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1. Introduction   

Brookfields School was first assessed in 1997; at its last Investors in People review it gained the award at 

Bronze level, but this time decided to aim for Gold, and I am delighted to say that it has achieved this, 

meeting all its 140 chosen evidence requirements. It is not surprising that the school is a nationally 

recognised centre of excellence for special needs education. 

I should like to thank all the staff very much for their warm welcome to the school, to congratulate them 

very sincerely, and in particular to thank Brandon Mills for his superb control of the interview schedule in a 

very busy school. 

 

2. Executive Summary   

There has been a huge amount of progress since the last Investors in People review, notably the 

development of the role of the TAs so that they feel they are an absolutely integral part of the teaching 

team; and the embedding of coaching throughout the school.  Both these things have added to the good 

performance of the staff. 

The new leadership structure is freeing up senior staff to manage their work better and has given 

development opportunities to the new members of the senior leadership team, who are given the 

leadership development they need, and agree that they are given the opportunity to develop the roles in 

their own way, taking ownership of their work.  

Other real strengths are the pared down School Development Plan, which all staff can understand and 

identify with, and are therefore able to say how they personally are helping to move it on: there is a clear 

‘golden thread’ between School Development Plan, key stage objectives and individual targets, all of which 

are in line. The degree to which staff are encouraged to progress their own careers and the help and 

opportunities they are given to do so has resulted in a number of internal promotions which helps you 

retain good staff.  Related to both these strengths is the whole culture of being a learning environment, with 

training for everyone at their appropriate level, which is focused towards their own needs and those of the 

school: very many staff lead training sessions and this has given them more confidence and enhanced 

their own development. Staff are willing to talk about what they have learned with their colleagues and 

share good ideas very freely, so there is excellent collaboration in progressing new ideas and making the 

curriculum more imaginative. The work on creativity is a notable example. 

There are a few areas that you might consider strengthening. While communication works quite well going 

downwards, it works less well from staff to managers.  Some staff are happy to give informal feedback to 

their manager in how they are being managed, but this depends on the personalities of both; it might be 

useful to consider asking managers to ask this specific question of their staff more formally,  perhaps in 

their performance reviews, as not all staff have the confidence to volunteer their views otherwise.  The 

wellbeing survey has been a useful start in this area.  The team leaders would like some more training in 

leadership and management and if possible visits to other schools to see how TAs there fulfil their role. In 

particular they would like to be clearer about what management capabilities they are expected to have.  In 

fact there could be greater clarity on the latter for all staff since although senior leaders and key stage 

heads role-model their work well, stronger guidelines would be useful so that everyone knows what is 

expected.  If this were defined more clearly then it would be easier to review managers on the leadership 
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and management skills that Brookfields specifically needs. It might also be useful to give staff who are new 

to a role an interim review after their first half term for them to check their targets and identify any training 

or support they might need – ahead of the normal performance review time, which can them be used to 

check their progress. 

In particular take care that your work-life balance strategies really are all put into practice, especially by 

middle leaders; your staff work very hard indeed, often not taking the breaks to which they are entitled and 

in many cases this is resulting in them being over tired which can lead to them not performing their best, 

and in some cases resulting in stress which in itself can lead to staff taking absence from school.  

But these areas in no way detract from the total passion and commitment of all the staff, to their work, the 

children and to the school itself, of which they are very proud. In particular they commented on the degree 

to which they feel that senior staff care about them and have a genuine interest in their wellbeing and 

achievements, and that they inspire them to do well themselves. 

 

3. Areas of notable strength   

 The leadership at Brookfields School is strong, and felt throughout the school.  This has been made 

even more effective by the new management structure which had enabled all senior staff to be 

more focused.   They are both visionary and clear thinkers.  They have all undertaken leadership 

and management training, including those new to senior roles.  Their staff see them all as 

inspirational. 

 Governors take a strong personal interest in the school, and are both supportive and challenging, 

holding senior leaders to account in ways that encourage improvement, development and good 

practice. 

 Brookfields School is seen by staff as a friendly place which they enjoy working in: they love coming 

to work.  They feel supported and looked after and are ready to help each other. They are very 

passionate about and dedicated to their work and totally committed to the children they work with. 

 Senior staff are seen as people who really care about their staff, who see their staff’s work as a 

great deal more than ‘just doing their job’, and that they have a genuine interest in them and their 

achievements.  Staff believe senior leaders appreciate their commitment and hard work.  As a result 

staff said that they also feel inspired to do their work with commitment. 

 The School Development Plan is a very focused document, and because the targets are 

deliberately limited to three staff are clear about all of them and consciously put them all into 

practice, and so progress on them all is apparent to everyone. 

 The School Development Plan is evaluated at regular in intervals so that progress can be seen.  

This evaluation leads to new ideas for further focus or development. 

 The TAs are regarded as an absolutely integral part of the teaching teams; the appointment of team 

leaders and the introduction of regular TA meetings has raised their status in the school and given 

them more voice, and they are fully used by their teachers and given plenty of responsibility.  
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  Brookfields is a learning school at all levels – from senior leaders acting on ideas from external 

evaluations such as Ofsted and Investors in people reports, to all staff sharing ideas.  Staff help and 

learn from each other to the extent that learning and development is an everyday activity and totally 

embedded in the school culture.  This includes TAs, who have learning (such as at twilight 

sessions) as part of their contract. 

 There is also an enormous amount of formal training, ranging from external courses (more than one 

member of staff goes on these so that they can bounce ideas off each other on their return) to a 

highly organised internal training programme that aligns closely with the School Development Plan.  

As a result, all staff are focused on the same objectives and enabled to work together to achieve 

them with common understanding.   

 Senior staff ensure that everybody’s safeguarding training is up to date, and the training provided 

on this topic is robust. 

 There is a great feeling of trust amongst the staff.   People collaborate well.  Mistakes are not 

blamed, but are regarded as a learning opportunity, so staff are not afraid to say when they have 

made a mistake: this willingness to bring things into the open results in more learning than if they 

were covered up. 

 Mentoring and coaching have developed well in the last two or three years, with all staff being 

aware of the differences.  Leaders at all levels instinctively coach their staff;   their staff appreciate 

the outcomes of this, saying that coaching in particular makes them think things through better for 

themselves.   

 Staff are given plenty of opportunities to grow and develop, and to have it acknowledged that they 

sometimes like to change their role, and they are given the skills and empowerment to do this.  

Many staff have had promotions, and say they have been helped with interviews, training and 

encouragement to seek promotion. 

 

4. Areas that might be strengthened   

 

 Staff found it quite hard to explain what is expected of leaders and managers.  While in one sense 

this does not matter too much in that managers are consistent role models, nevertheless stronger 

guidance would be useful especially as you now have so many managers in different areas of the 

school.  The new TA team leaders in particular would like to know what capabilities are expected of 

them as leaders and managers.  It would also help those staff who are aspiring to become leaders 

to know what areas they need to develop.   Although descriptors are in Blue Sky targets and 

individual managers’ job descriptions, these are individual rather than a generic set of leadership 

competencies and skills, and in any case other people do not read them.   

If you were to have an agreed definition (which you might define in discussion with all senior and 

middle leaders) then these capabilities could be included in their performance appraisals in addition 

to the Ofsted management competencies;   then you would be reviewing your leaders against what 
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specifically makes a good Brookfields School leader, rather than just what makes a good manager 

or leader in general. 

 TA team leaders would like to broaden their training in leadership and management skills perhaps 

by visits to other schools, special schools and mainstream, to see what others do to fulfil the role.  

The new Assistant Heads would benefit from training that relates to school strategic planning, such 

as five year planning as they have always worked just on the next year, how to set the budget in 

relation to five year planning, and to know more about the Local Authority’s plans as far as these 

can be known and how these will impact on the school. It could also be useful for them to attend 

Local Authority Deputy Heads’ Forums or Schools’ Forums, or to shadow their Deputy Heads a little 

more. 

 It would be worth considering giving all new staff an informal review after about a month or six 

weeks into their job, to check that they are happy they know what they are doing, whether they 

have any problems or questions, and whether they feel they need any training and support. 

 You have good strategies in place to try and maintain a good work-life balance for staff.  But 

because they enjoy their work and find there is a lot to do, you may need to ensure that some of 

these strategies are applied.  Staff are working incredibly hard and are taking large amounts of work 

home, including some TAs.  Some people do not take any break, and in many cases people are 

quite stressed. This degree of work may be their own choice, but key stage heads and team leaders 

need to check this with all individuals in their teams: to find out what they are doing, whether they 

are happy with it, or whether they feel overworked and if so why, and whether they need to be told 

where they can do less.  It might also be worth the teachers’ and TAs’ teams meeting together 

informally to discuss where the pressure points come and why, and whether anything can be done 

to manage that. 

 You have been working on communication and staff say that it has improved.  There are however a 

few areas where they say it is still not working as well as it could.  While it works well through formal 

channels such as staff meetings, the informal communication of day to day things tends to be 

dependent on an individual passing on information – and they sometimes forget.  Relying on emails 

is not sufficient, as people often miss these, and you cannot be sure whether they have seen them 

or not.  The suggestion was made about using noticeboards more by everyone, not just SLT, to 

ensure everyone knows what is going on.  Some people also said that they often do not know what 

they have to do – especially newer staff or those new to a role; for example a few people only knew 

how to write a satisfactory lesson plan after they had done it wrongly, or were told to mark a reading 

test by following the instructions – then much later finding they had been doing it wrongly. Quite 

often people feel they do not know how they have to do things but are left to sort it out for 

themselves.  This is one of the things that is causing some people stress.  One thing that has been 

satisfactorily addressed, however, is that there is now a written procedure to check when organising 

an outside visit. 

The investors in People Gold standard makes it clear that giving feedback on performance should 

be two-way.  While this generally happens well from managers to their teams, it happens less well 

the other way round.  It would be worth you having a look at formalising the methods by which 

people feel able to give constructive feedback to their managers on their needs and expectations.  

While many staff have the confidence to tell their managers if they are not happy about anything, 
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others do not.  It might be worth asking managers to ask their staff that direct question from time to 

time, or it could be a specific question in appraisals. 

 

5. Comments on the objectives chosen by the school  

 Opportunities for staff in new roles:  To focus on the new Assistant Heads, and the staff in 

the creative arts team, to ask them how they feel about their induction, and the opportunities 

they have been given to develop their roles. 

All staff in the new roles have welcomed the opportunity to do that job.  They have all said that their 

induction was good, and that they have been allowed the freedom to develop that role as they would 

wish. 

Assistant Heads said that their induction has been a good balance between being told what they 

needed to know and, equally, being asked what they felt they needed to know.  The time spent with 

their Deputy Heads was particularly valuable, enabling them to discuss their new responsibilities and 

especially giving them the opportunity to work out how the two would best work together. They have all 

done, or are doing, external courses in leadership and management, including that related to special 

schools and say that this is invaluable, especially being able to network with other school leaders.  But 

they said that they find learning on the job has been a helpful way to learn and that the SLT meetings in 

themselves are useful training, especially as they are asked after the meetings whether they have 

understood everything clearly. One Assistant Head said “I like the way it’s been done – not too much in 

one go and we’ve been able to find things out and ask as we need”, while another said “When I’ve been 

frustrated someone has been there to help me sort it out.”  It might be worth asking each individual 

whether he or she would find it useful to have more training in more strategic aspects of the school 

such as policy making, five year business planning and the budgeting related to it, and how the budget 

is broken down, and also whether they would find it useful to have the opportunity to shadow their 

Deputy Head a little more, especially when they are on duty, “so that I can ask, ‘What happens if…. for 

example when to contact a parent’.”  

They feel that they have been given the freedom to develop their roles – “I’m still consolidating my role, 

but within that, absolutely” -  and said that they are given the autonomy to follow any ideas they are 

interested in, and feel free to talk to the rest of SLT about these ideas.  Deputy Heads also see that 

their own roles will develop in that they now have someone to delegate to, so that they have time to 

concentrate more on student welfare issues such as anti-bullying. 

The new TAs are equally positive about saying that “this was a successful experiment”, and that they 

have been given the opportunity to develop their roles “at a pace that suits us”. They said that the 

training ‘Stepping up to leadership’ was an excellent start in leadership training, especially helping them 

to deal with the issue of leading people who were previously their peers;  it will be worth ensuring that 

any TA appointed to this role since last year also has this training. They also said that the team 

meetings with SLT have been an essential part of their development.  The creation of the new 

leadership role has without doubt made all the TAs feel much more cohesive as a group, and much 

more valued as part of the school team. 
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Equally the staff involved with the creative curriculum said that they have been able to develop their 

roles in a completely free way, using the talents and interests of the people in the team, and have had 

ample opportunities to train the rest of the staff in this way of thinking. One member of the team said, “I 

feel really supported: we’ve never had an idea that hasn’t gone forward, and no one has ever said ‘no’ 

to what we want to do even though it disrupts the timetable.” It is evident that the results have been 

huge, with staff generally telling me that their lessons are much more imaginative and engaging now.  

 

Leadership:  To check the empowerment of leaders at all levels. 

Without doubt the leaders at different levels within the school feel their empowerment.  The Assistant 

Heads said that they feel trusted and allowed to make decisions. They said, “I’ve seen how decisions are 

made at the next level up so I’m becoming more aware of the more strategic solutions, and this is 

empowering”, and “Being welcomed as part of the team is part of the ethos of the school”. 

Key Stage leaders also confirmed that they feel trusted.  They said: “SLT are behind us but with no 

interference; they trust us”;   “I’m lucky that I’ve been supported to develop my leadership skills and use 

these skills within the department; although I run important ideas past my own line manager to ensure they 

fit within the context of the school, I feel I have leadership within my own department”; and “I have the 

power to lead my team as I want, although finding time to put ideas into practice is sometimes hard: time is 

pressurised; but it’s our own fault because we are committed to being good.”  Without doubt this layer of 

leadership is invigorating their staff, and allowing them to work together as teams. 

Equally, TAs’ leaders have relished their role, saying that it has given them the confidence to manage their 

staff.  One of them said “I know I can do it and I’m given the responsibility, and I have the confidence to do 

it; or I’ll ask – I feel free to do that; otherwise although key stage leaders communicate with us, they leave 

us alone to get on with it, so I feel trusted.” Several TA team leaders said that the role has given them the 

confidence to manage other people and their work. You might consider whether team leaders could have a 

bigger role to play in recruiting new TAs, as well as just observing them to see if they would fit in with their 

teams – this in itself would make them feel even more empowered, and they could explain exactly what the 

school will require of TAs from a personal point of view. 

Therefore leaders at all levels feel empowered, and this is releasing a great deal of imaginative and 

professional work from which their whole teams are benefiting. 

 

Impact of training:  To ask staff whether the training they have been offered has impacted on their 

work and their ability to do it well; or is there anything else they would like?  [This relates to 

indicators 2 and 8] 

Training is a real strength in the school, both that which is formally organised and that which happens 

informally by people giving ideas and tips to each other; and it closely relates to helping people achieve 

their own targets and those in the School Development Plan.  There is an overall training plan, and also 

each key stage has its own training plan which aligns with the overall training plan.  Staff are also more 

than ready to pass on ideas for good practice to each other, and to feed back from courses they have been 

on, and training is readily shared across different departments at staff meetings.  Induction is well 
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organised and new staff said they had had ample time and support to get to know the ethos of the school, 

and what they needed to do in their own job. 

People identify their learning needs for themselves formally at appraisals, but feel they can ask for training 

at any point during the year and if it is relevant, and if they can explain how it is going to help their work, it 

takes place; training needs for their teams are discussed at team meetings.  They said that the quality of 

the training has been really good and they have felt supported and encouraged to put it into practice; some 

examples of how people have found their training worthwhile is “My autism training has led to me help the 

children to move more”, “I started as a teacher of art but I now teach Maths which filled me with dread, so I 

did a lot of training and now I feel OK with it”; and very many people mentioned the value of the creativity 

training and how this has changed the way they plan lessons.” There is also a very great deal of mentoring 

and coaching, both of which staff have found to be very useful in their development.  Coaching has 

developed enormously since the last review and staff say how helpful it is in making them think things 

through for themselves which makes them learn more effectively.  With regard to mentoring, one typical 

comment was “My head of key stage was my mentor and helped me a lot, explaining what I had to do and 

said I could ask whenever I needed to, and was very supportive – and told all the existing TAs to support 

me too; it was very useful and practical help.” 

The leadership and management training has been particularly useful, especially for the new Assistant 

Heads and the new TA team leaders; the latter said it was especially useful in helping them to focus on 

their own personalities and managing the people who used to be their peers, and that it also gave them 

different scenarios  and how to diffuse or manage them, and through coaching to help people to think 

things through for themselves.  One TA team leader said “I’m a manager now and have to keep my team 

happy; I would like some more management training, but I am about to do coaching although it would have 

been useful to do it sooner.”  The leadership training for the key stage leaders and Assistant Heads has 

been particularly worthwhile:  “It focused on my particular strengths and weaknesses, emotional 

intelligence, and how I react to things and the need for different leaders in a team; and it helped me figure 

out what’s relevant to special schools.  This has given me more confidence in implementing change and 

how to approach people.”  They also said that it has helped them see the difference between management 

and leadership – “about leading the long term visions of the school and ensuring we are meeting the needs 

of everybody.”  One key stage leader said “I did the ASSSW course last year: it was the first leadership and 

management training I had done, but my job is very different now; I make more decisions and really focus 

on the curriculum, and as a result of the training I feel I have better ownership of my department, and I 

have discussed a further leadership qualification with my line manager which I will do when I am ready.” 

In a small number of cases, staff said they have not been able to put their training into use: “Most has been 

really good, sign-along for example; but I did a picture exchange course but haven’t been able to use it 

because other staff teaching the class said it’s not relevant to my age group.” 

There were some other suggestions that people made.  For example, from a TA, the opportunity to go to 

other schools – mainstream and special schools – to see what other TAs were doing.  One person said that 

training is itemised on the weekly bulletin, but that is too short notice for her and she would like to know 

further in advance what is available but doesn’t know where to find it:  “I am told to do specific training for 

the type of children I teach, but would like to know what else there is.”  Some people who are having to 

teach subjects other than their own specialisms would welcome more training on other subjects – a few 

people mentioned Maths in particular:  “I have a different type of class each year so am always starting  
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again, and there’s no training on, for example, what a good Maths lesson looks like - even if it’s only half a 

day with a Maths specialist: we can use the people we have here to do this.”  One person suggested that it 

would be useful to have a chance at the start of the year to identify their learning needs: “Just a chance to 

ask what we need in the first few weeks; this would inform my planning – some examples of good lessons 

to observe, or a couple of hours with a specialist; we have to ask to observe others and it would be better if 

that were more formalised and from above.” 

Staff are sure that although it is a partnership with their manager, they are ultimately responsible for their 

own learning.  However, their managers are also clear that their role is to ensure that training requested 

actually takes place:  they said “We discuss it at their appraisals but they are in charge of their training and 

they go through Blue Sky; I have to agree it and see if we need it as a school, and if it’s value for money”, 

and “I encourage them to skill themselves up.”  In these ways, Brookfields’ staff feel they have the 

opportunity to fulfil their own potential and benefit the school at the same time: “We have the ASDAN 

award and are like a beacon school.” 

It is quite clear that learning and development is so much part of Brookfields’ culture that it is happening 

every day as a matter of course, and that it is celebrated.  I was told that if someone gains a qualification or 

finishes a course the staff are told about it in briefing – “And they all clap if someone has got a qualification: 

everyone knows, officially”;   key stage and TA team leaders say that they often buy cakes when someone 

gains a qualification as a way of celebrating.   They are also encouraged to learn from their own mistakes, 

and successes, and to try out new ideas: they find the senior staff very open to them doing this.  Because 

of this encouragement they are very motivated to keep learning new things, and find it satisfying to put into 

practice what they have learned.  This ethos of continuous learning is supported by managers who role 

model it, and they could give many examples of how they themselves have done external courses, and 

gained qualifications; and an enormous number of people, as well as managers, are taking external 

qualifications from NVQ level 3 to Masters degrees.   

SLT members say that they help to create this culture of valuing continuous learning from the time of 

induction, when they talk about the importance of learning and tell new staff how they can access it – “for 

everyone, from the lunchtime assistant to the graduates”; and that they encourage people actively to gain 

more qualifications.  They also use a variety of interesting training methods, both internal (since they have 

many skilled staff) and external.  They pointed to examples such as the COBB schools network “and I can 

see the impact in our curriculum development of what we have learned from that”; and that they encourage 

staff to make their own networks with other SEN providers.  They said that when staff to go to external 

courses – “it’s expensive to travel but the impact of people going outside their own environment is huge 

because it stimulates innovation and new thinking, and stops people becoming stale”, and that there is 

much to be gained from two or three people going on the same course since they can bounce ideas around 

between them and better develop what they have learned within the school. 

 

Staff have been trained in Safeguarding:  do staff feel that this has had an impact? 

Everyone has had up to date safeguarding training – “there’s a list and everyone has to sign in for a 

session and SLT are very vigilant about ensuring it is done, and chase us up if it isn’t.  We have learned 

about what to look out for, marks on children and who to report it to, and not to delay.” Staff said that 

safeguarding has “always been a big focus here, and the training is really to keep us up to date.”  They 
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also referred to the laminated sheets on what to do and where to go, and the recent Guidelines booklet.  

They are aware that they can use the West Berkshire Safeguarding Team, although know that the SLT 

likes staff to go to them first “because they know the children here, and deal with it quickly."  They also said 

that everyone has to read the first section of the Code of Conduct about ‘keeping children safe in 

education.’    

They believe that without doubt the safeguarding training has had an impact on the way they do their work, 

and as a result they have become increasingly aware of signs to look for, and what to do if they have any 

worries about any child.  They said that this is particularly important in a special school, because the 

children have difficulty in communicating.  The training has made them aware that children who appear 

safe and comfortable may not be; and since they know the home backgrounds, they are aware if the child 

is behaving differently from normal.  An Assistant Head said that while staff have always passed on 

anything they are not comfortable about, they do challenge more now and ignore less.  And a Deputy Head 

said that staff talk very readily about their concerns at all levels, including the TAs, and they believe it is 

everybody’s responsibility; they know what will happen if they refer someone:  “the ethos is all about 

keeping the children safe; it takes up a lot of our time; but I’ve introduced better paperwork for staff to 

record things and it’s scanned into our system and saved as a document, so we have a clearer 

chronology”. 

They realise that this is also for their own good, to protect themselves; and said that they also have the 

chance to do their own self-defence training and to learn what triggers behaviour with different children, 

and where to stand to protect themselves. 

 

Staff welfare: To ask whether staff generally feel ‘invested in’, that is, do they feel their work is 

acknowledged, are they listened to and are their views taken into account, and is their health and 

wellbeing looked after by the school; also do they have any new ideas that the school is currently 

missing?  This is to include both teachers and non-teachers, especially TAs.   [This relates to 

Indicator 6] 

On the whole, staff do feel invested in. They certainly feel that their work is acknowledged and that they are 

listened to, although some of them do feel very stressed by the amount of work they do. 

To acknowledge staff’s work, there is a reward and recognition strategy, ranging from cakes and 

chocolates at team meetings to celebrate successes, to the ‘green envelope’ raffle for staff with a term’s full 

attendance, and a regrading of TAs’ pay.  Value is accorded to staff who have completed a course by 

certificates being given out in full staff meetings and giving them the chance to feed back what they have 

learned; and they say that the Head thanks them in their Monday meetings for all their hard work.    

Celebrations take place in different teams in different ways, for example a small gift to the member of staff 

who has completed the best photographic record. School leaders said that the main motivator is the 

success of the children, and they recognise this by discussing in team meetings the successes the children 

have had and how the staff have made a difference to this; they also use staff’s individual skills to help 

others so that they feel these skills are valued: “X is good at IT so we used him to design a project rather 

than an external company.”   Less formally, they say that they chat to their staff every day: “it’s quite 

informal – I email them, say ‘good morning’, stay upbeat, and if I see someone flagging I say ‘well done’; 
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and I tell them where they are doing well at their appraisals”; and “if they have a good idea that we put into 

practice I make sure I tell others, and that the SLT knows as well.”  Senior leaders also said they praise 

people face to face or email them when they have done something well, and staff particularly appreciate 

this. 

In these same sort of ways, staff are encouraged to recognise each others’ successes, by discussing them 

in team meetings, saying “I tell my TA that I couldn’t manage without her and give lots of ‘thank yous’, and 

cards and gifts at the end of term”, and “We have some tricky characters in Maths lessons who can be 

obstreperous and if someone says the right thing to calm them down I comment on it and tell them they 

handled it well.”  Several staff also said that they email senior managers and their own line manager 

information on the good things a colleague has done.  Many staff confirmed that they have been on the 

receiving end of their colleagues’ gratitude, for example one TA said “My class teachers always say they 

appreciate what I’m doing and the amount of hard work I do.”   

TAs certainly feel more valued than they did at the time of the last review, and have been much more 

integrated into the teaching teams;  one TA said “the TAs’ role is celebrated more now, and team leaders in 

particular, because they now have this title and this feels good – people know she has it for a good 

reason.”  Most TAs agreed that “people are good at saying ‘thank you’ and asking how we’re getting on”.  

However, some TAs said that they would like individual thanks more from their teachers, and one said that 

someone had tried to phone her, but since they are not allowed to take mobiles into the class room she 

failed to get hold of her – “and was then quite snappy afterwards because she couldn’t contact me.” 

One area that works well is that staff say they are listened to and their views taken into account. One TA 

said “I have no qualms about putting my views forward and the teachers sometimes ask for my views – 

about individual pupils and how things went: they are interested in what I do, so I do feel valued and 

invested in.”  One said “We’re a bit frustrated this year because we do a lot of PPA cover without the 

teacher in the room, and we really wanted to have the teacher work with us; I fed this back and although 

they couldn’t do anything about it because timetabling is a nightmare they did understand.” And TAs 

generally said that their team meetings with a member of SLT are invaluable because they are asked about 

their worries “and are definitely listened to and our views are on the whole taken into account”.  An 

excellent example of where staff were listened to concerns the whole week of observations – many staff 

found this stressful since they did not know when in the day they would be observed “so we had to work 

ourselves up for the whole day because we didn’t know when they were coming – they just dropped in so 

we were on edge for the whole day, and a lot of people were stressed by this; but we fed this back and SLT 

took it on board and listened.”  More positively, many staff, teachers in particular, gave examples of ideas 

they have had “and senior staff have run with it – they are so open to listening to our ideas and letting us 

do new things”.  There were just a minority who said they did not feel they have been listened to: “In the 

past I was a new teacher and was bullied by my TAs and I felt they were behaving inappropriately with the 

students – thankfully they have all left now; I went home crying every day; I complained to SLT but nothing 

was done; I’m more confident now but I still don’t feel I was supported.”  On the whole, however, staff feel 

that Brookfields is a school where managers at all levels are very open to their views; one person summed 

up this feeling by saying “This place is so different from  other specials schools – they contact me by note, 

pigeon hole, email or by stopping me in the corridor because they want to hear what I have to say.” 

However it would certainly be worth senior staff asking staff more often whether they would like to see 

anything added to the reward and recognition strategy. 
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On work life balance, SLT has tried to bring in strategies to improve this, such as telling people to go home 

at 4.00 o’clock on a Friday, and saying they are not expected to answer emails during the evenings and at 

weekends or school holidays – although they find it difficult persuading staff to do this. 

However, quite a number of staff say they do feel stressed by the amount of work they do – “My whole day 

is jammed full and to get work-life balance is a real challenge – but nobody talks about it.”   This also 

includes a number of TAs, some of whom take work home and many of whom do not have a proper break 

– one TA said “I do work at home and I’m supposed to get breaks but I don’t have time, often because I 

need to stay with a child if the next person is late”, while another senior TA said “I have to plan all my 

lessons at home but I’m not paid to do this”.  While many TAs say that they go home at the right time and 

take no work with them, these comments were typical of quite a large minority of TAs.  This is the same for 

teachers as well.  It might be worth asking each key stage team to sit down with both teachers and TAs 

and discuss what the reasons for this are, to see if there are any strategies they can put in place to ensure 

that everyone has a proper break, during the morning, as well as at lunch time, and to relieve other 

pressure points. 

It is difficult to persuade staff not to take on extra work, as they are so committed; but it might be worth key 

stage and team leaders making a point of asking each individual in their team whether they feel they have 

a proper balance between work and personal life, and if not, what the school can do to improve this.  This 

could be done formally at appraisals, or informally if they see someone looking particularly tired.  There are 

instances where managers have taken this on board – “I said ‘you’re asking too much of one person so I‘m 

letting people down and I’m getting stressed’, and my key stage leader listened and agreed, and spoke to 

Jane and within five hours they said they’d try to adjust it - that was positive and a quick response.”  But not 

all staff are willing to volunteer this information themselves, but just continue to become more tired. 

Another point that was suggested and that could be easily addressed is to have a coffee machine at some 

central point so that those who do not have time to make a coffee could get hold of one more quickly. 

There has been a recent wellbeing survey in which this was one of the aspects –  there were people who 

said they did not have time to fill it on.  But people do feel that the senior leadership team is concerned 

about stress. 

 

The School Development Plan has three main strands – effective use of TAs, creativity in teaching 

in all lessons, and the need for personalised curricula for all students:  Is the SDP having an impact 

on people’s work, and can they give some examples as to how? 

The narrowing down to three of the objectives in the School Development Plan has been a huge success, 

enabling staff to focus on these areas and resulting in it having an impact on everybody’s work. 

The focus on using TAs more effectively has resulted in both teachers and TAs themselves seeing them as 

of real value in the classroom; one TA said “It has given us an ownership and made us valued more so we 

can really have an impact on the school.”  They said that they have been given a lot of training, such as in 

autism which has enabled them to understand and manage the condition better.  As a result they are being 

given more responsibility, are listened to more, and “have to think for ourselves, so it makes it more 

rewarding and makes us want to come to work”.  They also said that having their own team leaders now, 

and their own meetings, has hugely increased their confidence that they are important to the school – it has 



 

  

 

Commercial in Confidence 

Investors in People South of England is delivered     30 Finsbury Square 

by Grant Thornton UK LLP under License from UKCES    London 

E: enquiries@IIPsouth.investorsinpeople.co.uk     EC2P 2YU 

W: http://IIPsouth.investorsinpeople.co.uk     Company Reg. no.: OC307742  

T: 020 7728 3456         

13 

made them feel “more listened to as we feel our voice is heard, and it’s someone to take our problems 

forward” and “it’s someone to go and unwind to.”  Teachers also said that TAs are now “more part of the 

team, and more training is actually happening for them”, and they “have a really important role in the 

school”. They involve them more in their planning and their teaching, and include them more in meetings 

where they talk about the School Development Plan.  It is clear that teachers involve them more in their 

work generally, listen to their ideas, and ensure that what they do is genuinely useful. There were many 

examples of where teachers have discovered specific talents that TAs have, such as music, and support 

them to use these skills in class; and TAs were involved in planning a cross curricular day.  Just a small 

number of TAs said that some teachers are more supportive than others, and some are “less proactive in 

using me, so I have to ask – but they are usually supportive when I ask for something useful to do.”   But 

overall, teachers and TAs themselves agreed that their job satisfaction has increased this and is having an 

impact on individual pupils’ progress towards independence as they work more closely with them.  It is 

doubtful whether it is retaining TAs better, however, since there are many other reasons why they leave 

besides the issue of whether or not they feel valued.  

There has been a huge focus on making lessons more creative, and the creativity team have spent a great 

deal of time and effort developing projects and training staff.  The whole day’s Inset was highly successful, 

and has been followed by many individual pieces of training:  “I did a workshop for key stage 3 staff so they 

learned how to do interactive stories to make things like science more interesting: I taught them to go into a 

role and create a scenario or story to engage the student, giving them a more imaginative and creative way 

in”, and a number of staff gave me examples of what they learned from the creativity team and how they 

are putting it into practice.  

There is more storytelling, more use of finger puppets, a lot more drama which has helped the pupils to use 

their imagination in writing; individual TAs’ skills are being used more with the children such as guitar and 

percussion; and above all the production showed that both teachers and TAs were “willing to come on 

board and take risks; and this has snowballed so that we have a creative arts day next week; it has really 

influenced how people deliver their lessons”. One person said “I tend to focus on where their lives will lead 

in the future and creativity helps them know they can fill their time in future”; while another said “I use art 

more, and the children work on journals and choose photos, and take it home at the end of the year: many 

can’t read but they can talk about pictures; this idea came from the training day.”   A member of the 

creative team said that teachers often ask her for ideas on how they can incorporate music or make use of 

the drama studio, and she sees children singing more songs:  “It feeds into every area of the school.”   One 

LSA said, “The children are more active – they can’t sit still for long; and so I use sensory toys more”; she 

said that she had made a bag with stuffing in it and a weight and marbles “which keeps their hands busy 

and this helps them to listen better, so this training was really useful.”   Several people mentioned the 

children’s own Shakespeare production and the trip to the theatre and how well that went:  “the children 

were so engaged”.   The views were prevalent that the school “has now grabbed hold of creative arts and 

have run with it; the whole staff have become engaged in it”, and “the inset days are always thought 

provoking; it helped us think, and gave us a different focus; more and more we get instruments out and 

sing.”  The view of the creativity team is that “it was already embedded in the school culture so it was easy 

to push – but now we have two GCSE classes and got a B grade last year in Art.”   

In particular the creativity team praised the senior leadership team for how supportive they have been of 

their ideas. 
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In many ways there is an overlap between the more creative curriculum and making each student’s 

timetable more individual, and there were many examples of how teachers are doing this.  One of these 

was “I am encouraging the use of pupil exchange communication system. And we’ve just been doing 

messy play, where children are on different levels of the sensory hierarchy, and I’ve seen the TAs 

differentiate in their expectations of the children”.  As a result teachers said that they can actually show on 

the system how the children have changed and progressed:  “I show even the small things for each child; 

we had fantastic training on how to do a personalised curriculum, from external trainers and two of our own 

teachers, and we chose things that related to our own class; as a result I can see the children have 

progressed.”  I was told “We have a lot of meetings about how to do an individual curriculum and it takes a 

lot of time and thought, but it’s worth it.”  Everyone I spoke to about it, both teachers and TAs, is involved 

fully in doing this and is convinced that children are progressing more successfully as a result. 

In many ways, one theme in the SDP feeds into the other two, as the creative curriculum encourages 

individual curricular work, and the TAs have become more involved in everything the children are doing.  A 

lot of time has been invested in all these areas, but the impact has been very real. 

 

 

6. Recommendation and next steps 

  

Having carried out the assessment process in accordance with the guidelines provided for Investors in 

People Practitioner by Investors in People – United Kingdom Commission for Employment and Skills, the 

Investors in People Practitioner is totally satisfied that Brookfields School meets the requirements of the 

Investors in People National Standard at GOLD level. 

Investors in People accreditation is granted indefinitely, with a proviso that an interaction is undertaken 

within 18 months of accreditation and a full assessment takes place no greater than 3 years apart.  

Assessments can be undertaken at any time and more frequent assessments are recommended to 

maintain levels of good practice and continuous improvement.   

The organisation should discuss the timing of the next assessment with their Investors in People 

Practitioner, using the Improvement Planning Meeting to agree the best strategy for future use of the 

Investors in People framework. 
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Customer Satisfaction Questionnaire 

Both the Investors in People Practitioner and Investors in People South of England would welcome your 

feedback on this assessment and you will shortly be supplied with a Client Satisfaction Questionnaire from 

Investors in People to complete. Particular importance is placed on the feedback given by client 

organisation’s on Practitioner's, therefore we would very much appreciate it if you would complete the 

questionnaire.  

Promoting continuous improvement 

We support organisations at every stage of the Investors in People journey, helping them to realise the 

power of their people, optimise their performance and achieve their full potential.   We see Investors in 

People as the People Partner for sustainable people solutions.   

Please contact your Account Manager Hemaxi Bhatt on 07768 159702 or email 

Hemaxi.bhatt@iipsouth.investorsinpeople.co.uk to find out more about Investors in People and how we 

can help your organisation. 

Details of the support available to you can be accessed by contacting Investors in People South of England 

via: - 

T: 020 7728 3456 
E: enquiries@IIPsouth.investorsinpeople.co.uk 
W: http://IIPsouth.investorsinpeople.co.uk 
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7. Outcomes table - evidence requirements framework matrix  

Core Standard 
Total number of core evidence requirements assessed - 37 

Total number of core evidence requirements met - 37 

 Indicators 

ERs 01 02 03 04 05 06 07 08 09 10 

1           

2           

3  n/a          

4           

5 n/a          

6           

* n/a means there is no significant trade union activity. 

Wider Framework  
Total number of additional evidence requirements assessed - 140 

Total number of additional evidence requirements met - 140 

 Indicators 

ERs 01 02 03 04 05 06 07 08 09 10 

4 Core Core Core   Core      -     Core   

5 Core      - Core           Core   

6 Core              -         

7                -         

8                -          -      - 

9                -          -   

10      -     -                 

11                     

12                -         

13                     

14               -         

15        -               

16               -       

17                  

18      -            -       

19                 

20               

21              

22              

23              

24              

25              

26            

27            

28            

29            
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Appendix:  Summary of Evidence against the Investors in People Gold Framework 
 
Indicators 2 (Learning and Development Strategy), 6 (Recognition and Reward) and 8 (Learning and 
Development) have been dealt with under section 5 above. 
 
 
Indicator 1: Business Strategy 
 
School leaders essentially put together the School Development Plan, and some key stage leaders discuss 
it with their teams during its formative stage; however, since after it is finished it is rolled out in numerous 
ways, such as through staff and team meetings, and since there are just three clear targets, all staff are 
familiar with its contents and own them. Team and individual targets link into those of the SDP.    Staff 
understand the KPIs that relate to the SDP, and can provide evidence of how they are progressing them, 
through academic assessment, communication skills, and records from observations or pupils’ activities, 
for example; at a more strategic level, measures include Ofsted requirements and financial data.  But at 
whatever level they are measuring, staff are fully aware that they are looking for progression. 
 
The schools’ strategy is underpinned by the values; and although few people can enumerate them, they 
nevertheless live them out in their work, and in their attitudes to each other and to the students.  Staff 
believe these values are at the heart of all they do, saying “they influence me because I nurture the 
individual and enable them to reach their potential”, and “the whole ethos of the school is to provide 
enthusiastic, independent, valued, positive students, and as a manager I’m really motivated to mould them 
like this; this is my year group’s vision so we all know where we are going and own it.” 
 
It is difficult for the school to do much for the community because of the special needs of the students and 
the need for constant attention from staff, but there were quite a number of unusual examples of how the 
school does contribute to the outside community in some quite innovative ways, ranging from taking the 
students to visit mainstream schools so that their students better to understand disability, coffee mornings 
for parents and neighbours of the school, to cleaning the local church each week and “offering cleaning, 
catering, odd jobs like painting the changing rooms to the local Rugby club.” 
 
 
Indicator 3: People Management Strategy 
 
The methods employed for recruiting and selecting new staff are very fair to all the candidates, and ensure 
that the needs of the school itself are met.  All candidates are asked the same questions, including what 
they personally can offer the school in the way of their other interests; and they have to undertake activities 
with the children, being observed by the key stage heads, teachers or TAs who mostly are asked for 
feedback on what they saw. As one key stage head said, “You can tell from the way they work with a child, 
their language, manner, professionalism”.  One thing you might consider is that TA team leaders said that 
they would like a more proactive part in the selection of TAs, such as being involved in the interviews 
themselves: this would also be good personal development for them.  Staff that I spoke to who have 
recently been appointed confirmed that they thought the process was fair, and took account of their own 
individuality as well as the needs of the school. 
 
Staff in all roles said that the school values people’s difference and manages diversity well.  People from 
different backgrounds said that their own knowledge is made full use of, such as sharing their culture or 
recipes on days when students are studying different countries,  using their language skills for children or 
parents of their own nationality whose English is not good, or “picking up my personal interest such as 
playing the piano.”  A senior leader said “We have a lot of different specialisms here; we have a lovely mix 
of people, some of whom have been specifically trained in SEN, and others who were in mainstream 
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schools first, and this balance is good because it gives a broad spectrum to bring to the school; to train the 
latter to become outstanding SEN teachers here is a lot of work, since their language levels and 
expectations start off too high, and behaviour management is different, but within two years most of them 
have become outstanding teachers.”   Other staff also agreed that their own talents are developed to 
enable them to make the most of what they do; one example was “The way the structure of the school 
works means they do this; it happens through training, Blue Sky which helps with my career development”, 
and “They absolutely do: I was asked if I would like to develop music and it was put into my JD; Primary 
doesn’t have a lot of music so I now do some classes down there.” 
 
Staff are also given a great deal of feedback on how well they are doing, formally through appraisals and 
after observations, but through praise informally day by day; if there is something they might do better, 
managers treat this positively “saying things such as ‘you might do it this way’, but discreetly”.  Knowing 
that they are doing well, and being supported to do even better at their job is extremely motivating for staff, 
who respond to praise and positive comments, and even to negative ones if they are said in a positive way.   
 
Giving feedback the other way, however, could be strengthened.  There are staff who feel confident 
enough to “say informally to my key stage head if I do or don’t like the way she is supporting or helping us”; 
and a key stage head said “I ask for feedback all the time in meetings because I want a team approach, 
although I don’t just say ‘what do you think of me?’ But I ask in performance reviews too if there’s anything 
I should be doing differently; and I hope I’m approachable enough that staff feel they can come to me.”  
However, not all staff have the confidence to volunteer to their team leader if there is anything about their 
management style they would like changed, and it might be worth considering asking all leaders to include, 
when they do formal appraisals, a question about what the appraisee would like to say about their 
management style; or you could ask for anonymous feedback, perhaps by email, before you do the 
appraisals of all school leaders.  Senior leaders themselves acknowledge that “not everyone has the 
confidence to talk to their managers; and although feedback to staff on their performance is good, I don’t 
feel it coming back up the other way; it doesn’t always need to be formal and pressurised so it often doesn’t 
work through a formal team meeting; but it could be through a tea and coffee session, or an informal chat 
with a TA team; it is starting to happen with the TAs, so we must keep this up.” 
 
One other question that could be included in appraisals is to ask people about their work-life balance.  This 
has been dealt with in detail under section 5 above, but it is worth reiterating that although senior leaders 
try to persuade staff to go home at the proper time and not use their emails when they are off duty, and do 
not expect TAs to work at home, nevertheless “the pace is huge”, and  staff often work themselves until 
they are over tired or stressed, or have no time for their own interests.  Another way of approaching this 
might be to ask each team to discuss where the pressure points are for their teams, and to see how, as a 
group, they might be able to relieve them. 
 
 
Indicator 4: Leadership and Management Strategy 
 
Leaders have in their job descriptions a set of expectations aligned to their particular roles and they are 
reviewed against these; a more generic management framework is not written, but “is an ethos of 
expectation” – several people used such phrases, that it is “an ethos” or “part of the culture”.   Senior and 
middle leaders said they had talked a lot about what makes a good Brookfields manager, both now and for 
the future, especially when the role of key stage heads was introduced, and said they still talk a lot about it 
in meetings. It also reflects Ofsted’s leadership and management standards – but these are not specific to 
Brrokfields School.  Other staff were less confident that they know what a good Brookfields manager 
should be like, since their ‘definitions’ come from what they see: it is useful that there is consistency in the 
way most leaders fulfil their roles, as most people said the same kind of things that they expect – being 
approachable, giving guidance on how to be proactive and effective, that they listen, and are friendly, 
supportive and flexible – “but this is just my view of what they are meant to be like.”  It might well be worth 
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having a discussion with leaders at all levels about what they aspire to be like, and writing this into a more 
formal framework, of the skills, knowledge and attitudes or behaviours that are expected of them all, and 
publicising this to all staff.  
 
Training in leadership and management is strong, and external courses are undertaken as well as internal 
development into the role of leader.  When the team leaders were appointed they had a day’s management 
training and looked at the kind of managers they were as individuals.  They found all this training “very 
helpful – I learned about being in change of a lot of staff, and gained confidence in how to practise 
management and how to manage my own time.”  They did say, however, that they would like some more 
feedback on how they are acting as leaders in the school – perhaps at their appraisals with feedback from 
their own staff.  The news TA team leaders would also welcome some follow up training for themselves in 
leading and managing people, as this is new to most of them. 
 
All staff are expected to be leaders in their own areas, and they are encouraged to lead projects, and are 
given the training or support if they need it to do so. Typical comments from middle leaders were, “I ensure 
they know their target and what resources there are then leave it to them – then I ask them to evaluate it 
afterwards”, “It’s important to let your staff take on responsibility; our TAs and LSAs are experienced 
members of staff and can take classes and lead trips”; and “I let them run with their own things and make  
their own mistakes; I don’t micro-manage or interfere.”   Many staff also said that they have been 
encouraged to apply for promotion, and given the help they need to prepare themselves for leading other 
staff.  Anyone can also ask for training in leadership and management skills, and it is very useful that most 
people had already had this training before they took on a leadership role. 
 
 
Indicator 5: management Effectiveness 
 
Role modelling is strong at this school. Senior leaders say they demonstrate the school’s leadership 
capabilities and values by knowing all the pupils and their family circumstances, help colleagues plan 
sensitive topics that they have to teach, and informally catch up with staff to ask them how they are coping; 
one senior leader said “I’m constantly evaluating my performance: I am dedicated to children with SEN, 
and this makes me think outside the box, and have a ‘can do’ attitude.”  They say that they are trusted, and 
that staff come to them, often in confidence, to share difficulties or ask for advice – and “they will get a 
straight answer, or I’ll say ‘leave it with me and I’ll think about it; I have a listening ear about how workloads 
are going, and I give people time.”   The senior leadership team come across as a close working team, and 
in particular has integrated the new Assistant Heads very well into this team. 
 
Middle leaders and staff confirmed that the SLT is approachable, “always positive and enthusiastic, and 
inspirational”.   They said “They lead by example and I follow this with my staff”, and “I must see them as 
inspirational as I want to do my job well: they are approachable and this makes all the difference, so I am 
too.”  Staff feel that SLT “has such huge experience: they each have their own style but are skilled at 
working with children; I could listen to them all day.”  Consequently middle leaders could also give 
examples of how they also try to act as inspirational leaders, for example “by the way I work with the least 
able students, and I can enthuse other people by celebrating what a child’s done so other people see it is 
important.” They could describe how they guide and support people in developing their careers, and 
encourage people to work together and share knowledge and information within and across their teams “on 
every level –we share it within the class, and put it on whiteboards, and across the school at meetings.” 
 
Staff confirmed that these things happen, saying that they can approach their team leader or any member 
of SLT about anything, and that they are “steered in the right direction.” One person said, “We recognise 
that different people have different skills and no one can do everything, so people email their ideas around, 
and knowledge is very much shared here.” Generally they confirmed that they are supported to develop 
their careers, and only one person said “I was asked to apply, but no one worked with me to prepare.”  
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There was huge confirmation that the school has a culture of open-ness and trust, that SLT in particular are 
trusted and regarded as highly capable leaders: “Their enthusiasm, total leadership, love for the children is 
the bottom line; I’ve got strong morals myself and when I see my seniors with the same ones I’m happy – 
equality, respect, challenge, and believing in people; they are people I look up to.” 
 
One area that has developed very well since the last review is coaching, as so many staff are now trained 
to coach, and practise it as a normal way of developing staff.  The school has worked hard on this 
“because teachers are not natural coaches - they are instructors, but they are now aware of what coaching 
is and are very effective in doing it.”  And staff say they find this a very successful way of learning, since it 
really makes them think things through for themselves and take ownership of the decisions. 
 
 
Indicator 7: Involvement and Empowerment 
 
Staff instinctively take ownership of their work, whatever their role:  “We set our own targets at the start of 
the year – I give myself one easy one and one challenging one for my own development – and I choose 
courses that will help me understand these children better”, and “Sometimes I have to act on the spur of 
the moment and adapt the lesson plan so they don’t get bored: I came up with one the other day in five 
minutes because I suddenly had to take a class.”  They said that they are well supported to be able to take 
these decisions, through one to one discussions with their line manager, or through meetings, which are 
often developmental, and they are motivated by feeling trusted to make these decisions.  
 
Middle leaders could give plenty of examples of how they support their staff to enable them to make 
decisions and take ownership of their work, and say that although they are happy to listen and talk through 
ideas, they are equally happy to delegate, or help them find projects where their staff can follow up their 
individual interests.  One key stage leader said “If they seem not to be sure, because they often won’t ask 
because they feel they ought to know, I’m a great believer in observing and seeing if they understand what 
they are aiming to achieve, so I’ll say ‘have you thought about….?’ in a non-critical way.”  One way they 
support their staff is to ensure that good ideas are shared: “I do learning walks and these show me where 
the best practice is, and I encourage this to be shared.”  
 
Leaders at all levels help to create the culture where people aim for continuous improvement.  One senior 
leader said “We use individuals’ skills and through the SDP there are things in it that staff are interested in 
and want to train on, and we marry this with where we want the school to go.  School improvement comes 
from choosing people who have a commitment and passion and we involve them and consult them; 
everyone understands how important their role is and they are told it frequently, and that their opinions 
matter; and things change as a consequence.”  They said that there is a structure, through the meetings 
system, for consulting staff formally and that many decisions are taken as a result of these meetings:  “It is 
part of the culture to consult, and there are lots of opportunities as well as at meetings – working parties, 
appraisals, through informal conversation, some email, and we have an open door culture so people can 
always go in for a chat.”   
 
Staff are therefore used to putting forward new ideas; and are without doubt committed to the success of 
the school, and feel great ownership and pride in working there:  “When I see the children progress, it’s so 
satisfying; it’s a huge challenge, but when I see my student say another new word, that feels good; I love 
giving them the opportunity to develop.” 
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Indicators 9 and 10: Performance Measurement and Continuous Improvement 
 
 
In terms of what is invested in staff, “We spend what’s needed.”  SLT said that they send more than one 
person on a training course because they all become exited by it and both gain, and can pass on to others, 
more than if they had gone alone.  As well as money, a great deal of time is invested in training, both 
during the school day and at twilight sessions; and there is also a very great deal of informal learning, as 
staff take ideas from each other.  Between £5,000 and £6,000 were spent on creativity training alone, but 
the impact on everyone’s curriculum and teaching methods is evident to senior leaders.  Senior staff 
evaluate at their meetings the impact that both training and the way they manage the staff have had on the 
performance of the school’s KPIs, and have taken action on a number of fronts. For example, in order to 
improve the programme for new teachers, they brought in an internationally renowned expert “who was 
expensive, but identified areas to focus on and we have put this support in.” It was also obvious that TAs 
were often absent or were not being retained, and so the wellbeing of TAs was looked at, which resulted in 
the proper career structure that has been put in place for them, with an increase in pay and the introduction 
of TA team leader. Senior staff wanted to instil a love of reading so brought in experts to inspire the staff, 
and the children said they loved what the staff then did with them, and both their reading ages and their 
engagement went up –“and you could feel the sense of excitement round the school; and the school play 
last year was tremendous.” 
 
Brookfields is a school where there is much self-reflection.  The SDP, and how the investment in staff has 
impacted on it, is evaluated by senior leaders – each member of SLT looks at one element of the plan, and 
then there is a whole report to Governors.  Senior staff also take ideas from external reviews.  As a result 
of the last Ofsted review, although the school was Outstanding, there were some ideas that were picked 
up, and it was one reason behind the new staff structure, as the Inspection identified that there needed to 
be more middle managers; one result of this is that 360s are being introduced for key stage leaders.  
Reports from a School Improvement Advisor resulted in extra input into Maths, and more storytelling into 
key stages 3 and 4 – and the data showed an improvement as a result. The last Investors in People review 
led to the development of TAs so that they now feel very much more part of the whole school team and that 
their work is genuinely valued by the school, and that there is a better career structure for them. 
 
This self-reflection has percolated down throughout the school.  One middle manager said “I never stop 
reflecting on the impact I have had on teachers and TAs – have they developed in their roles through my 
approach? Was it the right or the wrong way? Have I missed something?  Did it not have the impact I’d 
expected?”  They said that they have improved as leaders and managers of people through experience – 
“Now I know it’s OK to listen and work with people; I used to think I’d need to have all the answers”, for 
example, and “There have been no radical changes, but I’m more comfortable with asking people to do 
things and am getting used to being leader of a team of people who have been here for a long time.” 
 
At all levels, staff could say how improvements have come about as a result of the way people are 
managed or trained, and the huge amount of investment in the staff.  The investment in providing specialist 
therapists has impacted on staff as they can use that specialism is the classroom and this has increased 
student engagement:  “The impact is measured by defining the outcome, for example in tactile awareness: 
this is measured through the tactile hierarchy”.  They also said that the outside classroom has engaged 
both staff and children more “and they have pulled the outside classroom into their planning, because they 
understand better what they are supposed to be doing; it was one of my targets this year to make the 
outdoor classroom effective, and this has been achieved.”  
 
Teachers and TAs said that they believe that school leaders are genuinely committed to improving the way 
they manage and develop their staff, and that they respond positively to staff feedback.  They said “We 
have so many professionals here who know so much about their field and want to pass it on, and SLT is 
keen for them to do it.” They commented on many improvements that have been made:  “We grow 
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teachers who really understand SEN, and we train from within more now, as well as exchanging 
information with other professionals, so we are developing our school as a centre of excellence.”  On a 
personal level too, staff said that they believe senior staff are committed to improving the way they are 
managed: “I was really struggling with all the balls I had to juggle, and the Head was approachable and has 
now put me down to four days, and was very understanding and never made me feel guilty”; and “In my 
first year my Head of Department wasn’t very helpful but just dumped me in it and I had no support from 
her (she’s now gone), but I had a mentor who went to the Deputy Head who stepped in and listened to 
everything I had to say and told me what I needed to think about – I feel she championed me and drew out 
my strengths.”  People also mentioned the recent Wellness Survey as a good innovation.  Just a small 
number of people said they do not feel they have been supported to develop their careers: a TA said “I’d 
like to be an HLTA, but I don’t think it’s going to happen here because it’s never been put to me; I haven’t 
raised it – but I have been outstanding in all my appraisals.”  Asking this question might be something that 
TA team leaders could be encouraged to think about as part of leadership and management training. 
 
Overall, staff feel very happy to work at Brookfields, and say that the ethos of continual improvement, both 
for them as individuals and for the school, if exhausting, nevertheless adds to their job satisfaction. Two 
good summaries were “We are making the children become more independent, and think for themselves, 
and I’m proud to be part of this”; and “Everything about these children challenges you, but it’s so satisfying; 
we really inspire the children to have more independent lives.” 
 
 
 
 
 
 
 
 


