted’s East Midlands region, Ian is
responsible for oversight of academies and teaching
schools. He is also the link Senior HMI for the local
authorities of Derby, Derbyshire and Leicester.

Ofsted is the Office for Standards in Education,
Children’s Services and Skills. They inspect and
regulate services that care for children and young
people, and services providing education and skills
for learners of all ages. Every week, they carry out
hundreds of inspections and regulatory visits
throughout England and publish the results online.
Their primary goal is to achieve excellence in
education and skills for learners of all ages. There are
currently eight regions in which Ofsted operates
including our own region of the East Midlands.

Ian believes that children need to be at the heart of
what you are measuring. It is essential that children and
young people get the best deal possible in what is a
safe, healthy and happy environment. Ofsted has a
number of strategic plans in place to continue to raise
standards and improve lives, and part of this is the
central mission to ensure pupils achieve their potential.
Inspections vary greatly from school to school, as each
school context as well as their own individual priorities
are different. Because of this, it is essential that as
inspectors we stick to the published framework in the
interests of both pupils and staff. He said “We as a
body need to provide both appropriate challenge and
support”.
Ian believes that strong leadership improves schools.
He explains that the common inspection framework
allows for courageous leadership, which Ofsted would
never wish to extinguish. He said that many Ofsted
inspection reports celebrate innovative, collaborative
and distributed leadership models that put children at
the centre of their mission. Ian goes on to say, “Ofsted
should not be the priority; children and young people
should be the priority”. If schools are doing a good job
by and with the children in their care, that is all we are
interested in. Ian refutes claims that Ofsted can be
sometimes seen as dampening courageous leadership.
Instead he firmly endorses strong leadership and
accountability believing that every opportunity should
be taken to celebrate it.
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In an ever changing and shifting educational landscape,
it is important that Ofsted be abreast of issues facing
educational professionals such as staff well-being and
workload. From the start of the new school year,
Ofsted inspectors will routinely ask headteachers how
they intend to reduce their teachers’ workload. It is
also important that senior leaders, headteachers and
chief executive officers consider workload implications
of policies before introducing them to ensure that the
teacher workload issue is re-balanced and addressed.
Schools have a crucial part to play in promoting the
well-being of children and young people. Their central
mission is to promote their pupils’ achievement and to
help them to realise their potential as learners. But
their role is wider than this: schools are concerned
with the development of the whole child and young
person, recognising, for example, that pupils’ selfconfidence, social skills and resilience not only
contribute to their achievement but are important in
their own right.
It would not be disputed that schools make a
demonstrable difference to their pupils’ achievement –
their attainment and progress – even though other
factors influence these outcomes as well. Moreover,
schools can have a direct and significant impact on
pupils’ emotional well-being; for example, the extent to
which children and young people feel safe from bullying
in school, and their attendance rates. They can also
make a difference in other areas.
An effective
programme of sex and relationships education, for
example, will help young people make informed
choices about the relationships they make. The
provision of extended services, the development of
effective partnerships with other schools and other
services, and initiatives to promote the engagement of
parents with schools, can all significantly increase a
school’s ‘reach’ and its potential impact on the lives of
its pupils and the communities in which they live. The
inspection evidence indicates that schools make an
impact on many aspects of their pupils’ well-being.

There is no longer any argument that there is a
need for accountability in the public sector. Proper
accountability is a duty on all public servants but
especially those entrusted with the education of
future generations. Teachers expect to be
accountable but in ways which are sensible,
proportionate and which benefit children’s
education. Getting accountability measures to
operate in the right way is vital because targets
drive behaviour within the system. Targets
determine how teacher time is deployed, and
teacher time is valuable. With this in mind, it is
essential that an effective culture permeates the
school. This is fundamental to a school’s
effectiveness and Ofsted clearly details the
importance of culture for all stakeholders in their
handbook.
The support a parent gives their child at school can
go a long way towards aiding their education. That’s
why it’s important for schools to engage effectively
with parents by communicating with them on their
child’s development, whether that’s on attendance,
progress, behaviour or achievements. We want
leaders to be able to tell inspectors the educational
journey the school has been on so we are confident
pupils are known well and not just a number
however, dialogic discussions around their progress
and circumstances are and will remain key drivers
for any inspection. Any inspector would also expect
to see this within the self-evaluation forms, in
advance of the inspection itself demonstrating a
clear articulation of areas for development so
appropriate support and guidance can be provided.

“We are there to see how
performance management works
and if the process has been
effective”.
16

Journal 02 / September 2017

@_evolvealliance

evolve alliance@evolvetrust.org

There are many misconceptions about why, and how,
inspectors observe and gather evidence about
teaching, and how that contributes to the overall
judgement on the quality of teaching in a school. Much
of this arises from a lack of understanding of how the
approach to inspection, and inspecting teaching, has
changed over the years. Lesson observations are just
one piece of a jigsaw of evidence about the work of
the school that includes: the school’s own
observations and self-evaluation, joint visits to
classrooms with the headteacher or other staff,
evidence about how teaching has improved, the quality
of work seen in books, teachers’ marking, discussions
with pupils and staff and, of course, test results and so
on. In my view, inspectors must always spend time in
classrooms when they inspect. It is where the main
business of the school happens. That does not mean as
inspectors we expect a lesson to be a performance
art, basic routines and normal day-to-day teaching is
acceptable but we want to see happy pupils making
progress.
We moved away from grading lessons almost three
years ago and clarification of this can be found in ‘myth
busting’ section on the inspections page on the Ofsted
website.
Inspectors will review performance management with
Leadership teams and staff as this is a key driver in
improving Learning and Teaching, however there is no
expectation as to how the performance management
records are collated, as long as they are anonymised. It
is best practice if the anonymised information includes
the most recent performance management outcomes
and their relationship to salary progression. It is worth
noting that information should not be created just for
Ofsted inspectors. Instead, it should be the information
that the school is using as part of its usual
performance management arrangements.
The
responsibility for an individual’s performance
management does not just lie with the CEO or
headteacher, that responsibility has to be dissolved
across the leadership teams to all staff as it is a
collective responsibility. Ian said “We are there to see
how performance management works and if the
process has been effective”.

“We want pupils to learn, be happy
and fulfil their life chances so a
balance of systematic leadership and
its effectiveness is important during
the review”.

The role of Ofsted in undertaking focused reviews
of MATs was set out in the letter from the then
Secretary of State; Nicky Morgan to HMCI on 22
January 2015. There is currently no separate
framework for undertaking these reviews at the
present time. My advice would be in preparation
for any MAT review ensure that all Trust Leaders
have a detailed knowledge of the progression their
Academies are making. The strengths and areas for
development are key aspects of these reviews and
we are keen to hear what the MAT is doing to
improve any identified areas. It is great to have
documented how the MAT is supporting the
Academies structurally, but it is paramount for the
MAT to articulate the effectiveness of this support
to sustain school improvement.

Key reflections
Hold yourselves to account, do not do it for
Ofsted.
Know your schools, academies, pupils and
communities inside out and tackle the areas
of development head on.
Communicate with inspectors, own it, praise
successes and set your own agenda around
data.
Keep pupils safe and stay ahead of the
unforeseen issues…know your pupils!
Clear accountability lines for Trustees and

Governors is key for MATs to function
with integrity and transparency.
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Research Corner:
What our CEO, Claire-Marie Cuthbert has
been reading:
High Challenge Low Threat - Mary Myatt
What is your overall impression of this book?
What is so brilliant about High Challenge Low Threat is that Mary draws upon her wealth of experience and
clearly articulates what leaders can do to create a supportive climate in order for staff to flourish. As a new
young CEO this book was particularly read worthy as it provided me with some real pearls of wisdom from
someone with a wealth of experience and Mary has been there and got the proverbial t-shirt. One of my
favourite quotes in the book is “In high functioning settings people want to be held accountable for their
work, but they don’t want to feel like a muppet. Nobody wants to be made to feel
like a muppet”
It's well worth a read for anybody interested in effective leadership and
management that incorporates a genuine sense of humanity.

“This book is great. I loved it”!
Who do you think would benefit most from reading the book?
What will they learn?
The book is very readable and is a fantastic resource for any teacher at any stage in
their career. However, I feel it would particularly benefit those new into senior
leadership roles as the book articulates clearly, what leaders can do to create a supportive climate and
culture for excellent learning to take place.

What did you think about the quality of the writing? Please consider the tone,
structure and ideas. Does it suit the audience?
High Challenge, Low Threat is a short and is an easily accessible book as it has fewer than 150 pages. The
structure is very simple, with short chapters focusing on aspects of school leadership. My favourite chapter
in the book was “what would happen if we didn’t do this?” as it really made me reflect on my own personal
leadership style and the necessity (or not as the case may be) of some of the tasks we undertake. It may
seem really obvious but Myatt’s humility and experience comes through the book and she gives excellent
advice. In particular avoid micromanagement and the temptation ‘to do it yourself’ as this will allow for
development of others, particularly when it happens in an atmosphere of trust where mistakes are seen as a
part of the learning journey and professional growth.
The chapters themselves are usually no more than three or four pages in length and can easily be read in
5-10mins. Because the chapters are short in length there is a lot of them- 45 to be precise and further
reading would be required if you wanted to develop some of the key themes further. However, the chapters
themselves are easily digestible and you can easily dip in and out of them.
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Please discuss the research used to
underpin the ideas. What evidence does
the author use? Is it robust and up-todate?
This is a book about the things that wise leaders do. It is
informed through thousands of conversations with
leaders over a 20-year period The author uses her own
general evidence from numerous observations of
leaders at work in a variety of settings. While these are
mostly schools, these observations are checked against
what is happening in wider leadership and management
thinking. For example, there are definitive parallels
between The 7 Habits of Highly Effective People
(Stephen Covey).
Myatt takes a number of ideas from the wider business
sector and applies them directly to an educational
setting providing thoughtful insights on high-performing
teams. In chapter 4 she refers to ‘Management by
walking around’. A good leader is not stuck behind
closed doors but knows what is going on in the school
or office. This enables the leaders to get to know their
staff and be able to offer developmental advice and
more crucially targeted praise so that the staff feel
valued and supported.

What did you learn from reading the
book? What ideas/approaches/practice
will you change or adopt as a result of
reading this book?
‘The most valuable resource which leaders have are their
colleagues. So they express gratitude to them. The say thank
you, and often. But the thanks are not cheap, off-the-cuff
platitudes. They are deep and heartfelt and they come from
noticing. Noticing is one of the most powerful things that
thoughtful leaders do. They notice the small stuff, the things
that make a person tick, the small triumphs and gains. And
they know when it is appropriate to express those thanks in
public and when to do it quietly.’ P.27

As a CEO of a multi-academy trust it can appear
that you become detached from “schools” and are
preoccupied with focusing on the high level strategy
of growth, school improvement and financial
sustainability but after reading chapter 4 I really
reflected on this. This chapter in particular really
resonated with me as I wanted to demonstrate to
staff that I was still aware of what was happening on
the ground.
As a result of this I introduced the CEO extra-mile
award where Headteachers across the trust
nominate staff on a weekly basis for going the
“extra mile.” I set time aside each week to visit the
nominated members of staff and present them with
a certificate and a small gift to thank them for their
hard work and contribution to the trust. The impact
of this has been profound and recent staff surveys
show a demonstrable impact on staff appreciation
factors.
In addition to the extra-mile award we also
introduced “Thank The Teacher Day” where
students across the trust nominated a teacher they
wanted to say thank you too. Every comment by a
pupil was collated into a small book and placed into
that member’s staff pigeonhole.
This was so
successful [IN WHAT WAY?] that it is going to be
replicated for associate staff across the trust too.

Could you share a quote from the
book that particularly resonated with
you?
A reasons culture supports ongoing improvement.
It is the kind of narrative which says: ‘This didn’t go
as well as it might. What are we going to do
differently? How can we support these children to
catch up? What have we learnt? How are we going
to be better as a result of this?’ This is the polar
opposite of an excuses culture, which places
responsibility and blame elsewhere and washes its
hands. The legitimate reasons use setbacks as a
springboard for renewed improvement. The excuses
result in complacency and eventually a downward
spiral. Because no one is taking responsibility.’ P.130

19

Journal 02 / September 2017

@_evolvealliance

evolve alliance@evolvetrust.org

Look out for the next edition!

The next edition of the Evolve Alliance Journal will be published in
the autumn term. The journal will feature interviews with our
keynote speakers from the Evolve Alliance’s first Visioning and
Leadership Conference;
Andy Buck, Author and School Leadership Expert
Vivienne Porritt, Education Consultant
Jonathan Newport, Director of Education
We look forward to hearing their views and reflections of the day.
A report will be shared with members of the Evolve Alliance as we
strive to secure the very best outcomes locally for our young
people - enabling collaboration and inspiring innovation.
Please contact Michael Lucas if you are keen to be involved at
mlucas@evolvetrust.org
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Creating solutions to your recruitment needs!
Let us at our
TimePlan Education’s Regional Nottingham Office hear
about your school and how we can bring effective and creative
solutions to your staffing needs. One of our local recruitment
consultants will be happy to discuss the opportunities available.

Contact Lisa Portas
Lisa.portas@timeplan.net on 07934 299456 or Nottingham
0115 8382610 if you have any questions.

Contact Us

The Evolve Trust
Ransom Hall South, Southwell Road West,
Mansfield,
Nottinghamshire,
NG21 0HJ.
Phone: (01623) 676372
Email: evolvealliance@evolvetrust.org
http://www.evolvetrust.org
twitter: @_evolvealliance
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