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l. Introduction

This report has been prepared following the recent assessment St Cadoc's Catholic Primary School ("the School" hereafter). The School is located in the Cardiff suburb of Llanrumney. The School provides education to some 200 children between 4 and 11 years old. The majority of pupils come from Llanrumney itself. A detailed description of the School is contained in Appendix 1.

The assessment was undertaken on behalf of the Welsh Assembly Government's, Department of Education, Culture and Welsh Language's Investors in People Quality Centre and records the findings and good practices identified as well as those areas recommended for further development. The Assessor would like to thank Mrs Leslie Huckle, Headteacher for her effective organisation of the site visit together with every member of staff who took part in the assessment process for their openness and constructive comments and observations.

2.
Purpose and Methodology

The purpose of the assessment was to collect sufficient evidence to confirm that the School satisfies every aspect of the Investors in People Standard. A planning discussion was held with the Headteacher on 28t" June 2007 with the actual site visit taking place on l Oth July 2007. The Assessor explained the assessment process during the planning meetings and agreed a list of staff for interview. Thirteen staff were selected for interview out of a total workforce of thirty people. The Chair of Governors was also interviewed as part of the assessment.

Every member of staff was interviewed individually with the exception of two lunchtime supervisors and two newly qualified teachers who were interviewed in pairs. Each member of staff was interviewed in accordance with a structured format to gain sufficient evidence to show that the School fully satisfies each of the principles and indicators of the Investors in People Standard.

As well as staff interviews, a number of documents were examined as part of the assessment process including:

•
Parents Handbook

•
City and County of Cardiff Primary School Course Programme 2007-2008 •
INSET feedback handbook

•
Governors' Annual Report to Parents

•
Self Evaluation Report and School Improvement Plan

•
Details of Better Schools Fund Allocation

•
Job descriptions of the Management Team.

The format of the assessment report was discussed with the Headteacher and it was agreed to produce a succinct document based on how the School satisfies each of the principles and indicators of the Investors in People Standard together with details of good practice and areas for further development. The Assessor offered feedback in full to the Headteacher at the end of the site visit to describe how the School achieves the Standard together with good practices and those areas recommended for further development.
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3. Findings

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

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

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

The School has a clear purpose and vision supported by a number of general objectives. The School's motto is "pray together, learn together, play together, grow together ". The School also has both a mission statement and vision statement. The vision statement states: "At St. Cadoc's School we work in partnership with parents and the Parish to ensure that each child is valued as individuals and encouraged to strive for self-improvement whilst remaining sensitive to the needs of others ".1 The School's long-term aims include the creation of a caring Catholic community, the delivery of the National Curriculum and involving parents and the Parish in the education of children. In support of its vision and overall aims the School produces an annually updated School Improvement Plan. This is based on whole school self​evaluation in which all staff take part. The layout of the School Improvement Plan identifies priorities, sources of priorities, targeted actions, impact and success criteria and expected outcomes.

All staff interviewed were able to explain the objectives of their team and the School as a whole at a level appropriate to their role. The School's performance management system and involvement in school planning and self-evaluation are the main means of involving staff in determining school and individual aims and objectives.

Whilst the School has a constructive relationship with staff representatives, joint negotiation and consultation normally takes place at Local Authority level.

Indicator 2 - Learning and development is planned to achieve the organisation's objectives

The Head and Deputy were able to explain the main staff learning and development priorities for the School. Learning and development needs are determined from individual self-assessment and performance appraisal interviews as well as any learning and development needs emerging from whole school self-evaluation and in the preparation of the School Improvement Plan. An example of the latter would be training that staff have undertaken in relation to the introduction of the Welsh Assembly Government's Foundation Stage for children and parents under four years old.

As part of School's learning and development procedures, objectives are set for all learning activities together with expected outcomes and their linkage to the School Improvement Plan and individual professional development.

All staff interviewed were able to explain how they are involved in identifying their learning and development needs and the activities planned to meet them. In the case

'The School's mission statement is: "In partnership with the Home and Parish to lead all the members of our school family towards a living relationship with God the Father, through Jesus Christ, strengthened by the help and guidance of the Holy Spirit"
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of individual members of staff once learning needs have been identified though performance review the first source of information to satisfy needs is the portfolio of training events described in the LEA training catalogue (City and County of Cardiff Primary School Course Programme 2007-2008). Other options include examining programmes produced by other training providers as well as in-house training during school closure days and regular twilight sessions. Learning projects funded by individual bursaries awarded by the General Teaching Council for Wales (GTCW) are also used as appropriate.

The School's budget for staff development comes from its allocations under the Better Schools Fund supplemented where necessary by mainstream funding and by GTCW bursaries.

Indicator 3 - Strategies for managing people are designed to promote equality of opportunity in the development of the organisation's people

The Headteacher at interview was able to describe in detail how the School has created an environment in which everyone is encouraged to contribute ideas to improve their own and other people's performance. The School has an `open door' policy to allow ease of access to the Headteacher and other members of the Management Team. Whole school INSET (In-service Training) days are frequently used to problem solve and contribute ideas for improvement. Other means of encouraging staff to contribute ideas for improving performance are weekly staff meetings and also the School's performance management system, of which all staff are a part.

Both managers and staff described St. Cadoc's as a fair employer that granted everyone equal access to the support they needed as well as opportunities to learn and develop. The School's attitude to equality is encapsulated in its equal opportunities policy which states that "it is our aim to ensure that all children and staff have an equal opportunity in all aspects of school life, regardless of race, gender, disability or social/cultural background". The School also has a race equality policy 2 which emphasises diversity and the need to cater for the needs of different individuals.

All staff interviewed believed that the School was a fair employer. All staff stated that they were given opportunity to learn and develop irrespective of their role within the School. Staff also emphasised the democratic nature of policy making and planning at the School and were able to give examples of how they have been encouraged to contribute ideas to improve their own and other people's performance. One example of this would be staff input into the development of gymnastics at the School.

In addition to the contribution of staff to improve performance, the School has a vibrant school council made up of a cross section of pupils. Pupils through the School

2 "At St. Cadoc's School we are committed to race equality, promoting positive approaches to difference and fostering respect for people of all cultural backgrounds. We are opposed to all forms of racial prejudice and discrimination. Language or behaviour that is racist or potentially damaging to any ethnic or racial group will not be tolerated and will be challenged. We at St. Cadoc's recognise that Wales and the rest of the UK have diverse societies made up of people from many different racial, cultural, religious and linguistic backgrounds. It is important that all children are prepared to live in such a diverse society".
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Council are actively encouraged to contribute to the development of the School. Examples include suggestions for improving the school environment as well as changes in pupil behaviour and discipline policies and the contents of school meals.

"We are always asked our opinion. We are always encouraged to make suggestions".

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

Members of the Management Team interviewed have a clear understanding of the capabilities needed by them to lead, manage and develop their colleagues. Documents which record details of both responsibilities and capabilities in this respect include managers' job descriptions and the National Standards for Headteachers. Responsibilities contained within job descriptions include:

•
Identification of whole school needs

•
Providing development opportunities

•
Determining priorities in matching resources to need

•
Securing INSET and staff development opportunities identified by the School.

National Standards for Headteachers on the other hand describe how such responsibilities should be discharged by the Head and the Management Team as a whole. The National Standards define six key areas for headship3, under the headings of Knowledge and Skills, Personal Qualities and Values and Professional Characteristics4.

The Management Team have discussed the National Standards in relation to how they lead, manage and develop staff. Moreover the Headteacher herself has completed the National Professional Qualifications for Headship which is closely aligned to the National Standards. The Deputy Headteacher is currently undertaking a Masters Degree in Catholic School Leadership which also draws on the National Standards for Headteachers as a baseline for competence in leading, managing and developing staff.

All staff interviewed were able to describe consistently what their manager should be doing to lead, manage and develop them effectively. They made reference to performance management, staff meetings, support and guidance as well as giving general encouragement to staff to learn and develop.

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

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

Members of the Management Team interviewed and other staff who have a managerial role at the School were able to describe how they were effective in the way they led, managed and developed colleagues. The capabilities of managers

3 Creating strategic direction; Leading learning and teaching; Developing and working with others; Managing the school; Securing accountability; Strengthening the community focus.

4 Knowledge and skills include the professional role of the headteacher, leadership and management principles and school self evaluation and improvement. Personal qualities include commitment, courage, creativity, humour, integrity, inspiration and self awareness, while professional characteristics include challenge and support, communicate clear purpose and direction and deal with ambiguity and change

Investors in People Feedback Report
6

described in national standards have been a subject of discussion amongst managers and are used as guiding principles in being effective in this context.

Managers were also able to give examples of how they give people constructive feedback on their performance both regularly and when appropriate. Reference was made to performance review as part of the performance management system, regular staff meetings as well as day-to-day contact between managers and staff. Constructive feedback is also given as part of whole school self-evaluation.

All staff interviewed confirmed that they received ample support and feedback and that managers were effective in the way they led, managed and developed them.

"We all receive plenty of feedback We all know where we stand. Senior staff are very effective at what they do ".

Indicator 6 - People's contribution to the organisation is recognised and valued All staff stated that they felt valued for their contribution to the School. A number stated that they were frequently thanked by the Headteacher for their contribution. Recognition is formally given to staff during staff meetings, performance reviews and reports to the Governing Body. Less formally the Headteacher and her senior colleagues take every opportunity to recognise and value staff during their day-to-day involvement with them. Some staff also stated that School Governors were very supportive and appreciative of staff.

All staff interviewed were able to describe their contribution to the School and believed that they each made a positive difference to its performance. High levels of morale and job satisfaction detected amongst staff during the course of the assessment was one of the indications of staff feeling valued and recognised.

"This is a great school to work for. We are all valued and recognised for what we do ".

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

All staff are encouraged to take ownership and responsibility for their work by being involved in decision making. Self evaluation which the School describes as "a whole school process which involves all staff' encourages all to examine critically their own performance, that of their team and the School as a whole prior to taking decisions collectively on the way forward. Moreover as part of the performance management system staff agree with their line manager usually three objectives (one whole school related, a second in relation to teaching and learning and a third in regard to personal development).

Staff are also encouraged to take responsibility for their own development and learning. In this context the School Improvement Plan states that "all staff have a responsibility to keep abreast of new ideas and select areas in which they feel they require further development. " Staff at interview concurred that they have an active role in decision making as well as a responsibility for addressing their own learning and development needs.
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"We are not just told what to do, we are more involved in making the decisions in the first place ".

Indicator 8 - People learn and develop effectively

In general staff learning and development plans are achieved in full. The Headteacher in her role as INSET co-ordinator, alongside her senior colleagues, closely monitors the fulfilment of learning and development priorities. The School also makes use of in-house development during school closure days, as well as using the expertise of the School's own staff to develop and coach colleagues. The role of Subject Co​ordinators - who take the lead in the teaching and learning of particular subjects taught at the School - is important in this context also.

All staff interviewed were able to describe how their learning and development needs have been met, what they have learnt and how they have applied this in their role at school.

Two newly qualified teachers and a third new teacher undertaking her Early Professional Development programme were interviewed as part of the assessment to measure the effectiveness of the School's induction programme. All three confirmed that their induction has been thorough and comprehensive enabling them to make a very positive start to their careers as teachers.

"INSET has a very high profile at this school. I have learnt a great deal and it has helped me get better at my job in a big way ".

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

Indicator 9 - Investment in people improves the performance of the organisation Members of the Management Team interviewed were able to describe in detail the cost, resources and time incurred by staff learning and development activities. Whole school self-evaluation is the primary mechanism for measuring the impact of staff learning and development on performance. The School uses Cardiff LEA's approach to evaluation - "Supported School Self Improvement". As part of this approach, the School each year prepares a self-evaluation report based on the seven questions associated with Estyn's common inspection frameworks. Strengths are identified together with supporting evidence, as well as areas for development which in turn form the basis of the updated School Improvement Plan. Part of this analysis looks at how staff development activities have improved performance.

Senior staff interviewed were able to describe how staff learning and development has had a beneficial impact on children's performance both in their own learning and in their emotional and behavioural development. All staff interviewed were able to give examples of how learning and development has improved their own performance, the performance of their team and that of the School as a whole. Many examples were linked to teaching and learning such as improving some pupils' English, where

5 How well do learners achieve`? How effective are teaching, training and assessment? How well do the learning experiences meet the needs and interests of learners and the wider community? How well are learners cared for, guided and supported? How effective are leadership and strategic management? How well do leaders and managers evaluate and improve quality and standards'? How efficient are leaders and managers in using resources?
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English is not their first language, as a result of staff receiving training in Teaching English as a Second Language.

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

The School is constantly improving in the way staff are managed and developed. Many improvements have ensued as a result of School self-evaluation and the evaluation of learning and development activities. Examples cited included improvements in teaching and learning - e.g. the development of physical education at the School. Other examples included the strengthening of management skills as a result of formal management training undertaken and discussions on best practice.

All staff interviewed were able to give examples of improvements that have been made in the way the School manages and develops its people. Examples included the extension of performance management to non-teaching staff, regular staff meetings with all categories of staff and the introduction of a management structure for teaching and learning assistants. It is envisaged that further improvements will arise as the School continues to adhere to the principles and indicators of the Investors in People Standard.

4.
Strengths and Good Practices

A number of strengths and good practices came to light during the course of the review. The more significant of these can be listed as follows:

•
Comprehensive school planning documentation

•
Excellent teamworking at all levels in the School

•
Effective leadership demonstrated by both the Headteacher and her management team colleagues

•
Supportive and proactive Governing Body

•
A strong focus on creating an attractive physical environment within the school and its grounds

•
Commitment to learning and development for all staff.

5.
Areas for Further Development

Areas for further development which came to light during the course of the review can be listed as follows:

•
Encourage the School Governing Body to undertake an annual self-evaluation of its effectiveness in relation to its statutory duties and responsibilities and at the same time collectively assess learning and development needs as

governors in order to determine the most appropriate solutions

•
Building on the Management Team's dependence on National Standards for Headteachers and relevant elements of the National Professional Qualification for Headship syllabus, consider the development of a management capabilities framework giving details of the knowledge, skills and behaviours required to lead, manage and develop people effectively. Such a framework could be used for the purposes of self-assessment and as part of performance management interviews

•
Document performance management discussions for non-teaching staff
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•
Strengthen the development of lunchtime supervisors by holding termly meetings to consider issues, concerns and learning and development options •
Delegate performance management responsibilities for Teaching and Learning Assistants to the Higher Teaching and Learning Assistant.

6.
Conclusions and Recommendations

Having undertaken the assessment of St Cadoc's Catholic Primary School in accordance with the rules and guidelines set by Investors in People UK Ltd and the Investors in People Quality Centre, I confirm that the School satisfies every aspect of the Investors in People Standard and therefore recommend to the Recognition Panel that it be recognised as an Investor in People.

Neil Huxtable Assessor

15th July 2007

Date recommended for the first review - July 2010
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