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We have been extremely busy planning our regional 
and national conferences, which will allow us to 
meet, network and, of course, share valuable good 
practice across the profession – which we know, from 
your feedback, is a priority. You can find details of our 
events and, importantly, the COVID-secure measures 
we will have in place on page 28.

The school business profession has enjoyed 
an increased profile during the pandemic. 
Plaudits have been extended by Baroness Berridge 
to school business professionals (SBPs) in recognition 
of their leadership and unique skills assisting 
schools to navigate the crisis. This, in turn, 
has given rise to increased recognition from other 
leadership colleagues and a new willingness to 
invest in the continuing professional development 
of the SBP workforce.

ISBL released Professional Development Guidance 
in January 2021 to help SBPs review and consider the 
options from the range of currently available training 
and accredited programmes. This guidance can be 
used alongside the ISBL Professional Standards and 
ISBL Employer Guidance to identify both individual 
and organisational training needs. You can explore 
the opportunities on page 26 and, of course, contact 
us should you require more advice or clarification.

‘There’s never been a better time to seek 
investment for you and your role’, as one member 
advises in her review of our new, accredited 
procurement programme, which was delivered 
in association with the Chartered Institute of 

Procurement and Supply, on page 49. This fascinating 
article also considers the impact of the pandemic on 
our future procurement practice.

At the start of April, we published ISBL’s Blueprint 
for school business leadership practice, ‘Helping 
secure a brighter future for our children’. It is a 
statement of our intent and clearly sets out the aims 
of the Institute. In this edition, Stephen Morales 
provides an overview of the Blueprint, how school 
business professionals are critical to our education 
system and, ultimately, the positive impact that 
effective resource management can have on pupil 
outcomes – see page 4 of this edition.

If you have any questions on the ISBL Blueprint 
or ideas for future content, then please send them 
to us at info@isbl.org.uk. We value both input 
and interaction as they allow us to respond to our 
members’ needs.

Bethan Cullen
Operations Director 

We are now moving into the summer term and with 
a renewed sense of optimism within the education 
community. With the roll-out of the vaccination 
programme and the easing of government restrictions, 
it brings the hope that a sense of normality will return 
over the coming months.

Bethan Cullen

LETTER FROM 
THE EDITOR

Tribute to Yvonne Conolly
This year, we have seen countless tributes paid to Yvonne Conolly, the 
Windrush generation pioneer who became England’s first Black female 
head teacher. The significance of her life, and her role in helping to 
develop the image of Black leaders in education, continues to resonate 
even today.

A year on from the release of the ISBL Exploring Ethnicity: School 
Business Leadership in England Report 2020, we consider, in our article 
with Dr Paul Miller (see page 18), where we are today on workforce 
diversity, equality and inclusivity, and ISBL’s commitment to promoting 
this within the school business leadership profession.
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WORD FROM THE 
CHIEF EXECUTIVE

Stephen Morales

Our twenty-first-century education system needs a 
twenty-first-century workforce. Stephen Morales sets out 
why the ISBL Blueprint has been developed to respond 
to the evolving sector and sets out the aims and direction 
of the Institute and the school business profession.

Our fragmented and mixed-economy system has new layers of 
complexity and high levels of direct accountability.

Many of our schools are now operating as members of a larger 
family of schools, be it via trusts, federations, cooperatives or, 
indeed, as part of dioceses because they serve diverse communities 
that face a wide range of local and national challenges as the role 
of the local authority (LA) continues to diminish. And as we move 
towards a hard national funding formula, it is likely to reduce further.

With LAs’ decreasing capacity to provide direct support, school 
leaders are seeking safety in numbers. Collaborative structures have 
demonstrated greater resilience during the pandemic, and recent 
studies conducted by Kreston Reeves1 and the Confederation of 
School Trusts (CST)2 suggest there is mounting evidence about the 
benefits of schools coming together, including enjoying economies 
of scale, greater leadership capacity, and more opportunities for staff 
development and progression.

With this backdrop, ISBL’s Blueprint sets out a roadmap to develop a 
school business profession ready to respond to the new complexities 

and challenges facing our evolving system. The Blueprint sets out five 
fundamental challenges:
• being unapologetic about the expectations we set of the profession
• ensuring employers understand what strong business leadership 

looks like (using ISBL professional standards as the reference point)
• ensuring qualifications are fit for purpose and well understood by 

the entire sector
• investing in the ongoing development of this critical workforce, and
• developing the capacity and imagination to respond to 

unexpected crises.

ISBL’s four priority focus areas aim to ensure:
1. Professional competency and sector assurance
• by developing appropriately qualified, skilled and 

experienced practitioners
• by encouraging all practitioners to be well informed 

and fully engaged
• by enabling our members to stand up to scrutiny, be highly 

accountable, and work within a strict code of conduct
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2. Professional recognition
• by promoting the role amongst all key stakeholder groups
• by championing school business professionals (SBP) as credible 

and highly effective senior education leaders
• by facilitating professional growth and career opportunity

3. Professional development
• by overseeing a portfolio of high-quality qualifications linked to 

ISBL’s professional standards
• by curating courses, training and academic programmes of study 

that help improve practice
• by delivering high-quality and relevant events, conferences and 

workshops, both virtual and face to face

4. Professional voice (conduit between policy and practice)
• by reviewing relevant education policy, sector guidance 

and legislation
• by consulting with key stakeholders (including government) 

and practitioners on the implications of new policy, guidance 
and legislation

• by advising key stakeholders (including government) on both the 
impact and implementation of new policy, guidance and legislation.

The optimisation of school resources is at the core of what we do. 
Resources aren’t just books, pencils and paper; they include people, 
premises and infrastructure. Even compliance is a response to 
meeting statutory obligations related to the deployment of funds, 
people, facilities and technology.

Our Blueprint has been developed with consideration for the 
complex needs of our current system and the extent to which the 
existing SBP workforce capability and levels of technical competency 
are able to respond to this complexity.3,4

According to the Department for Education School Workforce 
Census of 2017, there are circa 11,000 practitioners working in an 
SBP-related role.5 Perhaps unsurprisingly, there is a broad church of 
practice with those starting their careers, those in more junior roles, local 
generalists, specialists working across groups of schools, and those 
now fulfilling executive roles. Consequently, the self-improvement cycle 
needs to respond to this diverse range of needs.

The sector-led, self-improving cycle of professional standards 
informed by evidence-based research, which, in turn, underpins 
training and qualifications, needs to be sensitive and tailored 
to individual needs and context but with a culture of continuous 
improvement at its core.

Fundamental to this effort will be the SBP community’s appetite 
and willingness to share experiences, knowledge and success 
stories. Research comes in many forms, and the sharing of practice 
adds to the body of evidence required to inform improvements to 
practice. Developing networks and practitioner-led communication 
channels is a central element of our Blueprint.

So what next? Ten steps towards a 
first-in-class workforce
1. Sector-led self-improvement – We need to ensure we have 

recognised, embedded professional standards, relevant 
qualifications, sector buy-in, communities and networks, the 
sharing of good practice, and research informing the evolution 
of professional standards.

2. Working as part of a group of schools – The policy trajectory is 
to encourage schools to work closely together. SBPs will need to 
consider their role within collaborative structures.

3. Confronting system challenges – Beyond the recovery from the 
pandemic, other key issues include recruitment, retention, financial 
sustainability of schools and trusts, and responding to the growing 
high needs, such as Individual Education Health Care Plans (EHCPs).

4. Developing leaders – We need a leadership development 
response to the increasingly complex environment. Leadership 
in education looks a lot different today: more complex, greater 
accountability, less LA support, and emerging new structures 
with an emphasis on the centralisation of some functions.

5. Providing access to continuing professional development – 
There is an imperative to develop more accessible modular 
content, and we need to consider financial subsidies and 
bursaries, more apprentice pathways, e-learning, and virtual 
content delivery, ensuring greater access.

6. Promoting diversity – We need to do more to ensure equality of 
opportunity for all, and we need to work harder and faster on this.

7. Addressing succession – We need to identify the next cohort 
of SBPs, making the profession known to young people, sharing 
positive career stories, and seeking out young, talented people.

8. Developing our own knowledge base – We should be 
encouraging more practitioner-led research and case studies.

9. Being the architects of solutions – We should be helping to 
build our system, not just working in it.

10. Reach and engagement – We need to develop meaningful 
networks that help the profession grow and thrive, ensuring 
those outside the profession and, in particular, stakeholders such 
as trustees, governors, teachers and parents understand the 
critical role of the SBP. 

Info

1 www.krestonreeves.com/news/academies-
benchmark-report-2021/#download (you will 
have to register at the link before you can 
download)

2 https://cstuk.org.uk/assets/pdfs/The-case-for-
completing-the-reform-journey-February-2021.pdf

3 Armstrong, P., Creaby, F., & Wood, L. (2020). 
ISBL School Business Professional Workforce 
Survey Report. Coventry: Institute of School 
Business Leadership.

4 https://isbl.org.uk/home/Resource/ISBL%20
WFS%20Guide%20Online%20Version.pdf

5 School workforce in England: November 2017: 
www.gov.uk/government/statistics/school-
workforce-in-england-november-2017
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At ISBL, we have several specialist qualifications available that reflect 
the specialist roles that School Business Professionals (SBPs) are 
currently progressing to, as follows:

Certificate in School Financial and 
Operational Leadership
This Level 7 programme is designed for current and aspiring 
Chief Finance/Operations Officers. This innovative programme 
is recognised by the Department for Education and referenced 
in the Academies Financial Handbook. As we are likely to see 
academisation continue in the coming years, this is a great way to 
prepare yourself (and your CV) for future change and a move to a 
Chief Finance Officer role.

CIPS Award for School Business 
Professionals
The CIPS award is a procurement and supply learning programme 
based on CIPS’ Global Standard and adapted for the education 
sector. It has been designed to incorporate terminology, 
practices and unique challenges specific to SBPs and is 
recognised by the Department for Education. We are seeing 
more specialist procurement roles emerge as multi-academy trusts 
look to develop in-house expertise to ensure optimum resource and 
contract management.

More information about this qualification can be found on page 49.

CIPD Associate Diploma in People 
Management for School Business 
Professionals
CIPD recently reviewed its offering and has released a new suite 
of qualifications, including Professional Behaviours and Valuing 
People, Talent Management and Workforce Planning, and Wellbeing 
at Work. This new programme has flexible, online delivery and 
several intake points throughout the year. Content is also available 
on demand, ensuring that if you miss a session because of a priority 
situation in school, you can easily catch up. Our next intake starts on 
10 May 2021.

Certificate in Strategic Educational Leadership
ISBL also offers a short, accessible level 7 module with the University 
of Chester. In this programme, you will have the opportunity to reflect 
on an area of personal or professional practice, researching a chosen 
area such as a specific project you have worked on as an SBP, an area 
of the ISBL Professional Standards you want to research and develop 
in, or an area of strategic school leadership. This module provides 
you with 20 credits at master’s level. 

PROFESSIONAL 
DEVELOPMENT ADVICE
I am thinking about the next step in my career; what specialist 
qualification is the right one for me?

“We are seeing more specialist 
procurement roles emerge as 
multi-academy trusts look to develop 
in-house expertise to ensure optimum 
resource and contract management.”

We would always recommend that colleagues review their current 
knowledge and skills by completing a self-assessment against the 
ISBL Professional Standards. This can help you assess which 
specialist course will support the training needs identified. 
Further advice and guidance on what qualification to take next is 
available in the ISBL qualifications guidance released earlier this 
year: https://isbl.org.uk/documents/154016.6185744Professional% 
20Development%20Guidance%20FINAL%20Mar2021%20WEB.pdf

Note:
If you have achieved the Certificate in School Financial and 
Operational Leadership, you can also get another 20 credits via 
an accreditation of prior experiential learning (APEL) process, 
which would mean you are only one module away from achieving 
a Postgraduate Certificate in Educational Leadership.
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ROLL OF HONOUR
The following members have successfully achieved 
their CIPD Level 5 certificate:
Lesley Burton, School Business 
Leader at St John’s CE Primary School, 
Bradford.

Sara Byrne, School Business 
Manager at Dunalley Primary School, 
Cheltenham.

Jo Long, Chief Operating Officer at 
Venture MAT, Camborne, Cornwall.

Smita Stone, Personnel Manager at 
Soar Valley College, Leicester.

Ruby Tasheira, School Business 
Manager at Roxbourne Primary School, 
London.

Steve Walsh, Business Manager 
at Fairfield School in Batley, 
West Yorkshire.

The following members have successfully achieved their 
Certificate in Strategic Educational Leadership (C13):
Lyn Burgin, Chief Operations and 
Finance Officer at Cascade Multi 
Academy Trust, South Yorkshire.

Fiona Gill, School Business Manager at 
Morecambe Road School, Morecambe. 

Berl Goldbart has retired as School Business Manager at 
St Anne’s Catholic High School for Girls, London.

Frances Dixon has retired as School Business 
Manager at St Christopher Primary School 
in Coventry.

Andy Keast has retired from his role with 
Cornwall Education Learning Trust.

Mark Davies has retired as School 
Business Manager at Aberdare Community 
School in Kent.

Carolyn McKay has retired as School Business 
Manager at Our Lady of the Assumption 
Catholic Primary School in Coventry.

Sue Dorey has retired as School 
Business Leader at Farmor’s School in 
Fairford, Gloucester. 

ON THE MOVE
The latest details on colleague retirements…
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PLAY YOUR PART IN 
THE NEXT NFF
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I have said it before and say it again: I need you, ISBL needs 
you, the sector needs you, and the pupils in our schools 
need you. Simon Oxenham, Director of Resources at 
Southend High School for Boys, explains why your help is 
required with the National Funding Formula consultation.

Many of you know me as the slightly outspoken school 
business professional (SBP) who is the doorman at the 
ISBL national conference, and who often pops up at 
the Schools & Academies Show. I also have a tendency 
to introduce the odd gag into my presentations, 
often at the expense of ISBL’s Chief Executive Officer. 
On one occasion, I even managed to get him to believe 
he was eating dog food, when in fact it was a mixture of 
blackcurrant jelly and chopped Mars Bar – those in the 
room will remember the horror on his face. But there was 
a serious side to that gag: i.e., that things are not always 
as they seem. A lot of that goes on behind the scenes, 
such as the pivotal work undertaken by ISBL in bringing 
about the move to the National Funding Formula (NFF) 
and the introduction of the minimum per pupil factor 
into the NFF.

With the next NFF consultation upon us, I will get 
involved, ISBL will get involved, and your involvement 
is crucial too. The more voices that speak up, the more 
chance we have of being heard and achieving real and 
lasting change that will benefit our pupils and future 
generations. With what is at stake, I am hoping you will 
share your views so the Institute continues to play a 
leading role in informing future policy.

What is the aim of the change?
The Department for Education (DfE) is hoping for:
• consistent funding over local authority boundaries
• better forecasting
• an ability to respond to emerging issues, and
• implementation in 2025/26.

The DfE is hoping to do this by moving to a hard 
implementation of the NFF. However, that requires a 
change in legislation because it would alter the statutory 
duties of local authorities, hence the public consultation.

There may be other changes that the sector wishes 
to call for, including moving Pupil Premium into the 
deprivation bracket because it currently sits outside the 
NFF, is subject to political whim, and is not protected.

Who will respond?
Sector stakeholders including local authorities, 
regional groups, unions, other sector bodies and 
institutes are all likely to respond. MPs are also likely 
to put forward, to ministers, the views of the schools 
within their constituency and facilitate meetings with 
them and officials.

Why should we respond?
Providing more informed and considered opinions can 
lead to real change, as was the case with the minimum 
per pupil factor. Therefore, while we can’t guarantee that 

every school will fully agree with the outcomes of the 
NFF, if they respond to the consultation with the same 
key messages, then it makes them very difficult to be 
ignored, and we have an opportunity in front of us to 
make a real change.

It is worth reflecting that, as a sector, we spend a 
considerable amount of time on funding matters, varying 
at an individual level on how well our own institutions 
are funded. If we are honest about it, it is probably 
not the best use of time when we could be focused on 
helping our pupils learn and thrive. Furthermore, we 
would probably all agree (although not necessarily in 
public) that we ought to have a fair funding settlement 
for all schools.

The nirvana has to be a fair and consistent funding 
settlement for all schools that is index-linked in some 
way that means we don’t have to spend large amounts of 
our time continually updating forecasts and wondering 
if assumptions on funding for future years will be 
anywhere near reality.

How should we respond?
ISBL and other sector bodies will be involved in helping 
shape the consultation, and ISBL will share the key 
points of its response with members in due course, 
including a virtual panel discussion, which will be 
announced shortly. I would encourage you to use those 
key points as a guide for your response on behalf of 
your school or trust and to persuade others in your 
local networks to do the same.

I recommend you engage with sector stakeholders 
and give them your views, which we hope will 
provide a consistent set of messages. This requires 
some investment of time at a point when we are all 
swamped, managing everything we normally do 
plus coping with the constant barrage of COVID-19 
changes and their implications. But these conversations, 
internally and externally, will help to formulate and 
inform your response and those of the stakeholders 
you are connected to, an investment that we hope 
will pay dividends. 

Simon Oxenham

“The more voices that speak up, 
the more chance we have of being 
heard and achieving real and 
lasting change that will benefit 
our pupils and future generations.”
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A STRATEGIC AND 
CULTURAL PHILOSOPHY 
FOR GROWTH
Last Autumn, IMP Software commissioned independent 
research with a small number of multi-academy trust 
leaders across the UK to explore how trusts have developed 
their operating models in light of academy freedoms -- 
specifically around GAG pooling and other forms of 
centralisation (financial and non-financial) to provide more 
efficiencies. Will Jordan, Co-Founder of IMP Software, 
provides an insight into the research results.

Will Jordan
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The outcome of the research, published in our report entitled 
‘A Growing Philosophy: How are Multi-Academy Trusts developing 
their operating models through centralisation?’, provides a 
compelling insight into how multi-academy trusts (MATs) in different 
UK regions and of different sizes are approaching this question and 
with what effect. Significantly, this report identified the importance 
of centralisation as a strategic choice, linked to the ethos and culture 
of any one MAT, and that it should be viewed as part of a bigger 
discussion than simply one about financial management and 
related processes.

When I reflect on these discussions with MAT leaders, there are 
three key practical takeaways that I would encourage other trust 
and school business professionals (SBPs) (and indeed trustees and 
local governing bodies) to consider when embarking on their 
journey towards centralisation.

1. Start as early as possible
For some MAT leaders interviewed for this report, centralisation was 
decided from the outset or at an early stage in the MAT’s journey; 
for others, it has become a change management programme as the 
MAT has grown and evolved.

What is clear is that those who began to centralise from the start 
are now reaping the rewards from that. For example, Dartmoor 
Multi-Academy Trust, which comprises 18 schools, centralised from 
the point of formation in 2018. Whilst fully centralised finance teams, 
and partially centralised HR and estates teams, are already impacting 
on trust effectiveness and efficiency, a recent independent review 
of that MAT recommended they now centralise even more. There are 
many other examples that point to the benefits of centralising 
as early as possible in our report, including Bath and Wells MAT 
(33 schools), Aspire Academy Trust (28 schools), and Cornerstone 
Academy Trust (4 schools).

Whilst centralisation can still be a controversial topic, schools 
within the featured MATs appear generally supportive of the process 
because of their involvement from the beginning and their belief in 
the wider purpose of the strategy.

2. Be open-minded on your model
The question around what is centralised, how, and to what end is 
one that is pertinent across the sector – and indeed many models 
are available. The pooling of GAG (General Annual Grant) is often 
interpreted as one of the more explicit outcomes of centralisation. 
However, whilst the textbook definition is a straightforward one, 
the reality is that culture, values and context will drive what GAG 
pooling means to each individual trust.

Academy Transformation Trust has spoken openly about the 
benefits of this approach because its academies operate under 
10 local authorities, with different funding levels for primary and 
secondary schools. Some academies were really struggling; 
others were doing better financially, so GAG pooling across the 
trust has given everybody equity.

In fact, in the snapshot of MATs featured in our report, GAG 
pooling is implemented at a representatively high scale, suggesting 

an increasing move for more trusts to embark on such a journey. 
Aspire Academy Trust, Cornerstone Academy Trust and L.E.A.D. 
Academy Trust also detailed their reasons for adopting GAG pooling 
and the clear benefits of that. Others are moving towards a GAG 
pooling approach.

3. Talk to others and share experiences
The majority of MATs have centralised their financial and 
non-financial systems to a degree, the challenge being that each 
trust has chosen a different path and worked in a different way to 
achieve things. The reality is that every single example we see is 
different, and there is no one-size-fits-all approach or a blueprint 
that can be followed to ensure success.

However, what is available is the experiences of others who have 
been through or are in the process of going through the development 
of operating models through centralisation. I am not aware of many 
MATs that are completely at either end of the spectrum; they are 
either fully devolved to schools or fully centralised, and most are 
somewhere in between, but the general direction of travel is towards 
greater centralisation.

The MAT leaders interviewed for this report are well placed to 
share their learnings with other trusts. The importance of setting 
the vision and being clear on the direction of travel was strongly 
emphasised. Early consultation and communication with colleagues 
is vital to ensure that schools are on board – especially in selling 
the benefits of centralisation – and that varying degrees of 
centralisation are possible in any size of trust. It should also be 
noted that centralisation often creates capacity, as Jason Brown, 
Chief Financial Officer at Bath and Wells Multi-Academy Trust, 
emphasised in the report. “We have 33 school business or school 
office managers, so the more things we do means they have more 
time and opportunity to support other areas within school.” 

A Growing Philosophy: How are Multi-Academy Trusts developing their operating models through centralisation? can be 
downloaded from https://cdn.impsoftware.co.uk/2020/12/A-Growing-Philosophy-%E2%80%93-How-are-Multi-Academy-Trusts-
developing-their-operating-models-through-centralisation.pdf

Top tips
1 The earlier you begin the process of 

centralisation, the easier it will be long-term.

2 Centralisation should be a strategic decision, linked to the 
ethos and culture of any one MAT, and a bigger discussion 
than finance.

3 Schools that are involved from the beginning and believe 
in the wider strategy are generally more supportive 
of centralisation.

4 Systems must be used to help implement the trust’s vision, 
which is already established and communicated to all 
stakeholders, not the other way around.

5 There is clear evidence of the impact of approaches to 
centralisation as trusts evolve or grow – speak to others 
about their experiences.

“The report identified the importance of centralisation as a strategic choice, 
linked to the ethos and culture of any one MAT.”
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Levels of diversity and inclusion remain a concern in 
our education system and, indeed, across the pillars 
of leadership, including governance, business and 
pedagogy. ISBL’s Workforce Survey (WFS) revealed 
that only three per cent of the school business 
professional (SBP) community come from racially diverse 
backgrounds. ISBL commissioned a deeper analysis of 
these findings to understand more about the barriers to 
access or opportunity linked to race. This work is the start 
of a series of activities designed to stimulate dialogue 
and discussion, with the ultimate aim of influencing 
change that will lead to a demonstrable positive impact.

“The Institute of School Business Leadership is 
absolutely committed to helping drive urgently needed 
positive change in our education system,” says Stephen 
Morales, ISBL CEO. “Diversity, inclusion (D&I) and equity 
of opportunity should be seen as central pillars in any 
successful public service, and for educators, surely the 
imperative is even greater. We’re working with one of 

the leading authorities in D&I, Professor Paul Miller, to 
help improve access to professional opportunity and 
progression for both aspiring and existing SBPs.” On 25 
May, ISBL will be hosting a national D&I round-table event, 
and Professor Miller will be facilitating the discussion.

“In advance of the round-table event, I am delighted 
that Paul has agreed to kick off a ‘series’ of debates 
with this thought leadership article, which is a candid 
personal reflection, offering his perspectives on ISBL’s 
Workforce Survey findings and the Institute’s approach 
to tackling D&I.”

RETHINKING WORKPLACE 
DIVERSITY

Advocacy, communication and, perhaps most importantly, action are the 
key components in tackling equality and diversity. ISBL is proud to be at 
the forefront of this agenda by working with its members and partners to 
stimulate this much-needed conversation.

“Diversity, inclusion and equity of opportunity 
should be seen as central pillars in any successful 
public service.”
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Professor Paul Miller is the leading authority in D&I Education 
Leadership development. He leads an organisation, Educational Equity 
Services, dedicated to providing research, capacity-development and 
institutional support for domestic and global education leaders. 
His work includes anti-racist leadership (preparation, development and 
practice), equality, diversity and inclusion (EDI) Culture Audits, EDI Staff 
Audits, EDI Student Audits, and Inclusive Curriculum Audits. Professor 
Miller is the UK’s first Black Professor of Educational Leadership, 
a member of the British Educational Leadership council, a member 
of the Management and Administration Society (BELMAS), and the 
co-convener of the BELMAS Race and Leadership research interest 
group (RIG). In this frank Q&A, we find out how and why Professor Miller 
chose to dedicate his academic and professional life to addressing the 
subject of D&I.

Q: Your PhD focused on the issue of discrimination against 
overseas trained teachers, in particular. Why?

A: I’m an overseas trained teacher (OTT) myself. I was recruited 
from Jamaica to come here to teach, and I realised that myself 
and others from developing countries were contributing quite a 
lot to the system. However, I realised there was a differential in 
how the ‘system’ was recognising the contribution of different 
groups of OTTs. Many of the white OTTs, from Australia, 
Canada, New Zealand and the USA, were getting promoted 
very quickly. And, in some cases, they were not having to go 
through the hoops that OTTs from the Caribbean and Africa 
had to go through, in particular, with regard to getting UK 
Qualified Teaching Status (QTS). So, my PhD focused on the 
experiences of overseas trained teachers from the Caribbean, in 
England, looking at our migrants’ experience and our racialised 
experience because we were treated very differently.

It took me close to three years to get my QTS, suffering racism 
along the way, and other Black colleagues – people like myself 
coming from developing economies – up to four years. At the 
time of my arrival, any OTT, including those from the European 

Union, had to do QTS. However, with successive changes to 
government policy, QTS is now only required for teachers 
coming from non-white, non-industrialised countries because 
teachers from the European Union, Canada, the USA, Australia 
and New Zealand are exempt from having to do QTS because 
their qualifications and their experience from ‘back home’ are 
considered to be equivalent to the UK’s. So, we can’t explicitly 
argue that there was a race bar, but we can argue that the race 
bar is applied to the country of origin of the qualification, which 
therefore results in the racialisation of knowledge.

That piqued my interest in the whole discrimination and racism 
stuff in education that holds back and prevents people like me 
from progressing in the system, because of the colour of my skin. 
I finished my PhD in December 2008, but the situation is still the 
same today.

Q: You mention racism. What was it like in school?
A: Without the QTS, we are classified as ‘unqualified’ teachers and 

paid on the ‘unqualified teacher pay scale’. Decisions about 
pay increases and the timing of when you could start the QTS 
programme were at the head teacher’s discretion. As you can 
imagine, this created all kinds of unfair practices. In terms of 
the students’ side of things, one child told me to, ‘…get out 
of my country, you effing dirty migrant’. For the first time, my 
‘outsiderness’ was made manifest. It is something I will never 
forget. It wasn’t like we came here begging, cap in hand. 
The head teacher who came to the Caribbean to recruit us said, 
‘we’ve got lots of Black kids who are failing, and we need Black 
teachers to support them.’ That’s how we ended up here. 

Pictured, L–R: Elaine Foster-Allen, Permanent Secretary, Ministry of Education, Youth & Information, Jamaica; Professor Paul Miller, Professor of Educational 
Leadership & Management, and President of the Institute for Educational Administration & Leadership, Jamaica; Reverend William Henry, Primary School Teacher; 
and Dr Grace McLean, Chief Education Officer, Ministry of Education, Youth & Information, Jamaica. Dr Grace McLean is currently the Acting Permanent Secretary, 
Ministry of Education, Youth & Information, Jamaica.
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Q: So what happened, how was the ‘incident’ treated? 
Were you supported?

A: Nothing. The head teacher said the boy ‘couldn’t be excluded 
because it was close to his exams’, despite the school policy 
that sets out that anyone who is racist towards another member 
of the school community would face automatic exclusion. 
He wasn’t even made to apologise. I’ve always known that being 
here, I am an outsider, but to hear him actually say that to me 
was a huge moment of hurt, a disembowelling moment, because 
suddenly you just feel like, ‘Oh, my God, this is not my place 
and space’. And he has confirmed it. I knew people were racially 
abused on the streets, but I couldn’t have imagined that it was in 
the classroom setting where I would have experienced it from a 
15-year-old student.

Q: That led to your PhD. How was it received?
A: There were lots of concerns raised about the implications of 

findings, especially for schools and recruitment agencies that 
were involved in teacher recruitment from abroad. Recruiting 
teachers and later telling them they were ‘unqualified teachers’ 
was a major concern for teachers and Commonwealth officials. 
For example, it wasn’t until I came here that I realised I was an 
‘unqualified teacher’, because nobody told me when I was being 
recruited that I had to do QTS. I thought that as I was a qualified 
teacher in Jamaica, I would be so in the UK.

The QTS is a tool of power used to keep teachers from 
developing countries in their place. For example, you can 
see the wider implications for pay and progression because 
an OTT can only start QTS at the head teacher’s discretion, 
and whilst some of us were waiting to ‘get started’ on QTS, 
our white counterparts were sailing through the system towards 
leadership roles. Discretion is a key ingredient in corruption, 
and the fact that head teachers were in a position to ‘ration’ 
who gets put on a programme for QTS is detrimental to some 
persons who spent the maximum four years allowable without 
being put on a programme.

Head teachers knew that once you got QTS you could apply 
for jobs elsewhere, and that, I believe, was the reason for them 
waiting until the very last opportunity to put people forward 
because this ensured we remained in our place and that their 
schools could be staffed.

Q: What about support from your peers? What was the 
demographic make-up of your school?

A: There were approximately 100 teachers because it was a big 
school with approximately 1,200 children. When I joined, there 
were three Black male and one Black female staff, and I can’t 
forget how our white colleagues would consistently call all three 
Black male staff, including myself, Peter1, because Peter was 
the first Black teacher recruited to the school. This was a kind of 
professional ‘laziness’.

Q: It sounds like déjà vu. How did you feel?
A: It’s interesting that a Reader is supposed to be a ‘Professor 

without a Chair’. They tell you ‘you’re so close, but you’re not 
quite there yet’. So, I spent three and a half years at Brunel 
making applications again, feeling like an imposter because I 
have been a professor elsewhere, but here I am now with my 
professorship not recognised. And people are asking questions, 
and they’re talking about you, and you’re feeling embarrassed 
as well. It’s quite disempowering.

Q: Fighting the good fight can be soul-destroying, however 
worthy the ‘cause’. With racism, we are talking about basic 
human rights. What kept you going?

A: I’m lucky to have a good mentor. He is the guy who recruited 
me to Brunel, and he’s always been very helpful over the years; 
in fact, we still keep in touch a lot. But being Black has added 
a different complexity. It’s the racialisation of knowledge.

If I had left the UK and gone to Canada, the US or Australia to be 
a professor, on returning I would have come back as a professor. 
But I went to Jamaica as a professor, and the Jamaican education 
system (and those of developing countries more broadly) is not 
believed to be equivalent to the UK’s education system.

Q: This sounds ominous. Is it comparable?
A: It is absolutely comparable. It’s QTS all over again with the 

‘system’ not recognising Caribbean qualifications, and those 
from the developing world, as equivalent. The teaching 
qualification already gained recognises your skills, your 
experience, your abilities, your talents, and that’s why you’re 
here in the UK in the first place. But the system does not 
recognise the authority of that system ‘at home’ as equivalent 
to the system in the UK. That’s the problem.

If I had gone to a ‘white country’ and come back from a 
‘white country’ to a ‘white country’ with a professorship, it 
would have been recognised. But I went to a ‘Black country’, 
coming back from a ‘Black country’ to a ‘white country’ with said 
professorship, and that is not okay. There’s no equivalency here. 
So, you need to prove yourself, all over again…

After the completion of his PhD [and gaining his QTS], 
Paul joined Middlesex University in January 2009 as a senior 
lecturer in education and made a successful transition, 
spending a couple of years doing research around racism 
and leadership. Then followed an invitation to return to 
Jamaica to become the country’s first Professor of Educational 
Leadership and Management. Paul took the opportunity to 
return home to contribute to national development.

It was a huge job with huge responsibilities to the 
Caribbean and beyond that Paul relished, but his young family 
didn’t settle well to the relocation. So, after 18 months, Paul 
returned to the UK to a job at Brunel University as a Reader – 
without his professorship being recognised.
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The WFS showed low diversity across the profession and that 
we need to do more to encourage diversity. Themes emerging 
highlight key tensions relating to recruitment and selection, 
senior leadership team (SLT) diversity and strategic participation, 
cultural awareness, and understanding. Looking at senior 
leadership through the statistics, Paul describes the pipeline 
to leadership as ‘leaky’ or ‘clogged’, and we’re on a downward 
trend with approximately 18,400 Black teachers in this country, 
which is a reduction on the 20,000 in 2018.

Q: Attitudes/lack of awareness towards cultural expression, 
celebration and tradition are barriers for recruitment, 
career progression and role retention. But everyone is 
working towards inclusivity, so what’s the reason for this 
downward spiral?

A: There are two things happening. People are not getting through 
the university system in the first place, then when some of them 
do get into teacher training, they experience racism, sometimes 
in their teaching practice or in the university. When they bring 
this to the attention of the university, it sometimes plays politics, 
making a calculated decision based on what it feels is the 
severity of the incident and whether to report it or to escalate it – 
or not – for fear of bad press, resulting in a potential reduction in 
the take-up of places.

Invariably, if it is investigated, it’s the student who is aggrieved, 
the Black student who is forced to quit their intended profession. 
You cannot complete your training without completing two 
compulsory placements. But if within that placement you’re being 
harassed, discriminated, abused, whatever it is, and the university 
that is your support structure is having to play politics because of 
the position it finds itself in and doesn’t support/believe you, then 
you have no choice really. You give up.

So, we not only have a broken pipeline, but it then becomes 
a leaky pipeline for those who manage to get through but who 
are then falling through instead of being retained – and this 
compounds the problem of an already clogged pipeline at the top.

With circa 18,400 racially diverse teachers in this country, 
950 are in senior leadership positions between assistant head 
teachers, deputy heads or head teachers. Of that 950, only 391 
are head teachers from racially diverse heritage. Now consider 
that there are 411 secondary schools in London alone. That means 
there are more secondary schools in London than the number of 
racially diverse head teachers in this whole country. This is the 
situation we are in, in 21st century Britain, evidenced by data.

Q: Your paper, ‘White sanction, institutional, group and 
individual interaction in the promotion and progression 
of black and minority ethnic academics and teachers in 
England’,2 concludes that there was a shared view 
amongst the participants that for racially diverse 
academics and teachers to progress in England, they need 
‘white sanction’. What does this mean?

A: It’s a form of endorsement from white colleagues that, in itself, 
has an enabling power, hugely influenced by individual leaders 
and leadership behaviour. So, we’re talking about the chief  

“If leaders are engaged in performative 
diversity, which is simply talking about 
this kind of thing, then the world is never 
going to change.”
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executive officers and the line managers and all those people 
who are in the positions of power using their whiteness as a 
force for good. Leaders who can direct HR to write, rewrite or 
write new policies, all aimed at re-culturing their organisations. 
And to some extent, people will take it upon themselves to lead 
the change they want to see.

Q: So what? You said to ‘some extent’.
A: If the leaders themselves are not prepared to model what they’re 

asking – that is, if they are not prepared to put their money 
where their mouth is in terms of the resources, in terms of 
creating pathways for people, in terms of providing the different 
support systems, and in terms of the opportunities that people 
need – and basically defer and ‘do as they did before’, it will fail.

Q: But surely this is a ‘value’. Why isn’t it mandatory?
A: We are our values, and we live our values. If you get up and 

do something nasty and dreadful tomorrow morning, it’s not 
because you have become somebody different. It’s because you 
are living your values, that hidden part of you, which you might 
not have wanted to confront.

If leaders are engaged in performative diversity, which is 
simply talking about this kind of thing, then the world is never 
going to change. It requires attitude shifts and behavioural 
shifts. The operationalisation of the policies is about leadership. 
You can rewrite the policies as much as you want, but if you 
don’t have the leaders who have the right attitudes, and the right 
behaviours, then we won’t have any change. That’s the ‘so what’.

Q: Identifying what needs to happen to bring about change 
is obviously stage one. What happens now at ISBL in 
relation to educational leadership, race and ethnicity?

A: People committed to redressing the imbalance are trying to bring 
about a change, not for fame, not for glory, but because it’s the 
right thing to do. I have been working with lots of institutions, and 
the ones that make inroads are those that have commitment from 
top-brass leaders and resources. I think the leadership of ISBL is 

committed to making a difference in the area of anti-racism and 
inclusion more broadly, and it would be good to see its three-to-
five-year strategy and action plans being operationalised.

ISBL has produced a gritty study that looks at that workforce 
data, and Stephen Morales seems committed. That’s what we 
want: leadership committed in speech and action. Now we need 
‘the multiplier effect’ to kick in, where his colleagues model and/
or are influenced by his behaviour. Unless we have that buy-in 
from the multiplier effect amongst white leaders who are the 
gatekeepers and in those positions of power – the said ‘white 
sanction’ – the issue of the ‘so what’ will remain unanswered. 
And the change, which we are seeking, is going to be severely 
narrowed because it will only be a small number of people who 
are working on this agenda.

Racism is deeply embedded in the psyche and fibre of British 
society. This is about social justice, and social justice is about 
fairness. We’re not looking for equality for popularity, and we’re 
not doing it for notoriety, we’re doing it because it is the right 
thing to do and there is no greater thing and no better thing but 
the right thing to do.

The experiences of racially diverse academics and teachers in 
England are similar in terms of aspirations, and their experience 
of organisations also points to similar patterns of exclusions. It’s 
a collective and an individual responsibility for all of us working 
within the sector to make education more representative and the 
leadership more inclusive. So, we must listen, learn and act. 
Only once we recognise and highlight the issues can we work 
together to identify and explore what is causing the inequalities 
and come up with solutions for how we can move towards a level 
playing field. That’s the ‘so what’. 

Info

1 Peter – name changed for anonymity purposes.
2 “‘White sanction’, institutional, group and 

individual interaction in the promotion 
and progression of black and minority ethnic 
academics and teachers in England”: 
https://journals.sagepub.com/doi/abs/10.1177/ 
1757743816672880
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ISBL’s inaugural ‘SBP matters’ round table in March 
explored the role of school business professionals as 

essential members of the senior leadership team.

THE CRITICAL ROLE 
OF THE SCHOOL BUSINESS 

PROFESSIONAL
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This inaugural round table event saw participation by representatives 
from important stakeholder groups including the National 
Governance Association (NGA) and the National Association of Head 
Teachers (NAHT).

A panel of education professionals discussed whether the COVID-19 
pandemic had shone a new bright spotlight on school business 
professionals (SBPs) or whether it had simply helped to reinforce the 
critical nature of the role and emphasise the growing contribution 
made by SBPs over the last two decades.

Round table participants and purpose
The event, chaired by Jean Boyle, Partner at Stone King LLP, 
invited colleagues from across the leadership pillars of pedagogy, 
governance and school business to discuss the role of the SBP, 
how the role is perceived by others, and the increasing specialist 
knowledge required of practitioners.

Participants included:
• Jean Boyle, Partner, Stone King LLP
• Lesley Burton, School Business Leader, St John’s CE Primary School
• Andrew Knight, Head Teacher, St John’s CE Primary School
• Stephen Morales, Chief Executive Officer, ISBL
• Steve Edmonds, Director of Advice and Guidance, NGA
• Alistair Cowen, Trustee, James Brindley
• Lynn Howard, Chair of Governors, Lyng Primary School & Hamstead 

Junior School
• Natalie Arnett, Policy Officer, NAHT
• Andy Mellor, National Executive member, NAHT
• Samantha John, Operations Manager of a MAT & member of 

NAHT’s School Business Leadership Council.

“The role of the SBP has simply been 
further catapulted into the spotlight by 
the pandemic.”

Participants claimed that the perceived importance and status of 
SBPs had grown through their assertion that the role of the SBP has 
simply been further catapulted into the spotlight by the pandemic; 
in many well-managed schools and trusts, the SBP’s importance and 
significance has never been in doubt, but perhaps the pandemic has 
helped this view become more universal.

The focus of the discussion centred on how SBPs can help influence 
the future shape of our education system, and rather than limit activity 
to compliance, they should also see themselves as architects of 
solutions. These solutions will help improvements both in their local 
settings and more broadly across the sector at large.

The education sector has a long tradition of convening round table 
discussions, but most have a heavy pedagogical bias.

We aim to broaden the discussion so that all three elements of 
the leadership triangle (pedagogy, governance and school business) 
form part of the conversation. The Institute has long advocated the 
importance of joined-up leadership where leadership teams and 
governing bodies should resist, at all costs, operating in silos.

It is vital that, as education professionals, we lean into each 
other’s worlds.

ISBL would like to thank everyone who attended and contributed 
to a thoroughly interesting and thought-provoking discussion.

How has the pandemic put the SBP 
in the spotlight?
Participants commented on the number of ways in which SBPs 
responded to the pandemic and implemented measures. School 
leaders looked quickly in the direction of SBPs when considering 
how they might reconfigure and ensure a safe environment for pupils 
and staff. These considerations included:
• rigorous risk assessments
• infrastructure and premises
• procurement
• health and safety, and
• business continuity.
These items form part of most SBPs’ everyday business activities, 
so it is perhaps unsurprising that school leadership teams turned to 
SBPs for solutions. The unique skills and knowledge that the majority 
of SBPs possess has been central in ensuring operational continuity 
in schools and trusts.

Participants at the round table expressed a keenness to ensure 
the profile of the SBP does not fade back into the background once 
the pandemic subsides. It is so important that SBPs remain part of 
strategic-level conversations.

What does effective school leadership and 
governance look like? Who needs to be involved?
The consensus across participants was the need for a more robust 
evidence base in support of a more joined-up approach to leadership.

Participants, including representatives of the stakeholder 
groups, were unanimous in their desire to work together to help 
ensure all schools and trusts have access to an SBP with unique 
skills and knowledge afforded to them though appropriate CPD 
and qualifications.

Furthermore, participants agreed that having the right people 
at the table and involved in strategic conversations, including 
SBPs, was essential. SBPs bring a unique perspective to leadership 
discussions by ensuring resources are optimally deployed and 
compliance requirements are adhered to.

So what next?
Participants agreed that through collaboration with key stakeholders, 
there is an opportunity to further increase the sector’s understanding 
of the critical nature of the role.

The first immediate step will be the publication of a thought 
leadership paper that draws together the round table discussions, 
allowing school leaders to review these within the context of their 
own setting and share with leadership team colleagues. This paper 
will be released during the summer term.

In the meantime, colleagues can access the full recording of the 
round table (www.youtube.com/watch?v=ReARcG9ErJM&t=12s) and 
share this with colleagues within their own networks and settings.

If we are to effect change and further improve the status and 
recognition of SBPs, then we must continue to work together to 
champion the role of school business leadership within our education 
system by providing further evidence of positive impact. 

“We must continue to work together to champion the role of school business leadership 
within our education system by providing further evidence of positive impact.”

The next ISBL round table event will take place at the end of 
May 2021 and will focus on Diversity, Equality and Inclusivity. 
If there are discussion areas that you would like ISBL to take 
forward, then please send these to bethan.cullen@isbl.org.uk
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PROFESSIONAL 
DEVELOPMENT DECISIONS 
MADE EASY
Paul Robertson, ISBL Professional 
Development Manager, outlines 
why ISBL publications can put you 
on the right track.

Professional development can be surprisingly difficult. We can 
find ourselves stuck with questions such as ‘where do I want to 
progress to? What activity or qualification should I take to get 
me there? How can I feel motivated to do it?’ Consequently, 
we can find ourselves not knowing where to start and feeling a 
bit helpless before we have begun.
That is why we have created three documents that we believe will 
help you put a plan in place, not only for your own professional 
development, but for the development of your colleagues as well.

1. ISBL Professional Standards
Most of you will have heard of this document, and many of you will 
have used it and carried out a self-assessment against it. A few of 
you may have just flicked through it and then thought I will have a 
proper look at it one day.

This document contains the ISBL professional standards to which 
all school business professionals (SBPs) should work within. They are 
recognised and endorsed by the sector and more than 1,000 SBPs 
contributed to its development.

The standards underpin national qualifications such as the L4 ILM 
Diploma for School Business Managers and the L4 School Business 
Professional Apprenticeship, as well as being used to contextualise 
the Chartered Managers Degree Apprenticeship (CMDA) and others.

They help you to understand what level you are currently working 
at, what areas you can grow in, and where you can progress to. 
They also provide your school and line manager with the assurance 
that you work within a professional framework.

2. Head teacher and governance guidance
It is important that the ISBL professional standards are understood 
by senior leaders, the head teacher, and governors. This professional 
framework can be used in organisational development, 
recruitment, training and development, performance management, 
and pay structures.

Many schools are embedding the professional standards in 
their performance management systems to help assess what skills 
exist across the organisation and what gaps might need filling 
(development opportunities and succession planning). This evidence 
can then be used to create development pathways for all staff and 
feed into performance goal settings and appraisals.

Paul Robertson
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SCHOOL BUSINESS 
PROFESSIONAL

HEADTEACHER, SENIOR LEADERS AND GOVERNANCE SCHOOL SUPPORT TEAMS

EMPLOYER GUIDANCE
• Am I aware of the Professional Standards expected of my team?
• Have SBP colleagues undertaken a self-assessment?
• Are we supporting the development of our school business colleagues?
• Can we use the standards in our recruitment, induction and 

performance management cycles?
• What are the relevant qualifications available?

PERSONAL DEVELOPMENT

• Where am I? When did I last complete a self-assessment?
• What professional development is available for me?
• Do I want to progress to a generalist or specialist role?
• Which qualification is best for me?
• Am I positioning myself for future opportunities 

(e.g. academisation)?

ORGANISATIONAL DEVELOPMENT
• Are there any knowledge or skills gaps 

in my organisation (e.g., specialist 
procurement knowledge)?

• Do we engage our SBP in strategic 
decision-making as the school 
business expert?

• Have we invested in appropriate 
qualifications for our SBP colleagues 
to ensure they are suitably qualified?

• Do I need to develop my SBP to 
meet the possible demands of 
academisation?

TALENT MANAGEMENT
• How do we assess and recognise talent?
• Does this organisation value and develop talent?
• Are there development pathways for the school business roles?
• Is there a framework available to support development?

SUPPORT FOR DEVELOPMENT
• Do colleagues know about and use the ISBL 

professional standards?
• Have these been shared with and read by the head teacher 

and governance, including the specific employer guidance?
• Is your contribution to strategic leadership recognised?
• Do colleagues recognise your role and understand the 

professional qualifications?
• Can you help educate your colleagues by sharing this 

guidance?

SUCCESSION PLANNING

• What is my succession pipeline? 
What does it look like? How can I 
develop talent within my organisation?

• Is my team carrying out self-assessment 
against the professional standards?

• What skills are there to be uncovered? 
What gaps do I need to fill?

• What progression opportunities exist?

• Are there any specialist development 
routes for my team?

Info

You can download the three publications via the following links:
ISBL Professional Standards: https://isbl.org.uk/Standards/assets/pdf/ISBL%20Professional%20Standards%20Web%20
Version.pdf
ISBL Employer guidance: https://isbl.org.uk/Standards/assets/pdf/Employer%20guidance.pdf
ISBL Qualification guidance: https://isbl.org.uk/documents/154016.6185744Professional%20Development%20Guidance%20
FINAL%20Mar2021%20WEB.pdf

This document has been produced for senior leaders within schools 
to make them aware of how the professional standards can help their 
school and staff, and is useful for SBPs too.

3. Professional Development Guide
This new guide provides information on all the main qualifications 
available specifically for SBPs. Qualifications are not the only way 
to develop professionally, but they are often a stepping stone to 
achieving a new role or promotion. They also serve to provide 
assurance to a school that their colleagues are suitably qualified for 
their role.

This guide helps show the qualifications that have content 
specifically developed for SBPs or that have been contextualised using 
the ISBL Professional Standards as guidance. Some qualifications are 

more general in nature and some reflect the specialist roles that have 
developed as the system has evolved and new roles have emerged, 
particularly in multi academy trusts.

These three documents are designed to help you move from 
‘What should I do?’, to ‘I have a plan for my own development’. 
Identifying where to start is solved by using them to undertake a 
needs assessment, providing a guide to create a development plan 
that is built on evidence and define agreed goals.

The infographic below should help you ask the right questions.
A qualification can be a big investment in terms of time, energy 

and resource, so selecting the best qualification to undertake is 
essential. Feedback from practitioners who have completed the 
programme can point to the difference(s) it has made to their 
careers, providing assurance of its value. 
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How can a professional gain assurance of their knowledge, skills, 
and competency without interaction, discussion, or engagement 
with others in their field?

THE IMPORTANCE 
OF NETWORKING TO 
DELIVER GROWTH

During the pandemic, we have drawn on those around 
us for insight and collaboration as we faced new and 
emerging challenges and required support in digesting 
significant and changing guidance. We have not been 
able to attend conferences and events as we have done 
previously, which has meant missing out on engaging 
and rich dialogue with colleagues during the networking 
opportunities that coffee breaks allow us.

Multiple technology platforms, however, have allowed 
us to continue our interactions with colleagues, and 
we’ve seen the growth of virtual meetings and events. 
These opportunities have been significantly supportive 
in sharing people’s strategic approaches and gaining 
reassurance or alternative suggestions on how to 
approach the challenges that have been presented.

These virtual interactions haven’t replaced the need 
for face-to-face contact, but they have opened the 
many engagement methods available to school 
business professionals (SBPs), including social media. 
They have allowed colleagues from across the country 
to meet and interact more regularly and, of course, share 
good practice.

Moving forward
As we move further into 2021 with renewed hope that the 
end of the pandemic is in sight, we should be considering 
what positive aspects and opportunities learned from 
the pandemic we want to retain in our strategic planning. 
Through consultation and engagement with colleagues, 
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and sharing ‘quick wins’ that have been achieved, it is time to look 
closely at what is happening within our sector and further develop 
and enhance the learning opportunities for the communities we serve.

As you claim government grant income for COVID testing and free 
school meals and review how much income you have lost and how 
quickly this can be recouped, you will be working with leadership 
colleagues to identify the actual financial impact of the pandemic.

Personnel will also feature on the immediate ‘things to do list’ as 
you reflect on the long-term impact that the pandemic has had on their 
working patterns, and on their mental health, whilst also considering 
the opportunities that flexible learning may now provide. As staff 
return to full-time, on-site working, the reality of the last 12 months may 
materialise in potentially increased stress-related illness. The wellbeing 
of staff was essential during the pandemic and will continue to be front 
and centre as we rehabilitate to post-pandemic working.

There will also be increased consideration around flexible/remote 
working and learning because colleagues, parents and pupils 
have seen the successes achieved from a hybrid model of learning. 
School leaders will want to consider the opportunities of flexible/
remote working and learning, particularly in secondary schools 
where specialist non-practical subjects could be more accessible 
and cost-efficient through remote learning. Across the country, school 
leaders will be discussing and considering these opportunities and 
challenges right now, and ISBL’s events and networking opportunities 
can provide access to:
• thought leadership discussions
• practitioner-led insights, and
• impact-orientated developments

and bring insights into how this change management and cultural 
shift have been achieved.

Through discussions with our members, ISBL recognises that the 
last 12 months have seen a halt to much of the strategic thinking 
and development in schools because leaders have had to focus 
on the immediate issues that the pandemic presented. Now, as we 
emerge as sector leaders, we want to reinvigorate ‘development’ 
and ‘growth’ while still ensuring that we meet the needs of our 
community, and that both are possible with the available resources.

ISBL is creating conference opportunities for SBPs that once 
again allow rich discussion that is facilitated and inspired by leading 
sector specialists through panel discussions and evidence-based, 
practitioner-led workshops. Provided via virtual and physical 
attendance, our events will focus on navigating the new horizon, 
lessons learned from the pandemic, and the growth opportunities 
presented, particularly through flexible learning and working.

Following the successful navigation by the country of the 
Government’s roadmap out of lockdown, our regional conferences 
will commence again from 30 June 2021, and our national conference 
will be back in November 2021. Entitled ‘SBPs: The architects of 
solutions: resourcefully leading change’, the national conference will 
look at how school leaders will need to consider the most effective 
use of their resources, including personnel, to deliver the greatest 
opportunities for pupil progress and development as we enter this 
new phase of education delivery in the UK. 

Book now
The early-bird booking is now open for the ISBL national 
conference. With the clamour from colleagues to be back at 
live events and networking with colleagues, we recommend that 
you consider booking your place early because we only have 
100 places available at the early-bird rate of just £335, which 
includes overnight accommodation on day one of the event.

Visit www.isbl.co.uk for full details of our conferences and events.

COVID-19 SECURE MEASURES
What are we doing?
We believe when we next meet that having a consistent and 
coherent programme of enhanced measures will provide the 
assurance and confidence that our events have health and safety 
as our number-one priority. We are working on a ‘five-point 
plan’ to highlight the actions we will be taking, and this will be 
available to view and download via the website.

We have also been CPD certified to run safer events as part of the 
Safer Event Organiser training.

If you have any questions, please do get in touch: 
conferences@isbl.org.uk.

“Multiple technology platforms have 
allowed us to continue our interactions 
with colleagues, and we’ve seen the 
growth of virtual meetings and events.”

“ISBL is creating conference 
opportunities for SBPs that once 
again allow rich discussion.”
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IRIS. Look forward

What’s New For 2020?
The HR changes you need to know.
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Your Estate Funding 
Specialist
Over £2 billion of funding available

Surveyors
to Education

T-Level Funding

Operating Leases

SALIX Funding

Capacity Trust Fund

Section 106 Funding

CIL Funding

CIF Bid Writing

SCA Prioritisation

e: enquire@s2e.org.ukw: s2e.org.uk t: 01530 877 969

www.hrsgb.com  |  info@hrsgb.com  |  01522 751999

HR Solutions (GB) Limited, Nettleham House, 
East Street, Nettleham, Lincoln, LN2 2SL

• HR Consultancy & Helpline
• HR Administrative Services
• Payroll Services inc portal
• Health & Safety Consultancy
• DBS Online Services
• Training
• Named Contacts
• Pre-Employment Checks

Specialists in Education

HR Solutions 
(GB) Limited
Established in 2005

RECOGNISING
SAFETY EXCELLENCE
IN SCHOOLS

SafetyMARK – the national safety certification and 
support scheme for schools and Multi Academy Trusts.

WHAT IS SAFETYMARK?

SafetyMARK is a national safety and support scheme created specifically for the Education sector. It aims to recognise 
and reward those schools that have gone the extra mile to make their workplaces a safe environment for staff, pupils, 
and visitors. SafetyMARK also provides the support that you require to make the safety decisions that affect your school.

The scheme is provided by safety specialists for the education sector who recognise the unique safety issues that 
you experience daily. By achieving the SafetyMARK and being a member of the scheme, you can visibly demonstrate 
your ongoing commitment to maintaining safety excellence and providing a safety culture.

WHAT IS THE FULL SCHEME?

When you join the SafetyMARK scheme, you will get the following:

Competent Advice: SafetyMARK can act as your competent person and provide you with tailored safety advice that 
fits your school.

Advice when you need it: Access to an expert via email or telephone on an unlimited basis during your membership.

The Audit: A rigorous audit is conducted at the start of the scheme to examine and measure your existing safety 
management systems to identify any gaps that may exist against legislation and guidance.

Report and Action Plan: A detailed report is provided with a prioritised action plan attached so that you can quickly 
measure where you are with regards to compliance and allocate limited resources to those areas which most need it.

The Members Area: Access to an online members area and resource library which contains resources to help 
deliver your action plan.

WHAT ABOUT COVID-19?

SafetyMARK has been providing their members with guidance and support since the pandemic began. The SafetyMARK 
audit has also evolved to include an assessment of the reasonable and practical measures that schools are having to put 
in place to minimise COVID-19 Transmission on their premises. Standalone, more detailed COVID-19 assessments can 
also be provided where more assurance is required.

CONTACT US NOW FOR AN INFORMAL DISCUSSION 
ABOUT HOW WE CAN SUPPORT YOUR SCHOOL.
www.safety-mark.co.uk / info@inhousesafety.co.uk / 01933 626444



UNDERSTANDING 
THE FUNDAMENTALS 
OF DBS CHECKS
The Disclosure and Barring Service is all about making recruitment safer. 
It protects the public by helping employers make safer recruitment 
decisions and bars individuals who pose a risk to vulnerable groups 
from working in certain roles. Susan Davison, Regional Safeguarding 
Outreach Officer at the Disclosure and Barring Service, outlines the 
stages to go through, why they are necessary, and how to go about it.

The Disclosure and Barring Service (DBS) is transforming 
the way we work with our partners. If you want to work 
or volunteer in England, Wales, the Isle of Man or the 
Channel Islands, you may be asked to apply for a DBS 
check. Within the education sector, these checks are a 
vital safeguarding tool that helps ensure the safety and 
wellbeing of children and young people. 

Susan Davison

“DBS checks are an important 
stage in the pre-employment 
checking process within schools.”
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Disclosure
The level of DBS check required depends on the role 
being undertaken and associated duties. For example, 
school staff and some unsupervised volunteers within 
schools are likely to be engaging in ‘regulated activity’, 
so most will be able to apply for an enhanced DBS check, 
plus a check of the Children’s Barred List.1 Roles such as 
school governors, trustees or on-site contractors working 
in a school may be able to apply for an enhanced level 
of DBS check but are not eligible for a Barred List check.

The DBS Update Service allows applicants to keep 
their DBS certificates up to date and employers to 
check a DBS certificate. With an individual’s consent, 
employers can check whether new information has come 
to light since the certificate was first issued.2 The service 
is for standard and enhanced DBS checks only.

DBS checks are an important stage in the 
pre-employment checking process within schools but 
should not be the only safeguarding measure. It is 
important that employers have good recruitment 
practices in place, and part three of the Department for 
Education’s ‘Keeping Children Safe in Education’ 
guidance3 is a good reference tool.

Barring
DBS maintains two Barred Lists, which are lists of 
individuals who are ‘barred’ from working or volunteering 
in regulated activity with vulnerable adults and children 
in England, Wales and Northern Ireland. It also makes 
considered decisions about whether an individual should 
be included in one or both of these lists.

Regulated activity providers and personnel suppliers 
have a legal duty to make a barring referral when two 
main conditions are met:

Employers (regulated activity providers) can make a 
barring referral online or by using the DBS paper referral 
form.6 If the duty to refer is not met, you can still make 
a referral to the DBS if you think it is appropriate in the 
interest of safeguarding children, for example, if you 
have concerns that an individual may have harmed a 
child or put a child at risk of harm. DBS is required by law 
to consider all information that is sent, from any source, 
including information sent where the legal duty to refer 
does not apply. If you want to make a referral in this way, 

you should be mindful of relevant employment and data 
protection laws, and we would advise you to seek legal 
advice in relation to these cases.

The impact of being barred from regulated activity 
with children is that the person is added to the Children’s 
Barred List. It is a criminal offence to work, seek work, 
or offer to work in regulated activity when barred on the 
relevant list. It is also a criminal offence for a person to 
permit an individual to engage in regulated activity if 
they know or have reason to believe that they are barred 
from doing so. 

One: Two:
You withdraw 
permission for the 
individual to engage in 
regulated activity:
• dismissed
• redeployed
• retired
• redundant
• resigned.

You think the individual 
has either:
• engaged in 

relevant conduct4

• satisfied the 
‘harm test’5

• received a caution for, 
or been convicted of, 
a relevant offence.

Regional Outreach service
DBS recently launched a new Regional Safeguarding Outreach service, 
which focuses on working collaboratively with safeguarding organisations 
and organisations that are recruiting. The aim is to work more closely with 
organisations to build and develop relationships and to act as a single point 
of contact for all DBS-related enquiries within their region.
Officers currently working in the following regions are:

and will be working with organisations and networks in several ways, including:
• answering DBS-related queries and providing advice via phone/email
• attending meetings, training and conferences, or visiting your organisation 

to have a face-to-face discussion (in line with pandemic restrictions)
• developing and delivering presentations, workshops, webinars or 

discussions to provide an overview of DBS
• collating feedback, suggestions or comments and feeding this back into DBS
• helping organisations/networks to understand what level of DBS check can 

be applied for, and what information these checks will provide, and
• informing organisations and employers of their duty or power to refer.

A further roll-out of Officers is expected later this year.

North West Jordan Hayden Jordan.Hayden@dbs.gov.uk

North East Sue Davison Susan.Davison@dbs.gov.uk

Wales Carol Eland CarolAnn.Eland@dbs.gov.uk

East Midlands Lizzie Whittington Elizabeth.Whittington@dbs.gov.uk

Northern Ireland Allister Woods Allister.Woods1@dbs.gov.uk

Greater London Kiran Rehal Kiranpreet.rehal@dbs.gov.uk

“It is a criminal offence for a person to permit an individual to engage in regulated 
activity if they know or have reason to believe that they are barred from doing so.”

Info

1 https://bit.ly/dbsleaflets
2 https://bit.ly/dbsupdateservice
3 https://bit.ly/dfeguidance
4 https://bit.ly/referralsleaflet
5 https://bit.ly/referralsleaflet
6 https://bit.ly/referralsguidance
A video explaining the process for a standard and an 
enhanced DBS check, what stages each check must go 
through, and a summary of the work we do at DBS can be 
found at: https://bit.ly/dbsprocessvideo
If you have any DBS-related query, you can contact: 
DBSRegionaloutreach@dbs.gov.uk.
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01869 253744
www.castleminibus.co.uk

Buy or rent  
a used minibus

Call us today on 01869 253744 
or visit www.castleminibus.co.uk

From 
£14,995 
or £520 pcm
(3+11 payment profile)

All price excl. VAT

RAC Warranty included worth

Online safety training, save

Signage & logos included*, saving you

10 week safety inspections included**, saving you

**12 months on purchases

Delivery included, save

*Restrictions apply

£395

£195

£500

£300

£499

12 months minibus roadside assistance, save £300

Download our  
FREE app and dashboard  
for daily minibus checks

All included as  
standard to save  
you over £2000



Whilst remote working has highlighted a potential for future 
flexibility for staff work routines, it has also shown the 
challenge in ensuring schools remain GDPR compliant. 
Russell Dalton, Director of Operations at The Rivers C of E 
Academy Trust in Worcester, and Craig Stilwell, Head of 
Data Services at Judicium Education, discuss the importance 
of data protection in an uncertain world.
Like so many school business professionals (SBPs), 
Russell has dealt with the issues of staff and pupils 
working both in school and remotely during the 
pandemic. Technology has made teaching and ‘face-to-
face contact’ far easier than it would have been even a 
few years ago, with systems such as Microsoft Teams, 
Google Classroom and Zoom enabling staff and pupils 
to continue the daily timetable and work.

However, while this continuity has been very positive, 
in the back of many educational leaders’ minds has 
been the issue of data protection – not only with 
regard to keeping pupils safe while working online, 

but also keeping personal records, documentation and 
information safe when a lot of it has been taken off site 
or accessed remotely.

Legal requirements
Whatever the circumstances, the data protection law 
requires organisations to ensure personal data remains 
protected when it is being handled away from the 
organisation or on personal devices. Every school should 
have a data protection policy, preferably managed by a 
designated data protection officer, that covers data 
retention, data breaches, and data security/e-security, 

REFRESH 
YOURSELF

Craig Stilwell

Russell Dalton
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and every member of staff should be aware of, and 
reminded regularly about, these policies, as Craig explains.

“The legal requirement on organisations is that staff 
receive appropriate data protection training relevant to 
their role. SBPs not only come into contact with a wide 
array of data but are also likely to have responsibilities 
for how that data is handled and shared within the 
school and externally, so they require in-depth training 
including being briefed about handling personal data. 
The Information Commissioner’s Office suggests that 
training is regularly refreshed, preferably annually if 
circumstances permit, but every two years as a minimum.”

Remote working
When the majority of staff and pupils moved to remote 
working, all should have been reminded about the 
importance of data protection, as Russell explains. 
“At the start of the pandemic, all our staff signed to 
acknowledge they understood the acceptable use of IT 
and data protection policies, and reminders about these 
were issued regularly over the year. Parental consent 
was also sought for pupils to access the Seesaw learning 
platform, with teacher and pupil interactions on this 
platform managed to ensure everyone was protected.

“The teachers were also only able to use websites 
during lessons that had been checked for privacy policy 
statements and data usage, ensuring both pupils and 
staff were safe. If staff wished to use a website that 
wasn’t on our ‘safe list’, they had to discuss this with the 
data protection officer, who checked out the credentials 
before permission was given.”

It hasn’t just been online learning that has been a 
cause for data protection, however: far more personal 
data has been physically taken off site than in a normal 
school year, and staff have accessed school records and 
information remotely from their homes. “It has therefore 
been important to ensure all equipment used offsite was 
security protected,” continues Russell. “All our systems 

are password-protected, and security protocols restrict 
access to data that isn’t required. Furthermore, access 
to our management information system was limited to 
on-site only to reduce any potential risk.”

Future protection
Now that schools have fully reopened, it is important 
devices and systems are reviewed to ensure there aren’t 
any weaknesses. “Review your data protection practices, 
using regular data audits or data protection impact 
assessments,” says Craig, “tightening them up if need be. 
Also check the levels of authorised access for physical 
files in terms of who can sign them out and how this is 
managed so you always know where documents are.

You should also review your guidance and awareness 
around working practices in schools and at home to 
ensure that:
• staff know to blind-copy parents/students on group 

communications so that personal email addresses are 
not given out to others

• staff do not share their devices if working at home 
and ensure they are password-protected and have 
up-to-date security software

• staff lock their computer screens when they are away 
from their desk

• devices or paperwork are kept in a secure place so 
they can’t be stolen

• data is removed from any personal devices when it is 
no longer needed

• USB storage devices are not used because they are 
easy to lose/misplace

• data protection procedures are regularly communicated 
to pupils to ensure they understand how to keep their 
devices safe, and

• data breaches are reported as instructed by your data 
protection lead. There are 72 hours in which to report a 
serious data breach to the ICO.

If dealing with GDPR seems daunting, especially in the 
current climate when working circumstances can change 
so quickly, there is plenty of online training available 
that focuses on areas such as breach notifications, 
data protection impact assessments, social media, 
CCTV, and photos and consent. Such training can act 
as a great refresher and help with daily workloads. 
For more information, visit https://isbl.org.uk/
Training/Training-courses/GDPR-e-learning.aspx 

“The data protection law requires organisations 
to ensure personal data remains protected when 
it is being handled away from the organisation 
or on personal devices.”

“Now that schools have fully reopened, it is important devices and systems are 
reviewed to ensure there haven’t been any breaches.”

THE VOICE | ISSUE 27 | SUMMER 2021 isbl.org.uk

37 LEADING SUPPORT SERVICES





The pandemic has demonstrated opportunities around virtual networking, 
and a sector-wide ambition to harness technology to facilitate this access 
for other colleagues has created the perfect timing for the launch of ISBL’s 
virtual Fellow Forum.
The Fellow Forum, which we first announced in January this year, has 
been developed following a request by ISBL Fellows. Natalie Dalvarez, 
ISBL Fellow and committee member, who was instrumental in the 
development of the forum and who initiated the idea with the ISBL 
Executive, confirmed the launch, saying, “lockdown has resulted in 
many positives in how we work in schools in terms of remote working, 
embracing IT in a way that it hadn’t been previously.

“I have really missed the opportunity to network with peers, 
meet other school business professionals (SBPs) and be inspired 
by their work, and make sure that I was looking ahead as I always 
had previously. The Fellow Forum, which is supported and run by a 
committee of ISBL Fellows, will mean that we can continue to do all 
of these things remotely, and then even when we can all embrace 
each other face to face, it will hopefully allow more peers to access 
this support without the hindrance of cost or travel time.”

What to expect
The inaugural event took place on Tuesday 19 January 2021, with 
more than 74 colleagues from the existing 175 ISBL Fellows 
attending. The forum will enable all active ISBL Fellows across the 
country to collaborate and share knowledge with one another, and 
each attendee expressed huge appreciation for the opportunity to 
network and engage with their senior counterparts.

The forum is being overseen by a committee of ISBL Fellows who 
have volunteered to run it and ensure that the rich dialogue and 
discussions translate into benefits for the whole profession. The terms 
of reference developed ensure that all school types and phases are 
represented and that the future development of the profession and 
the sharing of good practice are central to the forum’s activities.

Each meeting will have a focus on one of the six ISBL 
professional standards disciplines, alongside topical business 
matters. There will be six meetings a year, equating to one 
per half-term.

The latest meeting, which took place in March, focused on 
finance and the upcoming National Funding Formula consultations 
and how ISBL Fellows could work with the ISBL Executive to 
assist wider SBP engagement in this consultation. Suggestions 
included the development of commentary on the consultations and 
considerations that practitioners should have when responding.

Alison Moon, ISBL Fellow and committee member, feels that 
this is a significant opportunity for the profession’s most senior 
practitioners, as she believes “the development of the ISBL Fellow 
Forum is so important. Who is better placed to create the future 
vision for the business sector within education than us? The expertise 
within this group needs to be harnessed to shape the future direction 
because we have so much to give and so much to learn from each 
other. I also believe that we have a collective strength in what can be 
an isolated role.” 

SYSTEM LEADERSHIP IN ACTION

ISBL believes that networking is a core component of continuing 
professional development. Consequently, attendance at 
these forum meetings will count towards the annual Fellowship 
CPD expectations.
If you are an ISBL Fellow who has not received invitations to join 
these meetings, then please email membership@isbl.org.uk for 
more information and to confirm that your contact details are up 
to date.
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Clerking can help expand a school business professional’s experience, 
yet many don’t have a relevant qualification or the correct skills to 
undertake the role to its potential. A clerking development course can 
help, as Sarah Ray, ISBL Sector Development Contract Manager, explains.
By law, all school governing bodies must have a 
named person who clerks meetings, with this person 
responsible for: guidance to ensure the board works in 
compliance with the appropriate legal and regulatory 
framework and understands the potential consequences 
of non-compliance; advice on procedural matters 
relating to operation of the board; and administrative 
and organisational support. To fulfil the role to its 
potential, it is essential that the clerk has a sufficient 
grasp of the law to be able to advise the governors on 
procedural matters, but this is not necessarily part of 
a school business professional’s (SBP) training. 
Therefore, for those SBPs who choose to include 
clerking as part of their professional portfolio, a clerking 
qualification is beneficial.

The original clerking development programme was 
developed by the Department for Education (DfE) in 
2014 and was provided by a variety of organisations. 
However, following the introduction of academy trusts in 

2000, the educational landscape changed, and the DfE’s 
programme required updating.

“The DfE put the clerking programme out to tender, 
and this is when ISBL became involved,” explains 
Sarah. “We were aware that many of our members 
were either clerking or often responsible for overseeing 
the recruitment of the clerk. We were also aware that 
carrying out both roles requires a job specification 
distinction to avoid a personal conflict of interest and 
that considering each individual ‘context’ is vital.

“Therefore, we felt it was appropriate for us to 
respond to the tender and provide them with the 

“It is becoming increasingly necessary for SBPs to 
undertake a clerking development qualification.”

BETTER BUSINESS 
AS USUAL
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compliant, focused and effective. I would certainly 
encourage fellow SBPs to do clerking training.”

“There were several topics, such as managing risk, 
compliance, conflicts of interest, fraud prevention, 
and financial effectiveness that all had synergy with 
my School Business Leader and SRMA roles,” explains 
Rachael. “I came away from the course with a lot of 
resources that I still use if I need to check something.

“The three roles I do all input into one another, 
and I learn things from each of them. I find clerking 
incredibly useful for informing my thinking, and I think 
it’s something that more SBPs should consider. However, 
I would encourage them to choose a context that is 
different from what they know already, for example a 
different phase, to maximise the learning opportunity. 
To me, the benefit is seeing how things work in other 
settings and then trying to apply any positives to benefit 
my main school.” 

Sarah Ray

Janet Turner

Rachael Botley

Info

1 The Governance handbook and 
Clerking Competency Framework 
are available to download from: 
www.gov.uk/government/
publications/governance-handbook

“All have increased their clerking expertise, enabling them to deliver 
professional-quality clerking.”

ISBL’S PROFESSIONAL 
CLERKING PROGRAMME IS 
OVER, BUT THE 
WORKBOOKS AND OTHER 
RESOURCES FROM THE 
COURSE ARE AVAILABLE 
TO DOWNLOAD FOR FREE 
ON ISBL’S WEBSITE AT: 
https://isbl.org.uk/
GoodPracticeLibrary.aspx

of participants on 
ISBL’s Professional 

Clerking Programme 
SAID THEIR 

SKILLS AND/OR 
KNOWLEDGE HAVE 

IMPROVED

95%

relevant training. ISBL worked with (what is now) the 
Confederation of School Trusts and the Chartered 
Institute of Public Finance and Accountancy to design, 
develop and deliver our own Professional Clerking 
Programme, with the first cohort starting in April 2018.”

Participants have ranged from new to long-standing 
clerks working in settings ranging from small local 
authority (LA) schools to large multi-academy trusts 
(MATs). “During the three years that ISBL ran the 
programme,” continues Sarah, “it has provided an 
objective and fair assessment of participants’ own 
strengths and development needs. All have increased 
their clerking expertise in line with the Clerking 
Competency Framework1, enabling them to deliver 
professional-quality clerking that ensures the efficient 
and effective functioning of governing bodies.”

Thirteen cohorts and 179 participants later, ISBL’s 
course has certainly helped all SBPs who have done the 
training, with 95 per cent of those who responded to a 
survey in May 2020 saying their skills and/or knowledge 
have improved. Janet Turner, School Business Manager 
at Cardinal Heenan Catholic School in Leeds, and 
Rachael Botley, School Business Leader at Townsend 
C of E School in St Albans and School Resource 
Management Adviser (SRMA), are certainly very positive 
about it.

“The role of Clerk to the Governors is often included in 
an SBP’s responsibility,” explains Janet, “but even though I 
was clerking the Leadership and Management Committee 
meetings, I had no appropriate training. I was keen to 
know how clerking should be undertaken properly and 
what benefits and support a properly trained clerk could 
bring to the school and the governing body. The school 
was also preparing for conversion to academy status, so 
I thought it would be advantageous to learn as much as 
possible about MAT governance. The course presented an 
excellent opportunity to do this.”

When Rachael started the course in November 2018, 
she had just started clerking for a MAT, a role she took 
up to broaden her CPD portfolio. “I was a governor 
from 2015–2019 in a maintained nursery setting and also 
at the primary school where I worked. When this time 
was coming to an end, I felt clerking would provide 
me with another opportunity to broaden my experience 
and doing the course would help me build the 
knowledge, skills and behaviours needed for effective 
and efficient clerking.”

The benefits
Both Janet and Rachael have benefited from doing ISBL’s 
course. “Each module gave me a greater understanding of 
areas I dealt with on a day-to-day basis,” says Janet. “I was 
interested in the legal aspects of school governance and 
ensuring that these were addressed correctly. This course 
has given me the expertise and confidence to address 
these issues as well as help me streamline the clerking 
function in school and ensure my governing body remains 
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KEEPING ON TOP OF 
YOUR FUNDING AND 
GOVERNANCE
Are you an academy trust thinking of updating your articles of 
association and your funding documentation? Chloe Brunton, 
Partner at specialist education law firm VWV, shares some useful 
pointers about the current requirements and expectations and 
how this may affect your academy trust.

Governance
In line with good practice, and as a contractual 
requirement under the Academies Financial Handbook, 
academies should be carrying out annual governance 
reviews that consider the extent to which their current 
arrangements are effective and align with Department 
for Education (DfE) policy.

In October 2020, the DfE updated its Governance 
Handbook and published a new document entitled 
Academy Trusts: Structures and Role Descriptors1, which 
sets out clearly its expectations on academy governance.

DfE policy in this area isn’t new, but this, coupled with 
the absolute prohibition on employees acting as members 

(which took effect on 1 March 2021), has led to many 
academy trusts putting this high on their agenda.

Anecdotally, we are noticing that it is single-academy 
trusts (SATs) that seem most affected by the DfE’s policy 
requirements, particularly those that were single converters 
between 2010 and 2013 under the coalition government.

What are the key features of policy 
that we need to look out for?
To be in line with DfE policy, we recommend that you 
consider updating your articles of association if:
• your membership includes an employee (normally the 

head teacher or chief executive officer)

Chloe Brunton
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• your membership includes ex officio members drawn 
from the trustees (such as the chair, the vice chair or 
a chair of a committee)

• the chair of trustees is automatically the chair of 
the members

• your trustees are predominantly appointed by the 
trustees rather than by the members, and

• your trustees include individuals who are there on 
a representative basis (e.g. because they are the 
chair of a local governing body).

What overarching principles can 
we bear in mind when reviewing 
our arrangements?
1. Skills
The Governance Handbook confirms that ‘it is for 
whoever is appointing the individual to be confident that 
they have the necessary skills, including the willingness 
and ability to learn and develop.’ Trustees should 
complete skills audits to help inform on this point, 
and academy trusts are referred to the Competency 
Framework2 for further guidance.

2. Diversity
Academy trusts should ensure that their boards are 
reflective of the communities they serve, and consideration 
should be given to all protected characteristics (being 
age, disability, gender reassignment, marriage and civil 
partnership, pregnancy and maternity, race, religion or 
belief, and sex and sexual orientation).

3. The role of the members
In a case last year involving The Children’s Investment 
Fund Foundation, a Supreme Court decision confirmed 
the position that members of charitable companies owe 
a duty (referred to as a fiduciary duty) to the charitable 
objects. Whilst this is not a new position legally, the case 
has served to energise a culture of membership best 
practice and making membership meaningful. This is, 
of course, in line with the DfE policy position.

Funding
Along with updates to articles of association, we are 
also seeing a significant number of academy trusts 
updating their funding agreement documentation. 
Towards the end of last year, the DfE published new 
model funding agreement documentation3 (dated 
December 2020), namely:
• a master funding agreement and supplemental 

funding agreement for multi-academy trusts (MATs), 
and

• a single funding agreement for SATs.

Are we required to move on to the 
latest DfE models?
Each academy trust will have its own documentation and 
circumstances, but in the last couple of months, we have 
seen academy trusts being required to adopt the latest 
model funding agreements by the DfE in the context of:
• the conversion of a school or the re-brokerage of an 

academy to join the academy trust
• an age-range or capacity change
• an in-year funding methodology change, and
• adopting the latest model DfE articles of association.
In cases where a new school is joining a MAT, and where 
the existing academies within the MAT are on pre-2018 
model documentation, the DfE has expressed a strong 
preference that all academies in the group should be 
updated to the 2020 model.

Academy trusts that are thinking about expansion 
in the near future might prefer to voluntarily adopt the 
latest model documentation for their existing academies 
(ahead of expansion). This might assist the application 
process as well as ease the burden of work to be carried 
out at the point of expansion.

Academy trusts might also wish to consider updating 
their funding agreement documentation in the context 
of the DfE’s Condition Improvement Fund (CIF) scheme4, 
with a view to securing additional points.

What are the changes in the model?
Several of the changes make compliance, which reflects 
the relevant legislation or guidance, a contractual 
requirement. This includes, for example, an obligation to 
provide information to the local authority in connection 
with their statutory functions.
Other changes include:
• recognition of the position as regards 

summer-born admissions
• confirmation that only staff who are predominantly 

carrying out teaching work can be enrolled in the 
Teachers’ Pension Scheme

• an update to the publishing requirements for 
performance measures

• removal of references to the statementing regime, and
• a relaxation of the requirements around licensing.
For those academy trusts operating on even earlier DfE 
funding agreement models, there are likely to be more 
updates/changes. 

For an initial conversation about whether 
updating your articles of association or 
adopting the latest model funding agreement 
documentation is right for you, please contact 
Chloe at cbrunton@vwv.co.uk.

“In the last couple of months, we 
have seen academy trusts being 
required to adopt the latest 
model funding agreements by 
the Department for Education.”

Info

1 www.gov.uk/government/publications/governance-
structures-and-roles

2 Governance handbook and competency framework: 
www.gov.uk/government/publications/governance-
handbook

3 www.gov.uk/government/publications/academy-and-free-
school-funding-agreements

4 www.gov.uk/guidance/condition-improvement-fund
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IRIS Education software is the cornerstone of efficient operational 
management in over 11,000 schools and two-thirds of UK MAT’s.  

IRIS Financials, our innovative cloud-based finance management suite, 
already improves daily operations within education with powerful 
financial reporting, automation, supporting data-driven financial 
planning across multiple sites.  

Unified ledger
We only have one ledger. 
Gone are the days of manual 
reconciliation and duplication. 
Your transactions are 
automatically kept up to date 
and in balance, and you don’t 
need to reconcile anything.  

 
Intelligent reporting
Access complex reports and 
data in a simplified format – it's 
easy enough for any school 
user. Drill down to granular 
detail across the whole system 
with slicing and dicing of 
information. 

Automation 
Eliminate human error, greatly 
reduce period end work and 
automate complex tasks. Even 
your purchase order approvals 
and invoice matching can be 
automated, saving your school 
staff’s time for the tasks that 
really matter. 

IRIS Financials offers:  

Advanced, 
Modern 
Financial 
Management 
Software for 
Schools and MATs

Automated workflows
automate complex processes that 

would usually take up precious time 
and effort, taking you away from 

more strategic tasks 

And, being cloud-based 
provides us the flexibility to be 

able to offer access to 
financial reports on any 
device in any location. 

IRIS Financials has undergone an amazing transformation – not just in 
the design, but in the things you can do, and how you can do them. We 
have now introduced a host of new features to help schools and MAT’s 
gain further control and clarity on their financial status, including:

User-friendly dashboards 
centralise finances with ease 
and view the latest up to date 

information 

For a demonstration or more information call
or visit www.iris.co.uk/solutions/industry/education

0344 225 1525

Asset management 
Manage and track all of your school’s assets from a central 
location. Ensure statutory compliance by automatically 
notifying key stakeholders, and track asset depreciation 
over time. 
 

Cloud capabilities 
The IRIS Financials suite is 
accessible from anywhere. 
Everyone in your school sees 
the same set of data, and any 
changes are updated 
instantaneously across all 
locations. 

IRISFinancials-Doublepage2.indd   All Pages
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Any good manager will know that there are several factors that can 
affect an employee’s performance, including management style, 

organisational culture, and social relationships. However, the creation 
of strong communication channels can be the most effective way of 

increasing staff productivity.

EFFECTIVE COMMUNICATION, 
EFFICIENT PERFORMANCE
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“Giving my staff the chance to communicate 
their ideas and take ownership of them certainly 
created more enthusiasm towards their 
performance review.”

Alison Moon

Jo Marchant

While the Every Compliance and Every HR portals 
work for Alison and the Veritas Multi Academy Trust 
in Kent, there are other communication channels and 
solutions available in the market, so please ensure you 
research the market thoroughly before you commit to 
any change.

Communication is a two-way process. To be effective 
in schools, managers need to convey their ideas to 
staff clearly, and staff should be allowed to participate 
in decision-making and in the setting of performance 
review goals that help achieve their own and the school’s 
targets. Making a positive contribution to the school’s 
overall performance will keep staff morale high.

Alison Moon, Trust Business Manager at Veritas Multi 
Academy Trust (MAT) in Deal, Kent, and ISBL Fellow, 
certainly believes this. “Good, clear communication is 
extremely important when managing staff, especially in 
a growing MAT organisation where change is constant. 
We strive to get the balance right, but it’s tricky because 
different people/different types of staff may require 
different lines of communication.

“We have brought in some new systems to support 
communication channels across the trust, including the 
Every compliance portal, which is used widely across 
the Business Team (comprising Finance & HR, 
Infrastructure, and Admin & Communications), and the 
Every HR portal. These work for us because they enable 
us to share information with middle and senior leaders 
so that they can support their teams appropriately. 
We are also developing our skills and experimenting 
with different areas of Teams, SharePoint, Sway, and 
Office 365. The more information we can share across 
varying channels, giving staff the bigger picture, the 
more the teams are upskilling.”

Nurturing the development of staff is important to 
Alison, and she places communication at the heart 
of this. “We see performance management as being 
an extremely positive process that helps us support, 
challenge and inspire our staff. Line managers/
appraisees receive training in the trust’s appraisal 
approach and nurture the creation of regular meaningful 
conversations with staff, finding out what their future 
aspirations may be, developing career pathways and 
identifying talent within the organisation.”

Communication and the 
setting of objectives
While the setting of individual targets is an important 
part of traditional performance management and an 
employee’s CPD, both Alison and Jo Marchant, Strategic 
Business Leader at Nexus Foundation Special School 
in Tonbridge, Kent, and School Resource Management 
Adviser and ISBL Fellow, have found that it can be a 
challenge to think of new, meaningful objectives for 
some staff each year.

“Performance management is important to ensure 
staff are fulfilling their potential,” explains Jo, “but some 
can view it as simply a tick-box exercise. With this in 
mind, I have changed how I undertake performance 
reviews, developing a more communicative and 
collaborative approach that hopefully inspires my 
Support Services Team to help each other for the benefit 
of the school as a whole.”

Jo’s approach is based around the concept of 
collaborative performance management, both in terms 
of target-setting and delivering the targets. Her starting 
point was to develop a business improvement plan, 
similar to the school improvement plan. Jo based the 
business improvement plan on the different disciplines 
of ISBL’s Professional Standards for School Business 

Management and then asked all members of her team 
to contribute their ideas about how they could become 
more efficient and effective in supporting the school, 
as she explains. “I encouraged all team members to 
contribute to each of the six different disciplines in the 
plan so that I was able to capitalise on everyone’s ideas 
across the whole spectrum of business support services.”

Jo then held separate mini-team meetings with her HR, 
finance, site management, and pupil support staff in which 
she led brainstorming sessions around the ideas her staff 
had previously contributed to the business improvement 
plan, helping to identify performance targets. “At each 
mini-team meeting, we identified together an individual 
target, a mini-team collaborative target and a professional 
development target. Giving my staff the chance to 
communicate their ideas and take ownership of them 
created energy and enthusiasm.

“The collaborative target meant that the team members 
could learn from each other’s knowledge and expertise 
to achieve a more ambitious target than their individual 
target. For example, my pupil support mini-team are 
reviewing the entire administrative process, from when a 
child is placed at our special school to their admission and 
then on to the annual cycle of meetings regarding their 
Education, Health & Care Plan, to identify how the process 
can be streamlined.”

Alison also engages her staff in bringing ideas to 
her for their objectives, and when the objective is met, 
communication plays a role again. “The trust actively 
encourages people to share their learning with others 
either by contributing to our trust research journal 
(for all staff), writing blogs or papers, or by putting on 
training for colleagues internally or externally to our 
collaborative partners.”

So next time you are setting performance objectives, 
take the time to communicate regularly with your staff 
and help them improve and enthuse about their own 
performance and that of the school because this will lead 
to greater buy-in and a commitment to shared goals. 
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Visit our website and meet your regional Client Manager:

contact@schoolsbuyingclub.com

schoolsbuyingclub.com

Launching
SBC Regional
Buying Hubs
Supporting local 
procurement collaboration 
to save money and create 
greater efficiency

We are part of the education sector, not just a company that serves it

SBC’s new buying hub services focus on local support for schools and 
Trusts, based on what you want from your procurement service:

Having established our own Trust, we are passionate about schools and driving down cost

FAST – Save time and money securing new contracts in weeks  
not months, via our fully compliant direct award service

FLEXIBLE – Running mini competitions or full tenders with local 
and national suppliers, developing fit for purpose specifications

EXTENSIVE – Offering free advice and guidance across all areas of 
spend, compliant solutions for whatever your school or Trust needs

DEDICATED – Allocating expert virtual procurement officers  
as part of your team, to execute your buying strategy 

MANAGED – Delivering contract management services, growth 
and efficiency planning, new school applications and build services

COMMITTED – Investing in social value to support your school, 
Trust and community, including your professional development



School Business Professionals are used to achieving financial 
best practice, but considering that procurement processes 
are so closely linked with efficiency and efficacy, there is little 
procurement training within the education sector. Julie Ricketts, 
Director of Operations at Kingsthorpe College in Northampton, 
explains what she is doing to broaden her knowledge.
As a school business professional (SBP) with responsibilities across 
a wide range of areas, Julie is aware that it is essential to keep 
improving and updating training in all areas. Having completed the 
Level 7 Certificate in School Financial and Operational Leadership 
with The Chartered Institute of Public Finance and Accountancy a 
year ago, which included a small unit on procurement, Julie felt she 
“must go back and look at procurement in more depth because 
procurement processes are so tightly linked with financial stability 
and achieving best value for money.”

The launch of the Chartered Institute of Procurement and Supply 
(CIPS) Award for School Business Professionals1 is giving Julie the 
opportunity to develop her knowledge around procurement, as she 
explains. “The Award is based on the CIPS Global Standard and 
has been adapted specially for the SBP sector by incorporating 
terminology, practices and unique challenges specific to our profession. 
I felt it could further enhance my skills in terms of procuring cost 
effectively, demonstrating my value to the school while complementing 
the training I had already received through the CIPFA course.”

Julie started the programme in November 2020 and hopes to 
be awarded her Diploma membership of CIPS in October this year. 
The five modules are delivered online through interactive webinars 
and learning sessions, remote tutor support, and practical-assessed 
assignments, aimed at giving you the specialist procurement 
knowledge and skills for your SBP role. The modules cover:
• Module 1 – Driving value through procurement and supply
• Module 2 – Managing expenditures with suppliers
• Module 3 – Developing contracts in procurement and supply
• Module 4 – Sourcing essentials in procurement and supply, and
• Module 5 – Effective negotiation.

The CIPS Award is open to any SBP regardless of their procurement 
experience, and even though she is only halfway through the 
course, Julie would recommend it to other SBPs. “The learning is 
very personalised, and the discussions are in-depth and valuable. 
From what I have learnt so far, I know I will be able to put my new 
procurement skills into action straight away.” 

PRUDENT PROCUREMENT 
PAYS-OFF

Julie Ricketts
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Lorraine Ashover

Procurement case study: 
catering contracts
Whatever their level of procurement knowledge, all SBPs will certainly 
be looking at the financial impact of COVID-19 on catering contracts and 
deciding what the best offering will be in the future. Lorraine Ashover, 
Director of Minerva Procurement Consultancy Services Limited, 
has been working alongside ISBL CEO Stephen Morales to highlight 
to the Department for Education (DfE) the cost of COVID-19 on school 
catering. We asked her how schools could ensure they get the best 
value for money from their current and future contracts.

Throughout the closures, many schools 
will have been paying catering 
companies as part of their contractual 
obligations. Can schools claim back any 
of this money?
Firstly, schools should be referring to any Procurement 
Policy Notes that have been issued by the Government. 
During the first lockdown, PPN 02/20: supplier relief 
due to coronavirus (COVID-19)2 was the relevant notice, 
followed by PPN 04/20: Recovery and Transition from 
COVID-193. Although these documents have expired, they 
offer a good insight into how the Government expects 
you to deal with requests for supplier relief.

In respect of claiming money back, schools are 
continuing to receive their expected funding for Universal 
Infant Free School Meals (UIFSM) and Free School Meals 
(FSM). Plus, there was additional funding of £3.50 per 
eligible pupil per week, where schools opted to provide 
food parcels to pupils, and £15 per eligible pupil per 
week, where vouchers for local shops or supermarkets 
were provided. These costs will be subject to a claims 
process, details of which were announced by the DfE just 
before Easter.

If schools are supporting their catering contractor, 
they should ensure that:
• it is only in relation to FSM/UIFSM and not on 

paid meals
• any interim payments made in relation to furloughed 

staff are credited back to the school when payment is 
received from the contractor, and

• the contractor is not making any profit on elements of 
the contract not delivered.

A year of the catering contract has been 
‘lost’. Can schools add that year to the 
end of the current contract without any 
extra cost?
School catering falls under the ‘Light Touch Regime’ for 
the PCR2015 (Public Contracts Regulations 2015)4, and 
the threshold for this is £663,540. If the whole-life value 
is above that figure, schools must adhere to the PCR2015.

When the pandemic was at its height, some schools 
relied on Regulation 72(1) of PCR2015 to extend their 
contract without tendering. However, it would be difficult 
to justify the use of this regulation now the pandemic is 
in its second year.

If the school’s contract is below the PCR2015 
threshold, I would recommend that schools review their 
contract to see what’s possible. They should consider 
their own internal financial regulations and guidance 
from the Academies Financial Handbook (where 
applicable) as to what sort of contract extension is 
appropriate without running a new tender process.
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What should schools and contractors 
be considering so they can provide 
some form of permanent meal 
provision in the next academic year?
Schools will be aiming to maximise the numbers who 
can have meals within a social distancing environment, 
and contractors are doing their best to accommodate 
this, including:
• staggering lunches, but this can spill over into 

lesson times
• having a rotation system whereby different years have 

a hot meal in the dining area on different days, with 
a cold packed lunch delivered to the remaining year 
groups in their classrooms, and

• hot delivery boxes for classroom consumption.
Contractors who have a few schools in a small area 
are setting up ‘hubs’ whereby meals are cooked in 
one location and then transported via hot boxes to 
schools. This minimises labour costs, which can then 
be spread across all schools in the ‘hub’, thus reducing 
overall costs.

If a school is looking to start a new 
catering contract, what else should 
they consider as part of the tender?
I would recommend considering whether they want to 
provide their own ‘pandemic clauses’ in the agreement, 
which enables not only this pandemic to be dealt 
with but anything like this in the future. It also ensures 

that those who bid on your tender are clear about 
your expectations and can’t impose their own terms. 
Ultimately, those clauses can be usurped by government 
guidance, but in the absence of that guidance, you and 
your contractor are clear on expectations.

Is there evidence of schools 
wanting to terminate their contracts 
early because they want to pursue 
alternative arrangements?
Yes, there is a small but growing number of schools 
considering bringing their operations in-house. 
However, this should be considered carefully because 
there are lots of challenges and issues to being in-house, 
including:
• significantly reducing your buying power
• a difficulty keeping on top of regulatory, legislative 

and training requirements, and
• a lack of staff absence cover. 

Info

1 For more information on the CIPS programme, and how it is funded, visit https://isbl.org.uk/Training/Specialist-Training/
CIPS-Award-for-School-Business-Professionals.aspx

2 www.gov.uk/government/publications/procurement-policy-note-0220-supplier-relief-due-to-covid-19
3 www.gov.uk/government/publications/procurement-policy-note-0420-recovery-and-transition-from-covid-19
4 PCR2015 (Public Contracts Regulation 2015): https://assets.publishing.service.gov.uk/government/uploads/system/

uploads/attachment_data/file/560272/Guidance_on_Light_Touch_Regime_-_Oct_16.pdf

“Schools will be aiming to maximise the 
numbers who can have meals within a social 
distancing environment.”
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OUT WITH THE OLD, 
IN WITH THE NEW?
Paul Beavis, Education & Product Specialist from 
SCOMIS, discusses how schools can adapt, explore and 
harness some of the system improvements achieved 
through the pandemic.
The COVID-19 pandemic has accelerated the adoption of 
new technologies in education and altered the assumption 
by some that schools will always be slow to change.

At the beginning of the pandemic, many schools were 
merely using technology to distribute resources and allow 
students to submit work for assessment. At that point, 
the prospect of delivering live (synchronous) learning 

whilst supporting students’ learning asynchronously 
seemed daunting. However, the need for online learning 
has forced schools to re-evaluate the ways in which 
they work.

Many took advantage of Department for Education 
(DfE) funding to commission a learning platform such as 
Microsoft 365 or Google Workspace to a set of baseline 

Paul Beavis

“Modern learning platforms have been specifically designed to be 
collaborative and intuitive to use.”
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configuration standards. This provided a minimum set 
of cloud tools to deliver distance learning via a web 
browser in an engaging and manageable way.

Certainly, the combination of delivering both on-site 
and remote learning has been challenging. Many 
discovered that the trick to this hybrid learning was to 
exploit the digital tools to the best effect – without 
causing huge increases in workload – and those willing to 
embrace transformation discovered that former barriers 
to change were not as onerous as originally perceived.

Modern learning platforms have been specifically 
designed to be collaborative and intuitive to use, making 
them less ‘clunky’ than the virtual learning environments 
of old. Creative use of digital classroom tools allows 
resources to be created, adapted, repurposed, and shared 
in a matter of seconds, making it relatively effortless 
for teachers to distribute work electronically, give 
meaningful feedback, and monitor students’ progress.

Automated workflow and notification processes 
minimise administration, allowing teachers to be in 
control of their classes and students to be on top of their 
studies. Furthermore, pre-created internet resources can 
be quickly incorporated into virtual lessons, reducing 
duplication of work and reimbursing teachers with 
precious time.

Many have realised it’s still possible to foster 
teamwork between students and staff while operating 
in a hybrid environment. As staff have become more 
familiar with the technology, virtual live-streamed 
lessons have evolved to include a higher level of 
interaction with greater social communication. In some 
cases, lessons that previously worked well face to face 
had to be adapted to keep students engaged within 
the virtual environment because, unlike a physical 
classroom, it’s far easier for students to disengage, 
be distracted, or fail to comprehend topics unnoticed. 
Splitting content into bite-size chunks with polls and 
quizzes incorporated into them checks understanding 
and ensures learning is taking place.

The creative use of shared documents, portfolios, 
virtual classboards, and chat tools has enabled students 
and teachers to interact despite being isolated from 
one another. Many educators have been surprised to 
discover that when sufficient levels of interaction were 
incorporated into virtual lessons, remote learning could 
be just as personal, engaging, and socially connected as 
learning in a traditional classroom.

The way forward
Not only do learning platforms manage and deliver 
lessons remotely, they also help schools communicate 
and collaborate in new and different ways, allowing 
them to focus on high-quality teaching, targeted 
academic support, personalised learning, and student 
wellbeing. Consequently, many schools are now 
considering to what extent they wish to revert to their 
pre-COVID-19 operating practices.

New ways of communicating include virtual assemblies, 
virtual parents’ evenings, virtual staff rooms, and virtual 
(staff supervised) playgrounds. Facilitating virtual events 
(and allowing staff to work from home whenever 
possible) has improved parental engagement as well 
as work-life balance. However, not all households have 
access to an internet-enabled device, so, in future, some 

schools are considering allowing stakeholders to use 
devices on school premises to participate in online events.

The pandemic has definitely widened the disadvantage 
gap. Strategies such as further embedding of learning 
platforms with after-school blended and flipped1 
learning, where remote and digital platforms support 
face-to-face classroom teaching, are going to be vital in 
spanning the attainment divide in years to come.

Making a broader range of digital tools and resources 
accessible will greatly assist students with independent 
and supported learning, and exploitation of artificial 
intelligence and data analysis tools in learning platforms 
will allow for quick diagnostic assessment and instant 
automated feedback, further assisting in bridging the 
gap. Continued engagement from parents (albeit at a 
lower level) with their child’s learning will also be vital 
in supporting students to catch up.

For many, COVID-19 has given the impetus to adopt, roll 
out and exploit the functionality of education technology 
tools and digital learning platforms. Post COVID-19, it’s 
likely that blended and flipped models of teaching will 
continue to contribute to minimising teacher workload 
whilst improving student outcomes. 

“Making a broader range of 
digital tools and resources 
accessible will greatly assist 
students with independent and 
supported learning.”

Info
1 While often defined simplistically as schoolwork done at 

home and homework done at school, flipped learning is an 
approach that allows teachers to implement a 
methodology, or various methodologies, in their classroom.
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HOW SAFE ARE 
SCHOOL TRIPS?
Justin Smith, Managing Director of Inhouse Safety, explains 
whether school trips can be on the calendar for the rest of 
this academic year and what will be required to manage any 
possible educational visit.
At the time of writing this article in March, the management 
of COVID-19 controls for educational visits is very simple, 
with the Department for Education (DfE) guidance, 
entitled Schools Coronavirus (COVID-19) Operational 
Guidance and issued in February 2021, stating that they 
are advised not to be taken.

Now that we have entered the Government’s ‘Roadmap 
to Recovery’ with the full reopening of schools, it is 
inevitable that attention is turning towards educational 
visits because these are an important part of school life. 
When schools returned in September 2020 after the 
summer lockdown, educational visits were being 
encouraged, but generally, schools decided not to 
undertake them because of the risks associated with being 
outside the COVID-secure environment of a school.

So, when are schools likely to be 
able to undertake school trips?
From 12 April, outdoor hospitality venues such as zoos and 
theme parks were allowed to open. However, school trips 
were not allowed because restrictions on organised  

Justin Smith

“Now that we have entered the Government’s 
‘Roadmap to Recovery’, it is inevitable that 
attention is turning towards educational visits.”
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gatherings and social distancing remained, meaning 
venues could only cater for household groups.

From 17 May, assuming the conditions are still met, 
further easing of limits with regard to how many people 
can meet outdoors will occur, allowing groups of up to 
30 people and the ‘rule of six’ indoors. Any venues 
catering for schools will not be able to exceed this 
guidance unless the DfE creates some exemption for 
school bubbles, so this could therefore prove 
problematic for some schools to arrange trips for large 
year groups.

Before 21 June, the Government will be reviewing the 
social distancing measures that have been introduced 
to make a decision about what will happen after this 
date. If social distancing measures are further reduced, 
it will be much easier for schools to practically undertake 
educational visits. However, this will leave only three or 
four weeks before the end of term to undertake them. 
It is expected that guidance on trips will be issued before 
this date so that schools can begin to plan.

What about residential trips?
Back in November 2020, the DfE issued a statement 
saying that it hoped residential trips could begin after 
Easter, if the scientific data supported this. However, 
this was issued before the third wave. Looking at the 
‘Roadmap’, the earliest that hotels/hostels can open 
fully will be 17 May, but again, the restrictions posed by 

the ‘rule of six’ may prove problematic for schools. 
June 21 will be more appropriate.

The detailed timeframe means that there is not 
enough time to organise and arrange trips until the new 
school year in September. The industry has submitted 
proposals to the DfE seeking clarification and guidance 
on resuming outdoor activities within the country, but at 
the time of writing, no response has been forthcoming.

When trips occur, what precautions 
do we need to take?
An educational visit will need to be covered by the 
school’s COVID-19 risk assessment. The hazards of virus 
transmission will need to be considered in the context 
of being away from the school, and any chosen 
controls will need to be reasonable and in line with 
any guidance available.

Prior to the trip you should:
• ensure that the people on the trip are not ill with 

COVID-19 symptoms
• ensure any pupils showing symptoms do not go
• have extra staff on standby in case those going on 

the trip test positive, otherwise the trip would have 
to be cancelled

• minimise transmission risks by not allowing pupils 
from different year-group bubbles to attend the 
educational visit, and

• ensure the school has adequate insurance cover.

The risks associated with travel to the venue also need 
to be considered. Risks can be reduced by:
• using school transport – i.e. a minibus
• using a private-hire coach company with appropriate 

COVID-secure controls in place, including ensuring 
that drivers are free from symptoms

• the wearing of face coverings as per government 
guidance, and

• not using public transport at peak times or via 
busy routes.

Furthermore, the risks associated with venues should 
be considered and assessed, as follows:
• each venue must provide details of how it will keep 

its visitors safe during the pandemic
• consider only using outdoor venues in the first 

instance, and
• ensure that sufficient toilet and handwashing facilities 

are present to allow the pupils to maintain personal 
hygiene on site.

Finally, when on the trip, the following controls can 
be implemented:
• plan for additional handwashing breaks during the 

day and use of gel stations
• ensure there is a secure location for pupils to eat their 

lunch away from others
• maintain social distancing with others where practicable
• follow guidance on face coverings when in enclosed 

spaces, and
• follow the COVID-secure rules of the venue, for 

example one-way systems.

The above advice is not exhaustive and will be subject 
to any changes in the government guidance issued. 
However, following these rules and regulations will 
work towards offering pupils educational visits in the 
near future. 

“An educational visit will need 
to be covered by the school’s 
COVID-19 risk assessment.”
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Schools are finding themselves in an increasingly competitive environment 
and it is often the responsibility of staff with no marketing experience 
to promote them to prospective families. Emily Richards, Founder and 
Director of The Stickman Consultancy, outlines what marketing activities 
are the most effective and why.

Marketing plays an essential role in raising your school’s 
profile and stimulating pupil applications. Choosing 
where to focus your marketing efforts, however, can be 
daunting and knowing how to generate results from 
your endeavours even more so. Therefore, look to keep 
things simple by focussing on fewer marketing activities 
and do them well. It is worth prioritising the following 
three activities:

1. Word of mouth
Word of mouth is an incredibly powerful marketing 
channel for most schools, with a large proportion of 
parents hearing about a school on the ‘friends and family 
grapevine’, which they see as the most trusted source of 
information. Acknowledging the power of this, schools 
should find ways to harness this advocacy so that their 
parent body can be great ambassadors for the school.

One simple idea is to ask parents to refer a friend. 
Families who have recently joined the school 
(e.g. Reception or Year 7 parents) are a good place to start 
because they are likely to be excited and enthusiastic 
about joining your school community and spreading the 
word. Approach them in person and ask them about their 
initial experience and who they might know who would 
be a great fit for your school – a parent at their former 
nursery, a neighbour or family member – and if they’d be 
happy encouraging them to visit the school.

2. Visibility in your community
An obvious but commonly overlooked marketing activity 
is being visible around your catchment area. Never make 
an assumption that all those families who are eligible to 
apply for a place at your school are aware that it exists, 
or that they know anything about who you are and what  

THREE ESSENTIALS OF 
PUPIL RECRUITMENT

Emily Richards
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Healthy relationships with your catchment area 
nurseries and primary schools will help to ensure your 
school is known and is ‘front of mind’ in conversations 
with parents who are considering their child’s next step. 
These nurseries and primary schools will only have an 
interest in building a relationship with your school if you 
can show them that it will benefit their children and/
or strengthen their engagement with their parent (and 
prospective parent) community. Therefore, be sure to 
make this clear to them.

For example, they will be interested to know how their 
former children are getting on at your school. These 
pupils will be perfect ‘examples’ of why that particular 
nursery or school’s provision gives children an excellent 
foundation on which to start at your school. With 
families’ permission, pupils who attended the nursery or 
primary school could be encouraged to talk about what 
they loved about it and how this has helped them with 
their transition to your school.

Follow these three affordable, simple and effective 
steps and you will be well on the way to a successful 
marketing strategy for your school. 

you do well. To what extent is your presence really 
known outside the street or village you are in?

There are many ways of creating your school’s 
visibility but, more than ever before, prospective parents 
are ‘digital first’ in their initial investigations about any 
school. They will spend a significant time finding out 
about you online before picking up the phone or visiting 
in person. Your online presence is therefore crucial in 
creating a positive first impression. Ensure that what 
parents find is accurate, up-to-date and user friendly for 
attracting pupil applications.

3. Nursery/primary school liaison
It’s important to think about the pathways that the 
children who enter your school take. For example, even 
if your school has its own nursery, chances are there will 
be a number of children who come from other childcare 
settings. So, how do the parents of these children find 
out about the primary schools in the area? How do they 
know which they can choose from in their application 
and what leads them to place one as first choice over 
another? Much of this information will be from other 
families (word of mouth) but their child’s nursery will be 
a trusted source of advice and knowledge.

Recruiting new pupils for your school can be difficult. 
ISBL has partnered with The Stickman Consultancy to 
offer ISBL members 20 per cent discount on an online 
pupil-recruitment marketing course for primary schools. 
For information on the 3-Step Framework to Building 
an Awesome Pupil Recruitment Marketing Plan visit 
https://isbl.org.uk/Training/Training-courses/
Marketing-e-learning-(Primary-recruitment).aspx

“Word of mouth is an incredibly powerful marketing channel for most schools, with a 
large proportion of parents hearing about a school on the ‘friends and family grapevine’.”

“There are many ways of creating your school’s 
visibility but, more than ever before, prospective 
parents are ‘digital first’ in their initial investigations 
about any school.”
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