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· Introduction and Objectives
An on site Assessment was conducted at St Mary’s High School Newry   on the 22nd & 23rd March 2010. This was the School’s initial Assessment against the Standard. The School has been working with the Regional Training Unit advisor, Ms Imelda McDaid to achieve the Standard. The process was led by Mrs Margo Cosgrove in her role as Vice Principal and latterly was the newly appointed Principal. 
A series of improvement initiatives have been under way within the School over the past few years resulting in their recent achievement of Specialist School Status in Mathematics and Business.  As a result the School has a series of effective strategic planning processes in place to drive forward its staff development and associated improvement initiatives.
In planning for the Assessment we discussed how Investors in People could support the School. Following that discussion and as agreed, the Assessment focused on the following:

To assess if the School was meeting the requirement of the core Standard. In addition we agreed to identify strengths and areas for development against the core standard and how these related to the St Mary’s Strategic Aims. 

· School Background 
St Mary’s High School, is a Catholic Maintained Girls Secondary School located in Newry Co Down. The School has an enrolment of 572 pupils, and an annual admission of around 90. 
The School is a non selective school that promotes teaching to mixed ability groups. Their enrolment of pupils is from the Newry hinterland, encompassing a number of neighbourhoods with recognised social and economic challenges. A significant number of the pupils have an entitlement to free school meals and are from Neighbourhood Renewal Areas. 
St Mary’s operates under the direction of a Board of Governors chaired by Mr John E. McClelland. The Principal, Mrs Margo E. Cosgrove was appointed to her current role in September 2009, she heads a Leadership Team consisting of a Vice Principal, a Leader of Learning and two Senior Teachers. There are approximately 30 teaching staff and 28 support staff, including Technicians, Administrative Staff and Classroom Assistants.
The School’s Mission is,” Always to do ones Best” ..to work in collaboration with other educational institutions and in partnership with parents and students to maximise academic and creative potential of students, enabling them to achieve the highest educational standards, thereby enriching their lives, the community and the economy. The School has 4 high level Strategic Aims:
1. Valuing Education

2. Fulfilling Potential

3. Promoting Equality and Inclusion

4. Resourcing Education 
· Executive Summary Key Findings and Strengths by School Objectives
The establishment of the Northern Ireland Curriculum has had fundamental implications for staff development and approaches to education for pupils throughout Northern Ireland. In addition the implementation of Area Learning Communities (ALC) has long term implications for schools operating in specific localities. Specifically in how neighbouring schools share resources to effectively meet the needs of their pupils.  
The School has been pro-active in embracing change, responding positively to the opportunities presented by these initiatives, while also recognising the challenges they present. St Mary’s have effectively responded to feedback from various Education and Training Inspectorate reports, by repositioning the school as an outward looking resource that equips its pupils to engage effectively in the social and economic life of the community. The Leadership team have built on good practice embedded in the School’s previous Development Plans, striving for continuous improvement in their approach to teaching and pastoral care. 

The School’s commitment to internal review and continuous improvement resulted in its application for recognition as a Specialist School in Mathematics and Business; this was achieved in September 2009. The process was a robust whole school achievement aimed at improving individual pupil attainment, and very much in line with their mission. 
St Mary’s is rightly proud of its academic success, performance at GCSE and GCE A’ Level is consistently above the Northern Ireland average for Secondary Schools. A’ level pupils have achieved a 100% success rate in achieving two passes since their introduction in 2006. 

The following strengths are of note:
Valuing Education
· The Principal and Governors have prepared the School for a time of considerable change in the education system.  Mrs Cosgrove is seen by her staff and the Board of Governors as a strategic, strong and effective leader who is highly visible, approachable, respected and held in high esteem.  There were a number of examples of staff referring to her highly engaging leadership style and clear understanding of the processes required to take the School forward into a new era in education. 
· All staff believed that while a number of changes had been initiated these were underpinned by the principle that all work must be pupil centred, building on strong traditions and past achievements.
· The School has effectively used review mechanisms at a strategic level to re-define its Vision and Mission and high level objectives.  This was undertaken in response to an inspection of the school in 2005. The review has driven a number of changes, resulting in its recent recognition as a Specialist School for Mathematics and Business and is embedded in St Mary’s approach to the Enhanced Curriculum. The Schools Mission and approach is clearly understood and valued by all staff.
· The School has effectively developed a strategy of being a resource to the local community. They actively engage in neighbourhood renewal programmes, develop partnerships with feeder primary schools and engage with other schools through their Area Learning Community.  As such, they have developed the capacity to influence the direction of education in the locality. Staff value and willingly engage in these processes. They see significant benefits to their own personal development and to the long term strategic positioning of the school as an effective learning resource to pupils within the community. Examples included the Youth Enterprise initiative and literacy support programmes for primary schools, involving both staff and senior pupils.

Fulfilling Potential

· Learning and development activity is effectively planned and resourced throughout the School. It is clearly aligned to both professional development needs of staff and teachers, while in line with the School development needs. PRSD is effectively utilised and recognised as an effective development tool by participants.

· The School is acutely aware of its role as a valuable community resource.  The social needs of the area are reflected in changes to the School’s approach to the curriculum.  Pastoral care responses take cognisance of specific community needs and make full use of available community resources.
· Mentoring, coaching and mutual support are cornerstones of learning and development throughout the School.  Staff actively participate in opportunities to share learning through various for a. For example departmental and whole school and peer meetings, e.g. Heads of Departments. Development responses are both self generated and driven by the Leadership Team based on feedback from participation on external courses and identification of best practice through PRSD.  There is comprehensive evidence that learning and development responses are focused on improving the school’s pupil centred approach.
· There is strong evidence of cross-departmental learning and the initiation of a range of themes across departments. For example literacy and numeracy strategies and support of children with special needs, including the Reading Partnership Programme.  There is an open and supportive culture within the School to provide mutual support that is clearly pupil centred. The staff view such initiatives as both developmental in their approach and effective in delivering the School’s Vision, Mission and high level strategic objectives. All staff felt they were encouraged to be involved in such activities as part of their own personal development.

Promoting Equality and Inclusion
· The School’s approach to leadership development is a best practice approach.  There were numerous examples of opportunities of encouragement by the Leadership Team (previous and current) to actively pursue promotional opportunities through acting up, for example maternity cover. Development activities are linked to the strategic positioning of the School, for example the appointment of a Senior Teacher as development co-ordinator for the ALC. 
· The School is actively engaged in an Extended Schools Programme to ensure that the community has an opportunity to engage within the life of the school. The principal is effectively reviewing this process with a view to making further changes and improve this programme. This is understood by the relevant staff as a development opportunity.
· Communication systems are robust, including the school internet to communicate news stories, all staff briefing by the Principal on emerging issues such as Area Learning Communities, St Mary’s News, Governors Report, all school weekly “bulletin” briefs, departmental and functional team meetings. All staff interviewed, felt they were well informed and up to date on developments with in the School and the wider education community.
· Recognition and reward is effectively managed in the School, integral to this is a “thank you” culture that was consistently referenced by interviewees. All School team-building days, involving awayday visits such as, a magical mystery bus tour and the Belfast boat tour are valued by all staff. They are seen as an opportunity to meet with others in a personal capacity and were universally considered to be effective in fostering a strong team spirit in the School. 
· Opportunities for promotion and progression were viewed as effective open and fair. The changes to the management team and development of new roles have brought about significant opportunities for progression. For example, to Head of Department, Year Tutor, Coordinator positions. This was seen by all staff to be effectively planned and equitable in its application. 
Resourcing Education 

· There is significant evidence of an effective leadership succession planning process by the Board of Governors.  This included support over a number of years for staff to engage in PQH, which provided a cohort of individuals to effectively compete for new job roles following retirement of the previous Principal and changes to the School’s management team. In addition, this investment provided an effective resource for other schools in the locality. For example the appointment of a former Senior Teacher as a Principal of a partner school in the ALC.

· All staff believe that they have been actively involved in the longer term development of the school through formal and informal consultation. This includes all staff development days at the beginning of the term and the formulation of school development, departmental and functional action plans. They believe these approaches effectively equip them to deliver a quality education, as a result they feel empowered to deliver the School’s Vision.
· There is effective engagement of non teaching staff in all aspects of improvement planning. This ranges from classroom assistants involvement in improvements to their hand book, facilitated by the SENCO. Administrative staff involvement in team meetings to review and implement improvements to attendance management and Technicians engagement in the VLE (Virtual Learning Environment) programme.  
· St Mary’s planning and improvement processes are exemplary in nature.  The School Development Plan cascades effectively to departmental and functional areas. This leads to individual initiatives undertaken by specific teachers to progress planned actions around for example, numeracy/literacy, VLE, behaviour management, exam analysis/target setting and pastoral care. All staff could communicate their understanding of the process and their individual and team roles in achieving the delivery of strategic initiatives. 
· Induction processes are effective and embedded across all levels within the School.  This is particularly evident in relation to recent recruitment for maternity cover and of ancillary staff.  All staff felt that the processes are driven directly by the Principal, they believed coaching and interim support by colleagues was exceptional.  They readily compared it to experiences in other educational establishments and felt that it was without equal. 
· CPD is effectively promoted and resourced through active engagement in external development activities delivered via CCEA, CASS and SELB. All staff placed value on this engagement as an opportunity to access development opportunities but also to benchmark approaches with colleagues from other schools. 

· Dissemination of Learning and Development is taken forward within the context of a best practice approach. For example distribution, of resources following course participation, sharing schemes of work, ICT in-school workshops, training on VLE and presentation at staff development days.

· Recommendations for Improvement
· The School has made significant investment in leadership development.  It should consider benchmarking its approach against the full Investors in People framework to support further development in this area.
· In addition to this, the School might consider it timely to define the leadership behaviours required for those with different leadership roles within the school.  This might be achieved through definition of a Management Charter and could build on the defined competencies evident in the revised job descriptions for senior positions.  Additional information can be secured via the Management and Learning Network and information is available through the Investors in People website.
· Planning for teaching staff development is taken forward effectively via an approach focused on CPD linked to the School Development Plan and PRSD. While individual development of ancillary staff is clearly actioned the planning and review of individual and team learning and development could benefit from a more structured approach.
· The School is interested in team development and has undertaken some effective work in this area through the formulation of teams and engagement of team development through the Education and Library Board.  It is important to continue to build on this work.  The school might consider using the Investors in People website interactive area (www.investorsinpeople.co.uk/interactive) which can provide useful information on assessment of team effectiveness and pointers to further team development. The Northern Ireland Centre for Competitiveness also offer a comprehensive development programme, Making Teams Work. This focuses on, for example, Setting and Agreeing Goals, Relationships and Shared Results. Check www.cforc.org/events for further information

· The School may wish to develop benchmark links with St Mary’s Derry in support of its desire to achieve BECTA accreditation. They have a strong track record in effective utilisation of ICT, through the Microsoft IT Academy Program. This is a global IT learning solution that connects educators, students, and communities. It helps students during their early information technology (IT) experience and offers a life-long learning model of continuous improvement and career development.  Check their website at http://www.stmarysderry.com/
· Coaching is obviously integral to the development of staff within the School and is progressed through for example the application of PRSD and induction and leadership development of a number of staff.  The School may wish to look at defining how it wishes to promote effective coaching within the school perhaps with an over-arching strategy and looking at specific learning and development activities in this arena.  In doing so, it would be possible to develop a specific approach to coaching as a development tool such as the grow model (see www.mindtools.com  leadership menu for further information).
· Many aspects of the School’s journey to IIP recognition are comparable to a number of schools that have gone on to achieve high standards of national and international recognition.  The school may wish to benchmark against schools such St Mary’s Derry, IIP Champion and two times EFQM European Quality Award winner.  
· In line with this the School should consider effective utilisation of the wider IIP framework, there is strong evidence of effectiveness in a number of areas. For example, management development, staff involvement, strategic planning and results orientation. Targeted improvement planning against aspects of the standard along with these strengths should help the school to progress to another level in its continuous improvement journey. If this is sustained St Mary’s has the very real potential to achieve Gold Standard Status.
· Next steps

After considering the feedback issues arising from the report and the development opportunities presented, I would be happy to support you to plan for continued development within the full Investors in People framework. You should consider aligning your next Investors in People Review with your business planning cycle, perhaps by introducing a Review every 18 to 24 months.

· Outcome of the Assessment
The Assessor would like to place on record his thanks to the Principal Mrs Cosgrove and her staff for their constructive and open approach to the Assessment. The schools approach to preparation for the Assessment was exemplary and worthy of note as a best practice example.

Following an on site Assessment on the 22nd and 23rd March, and follow review of information. I believe St Mary’s High School Newry meets the Investors in People Standard, and recommend that they should be Recognised as an Investors in People Organisation by The NI Investors in People Quality Centre.

Stephen Mathews

Assessor

28th March 2009
APPENDIX A - Evidence Summary Included for IIP NI Quality Centre Quality Assurance
	PLAN

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



The Board of Governors and Principal have put in place a robust School Development Planning Process. This ensures they have clear objectives to underpin planning as well as the day to day management of the School. The planning process demonstrates effective involvement of all stakeholders in the School.
People are very clear and have ownership of the Vision Mission and objectives of the School. All staff where actively involved in their review following a DETI inspection, prompting a shift in the School’s strategic direction. 
Staff participate in weekly School bulletin briefs lead by the Principal to share information. Departmental and functional action (e.g. ICT, Literacy) plans are formulated by relevant teams linked to the School Development Plan; there are numerous improvement teams, built around the action planning process e.g. ICT, SEN, Numeracy and Literacy.
Whole School learning and development is supported through a clear Professional Development Policy and delivered through a Staff Development Action Plan for the year. Targets and Actions are set, for example: Prioritisation of training for support and ancillary staff to include SEN, First Aid, and Child Protection. All staff participate in relevant Specialist School Training, to include VLE, ICT Employability, Numeracy and Literacy.

Teaching staff development is planned via PRSD, regular informal one-one meetings. Departmental meetings are used to identify individual, team and subject area learning and development needs. The Principal discussed the learning & development needs of all staff in the School, the activities planned to meet them and how impact on performance is monitored. This is all clearly outlined through the Staff Development Plan

The Principal explained that people are encouraged to contribute ideas to improve performance through a culture of team work. Regular teaching staff meetings encourage open discussion of important issues that impact on pupils. Staff development has previously focused on effective team working delivered via the SELB curriculum and Advisory Service.
People with differing work patterns, in particular part time as well as non teaching staff confirmed they had the same opportunities to participate in activities, team meetings, development events etc. There was strong evidence of a flexible approach to accommodate development activities, around the School’s timetable with temporary cover used effectively to facilitate out of school development.
All interviewees gave examples of how they are encouraged to suggest ways in which they can improve their own and the School’s performance. These included team meetings, all staff discussions at the August SDP review and departmental and whole school action planning against the School Development Plan. 

The Principal explained the Experience, Knowledge, Skills and Personal Qualities required of those with leadership and management responsibilities, to lead, manage and develop staff. There are defined roles and responsibilities of all teaching staff in the professional development policy. Knowledge Skills and Personal Qualities are defined in personnel specifications and include, for example a requirement for Year Heads and School Coordinators to be: well informed on key issues and recent developments in education, an ability to manage change and to be flexible and sensitive. As a result staff understood and were conversant with the management capabilities the school required. 
	DO   

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



There was strong evidence of alignment of development activity to the School Development Plan, particularly in relation to curriculum development, ICT capability, effective utilisation of VLE, employability initiatives and cross curricular development activity associated with Numeracy and Literacy Action plans.

Development activity is comprehensive in its nature and aligned to the School Development plan. This activity was supported through CASS development days, off site development via SELB courses, professional networks, in school dissemination of learning at staff development days, one – one coaching and support and substitute teaching cover to release staff for development planning and delivery. 
Performance management systems are in place for all staff ranging from team reviews to PRSD. Leadership development has been effectively applied from PQH delivery through to leadership development days and induction processes for the new leadership team.
All interviewees confirmed that the Senior Staff recognised and valued peoples’ individual contribution in a number of ways. This included positive verbal feedback via PRSD, the weekly staff bulletin brief and follow-up e-mails, Staff development days, post course feedback and one -one orientation discussions with the Principal. Everyone interviewed emphasised the fact that a culture of on going thanks and encouragement was embedded and valued in the School. There was a comprehensive feeling amongst everyone interviewed that they were valued as individuals and that St Mary’s was a happy school to work in.
There are comprehensive formal and informal systems in place to ensure planned development takes place, including PRSD, Departmental meetings, Staff development planning and review by the Leadership Team. In addition staff feel a high level of autonomy to bring forward learning and development responses to identified learning needs. For example, information gleaned from SELB circulars or professional development networks, such as the librarian’s annual conference. 
There was extensive evidence of a culture in which all staff have a strong sense of empowerment and responsibility for providing high standards of teaching and support to the pupils.  Both teaching and non teaching staff felt a great deal of control in how they approached their job. Staff are actively engaged in decision making through departmental and curriculum meetings and reviews. For example, the review of the Home Economics Department, covering whole school issues such as pupil assessment and ICT application.  
Induction processes are effective and embedded, ranging from the transitional arrangements for the introduction of the new Principal, through to the orientation of teachers undertaking maternity cover and introduction of new classroom assistants. The Induction handbooks are comprehensive covering, for example, Vision and Aims, to the schools expectations of staff e.g. respect, prepared, consistent. 
The induction policy underpins the link to staff development for Beginning Teachers and those on Early Professional Development and clearly defines the roles of all posts from the Principal to Substitute Teachers. Most importantly those who had been inducted into new posts or roles believed the approach was effective and comprehensive, with a strong emphasis on team support and leadership from senior staff.
	REVIEW

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



The School has embraced an effective approach to all staff development through an Investors in People action planning process. This has contributed to a number of improvements in recent years. These where outlined by the Principal, and clearly reflected in the School’s achievement of Specialist School status in Mathematics and Business.

The Investors in People development journey has resulted in the embedding and improvement of a number development activities that benefited the School’s teams and individuals.

Examples included

· Improvements to School Development Planning process involving a whole school approach to SDP Review.
· Effective succession planning leading to the appointment of the new Principal and Vice Principal from the existing management team.
· Establishment and development of a leadership team with revised team roles and functions including the Leader of Learning, Leader of Professional Development and Raising Standards Leader. 
· Effectively delivering an open, reflective, collaborative working environment focused on pupil centred practices and delivery of the School’s Vision.
The Principal and Staff outlined how the School had improved as a result of the delivery of the School Development Plan, and associated learning and development activities, these included: 
· Sustained academic success, performance at GCSE and GCE A’ is consistently above the Northern Ireland average for Secondary Schools, including a 100% success in achieving two or more passes since the introduction of A ‘levels in 2006. 
· Improvements to the action planning process. This involved formulation, review and evaluation of Action and Department Development Plans. Thus ensuring a stronger alignment to the School Development Plan, more effective all staff involvement and a focus on continuous improvement.
· Effective analysis of results, target setting, utilisation of teacher predictions, Yellis and targeted support based on good professional and pastoral care practices.
· More effective utilisation of PRSD where good practice is shared across the school in relation to core whole school improvement targets, for example in VLE, ICT and Numeracy and Literacy.

· Strategic alignment of the school within the ALC, development of effective outward looking community partnerships. For example YENI, focus on improving Curriculum offerings and employability for pupils.
· Sustained enrolment at a time of demographic change and falling rolls in other schools in the locality.  
· Improved organisational capacity to respond to the opportunities presented through ICT, underpinned by effective staff development in VLE and ICT utilisation. 
· Improvements to a team approach to support the implementation of the School Development Plan while driving improvements in the implementation of the NI Curriculum and effective policy development.
· Effective use of internal promotion, recruitment and acting up opportunities to develop a pool of management talent in the School. This demonstrates a long term approach to skills retention and management development.
· The School has taken the lead in piloting a number of new developments including the School enrichment programme and delivery of the Presidents and Prices Trust XL awards.
APPENDIX B - Overview of Evidence Requirements Met
The table below summarises the evidence requirements from the core Standard and the wider framework found to be met on this occasion ((). Where a requirement was assessed but not met, a cross (() is entered. Blank spaces represent evidence requirements not assessed on this occasion, and black boxes appear where there are no evidence requirements in the framework.
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	Not assessing
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	Not applicable


APPENDIX C - Investor in People Continuous Improvement Plan
· Key Information

	Organisation
	St Mary’s High School Newry

	Date of last assessment/review
	March 2010
	Date of Improvement Plan
	TBA

	Proposed next meeting date
	May 2010
	Review date for this plan
	TBA


· Key Contacts

	Client Key Contact
	Mrs Margo Cosgrove
	E
	info@stmarys.newry.ni.sch.uk
	T
	028 3026 2851

	Assessor
	Mr Stephen Mathews
	E
	s.mathews@cedar-foundation.org
	T
	078 0148 2948

	Adviser
	Mrs Imelda McDaid
	E
	RTU
	T
	

	Centre Contact Details
	John McBride
Investors in People NI Quality Centre

John.McBride@delni.gov.uk
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