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EDITOR’S LETTER

LETTER FROM
THE EDITOR
Bethan Cullen

We start the new academic year with renewed optimism.
The success of the national vaccination programme has
allowed us to turn a corner in the effective control of the
virus, but this is no time to be complacent: over the next
12--18 months, the world will feel the full effect of the
pandemic, including positive impacts.
The experiences of lockdown allowed education
leaders to explore, test and learn from remote
learning technologies and flexible working
arrangements. Many of these alternative approaches
have now seen accelerated adoption, with many
schools incorporating more technology, including
its use to facilitate agile working. You can read more
about these new approaches in the article from James
Barron at Forbes on page 38.
The pressures of the last 18 months and the advent
of improved technology across schools have also
driven a desire for colleagues to maintain a better
work/life balance. Wellbeing is becoming a central
component for employees deciding on their employer
of choice. So, can having a ‘Wellbeing Champion’
make a difference in your school? On page 41, we
take a closer look at the work taking place at Inspire
Education Trust.
Having spoken to SBP colleagues, we know that
many school leaders are now expecting an increase
in flexible working opportunities. Staff and talent
retention is critical to our system, and if more flexible
arrangements result in a reduction in attrition, this is
surely a very positive outcome. The article on page 27
by Timewise looks at the options for flexible working
in the education sector and offers practitioners access
to training being made available through DfE funding.
Flexible working can also help access to the
profession across a wider candidate pool. This in turn
helps support ISBL’s commitment to improving equality,
diversity, and inclusion (EDI) within the school business
profession. In an insightful article on page 4, ISBL’s CEO
Stephen Morales sets out the work we have undertaken
so far and our EDI plans for the future.
Part of this work included an ISBL-hosted
roundtable with Professor Paul Miller from
Educational Equity Services, involving practitioners
and school leaders, with the aim of sharing lived
experience and highlighting ways to make our
education system a more inclusive one. Read more on
this fascinating subject and access the link to watch
the roundtable recording on page 21.
ISBL is pleased to be able to continue to support
schools through the extension of the School Resource
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Management Adviser (SRMA) programme, for which
we are the main national supplier. These system leaders
are predominantly school business professionals who
have been recruited to share their technical expertise,
knowledge, and experience. Learn more about the role
of the SRMA, joining the team or requesting an SRMA
visit for a supportive review on page 14.
For educational leaders, there has not been enough
time to fully reflect on the impact of the pandemic,
so we hope that you will be able to pause and join us
at our first in-person national conference in over two
years. We will consider how SBPs continue to be the
architects of solutions who are resourcefully leading
change. For more details, see page 30.
We look forward to meeting with you, personally,
in the coming months.
Bethan Cullen
Operations Director

isbl.org.uk

CHIEF EXECUTIVE COLUMN

04

WORD FROM THE
CHIEF EXECUTIVE
Stephen Morales discusses equality, diversity
and inclusion: ISBL’s commitment to this critical
societal issue.
In 2019, ISBL conducted a survey into the School
Business Professional (SBP) workforce.1 A sobering
statistic emerged showing that only three per cent of
the circa 1,000 SBPs’ research sample had a racially
diverse background.
In an attempt to further understand the underlying
cause for this low level of representation, we
commissioned Dr Fiona Creaby to carry out further
research.2 This research included a series of qualitative
interviews with education professionals from the racially
diverse community and resulted in a series of moving
accounts of lived experiences.
We published these findings just a few months before
the murder of George Floyd, but it was this tragic event,
and the movement that ensued, that was the real catalyst
to push this agenda forward with other sector bodies.
In May 2020, the Institute (ISBL) began to host regular
equality, diversity and inclusion (EDI) meetings with key

isbl.org.uk

Stephen Morales

education sector leaders including the most senior figures
from NAHT, ASCL, CST, NGA, The Chartered College,
and the Independent Schools Council. It transpires that
each organisation has been doing important work but
that there had been little coordination across these key
organisations. The group therefore resolved to coalesce
around a statement of intent that sets out both the
sector’s commitment to EDI and the various specific
activities being undertaken by each body.

“It is so important that we keep this conversation
going and we use outputs and findings to effect
urgently needed and rapid change.”
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EDI statement of intent3 purpose
This is a public statement by organisations working in
the education sector to demonstrate their commitment
to playing their part in acknowledging the issues and
furthering equality, diversity and inclusion in schools
and trusts by taking action. We are working in a number
of ways: independently, together, and through our
networks and others’. Signatories will hold each other
to account for delivering on these aims and will be held
to account by our respective members and stakeholders.
By being transparent about our actions, we want to give
confidence to pupils and families, staff and leaders, and
those governing that we are learning, listening, and
acting on their concerns and ambitions for equality,
diversity and inclusion. The progress and impact of these
commitments will be reviewed every 12 months and an
updated statement published.

National EDI roundtable
The sector leaders’ EDI focus group also felt it would
be appropriate to convene a roundtable discussion,
framed by ISBL’s research, to share lived experiences,
explore existing strategies, and use the platform to
launch the statement of intent. Professor Paul Miller, the
leading academic authority on EDI education leadership,
was invited to attend and offered some reflections about
the event.
“The roundtable was anchored in the first
recommendation of the 2020 report Exploring Ethnicity:
School Business Leadership in England, which was produced
by Dr Fiona Creaby. It is a sign of ISBL’s openness to act
on research evidence and recommendations.
“The roundtable event, arranged over three unique
but overlapping sections, was designed to allow the
different groups of speakers to build on the foundation
established by the previous.
“Having the ‘lived’ experiences and personal stories at
the start was as instructive as it was cathartic, affirming
and underpinning the need for much more work in
anti-racism within and across institutions and, indeed,
underlining the timeliness of the roundtable.
“It was encouraging to hear about the ‘grassroots’
organisations that SBPs are leading and/or are
otherwise involved with.

“The evidence from institutions was helpful in
reassuring SBPs that leaders were not only aware
of structural and institutional racism, but some were
engaged in tackling it.
“We hope to encourage ISBL’s network of leaders/
institutions to write up anti-racism ‘impact’ or ‘activity’
case studies that can be shared widely across our
membership. We hope this will be particularly
instructive for other institutions not so advanced in their
own journey.”

Next Steps
Professor Paul Miller cautions that ‘impact’ case studies
should be measured from the perspective of the
intended recipients and not from the perspective of the
‘doer’. Therefore, any claim of ‘impact’ of anti-racism
initiatives needs to be judged by racially diverse staff
and not institutional leaders.
The intention is to reconvene this roundtable group
next year to evaluate the impact of the various activities
and strategies described during this event. It is so
important that we keep this conversation going and we
use outputs and findings to effect urgently needed and
rapid change.

You can read more about the roundtable event on page 21.
If you would like to view the roundtable, then visit
www.youtube.com/watch?v=ICRjGeck75Y

1 ISBL School Business Professional Workforce Survey
Report 2020.
2 ISBL Exploring Ethnicity: School Business Leadership in
England Report 2020.
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3 Statement of action and commitments on equality, diversity
and inclusion in education, June 2021: https://isbl.org.uk/
documents/165334.2126599Statement%20of%20
action%20and%20commitments%20on%20EDI%20in%20
education%20June%202021_FINAL_100621_2.pdf
4 www.gov.uk/government/publications/the-report-of-thecommission-on-race-and-ethnic-disparities
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PROFESSIONAL
DEVELOPMENT ADVICE

During the last year, online learning became a necessity, and many people who
avoided it in the past discovered that it could work for them. Online learning
has many benefits, including allowing you to access professional development
courses at a time that suits you rather than waiting for a location near you.
With many training providers shifting their provision permanently online as a result of the pandemic, ISBL shares some tips for embracing
online learning and using it to help you develop.

1. Treat an online course like a ‘real’ course
When it comes to online learning, you need to be disciplined to
sit down and say “I am going to work on this” as well as having
the dedication to actually follow through. You can create your own
flexible timetable, but you can’t put it off indefinitely.

2. Hold yourself accountable
Set goals at the beginning of the course and check in with yourself
weekly. It’s up to you to make sure you’ve allotted enough time to
complete the work so you’re not starting an assignment the day
before it’s due.

3. Practice time management
The flexibility to create your own schedule is great, but that
freedom can also be detrimental if you do not have solid time
management skills. Without them, you might easily find yourself
cramming before sessions or handing in mediocre assignments.

4. Create a regular study space and stay organised
Set up a dedicated learning environment for studying.
By completing your work there repeatedly, you’ll begin to
establish a routine. Experiment to discover which location
and environment boosts your productivity.

5. Eliminate distractions
From Netflix and social media to dishes piling up in the sink, you’ll
be faced with many distractions that can easily derail your studies.
The best online students know how to lessen these distractions
and set aside time to focus.
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6. Figure out how you learn best
Not everyone learns the same way, so think about what types
of information help you best grasp new concepts and employ
relevant study strategies. Brew your usual cup of coffee, put on
your go-to playlist, and do whatever you need to get into the zone
and down to business.

7. Actively participate
Participate in the course’s online forum to help you better
understand course materials and engage with fellow learners.
Make sure you are checking in as often as you can, and if you
do feel yourself falling behind, speak up. Don’t wait until an
assignment is almost due to ask questions or report issues.

8. Engage with others
Online classes may sometimes make you feel like you are learning
on your own, but this couldn’t be further from the truth. Most online
courses are built around the concept of collaboration, with tutors
actively encouraging learners to work together to complete
assignments and discuss lessons. Build relationships with other
learners by introducing yourself and engaging in online discussions.

“Online learning has many benefits, including
allowing you to access professional
development courses at a time that suits you.”

isbl.org.uk
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ROLL OF HONOUR

Congratulations to the following members who have become ISBL Fellows:
Rebecca Beaver, Business & Resource Management Consultant, RBMA Consultancy, East Midlands.
Rachael Botley, School Business Leader, Townsend Church of England School, St Albans.
Carla Bradshaw, Independent Consultant, Orange House Consultancy Ltd, Newport.
Lee Hughes, Chief Financial Officer and Director of Finance and Business Operations, Peterborough
Diocese Education Trust, Peterborough.
Lee Miller, Deputy Chief Executive Officer, The Thinking Schools Academy Trust, Kent.
James Nicholson, Chief Financial Officer, Academies Enterprise Trust, London.
Ian Ship, Director of Finance and Commercial Services, Hive Education Trust, London.
Sharon Thorp, Trust Business Manager, Stephen Sutton Multi-Academy Trust, Burntwood.
Ben Waterman, Chief Financial Officer, Outwood Grange Academy, Wakefield.

The following members have successfully achieved their Certificate in
Strategic Educational Leadership (C14):
Theresa Allotey, Chief Operating Officer at Westminster Academy, London.
Sharon Carlyon, Chief Operating Officer at Inclusive Multi Academy Trust, Watford.
Tracy Jackson, Chief Financial Officer at Inspire Partnership Multi Academy Trust and Ethos
Academy Trust, Wakefield.
Claire Milne, School Business Leader at Colham Manor Primary School, Hillingdon, London.
David Newman, Director of Finance and Operations at Poole High School, Poole.

The following members have successfully achieved their Level 7 Certificate in School Finance and
Operational Leadership (C19):

Dawn Boyes, Head of Finance Business Partnering
at United Learning Trust, Peterborough.
Helen Child, Regional Business Leader –
North at E-ACT, Northern Region.
Rebecca Everitt, Senior Finance Officer at
Ethos Academy Trust, Leeds.
Emma Harrison, Chief Operating Officer at Bishop
Chadwick Catholic Education Trust, Sunderland.

Chris Nellist, Business Manager at Barnwell Academy
Trust, Sunderland.
Tracey Shackley, Operations Director at West Lakes
Multi Academy Trust, Egremont, Cumbria.
Lorraine Whitfield, Cluster Business Manager at Beckfoot
Allerton Primary School & Beckfoot Thornton School, Bradford.

The following members have successfully achieved their Level 7 Certificate in School Finance and
Operational Leadership (C20):
Lucian Boyd Harte, Director of Finance & Operations at
Chelsea Academy (A Science Academy), London.
Michael Burke, Director of Finance and Administration at
The Elmgreen School, London.
Martin Cunningham, Director of Finance & Operations at
Leathersellers’ Federation of Schools, London.
Malcolm Johnston, School Business Manager at St Mary’s
Church of England Academy, Mildenhall, Bury St Edmonds.

Ali Larcombe-Fish, Chief Operating Officer at
GEP Academies, Guildford.
Jon Newman, Chief Finance Officer at Osprey Learning Trust,
Teignmouth, Devon.
Tracy Rose, Chief Financial Officer at Believe Engage
Succeed Trust, Bury St Edmonds.

The following members have passed their End Point Assessment with ISBL for the School Business
Professional Apprenticeship (SBPA):
Marie Adams, Business Manager at The George Eliot School.
Joanne Allan, School Business Manager at Norton Canes
Primary Academy.
Cat Barwick, School Business Manager at Broadacre &
St Nicholas Primary Schools.
Joanne Gott, Senior Administrator at Birstall Primary Academy.
Carolyne Jones, School Business Manager at Buckstones
Primary School.

Wendy Midgley, School Business Manager at Frederick
Holmes School.
Aasiyah Mohammed, Senior Administrator at Cleves
Primary School.

ON
THE MOVE
The latest detail on colleague changes…
Susan Hill has retired from her role as
Business Manager at St Mary’s C of E
Primary School, Moston.
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Dr David Palmer has retired from his role
as Director of Finance and Resources at
Wycombe High School.
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HELPING YOU BUILD
BACK BETTER
Tanya Arkle, Deputy Director, Schools Resource Management
Division, outlines the support available to school business
professionals to get the best value from all their resources.

isbl.org.uk
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Tanya Arkle

The Department for Education (DfE) and Education
and Skills Funding Agency (ESFA) recognise the vital
role of school business professionals (SBPs) and their
teams in helping the sector overcome the extraordinary
challenges the pandemic presents. As the new school
year begins, we want to ensure SBPs and other school
leaders have the right support to achieve best value from
all their resources, making every pound count towards
pupils’ education.
With this goal in mind, we have developed a suite of
tools and resources to support excellent school resource
management (SRM). These focus on various aspects
of schools’ finances including non-staff costs, digital
support, workforce spend, support for governors, and
understanding your data.
• Teaching Vacancies,1 the Government’s free, national
jobs listing service, is available to save schools money
and deliver quality candidates. Four in five schools
have now signed up to the service, and thousands of
jobseeking teachers are visiting each day.
• The EdTech Demonstrators programme2 helps
schools and colleges get the most from their digital
resources, providing access to free, expert advice on
educational technology.
1 https://teaching-vacancies.service.
gov.uk
2 https://edtechdemo.ucst.uk
3 www.gov.uk/guidance/benchmarkyour-schools-financial-data
4 https://viewyourdata.education.
gov.uk
5 www.gov.uk/guidance/find-adfe-approved-framework-for-yourschool
6 www.gov.uk/guidance/goodestate-management-for-schools
7 www.schoolresourcemanagement.
co.uk/resources

Info

8 www.gov.uk/government/
collections/schools-financialhealth-and-efficiency
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• The Financial Benchmarking Service3 and the View
My Financial Insights4 tool help schools
benchmark their finances against other similar
schools and identify possible areas for investigation
and improvement.
• A growing number and range of buying frameworks5
are available to help schools save time and money on
regular purchases, and the Good Estate Management
for Schools (GEMS)6 guidance supports schools in
managing their buildings and land more efficiently.
• Finally, we are supporting SBPs’ professional
development through a pilot bursary for the CIPFA
Diploma in School Financial and Operational
Leadership and a CFO Mentoring programme.
A series of webinars7 focused on Integrated Curriculum
Financial Planning have been made available, which
we are looking to build on in the future.

“We have developed a suite of tools and resources
to support excellent school resource management.”
Many of you will be familiar with the School Resource Management Advisers
(SRMA) programme. SRMAs are accredited experts providing free, handson support and advice on all areas of school resource management. SRMA
deployments are available to all schools, so if you would like a visit, please
contact us via the enquiries service. You can access this service via the SRM
collection page.8
We are committed to continuously improving our offer to SBPs and schools
and would welcome your feedback on the tools and support described
above. We are also keen to publish more case studies to share examples of
the excellent, innovative ways that schools and trusts have used these and
other tools to help them generate savings to reinvest in their schools. If you
have an example to share or would like to send us some feedback, please do
contact us at: portfolio.srm@education.gov.uk.
We are here to help everyone ensure every pound counts towards the
education of our pupils. They deserve nothing less from us.
To find out more about our offer, please visit the SRM collection page.8

isbl.org.uk
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THE SUCCESS OF THE
SRMA PROGRAMME

The Department for Education’s School Resource Management Adviser
programme is being extended for a further three years. Three of ISBL’s
advisers discuss the impact of the programme so far and the key areas
all schools should be considering for a successful future.
School resource management advisers (SRMAs) are specialist
school business professionals (SBPs) who support academy trusts
and local authority (LA) maintained schools to ensure they have the
best possible resource management, developing evidence-based
recommendations that the organisation can take forward.
The SRMA programme (2018–2021) saw eight supplier
organisations contracted by the Department for Education (DfE) to
recruit and supply SRMAs. ISBL became the only national supplier,
with approximately 100 SRMAs being accredited in the ISBL team so
that they could help improve school systems and finances by sharing
their expertise and good practice with SBP colleagues experiencing
challenging times.
During the past three years, our SRMAs have visited almost every
type of school, from small LA primary schools of fewer than 100
pupils, to single-academy trusts (SATs), large multi-academy trusts
(MATs), faith schools, and university technical colleges (UTCs).

isbl.org.uk

As Rebecca Beaver, Resource and Business Management Adviser for
RBMA Consultancy, explains, these visits have been for a variety of
reasons, including because the school “received a financial notice to
improve letter from the DfE or perhaps because a trust was looking
to expand and the DfE needed to understand if they had systems or
capacity in place to manage that growth. Recently, however, we have
also offered leadership support through the pandemic, and feedback
has been very positive, with SRMA support saving some trusts weeks
of research and time.”

“During the past three years, our SRMAs
have visited almost every type of school.”
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The positive outcomes of these visits has resulted
in the DfE setting aside £7 million to extend the
programme to ensure a team of up to 200 SRMAs are
available to provide support. The tender outcomes were
announced in June 2021, and ISBL is the largest supplier
of two who were awarded a contract to supply SRMAs
over the next three years. The new contract starts this
month (September), whereby ISBL will be looking to
recruit and train further SRMAs in order to supply 150
accredited people to the sector.

Impact of the programme
During the past three years, how have SRMAs, through
this system leadership role, helped schools optimise
their resource management?
Debra Moore, School Business Leader at Ancaster
Church of England Primary School, has “provided
information on available grants, offered help and
advice on evidence-based governance, advised on
accurate budget setting and monitoring, and looked
at training for finance staff, staffing restructures, energy
efficiencies, contract management, and integrated
financial planning (ICFP).”
A supported ICFP review is the focus of an SRMA’s
work, ensuring money is used in the best way possible
for positive pupil outcomes, as Rebecca explains.
“We look at a school’s budget and evaluate if the
spend in each budget line is appropriate in the current
circumstances. Sometimes, money allocated in
those budget lines hasn’t altered in years in relation
to changes in pupil numbers or needs, or staff
requirements, so reviewing these can help inform the
effective and efficient use of the money, enabling funds
to be moved elsewhere to address a current issue.”
Andrew Blench, who runs the School Business Partner
consultancy, agrees with Rebecca. “SBPs need to use
and consider ICFP and also have several versions of their
budget – the one they send to the LA or Education &
Skills Funding Agency, the worst-case scenario budget,
and one in the middle. If they have their eye on the
worst-case scenario budget, then there is a better chance
that situations can be rectified if necessary.”
However, Andrew is mystified that some schools
only have a one-year school improvement plan (SIP).
“Schools do a three-year budget, so they should have a
three-year SIP and cost it out. They need that integration
and foresight.”
As another pair of eyes advising on school resource
management, Debra, Rebecca and Andrew often share
what other schools have done to be more effective,
encouraging SBPs and the wider school leadership team
they work with to be brave with their decision-making, as

Andrew explains. “SBPs are the only non-teachers on the
senior leadership team so, sadly, are not always listened
to and their skills not always tapped into. By showing
what has worked well in other schools like theirs, our
visits encourage SBPs to make their voice heard.”

Governor advice
Of course, the governors/trust board are key personnel
involved in the running of a school, and part of an
SRMA’s visit is talking through the hurdles of budget
monitoring and explaining how important it is for them
to understand the information given to them.
“A governor’s responsibility is to be as efficient and
effective as possible whilst enabling the school to
continually improve in providing the best education
possible within the budget,” explains Debra. “My work
has involved advising the governors/trust board about
becoming evidence-based, ensuring that the information
they receive supports their decision-making. I have also
explained about the importance of minutes being recorded
accurately to avoid issues being missed and having to be
revisited, which can have an impact on financial outcomes.”
“Looking at governance is incredibly important,”
agrees Rebecca. “Where you have schools not
performing as well as they could be or spending a high
amount of money, there will often be a correlation that
the governors perhaps aren’t as confident as they could
be about finance. Governors always step into the role
with good intentions for the community and a desire to
afford positive change. However, there is a need to have
financial knowledge, especially around the requirements
of the Academy Handbook, so, if necessary, we advise
about relevant training for them to understand ICFP,
financial reporting and auditing.”

Rebecca Beaver

Debra Moore

Andrew Blench

Help for governors
ISBL has issued joint guidance with the National Governance Association
and other sector leaders that aims to improve the effectiveness of school
leadership by developing mutually supportive and respectful working
practices between those leading and those governing schools.
You can download the guidance from: https://isbl.org.uk/documents/
094721.6309905What-we-expect-NAHT.pdf

If you would like to find out more about becoming an SRMA and the
support and training that ISBL provides, visit: https://isbl.org.uk/SchoolBusiness-Member-Services/SRMA.aspx
Alternatively, email SRMA@isbl.org.uk for an application form and with
any questions.

Income generation
While all the talk has been about better resource management, income generation is an important consideration to help
schools balance the budget. There is obviously the letting of school facilities for community use, but our three SRMAs are
keen for SBPs to think outside of the box and explore different avenues. The following are just some of their suggestions.
• Involve the community, local businesses, and any nearby military establishments in fundraising or sponsorship, being
specific as to what you would like sponsored or would use the money for.
• Explore grant-funding opportunities.
• If your school building(s) are spectacularly attractive or historical, consider approaching a TV/film location company who can use
them for what could be a substantial fee.
• Explore whether you can put solar panels on your roof(s) to create your own electricity.
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Don’t wait for a new-new minibus
Purchase your new-used vehicle ready for September
Join the 100’s of schools that have bought with confidence
from Castle, the UK’s only RAC approved minibus dealer
All vehicles come with:
9 82 point check
9 MOT and Service
9 12 months RAC warranty and roadside assistance
9 12 months Safety Inspections
9 Free Logo and Livery
9 Free nationwide delivery

Need to fill a gap while you wait for a new-new vehicle?
All our used minibuses are available for 12-month hire.

Call us today on 01869 253744 or visit www.castleminibus.co.uk
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MEET THE BOARD
ISBL has published its new blueprint -- a statement of intent -- for the
next three years. Stephen Lester MBE, FISBL, Chair of ISBL’s Trustees,
Education Consultant and School Resource Management Adviser,
provides an overview of our governance approach and its members. >
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Stephen Lester

The success of ISBL, as with all charity organisations,
depends heavily on the strength and robustness of its
governance structures and calibre and expertise of its
trustees. This is particularly important for us as a sector
body acting as the guardian of professional standards
and ethical practice.
ISBL has grown from humble beginnings some
20 years ago, characterised by the informal gathering
of bursars, to the national institute status we now
enjoy. We sit alongside a list of highly respected
professional bodies that have served their respective
sectors for generations.
As the organisation has matured, so has our approach
to governance. We have moved away from a purely
stakeholder model to a more professional diverse group
of trustees. ISBL’s Board of Trustees now comprises
academics, former senior civil servants, and lawyers,
as well as experienced, respected front-line school
business professionals (SBPs) from a variety of phases,
settings and regions.

“We need a highly competent group to
help steer the organisation through complex
decision-making.”
We recognise that as a sector we can always do more in
terms of ethnic diversity, but although ISBL already has a
number of racially diverse practitioners on both our Board
of Trustees and our Advisory Panel, we continue to work
closely with our partner networks, including BAMEed,
ABBLed and DiverseEd, to improve representation.
Governance is often seen through a compliance lens,
and whilst this is an important aspect of the trustees’
role, we are very keen for our trustees to help shape
ISBL’s strategy, to scan the horizon for new opportunities
and to bring understanding of the policy landscape we

isbl.org.uk
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operate within. Therefore, ISBL’s Advisory Panel and
special interest groups also provide the organisation
with an important finger on the pulse of the profession.
They help the executive and the board shape and
recalibrate our services according to need and in
response to any pressure points in the system.
Additionally, we have three patrons who are highly
respected professionals with a national profile for their
work as head teacher, university researcher and academic,
and national association specialist, respectively.
Whilst enthusiasm and commitment are important
ingredients for any potential trustees, we also need a
highly competent group to help steer the organisation
through complex decision-making and a rigorous charity
sector accountability framework. We have worked hard
to ensure all trustees possess the skills, experience, and
qualifications to fulfil the role. Perhaps one of the things
we expect above all else from our trustees is that they
put the interests of the charity before their own.
Another key facet of our trustee board is having a
range of lengths of service. This allows experienced
trustees to take leadership positions, such as chairs and
vice-chairs of committees, with newer trustees bringing
their fresh ideas.
We recently decided to increase the size of ISBL’s
Board of Trustees to broaden expertise and build
capacity. At the end of 2020, we sought applications for
new trustees from our membership and were delighted
by the quality and number of applicants. We undertook
rigorous assessment and agreed we could have
appointed up to seven well-qualified and high-calibre
trustees. However, we judged this as too much growth
at once so decided to appoint four new trustees at this
time: Helen Burge, Dr Stephen Rayner, Mike White, and
Jonny Coates. The Board of Trustees has therefore been
expanded from 9 to 13 members.
We will continue to review our trustees’ skills,
experience and capacity against our current and future
strategic needs and anticipate further new trustees being
appointed in due course. If you are interested, please
look out for notices.
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Our Patrons

New Board members

Val Andrew

Helen Burge

Val worked in corporate and commercial
finance as an education-based
finance professional in the mid 1990s.
During her 25+ years in the education
sector, she was an adviser, a practising
school business manager and leader,
and a School Business Leadership specialist representing
the profession nationally.
Val ‘retired’ in 2018 and is now an independent
consultant supporting SBPs. She is also a trustee on the
board of The Robert Carre Trust.
An early advocate of the National College for School
Leadership (NCSL), Val has supported the delivery of
professional development for SBPs for many years,
more recently as DSBM Programme Manager for Best
Practice Network.
An honorary ISBL Fellow, Val was awarded the CEO’s
Award for exceptional services to the SBP profession
in 2018.

Helen was appointed Deputy Chief
Operations Officer for The Priory
Learning Trust in February 2019, having
worked for more than 16 years as an IT
lecturer and then within school business
leadership in private and state primary
schools. Helen became an ISBL Fellow in November
2017. She is the leader of the Somerset School Business
Leaders ISBL regional group and is on the Advisory Panel
for ABBLed. Helen has achieved her Advanced Diploma
of School Business Management and the L7 CIPFA School
Financial and Operational Leadership qualification.
She was awarded the ISBL CEO Award in November 2020.

Dr Robin Bevan
Robin was appointed head teacher
at Southend High School for Boys, an
‘outstandingly successful’ school, in
September 2007. In February 2018,
he was elected national vice-president of
the Association of Teachers & Lecturers,
retaining this role, through amalgamation into the NEU,
until 2020. He is now National President of the NEU.
Robin has a strong commitment to evidence-based
practice, applying educational research into the classroom
to enhance learning. He completed his doctorate at the
University of Cambridge in conjunction with the ESRC’s
Teaching & Learning Research Programme and is a
founding fellow of the Chartered College of Teaching.

Elizabeth Wood
Elizabeth recently retired from UCL’s
London Centre for Leadership in
Learning where she was a senior lecturer
and was involved with the development
and leadership of an MBA in Educational
Business Leadership (International).
Prior to this, she was a founder member of the
International Educational Leadership Centre, Lincoln
University, joining in 1995 as the senior administrator.
Elizabeth worked with the NCSL to co-design and
pilot the CSBM and piloted the DSBM. She has also
been a member of the Training and Development
Agency’s School Business Managers’ Development
Group and worked with the TDA as a School Business
Management Consultant. She is a member of the DfE’s
SBPs’ interest group.
Elizabeth has undertaken various SBP research
projects and surveys and contributed to the ISBL School
Business Professional Workforce Survey Report, 2020.

“Governance is often seen through
a compliance lens.”
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Jonny Coates
Jonny comes from a financial services
background and became an SBP at a
small primary school in Newcastle in
2010. He is now Director of Business
and Finance at Tanfield School and
Capital Projects Coordinator across
the Eden Learning Trust. In 2020, he was awarded
the annual Tanfield Glass in recognition of hard work
and improvements made to the school. Jonny is also
a governor and is working towards the CIPFA L7
qualification in Financial and Operational Leadership
and Management.

Dr Stephen Rayner
Stephen is Director of Teaching and
Learning at the Manchester Institute
of Education. He has worked in, and
with, schools for more than 30 years as
a teacher, senior leader and education
adviser. Stephen has been a governor
of several schools and clerk to the governors in a
sixth-form college. In his local authority work, he advised
governing bodies on the appointment of more than
20 head teachers. In 2020, Stephen contributed to
sessions on school business leadership at the Schools
and Academies Show and the ISBL Conference. He is
joint editor of a special issue of the journal Management
in Education on school business leadership (April 2021).

Mike White
Mike is the Financial Controller at Bartley
Green School in Birmingham, having
previously been a chartered accountant
in the private, not-for-profit, and charity
sectors. With little knowledge about
school funding when he joined the
education sector in 2012, he attended a well-established
regional SBP group (now the Birmingham Association
of School Business Management, BASBM). In 2013,
he was invited on to the ESFA’s Academies Finance &
Assurance Steering Group, subsequently chairing one
of the working groups responsible for reviewing returns
submitted by academies.
Mike was vice-chair of BASBM until 2018 and still
contributes to group discussions. He has also been an
academy representative on Birmingham Schools Forum
since 2013.
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RECOGNISING

SAFETY EXCELLENCE
Our service is always bespoke to you

WE�BESPOKE�EVERY�
MENU�ESPECIALLY�
FOR�YOU�

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.

Relish-OPS (Operating & Procurement System)
is our groundbreaking, market-leading
technology. Why is it groundbreaking? Because
we genuinely bespoke each and every menu to a
school, and every recipe fully complies with the
School Food Standards (SFS) and all HACCP
related legislation, whilst also managing all
allergen and special dietary requirements. Please
visit YouTube and in your search add “Reli-Food
Menu Bespoking” for a demonstration.

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

HR Solutions
(GB) Limited
Established in 2005

Quote from Tanya Flinders,
Operations Catering Manager,
the Spencer Academies Trust
“We have full responsibility for our menus
and with the support of the Relish-OPS
technology, we are able to tailor and
create a different menu for each individual
school in accordance with the School
Food Standards and HACCP guidelines.
Additionally, without Relish and their RelishOPS technology, we would have struggled
to prepare for Natasha’s Law in October.
However, now, we’re well and truly ready.”
To find out more about our bespoke menus,
or if you need help to prepare for
Natasha’s Law, visit:
https://relishschoolfood.co.uk/
E: info@relishschoolfood.co.uk
or call: 03300 240016

Specialists in Education
•
•
•
•
•
•
•
•

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

www.hrsgb.com | info@hrsgb.com | 01522 751999
HR Solutions (GB) Limited, Nettleham House,
East Street, Nettleham, Lincoln, LN2 2SL
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A SECTOR
FOR ALL
As part of ISBL’s ongoing commitment to improving
equality, diversity and inclusion within the school business
profession, Stephen Morales, Chief Executive of ISBL, and
Professor Paul Miller from Educational Equity Services
hosted a virtual roundtable involving practitioners and
sector leaders with the aim of sharing lived experiences and
learning more about important work being done across the
sector to make our education system a more inclusive one.
The roundtable discussion on 25 May offered four
education professionals the opportunity to talk about
the realities of being a leader of colour. A group of
trust leaders also set out their equality, diversity and
inclusion (EDI) strategies and described the impact
it was having on their settings. The final perspective
was offered by representatives from a number of
sector bodies outlining the work of their respective
organisations in supporting members and relevant
stakeholders to effect positive change.
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Each of the aforementioned practitioners have
experienced discrimination at some point in their lives.
Cheryl Campbell, Business, Finance and Operations
Director at Thomas Tallis School in London, and Founder
of ABBLed (Association of BAME Business Leaders in
Education), and Lorna Legg, head teacher in a small
village primary school in Devon, both experienced
injustice during their school years. “I was the only Black
person in a class of 30 at a small, private secondary
school, having to suppress my culture to try and fit in,” >
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Stephen Morales

Professor Paul Miller

LEADING SUPPORT SERVICES

says Cheryl. “In 1991, I experienced an overtly racist
incident from a school friend but didn’t tell my parents
because I didn’t want to rock the boat. When I left school
at 16, I was told that I had had a wonderful time in school
but needed to learn how to survive in a white world.”
Being from a mixed-race parentage caused Lorna
problems with her peers. “When we lived in Northampton,
I went to a large junior school that was diverse, and I was
happy. Then we moved to a village and I became aware
there was something different. My hair was really big and
my skin colour was different to everyone else’s. I even
used to scrub my knees to try and make them lighter
because the kids would pick up on that.”

Discrimination at work
Sadly, the workplace hasn’t proved much better.
Jamaican-born Sandy Tomlinson came to the UK in
2001 and first experienced racial discrimination when
applying for a job in the banking sector, in which she
was highly qualified, and then again when working in
a hotel. Her hopes that the education sector would be
different were dashed when she did her Certificate in
School Business Management.
“I was the only Black person in the cohort, but that was
fine because I thought I would learn from the others there.
However, I soon realised that was not going to happen.
No one talked to me. I didn’t think it was to do with the
colour of my skin – I thought it was because I wasn’t a
qualified SBP and they didn’t want to associate with me.”

22

It didn’t improve once Sandy became an SBP.
“I remember one occasion when a builder said he
did not wish to take instructions from a Black woman.”
These experiences all happened while working,
but getting a job in the first place has proven difficult
because of discriminatory recruitment. Nigeria-born
Abi Agidee-Adekunle, who is currently CEO, Accountant
and Resource Management Consultant, School
Resource Management Adviser and adviser to various
institutions and organisations, went to a top Nigerian
university to study accounting and became one of
the top earners in the country. When she came to the
UK on a spouse visa, she had no experience of being
discriminated against.
“I would register with agencies but they would make
my education in Nigeria a problem or would say they
didn’t know if I could use Word or a fax machine. I would
go back with certificates but there was always another
excuse. I was also told my surname was too long and I
needed to shorten it. I said no.”
Unconscious bias has also been a big part of
recruitment, as Sandy explains. “Recruiters will look to
see where people are from, and the applications from
ethnic minorities are put aside. They don’t even look at
your education and experience. The colour of your skin
should not determine whether you get a job or move up
a pay scale. I am tired of the subtle discrimination that is
out there. There is a lot of work to be done but it can be
achieved with the right mindset.”

The national perspective
As schools strive to encourage more equality within their leadership teams, national associations are also
committing to creating a better culture of inclusion. Therefore, representatives from NAHT, Confederation of School
Trusts (CST), National Governance Association (NGA), Independent Schools Council (ISC), ASCL, and the Chartered
College of Teaching joined the roundtable to provide an insight into the work being done at a national level.
All organisations agreed that as well as recognising the lack of diversity at leadership level in schools, more
needed to be done to improve diversity within their own workforces and on improving training around EDI so that
staff felt confident to support their members in this area.
• Within NAHT, two new member networks have been
formed – the Leaders for Race Equality Network, and
the LGBT+ Network – with further networks in the
pipeline. The association is also hoping to host the
first EDI member conference later this year.

look at how schools can develop a more inclusive
culture around legal and compliance issues,
improving the recruitment of diverse staff and
governors, training staff, governors and parents,
and providing teaching and curriculum resources.

• Four strands of work within CST are looking at
(1) racial diversity at board level, (2) raising awareness
of colleagues’ experiences and devising policies
around inclusive environments, (3) understanding
the barriers for Black teachers to progress to
leadership positions, and (4) capturing the
best practice in the sector and exploring the
connections between diversity, social justice and
powerful knowledge.

• ASCL has established networks for female, racially
diverse and LGBT+ members, which are helping to
raise awareness of issues affecting these groups,
and is looking to establish a network of EDI coaches
to support the next generation of diverse leaders.
Information for members on how to encourage and
embed EDI in their schools and colleges through
fair and transparent recruitment, and developing an
inclusive culture, has also been published. Improving
the diversity of its own Council and developing its
own approach to inclusivity as an employer are also
being reviewed.

• NGA is continuing to look at improving diversity
at board level, work that started in 2018 with
the Everyone on Board campaign. Despite slow
progress, the organisation continues to work with
boards and is also working with staff and pupils to
establish a whole-school inclusive culture.
• ISC has created an Inclusion and Diversity Group,
and its 30 members have met four times so far to
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• Finally, the Chartered College of Teaching has
engaged in racial training for all staff, is reviewing
how to recruit diversity to its own teams and Council,
and is reviewing the speakers it invites to events so
they are more diverse.
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“Unconscious bias
has been a big part of
recruitment.”

You are not alone

Institutional strategies and impacts
So what can be done in your school to eliminate discrimination? Antonia Spinks, co-CEO
and Director of Education at the Pioneer Educational Trust in Berkshire, Catherine Anwar,
CEO of the Summit Learning Trust in Birmingham, and Barbara Grant, People Strategy
and EDI lead at the Academies Enterprise Trust, offered ideas that they had implemented,
which SBPs could try in their schools. These included:
• organising professional development
opportunities, including a women’s
leaders seminar

• providing leadership coaching
and mentoring for people from
under-represented groups

• implementing quality impact
assessments on HR policies

• creating diverse governing bodies/
trust boards

• establishing equality, diversity and
inclusion (EDI) committees
comprising executive and senior
leaders, governors, trustees, business
leaders, and volunteers from the wider
staff body

• creating programmes around
disability, race and ethnicity,
gender equality, sexual orientation,
and gender identity, and
• providing a wide range of material
around inclusion for staff to access.

“Sharing best practice is powerful. This is just the start.
We need to keep momentum going.”
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As part of the NAHT group of Leaders
for Race Equality, an e-book
entitled ‘You Are Not Alone: Leaders
for Race Equality’ has been written,
which shares the personal stories
of 14 leaders in education from
Asian, African, Caribbean and other
backgrounds, all who experienced
discrimination and had to prove
themselves at every step of the way to
their leadership career.
ISBL encourages members to read the
book to understand the issues facing
Black, Asian and minority ethnic teachers
and leaders and to help raise awareness
about racism and discrimination.
You can view the e-book at: https://
naht.org.uk/News/Latest-comments/
News/ArtMID/556/ArticleID/1018

Summing up the two-hour roundtable,
Stephen Morales said it was
“very moving and insightful to listen
to practitioners’ experiences” and
thanked the trust leaders and national
associations for sharing their important
work and helping to support the
ongoing conversation. “Sharing best
practice is powerful. This is just the
start. We need to keep momentum
going,” he concluded.
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AdEPT
Education
Leading Technology Provider
for Schools & Academies
Bundled Managed Services,
Communications and Audio Visual for
Added-Value and Enhanced Integration
across the School.

By bundling all your essential tech services and
solutions with us you benefit from:

 Essential online safeguarding tools such as
filtering, antivirus and firewalls are all a
requirement for schools.
 Increasingly, schools are saving costs by moving
their communications to the Cloud, with hosted
VoIP and Cloud-based texting platforms.

•

Greater value – the more you subscribe to, the
better value and cost-savings we can give.

•

Just one number to call – the more solutions you
have in one place, the fewer accounts you need to
manage and remember.

•

Peace of mind – With over 30 years’ experience
and 4,000 schools connected, we are a reputed,
reliable supplier.

•

Effective technology – Our solutions are
designed-for-schools based on school
requirements including internet filtering,
connectivity, VoIP, IT support, SIMS services, WiFi,
CCTV, audio visual, remote backups and more.

•

Frameworks – Our products and services feature
across a range of government-approved, education
frameworks.

 AV is a staple of the modern classroom,
offering innovative, exciting teaching and learning
experiences for staff and student alike.
Where all of these services are being deployed in
schools, not often are they all secured via one proven,
education-focused and approved supplier. AdEPT
Education have 30 years’ experience providing
cost-effective services that are now in use by over 2
million users across 4,000 schools nationwide.

VoIP

Help & Support

Filtering

WiFi

Connectivity

Audio Visual

For more information or to discuss your requirement in more detail please get in touch.

01689 814700
enquiries@adept.co.uk

www.adept.co.uk/education

AdEPT Education
are proud to
partner with:

Audio Visual and Hardware
As technology becomes more commonplace, it’s important that schools benefit
from the latest and best the industry has to offer. AdEPT Education partner with
a select number of education-focused audio visual and hardware partners to
ensure you can get the right equipment for your schools and classrooms.
The right technology can hold attention spans, save time, allow for new
resources and learning experiences, scale, and excite the classroom for all
involved, what’s more, It might not be as expensive as you might think.
We can offer affordable leasing arrangements that give your school the best
the industry has to offer at education-friendly pricing. To talk with us about any
audio visual or hardware requirement, however big or small. Please don’t hesitate
to get in touch.

Streamline your
onboarding process
and enhance
employee engagement
0845 370 3210
sales@frontiersoftware.com
www.frontiersoftware.com
OFFICES IN AUSTRALIA, INDIA, MALAYSIA,
NEW ZEALAND, PHILIPPINES, SINGAPORE AND UNITED KINGDOM

27

LEADING SUPPORT SERVICES

A SPRINGBOARD
FOR CHANGE
Following the explosion in flexible working during the
COVID-19 pandemic, forward-looking employers are
building on their lockdown learnings and considering a
wide range of flexible options. Muriel Tersago, Principal
Consultant at Timewise, explains how schools can take a
proactive approach and do the same.

Muriel Tersago

It’s no secret that recruitment and retention are ongoing
challenges in schools. Long hours, ill-defined and expanding
workloads, and better-paid alternatives are all contributing
factors. It’s also clear that a lack of flexibility plays its part,
especially for those in teaching roles; many secondary school
teachers reduce their hours when they leave the profession,
and 46 per cent of career breakers say that the lack of flexible
and part-time opportunities is a barrier to returning.1
As a result, while there are a number of part-time teachers,
particularly in primary schools, the numbers lag behind
the national figures. Department for Education (DfE) data
suggests that 20 per cent of secondary school teachers
worked part-time in 2019 compared to 26 per cent of the
workforce as a whole;2 and ONS data has shown that only
3 per cent of heads work part-time compared to 13 per cent
of directors and managers across the general workforce.3 >

“Schools with high proportions of staff working part-time tended to adopt a proactive approach
towards flexible working rather than responding to requests on an ad hoc basis. This included
issuing an annual request to teachers asking for any requests to change working patterns in the
next academic year. School leaders then checked whether they could make teachers’ requests
fit with timetabling and staffing before negotiating with staff.”
Source: NFER, Part-time teaching and flexible working in secondary schools, 2019.
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This was an issue before the pandemic, but now, with
attitudes towards flexible working experiencing an
unprecedented shift, it’s all the more critical. In the world
outside schools, more and more employers are planning
to offer staff more flexibility,4 and according to the TUC,
82 per cent of workers want to take up some form of
flexible working.5 If the profession wants to persuade
talented people to opt for a career in education, it needs
to increase flexible opportunities.

Can barriers be overcome?
There are a variety of reasons why part-time and flexible
roles aren’t encouraged within many schools. There is a
sense that only a finite number of arrangements can be
managed, and a fear of opening the floodgates. There is
also a perception that it’s (only) available for those with
family commitments, and the lack of senior role models
makes it appear unachievable for leadership roles, not
to mention complexities around timetabling and staffstudent ratios.
There is no magic wand to make these challenges
disappear entirely, but a growing number of schools are
successfully overcoming them. In Huntingdon School in
York, approximately half of the teachers work part-time,
including members of the SLT, and staff turnover is
seven per cent.6 Other examples of successful flexible
working include United Learning Group7 and White
Meadows Primary School.8
While COVID-19 was an immensely challenging time
for schools, it also triggered a renewed focus on
wellbeing and provided opportunities to work
differently (such as virtual meetings, parents’ evening
and CPD), as well as highlighting the benefits of carrying
out some tasks from home. Many schools are now
looking at retaining, and building on, these learnings
going forward.
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Flexible working: three things to consider
Our advice is to use what you have learned and take a proactive, wholeschool approach to start the shift towards more flexibility across different
roles. That means thinking about flexibility differently and getting staff to
contribute to the solution.
A good place to start is to decide what your strategic imperatives are,
what your main drivers for expanding access to flexible working are, and
what outcomes you are seeking to achieve. Once these have been defined,
these three steps should help you move forward positively:

1.

Understand your flexible status quo. How many part-timers do you
already have, and what other arrangements (formal and informal) exist
within your staff body? How are these split across departments and
seniority levels? And what’s the demand for different kinds of flexible
working among your staff? Involving a cross-section of staff in a working
party to explore the options is a sensible approach to take.

Set your parameters for change. It’s important to be clear that different
2. options
work in different roles, and that while you can offer fairness

of opportunity to have some flexibility, you can’t guarantee the same
arrangement for everyone. It’s also worth setting an expectation that
staff will share the responsibility for making flexible working work within
their teams rather than leaving it all to leaders and HR.

that part-time isn’t the only option. Some staff might want to
3. Remember
work full-time but need a bit of extra time in the mornings to drop their own
children at school. Others might just be keen to complete their planning,
preparation and assessment (PPA) at home. Sometimes, small tweaks will
be enough, and there are a number of solutions, such as chunking PPA time
or moving pastoral time, which can support a bigger change.

There is no question that offering more and better flexible working will
help schools tackle the twin issues of recruitment and retention, as well as
delivering a happier, healthier workforce. If this has encouraged you to get
started, take a look at the resources we have created to help schools design
and deliver flexible working.9

1 www.nfer.ac.uk/teacher-retention-and-turnover-researchresearch-update-3-is-the-grass-greener-beyond-teaching
2 https://assets.publishing.service.gov.uk/government/
uploads/system/uploads/attachment_data/file/855933/
teacher_workload_survey_2019_main_report_amended.pdf

Timewise is hosting a DfE-commissioned webinar
this autumn to help school business leaders learn
more about flexible working. Registration for the
event is as follows:

3 https://timewise.co.uk/article/building-flexibilitysecondary-schools
4 www.bbc.co.uk/news/business-56972207
5 www.tuc.org.uk/news/tuc-research-reveals-emerging-classdivid-who-gets-flexible-working

IMPLEMENTING EFFECTIVE FLEXIBLE WORKING
PRACTICES FOR SCHOOL LEADERS

6 https://timewise.co.uk/article/school-half-teachers-parttime-how-they-make-it-work

Webinar for Heads: Tuesday 05 October at 10am
(90 minutes)

7 https://unitedlearning.org.uk/news/flexible-working-a-keysolution-to-recruitment-and-retention

Registration link: https://us02web.zoom.us/
webinar/register/WN_26CDBtCAStKtWGpdUURoIg
Webinar for School Business Professionals/HR:
Wednesday 06 October at 10am (90 minutes)
Registration link: https://us02web.zoom.us/
webinar/register/WN_5FQJ_iziRV-jbG8BxGAiNg
Webinar for Governors/Trustees:
Tuesday 12 October at 2pm (60 minutes)
Registration link: https://us02web.zoom.us/
webinar/register/WN_6Dxiyb0FRkaRL2iyuehfqw

isbl.org.uk

Info

8 www.redbridgeeducationpartnership.co.uk/case-studywhites-meadow-primary-school/?utm_source=rss&utm_
medium=rss&utm_campaign=case-study-whites-meadowprimary-school
9 https://bit.ly/2U3VBBG

Timewise is a flexible working consultancy, helping employers design
innovative workplace solutions. There are other providers in the
market, so ISBL recommends you research the market thoroughly before
committing to any advice/solutions.
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Group Energy Buying for
a sustainable future
As an Approved Partner for ISBL, Powerful Allies is
proud and delighted to launch a revolutionary new
energy buying service called TogetherZero which
allows MATS, Academies and Schools of all sizes to
benefit from the economies of Group Energy Buying
whilst delivering electricity contracts from 100%
Renewable sources at Zero added cost.
With hitherto unseen levels of transparency and
clarity, TogetherZero guarantees Best Value through
full and open competitive tender, fixed price
contracts to provide cost certainty and consumption
monitoring to enable schools to identify and
reduce waste.

What next?
If you are interested in knowing more about
TogetherZero, or the extensive range of energy
buying services offered by Powerful Allies for MATS,
Academies and Schools, please contact Charles Barker
on charliebarker@powerfulallies.com, or call 01380
860196. Our website, www.powerfulallies.com also
includes a schedule of school clients and client
comments, plus details of the many Professional
Associations for which Powerful Allies is an
Approved or Recommended partner.

When compared to existing Local Authority
Procurement Baskets, TogetherZero sets entirely new
standards reflecting the need for demonstrable low
prices whilst reducing carbon emissions. A unique
solution for a sustainable future.

Key features

TogetherZero

Local Authority Procurement Baskets; Laser,
Crown Commercial, WME, ESPO, YPO etc

All electricity from 100% Renewable Sources at Zero added cost
Transparent Competitive tender between leading OJEU Approved suppliers
Clear and concise Demonstrable Best Value comparisons
Fully inclusive energy pricing, excluding only VAT and CCL
Energy rates fixed for the duration of the contract
Accurate budget calculations and forecast consumption
Invoices direct from supplier
Free energy monitoring and reporting
On site energy reduction audits
Free entry to the Schools Carbon Challenge 2020

Please email Powerful Allies to register your interest in
togetherzero@powerfulallies.com

TZ1
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RESOURCEFULLY
LEADING CHANGE
This year’s ISBL national conference is set to see an explosion of
professional discussion as we gather to share experiences and
collectively consider the inevitable and significant change set to come
post the pandemic.

isbl.org.uk
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With the pandemic having sent a shockwave through the
world, we are still feeling the aftershocks as everyone
recalibrates to the new normal and welcomes and
adapts to the significant and progressive change that has
occurred across our working practice.
School business professionals (SBPs) have been the
architects of solutions throughout the crisis, leading
the developments required to see the agile switch from
face-to-face learning delivery to remote and hybrid
solutions, ensuring education as a front-line service has
remained open, while growing and adapting throughout
the pandemic.
This year’s conference will provide the opportunity
for SBPs to look ahead at what the future of education
requires and offer a necessary pause for colleagues to
reflect on their strategic priorities. Much has changed
as we emerge into the new academic year and consider
our strategic planning and the effective use of school
resources to ensure the best possible outcomes for the
pupils we serve.
Many schools have seen their ancillary income
significantly disrupted, and this may take time to
stabilise and recover. The Secretary of State for
Education made an announcement in April this
year indicating multi-academy trusts were the
preferred route and schools should be considering
more formal collaboration. The new early years
foundation stage (EYFS) will commence this autumn and
will see a greater focus on play and an emphasis
on language development.
As SBPs, you will be considering all of the above
while also contemplating the impact on your biggest
asset – your people – and how the crisis has made
everyone reassess their work-life balance and the
opportunity for a more flexible approach to both learning
and working practice.
Many school leaders will be anticipating that requests
for flexible retirement or working could significantly
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“This year’s conference will provide the
opportunity for SBPs to look ahead at what the
future of education requires.”
increase at the start of this term, given that colleagues
have had time to reflect over the summer.

Programme content
This year’s programme has been specifically developed
to help SBPs look ahead at what the future challenges
may be and consider how these issues can be navigated
or mitigated.
We are delighted to be able to offer a wealth of
renowned specialist speakers who will help delegates
contemplate their approach to these perceived
challenges. Speakers include Jaz Ampaw-Farr, who will
speak about how an individual’s impact is far wider than
they can ever imagine. She will take delegates on >

isbl.org.uk
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“We are delighted to be able to offer a wealth of renowned specialist speakers who
will help delegates contemplate their approach to these perceived challenges.”
colleagues, whether because of capacity, costs, or
remaining concerns. Therefore, our event will provide
virtual or physical attendance to suit your needs.
As we enter this new phase of education delivery in the
UK, school leaders will need to consider the most effective
use of their resources, and we recognise that attending
events must demonstrate increased value for money.
Having now successfully delivered two live, in-person
test events over the summer, in Taunton and
Portsmouth, we are confident that we can deliver
high-quality content in a safe and engaging
environment, and feedback from delegates at these
events confirms this.
a transformational journey around leading themselves
and others into bravery, increased impact, and greater
influence – skills that will be required as we all approach
the world post the crisis.
The conference will offer 16 workshops, all responding
to the topics described in this article and led by either
ISBL Fellows who can offer real-life good practice, or
sector specialists who will be working with an SBP to
develop the content to ensure it speaks to the needs of
the SBP audience. Our workshops include:

“So nice to get out of my hutch and meet others and have
healthy debate and discussion on moving the sector forward.
The landscape for education has shifted again, and we need
informed managers and leaders to help the sector transition
to where it needs to be – ISBL is helping enormously to
facilitate this.” Denise Gommo, Huish Academy Trust
“I found it so useful to take some ‘time out’ to really help
with planning for our trust and to network and share best
practices.” Jo Walters, Kaleidoscope MAT

• ICFP and contingency planning, led by Andrew
Hamilton, FISBL and ISBL School Resource
Management Adviser.
• Attracting and developing future talent through
transformational performance management, led by
Karen Greenwood from BlueSky Education.
• Developing a risk management framework, led by
Alison Moon, FISBL.
• A new era of technology: embracing change and
developing future opportunities, led by Neil Limbrick,
FISBL.
To access the full programme and the complete list of
workshops, visit www.isbl.org.uk/National-Conference.

Hybrid delivery
We are creating conference opportunities that once
again allow rich discussion facilitated and inspired by
leading sector specialists through panel discussions and
evidence-based, practitioner-led workshops.
We recognise that while we have high demand to
attend in-person events, this option may not suit all

Book your place
There is high demand from our members to return to in-person events, and
we already have 150 delegates booked to attend this event, so don’t delay
booking because we are limiting attendance this year to just 250 delegates
to allow social distancing for everyone’s assurance.
Visit www.isbl.co.uk for full details of our conferences and events.

isbl.org.uk

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 these 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.
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The Most Efficient School Network
You’ll Never Have To Buy
Enables secure remote learning, staff collaboration
& communication and working on the go
Our Secure Wide Area Networks require no upfront equipment costs and are included as standard
with the Schools Broadband award-winning Network Security & Filtering Service. We specialise in:

Fast, Secure & Reliable Internet Connections
Network Security & Backup Services
Web Filtering & Online Safeguarding
School Telephony

Trusted By nearly 2000 schools & MATs

Contact us to see how
we can help your school

01133 222 333

info@schoolsbroadband.co.uk
Follow us on Twitter
@SchoolBroadband

Supports
Your Cloud
Migration

SERVICES 4 SCHOOLS Ltd (S4S)

Named:

‘Best School
Business Support
Provider 2021’

Specialists in Business and
Leadership Support for
Schools and Academies.

by Midlands
Enterprise Awards

If you’re looking for support that takes the worry out of school management, look no further!
Our team of experts and highly motivated experienced educational professionals are available to assist
education and business leaders with sound strategic and school improvement advice, specialist
reassurance and operational support. Expert guidance is also available on legal compliance, financial and
technical aspects of setting up a free school or growing a Multi-Academy Trust.
Whether you’re looking for on-site, remote or hybrid support, we can help you with flexible packages, that
can be tailored to meet your needs;

HR
Consultancy
& Staff
Mental Health
& Wellbeing

Finance
&
Internal
Audit

Safeguarding
&
Attendance
Schools
Health &
Wellbeing

ICT
Data
Management

Payroll & HR
Transactional

Data
Protection
School
Improvement

Governance
&
Governor
CPD

(GDPR)

To find out more about how we can help you and your school/academy/trust, contact us;
Tel: 0333

772 1272 - Option 2

Email busdev@services4schools.org.uk
Website www.services4schools.org.uk

‘Enabling you to Educate’
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IS INTERNAL SCRUTINY
FOR YOU?

With the change in the Ethical Standard for Auditors, meaning external
auditors could not provide internal audit, many trusts have reviewed
their internal audit this year. The Academy Trust Handbook reinforces
the need for a wide-ranging, risk-based approach to internal scrutiny and
highlights the role of the Audit and Risk Committee. Sarah Chambers,
Education Services Senior Manager and Internal Assurance Lead at
Cooper Parry, looks at the requirements of the handbook, the options to
meet them, and what good practice looks like.
1. Requirements of the handbook1
EMBRACING RISK MANAGEMENT: internal scrutiny
should cover financial and non-financial controls.
Trusts must take a risk-based approach focusing on the
suitability of, and compliance with, controls. Starting
with the risk register, also consider recommendations
from your external auditors and any Education and Skills
Funding Agency (ESFA)/Strategic Resource Management
Adviser (SRMA) reviews. Change – in systems or in your
trust – is another source of risk.
Historically, trusts often focused on financial controls,
but they are now expected to have a wide view of
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all risks – including strategic, operational, and
reputational risk – and the programme of internal
scrutiny should address them.
WHO DECIDES WHAT TO DO: the Audit and Risk
Committee (ARC). It may be combined with another
committee (often the Finance/Resources Committee)
unless your trust income is more than £50m, in which
case you must have a dedicated committee.
TIMING: the programme must deliver coverage
over the year.
IMPACT: it should deliver insight on the effectiveness
of controls and offer recommendations to address
weaknesses. >

isbl.org.uk
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2. Options to meet the requirements:
The handbook states that the following can deliver
internal scrutiny:
• in-house internal auditor
• bought-in service from a firm, organisation, or
individual with professional indemnity insurance
• non-employed trustee, or
• peer review by the chief financial officer of another
academy trust. The trust must have a good standard
of financial management and governance, the peer
reviewer must be independent, and the basis for
taking this route should be minuted.

36

Employees cannot be members of, and the chair
of trustees should not chair, the ARC. The committee
can be completely independent of the board, or board
members can be supported by additional committee
members recruited to the ARC; this hybrid model can
work well. The presence of board members ensures
that the ARC stays on track with the needs of the trust,
and the introduction of independent individuals adds
perspective and acts against group thinking. The senior
leadership team (SLT) and, ideally, the internal auditor
should attend to add insight and context.
CYCLE OF REVIEW: It is important that you start the
work early and review the programme in-year. If risks
have faded or new ones have come to the fore, flex the
programme. Always refer to earlier recommendations
and check whether they are implemented.
Case Study: Trust X agreed the work for the year in the
autumn ARC meeting, based on the risk register and an
assessment of mitigations. The senior leadership team
(SLT) agreed dates for the year with their advisers to enable
them to report back to the ARC each term. Work was
planned in December, February, and April. Each meeting
considered the findings and reviewed progress against prior
recommendations. By the end of the academic year, the
work programme was complete, the annual summary for the
ESFA was prepared to support the statements in the trustees’
report, and the next year’s plan was drafted.

The above options may be combined, auditors
should be members of a relevant professional body,
and trustees and peer reviewers should have
qualifications in finance, accounting or audit, and
appropriate internal audit experience. The reviewer
must also have the sector knowledge, skills, and
experience to analyse the information available and
make appropriate recommendations.
Finally, when organising your internal scrutiny, you
should consider availability and independence. The use
of trustees and peer reviewers is less common because
it can be hard to find available peers/trustees with the
right experience, so most trusts use a bought-in service.

3. What best practice looks like
COMMITTEE MAKE-UP: Some trusts are required to have
a separate ARC because of their size, whereas some,
although smaller, elect to do so, and others combine it with
their Finance/Resources Committee. Adding planning and
reviewing internal scrutiny work to already full agendas
can make meetings unworkable, so having the separate
ARC provides time and independence.
1 www.gov.uk/guidance/academies-financial-handbook/
part-3-internal-scrutiny
2 www.gov.uk/government/publications/academy-trustfinancial-management-good-practice-guides/internalscrutiny-in-academy-trusts#internal-scrutiny-options

Info

The Academy Trust Handbook can be viewed at:
www.gov.uk/guidance/academies-financial-handbook/
academy-trust-handbook-2021

isbl.org.uk

TOPICS FOR REVIEW: you must ensure your risk register
is updated and make an explicit link with the internal
assurance plan. Consider also referring to the ‘Internal
scrutiny in academy trusts’ ESFA good practice guide.2
You also need to get the right person for the job and
ensure the work is scoped in detail so that everyone
knows what will be done and how it will address the risks.
Case study: Trust Y’s top three risks in terms of impact
and likelihood were budgeting, data management, and
safeguarding. The trust engaged a financial auditor to review
budget process and plans, a separate specialist GDPR
consultant to review data processes, and a third safeguarding
specialist.

With some of the larger trusts we work with, we have
found that they want to maintain a regular check on
key financial controls to give trustees assurance over
the integrity of management information, which,
after all, is the basis for decision-making. This is
then supplemented with reviews of other risk areas,
provided by the most appropriate specialist. This may
mean taking a pick-and-mix approach, using different
specialisms, to gain assurance over the bigger picture
of your trust’s activities. Talk to your advisers and
peers to see what can be done.

Cooper Parry is an ISBL Approved Partner.
There are other organisations in the market
providing legal services, so ISBL recommends
you research the market thoroughly before
committing to any advice/solutions.
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SBC Regional Buying Hubs

Supporting local procurement collaboration
to save money and create greater efficiency
DIRECT AWARD

VIRTUAL PROCUREMENT
OFFICER

MINI COMPETITION

CONTRACT AND PROJECT
MANAGEMENT

FULL TENDER

FREE PROCUREMENT
HELPLINE

Visit our website and meet your regional Client Manager:
schoolsbuyingclub.com

contact@schoolsbuyingclub.com

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

HES
YO U R O N E - S TO P E D U C AT I O N S E R V I C E P R OV I D E R
I N E A S T LO N D O N & E S S E X

We offer a wide range of support services in the area of:
• Leadership and Governance
• School Improvement and Curriculum
• Facilities, Technical and Asset management
• Administration and Finance
• Pupil and Staff Wellbeing
• Brokerage of additional services not available from our in-house teams
PROUD SILVER AWARD WINNERS AT THE
NATIONAL CUSTOMER EXPERIENCE AWARDS 2019

www.hes.org.uk

support@hes.org.uk

01708 431 561

@HES_orguk
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TIME TO EMBRACE
AGILE WORKING

James Barron, Senior Associate at Forbes Solicitors, explains
how schools can gain an advantage by embracing agile
working post-pandemic and how this can be dealt with in
the school environment.
There is no strict definition of agile working, but it is
commonly thought of as a type of flexible working that
gives employees the chance to work from a place of
their choosing, whether that be at school, at home or
other locations.
When thinking about these types of working patterns,
there are commonly three arrangements that happen
with agile working:
• situational – where the employee normally works
from school but can work from home in certain
occasions, such as waiting at home for a delivery

Whilst some types of agile working are not going to
be relevant for all roles within schools, there are only
a few roles that couldn’t benefit from some form of
agile working. For instance, you could allow teaching
staff to carry out their planning, preparation and
assessment (PPA) time away from school or allow a
school business professional (SBP) to work from home
a few days a week.

• regular – when the employee regularly comes into
school to work but also regularly works from other
locations, and

So, although you’ve determined that
you could allow staff to have a degree
of agile working, why would you want
to implement this?

• permanent – where the employee permanently works
from a location such as at home and comes into
school only for specific reasons such as for meetings.

It is a cliché to state that the most important element of
any successful organisation is its people, but nowhere is
that more true than in education. While there are other

isbl.org.uk

James Barron
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flexible working
arrangements
are likely to
make women

20 per cent
more likely to
apply for a job

ways schools can improve their performance, the biggest
impact is always going to come from having high-quality
staff carrying out their roles effectively.
School leaders know this, but trying to attract and
retain the best talent can be difficult in the education
sector. In the private sector, if an employer wants to
attract and retain the best talent, it can simply benchmark
the salary of its employees and ensure it pays more than
the benchmarked salaries. However, this approach is
not always one open to schools; to a large extent, the
salaries that schools can offer is set by external means
or financial resources, and therefore it is very difficult for
schools to attract and retain staff through salary alone.
Consequently, school leaders should always be looking
for opportunities within their control to help them attract
and retain staff, and one of the stronger means of doing
so is by embracing agile working.
This is something that has always been open to
schools to embrace, but the past 18 months has put
the idea of agile working as something that is going to
come to the forefront in the future. During the various
lockdowns, schools are likely to have put in place the
necessary procedures and equipment to allow agile
working, so all the hard work they have done in putting
this in place should not go to waste.
It is also worth considering the demographic make-up
of the education sector and the advantages this offers.
A 2020 study1 found that flexible working arrangements
are likely to make women 20 per cent more likely to
apply for a job, and with women making up more than
75 per cent of the teaching workforce, it is easy to

see why offering agile working arrangements could be
beneficial in the education sector.
One key group who can really benefit from agile
working are schools in rural areas. If, for instance, you
were a multi-academy trust based in a rural location,
hiring the specialist roles required for your central team,
such as finance, HR or IT, can be very difficult, so one
possible solution would be to offer an agile working role.
By allowing the role to be carried out predominantly,
or even entirely, remotely, it is easy to see how you can
significantly open up the potential pool of candidates.
And by allowing agile working over strictly home
working, you can allow staff to carry out work off-site
if they are travelling between different schools within
the trust.
Finally, as well as helping with recruitment and
retention, there are other advantages that agile working
can provide. Having visited many schools throughout my
career, I cannot think of a single one where they weren’t
having space issues. By offering agile working and
allowing employees to work from home, it can free up
much-needed space for those who need to be in school.

“The past 18 months has put the idea of agile
working as something that is going to come to
the forefront in the future.”

Policies, processes, and expectations
Having determined that agile working is possible and the advantages in doing so,
how should schools implement this? You can allow staff to make requests through the
statutory procedure for requesting flexible working, but because it isn’t designed strictly
for home or agile working, you need to ensure you have a policy in place. Once you have
dealt with the process for determining which employees can work in an agile manner,
you should then set out certain expectations and requirements you have from staff,
whether that be the times they will be required to be in school, data protection concerns,
or contact with their managers.
If you are on the fence about embracing agile working, the past 18 months have shown
this can work in an education setting, and by embracing this method of working, you can
gain real advantages for your school.
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Forbes Solicitors is an ISBL Approved
Partner. There are other organisations
in the market providing legal services,
so ISBL recommends you research the
market thoroughly before committing
to any advice/solutions.

Info

1 www.gov.uk/
government/
publications/a-fieldtrial-with-zurichinsurance-to-advertiseall-jobs-as-part-time

isbl.org.uk

Education
law
specialists
Knowledge. Understanding. Response. Turnaround.
This is what we have delivered to state schools for over 30 years.
We can provide you with specialist quality legal advice from people who
understand the education sector, delivered quickly and in plain English.

Contact us
Our team would love to hear from you so give us a call today.
01225 337599 | info@stoneking.co.uk | stoneking.co.uk
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TAKING THE
STRAIN
It may be some time before the full effect of the
pandemic on the health and wellbeing of school
staff is seen, not least because we are still
living through it and adapting continually.
However, without a doubt, there are some
staff who are struggling being in school
because of worries about their safety.
So what can be done to help those who
are dealing with anxieties around COVID
and other personal issues? >
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Josh Smith

“There is no doubt that some staff struggled being back
in school when we fully reopened,” says Josh Smith, Head
of HR at Inspire Education Trust (IET). “Unsurprisingly,
those who struggled were often those with existing
vulnerabilities, such as those who were 28+ weeks
pregnant or those with underlying health conditions, but
there were also those whose personal perception of the
virus made them extremely anxious. So we took the time
to listen to staff concerns, meeting with each of them
individually and giving them ample time to ask questions
and express any worries they had before they returned.”
That was when schools reopened fully for the summer
term, but as we start a new school year, and staff
have had the summer offsite, will some anxieties1
return while they familiarise themselves with the COVID
way of working?
Supporting staff with their anxieties is crucial for
maintaining a healthy and committed workforce, and this
was something that IET’s leadership team was keen to
develop. “Our experience over the past year has shown

“Staff engagement with our employee assistance
programme has more than doubled since the
introduction of our wellbeing champions.”

isbl.org.uk
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us that staff wellbeing strategies must be delivered
from the top to succeed and that staff wellbeing is
a fundamental factor towards our strategic aims.
Our strategic wellbeing committee is chaired by the
trust’s Head of HR and attended by senior post-holders,
including the chief executive officer (CEO), members
of our trust board, and head of operations, giving
the matter the attention it deserves, to ensure staff
wellbeing firmly remains on our agenda.”
The trust has a culture where mental health struggles
around not only COVID, but also around financial and
domestic issues and addictions, for example, can be
talked about openly within the organisation. As a result,
Josh believes that “most staff feel well supported, which
is testament to the dedication and support given by
our senior and executive leaders who were involved in
creating our wellbeing strategy and were part of the
journey to create an environment where mental health
and wellbeing is regularly discussed.
“A crucial element of our wellbeing strategy was
ensuring that all of our senior leaders understood
their roles within the delivery of it,” explains Josh.
“For this reason, a key talking point was the importance
of vulnerability as a leader. Our CEO discussed her
own personal battle with cancer and its impact on
her, showcasing the importance of being ‘human’ and
approachable as a leader. We know from our research
that culture change must come from the top, and,
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sometimes unknowingly, we as leaders need to give
permission to staff to be open and vulnerable by setting
the example through our own actions.
“As a result, one of our male teacher colleagues wrote
an article that reflected on his own personal experience
with mental health challenges, shining a light on
the prevalent mental health crisis for men and
encouraging colleagues to talk and seek help if needed.
These initiatives have helped us to normalise topics
that may have been difficult to talk about in the past,
and many have become more open to discussing
personal issues with the senior leadership team and HR.”

Employee assistance programmes
Of course, for some staff, the workplace may not be
a comfortable place for them to share their personal
struggles, so it is important that there is a balance
between encouraging openness but not pressuring staff
who find this more difficult. “There are many reasons
why staff may never feel they can share their struggles at
work, and this will continue to be a challenge,” continues
Josh. “A fundamental part of our strategy has been to
raise awareness of the support that is available to them,
and staff can opt to use it if they need to.”
This support is provided through an employee
assistance programme (EAP), which offers a range of
services including a confidential advice and support
telephone line (24/7) and an online chat service for
staff. There is also a digital platform offering resources
and guidance sheets, including webinars, which cover a
range of wellbeing topics. “We frequently circulate these
to staff, providing support on issues such as how to
cope with stress, anxiety and the uncertainty during the
pandemic,” says Josh. And with these resources available
online, it means they can be accessed from home, as and
when required, meaning support is available 24/7.

Create your champions
Josh and his colleagues at IET encourage organisations who are looking
to enhance their wellbeing strategy to introduce wellbeing champions,
ambassadors, or something similar. “For us, it has been exciting to witness
passionate individuals get together and discuss initiatives to improve the
wellbeing of our workforce and then supporting them to put their ideas into
action. Staff engagement with our employee assistance programme has
more than doubled since the introduction of our wellbeing champions.”
So why not discuss this with your SLT and make the move to champion the
wellbeing of your colleagues?

Championing wellbeing
But the support doesn’t stop there. As part of the trust’s
wellbeing strategy, a group of individuals with varying
skill sets and who are known as Wellbeing Champions
regularly collaborate to discuss initiatives to improve the
wellbeing of the trust’s workforce.
“We know that not everybody is comfortable
talking about their wellbeing at work,” explains Josh.
“Some find it daunting, some see it as a sign of
weakness, and others think it may impact on their career.
Our Wellbeing Champions are trained in supporting and
signposting staff, so staff may feel more comfortable
speaking to them instead of a member of the leadership
team. We had one member of staff who confided about
his domestic situation. He was very open about the impact
it had taken on his mental health, which allowed us to put
appropriate support in place, including some time off work
and signposting to specialist support services including
our EAP and the free counselling sessions on offer.”
Without a doubt, IET’s wellbeing programme is being
well received and proving successful. “By constantly
raising awareness and talking about wellbeing and
mental health, we are proud to be working towards
an environment where staff can receive help. One of
our values is ‘care’, and this has been fundamental in
ensuring the wellbeing of our staff. Staff wellbeing will
remain firmly on the agenda.”
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The top five benefits of having
a wellbeing champion
1.
2.
3.
4.
5.

Improved staff wellbeing.
Development of a supportive culture.
Improved staff recruitment and retention.
Reduction in long-term staff absence.
Team development.

“Our Wellbeing Champions are trained in
supporting and signposting staff, so staff may
feel more comfortable speaking to them.”

Info

1 Updated DfE guidance on managing local outbreaks in
schools, and any related anxieties around these, is available
at: www.gov.uk/government/publications/coronavirus-covid19-local-restrictions-in-education-and-childcare-settings?utm_
source=18%20June%202021%20C19&utm_medium=Daily%
20Email%20C19&utm_campaign=DfE%20C19
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HOW TO IMPROVE
THE MENTAL HEALTH
& WELLBEING OF STAFF
By Paul Matthias, National Director of Hays Education

Mental health and wellbeing is becoming an increasing
priority for schools, and now more than ever staff workload
and wellbeing must be prioritised and reported upon by
school leaders.
With funding a major challenge, I wanted to share with you some simple actions
your school can take to enhance mental wellbeing for school staff.

1. Encourage staff to share their stories

Whether it’s through an informal staff room chat or an agenda point on a staff meeting,
provide the means for your staff to share their stories. It will help an individual to not
feel isolated and most importantly allow others to understand that other people have
had similar experiences, be it a work-related or personal challenge they are facing.

2. Consider wellbeing training

Wellbeing training can really help to make sure staff wellbeing is at the heart of
every school. Wellbeing First, our free service available for school staff across the UK,
provides a selection of free courses to help staff manage their stress levels, reduce their
anxiety and discover how to foster positive mental health.

3. Communication is key

Some schools have taken steps such as designed posters with ‘Top Tips for Wellbeing’
or with signposts to get help if needed, such as Employee Assistance Programmes,
to drive awareness and help. Think about how often you talk about it with staff,
school leadership teams or in Governors’ meetings – could this be improved?

“Wellbeing training
can really help to
make sure staff
wellbeing is at the
heart of every school.”

4. Promote mindfulness

There are lots of ways you can promote mindfulness within your school, starting with
simple options such as introducing mindfulness books into the staff room. You can also
promote free apps to download to encourage mindfulness or take up our mindfulness
module as part of our Wellbeing First training.

5. A staff charter

Do you have a staff charter? Staff charters encourage a positive work-life balance
and help towards taking steps to address some of the underlying reasons teachers
feel stressed. Some of the actions include sticking to an agreed finishing time for
meetings and a minimum of one evening per week where staff don’t take work home.

CONTACT US
For more information on Hays Education Training’s free Wellbeing First
training package visit educationtraining.hays.co.uk/wellbeing-first
Hays Education is an
approved partner of ISBL

© Copyright Hays plc 2021. HAYS, the Corporate and Sector H devices, Recruiting experts worldwide, the HAYS Recruiting experts worldwide logo and Powering the world of work
are trademarks of Hays plc. The Corporate and Sector H devices are original designs protected by registration in many countries. All rights are reserved.

WELLBEING FIRST
HELP YOUR STAFF
TO THRIVE
Wellbeing First is the first free staff wellbeing training
available to schools, designed to help support your staff
and place wellbeing at the heart of your school.
Our 22 free wellbeing courses are designed to help your staff to manage their
workload, cope with stress, improve their mental health and fall back in love
with working in education.
Courses include: Life balance | Mindset | Mindfulness | Prioritisation

Go to Hays Education Training to subscribe now.

educationtraining.hays.co.uk/wellbeing-first
#WellbeingFirst

© Copyright Hays plc 2021.
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A NEED FOR HR EXPERTISE
The recently announced proposal for a new ambitious vision
for schools inevitably means the school structure is changing
once again and school business professionals may need
to look to acquire more specialist knowledge. Lyn Harding,
Director of HR, Business and Compliance at a London school,
explains how her master’s degree has helped her deal with
the complex issue of personnel management.
In a speech delivered at the Confederation of School
Trusts’ annual conference in April, Gavin Williamson,
Secretary of State for Education, announced the
Government’s vision for every school to be part of a
family of schools in a strong multi-academy trust (MAT).1
The reason, he said, was because “standards in certain
areas of the country have been too low for too long,
so we need our best leaders and trusts to drive change
and level up opportunity. MATs are the best way to
advance education for the public benefit and can deliver
clear benefits for teaching and pupil outcomes.”
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Lyn Harding

The Government’s aim is to break away from the
current pick-and-mix structure of the school system,
to help those schools that continually underperform,
and to move towards a single model built on the strong
foundation of MATs. Through the Trust Capacity Fund,
£24m is being released to help trusts grow through
various means, including a ‘try before you buy’ scheme
that will make it easier for maintained and standalone
schools to temporarily partner with a strong trust to
experience the benefits that being part of a trust would
offer them, their pupils and their wider school community.

THE VOICE | ISSUE 28 | AUTUMN 2021

47

HR

“MATs are the best way to advance education for the public benefit and can deliver
clear benefits for teaching and pupil outcomes”
While the Minister’s announcement seems to be a
positive move for better pupil outcomes, what does
joining a strong MAT mean for the role of the school
business professional (SBP)? If previous changes to
school structures are anything to go by, there will
need to be strong leadership to identify how the new
school(s) will fit in the MAT and assess the skills required
to get there. Undoubtedly, assessing, developing
and changing personnel requirements to meet the
needs of the new MAT will be extremely important,
so having more specialist HR knowledge may
therefore be something that SBPs should be considering
in preparation for change.
Lyn Harding has already taken the plunge and
specialised in HR, having done a Master’s in Human
Resource Management to enable her to tailor her
skills to the most predominant area of any school’s
budget: staffing.
“I’ve never been an SBP who just does the finance;
I’ve always been the SBP who sets and amends the
budget forecast, which helped me work out fairly
early on in my career that typically 80 per cent of
school budget spend is on personnel. Consequently,
staff should be effectively managed, deployed and
developed, which is why HR knowledge is beneficial to
an SBP’s role.”
Lyn’s master’s degree, which she did at the University
of Hertfordshire, is an accredited CIPD HR qualification.
She wanted to do the qualification to help her with
the experiences she was having at work, but with no
time off from her role while she was learning because
the leadership team “thought it was hard to justify the
qualification because it was not a direct correlation to
learning or teaching”, it took Lyn two years to complete
the course.
However, there is no doubt that Lyn believes the
hard work was worth it. “Having the HR knowledge and
training has not only given me the ability to make some
tough personnel decisions but has enabled me to inform
the strategic direction of the pupil referral unit where
I worked during my completion of the course and the
grammar school I have worked in for the past year.”
Most schools without such expertise buy in the
services of an external HR adviser, but as Lyn explains,
“they don’t have a full understanding of the school’s
situation because they are not ‘on the ground’
day-to-day. It’s much easier to make the decisions when
you have the daily working knowledge of the school.
Having the HR expertise means I have a greater sense
of what the risk appetite is and that I understand the
associated costs of the risks and can advise far better.
By having an HR professional in-house, the school
makes more informed decisions based around HR and
compliance, and it saves them the time and expense of
hiring an external adviser as well.
“At the end of the day, leadership teams have got to
move away from the idea that an SBP just does finance,”
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concludes Lyn, “so if you are working in such a school,
then you need to move on. We run a business and must
understand the people and strategies that comprise it,
and if you want to be the trust that schools come to in
the Government’s new try-before-you-buy model, then
you have to work very hard at your strategic, compliance
and HR responsibilities. So why not invest in yourself
and your own credibility for the exciting range of jobs
that are available at the moment?”
There is certainly no doubt that practitioners who
recognise and respond to these opportunities will be
able to help engineer the future and be the architects of
future sustainable solutions.

TYPICALLY

80%
of school
budget spend is
on personnel

“Having the HR expertise means I have a greater
sense of what the risk appetite is and that I
understand the associated costs of the risks.”
Why not invest in yourself and your own credibility for the exciting range of
jobs that are available at the moment? ISBL offers a CIPD diploma in people
management with three opportunities to join each year. Find out more:
https://isbl.org.uk/Training/Specialist-Training/CIPD-Level-5-AssociateDiploma-in-People-Management.aspx

Info

1 www.gov.uk/government/speeches/education-secretaryspeech-to-the-confederation-of-school-trusts
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IMPROVED PROCUREMENT
PRACTICES AND OPPORTUNITIES
TO SECURE VALUE FOR MONEY
Improving your procurement practices and finding opportunities to
receive value for money can be done throughout the procurement life
cycle, even after your contract is in place. From the service you procure
and how you review and manage it, to how you re-tender for your
next contract, there are three steps to the process. James Vaughan,
Procurement Lead, and Nicole Dallal, Marketing Manager at the Schools’
Buying Club, explain.
Step one: Review
Start by reviewing your contracts, which can be done
using a contracts register, a single template that
holds all the information on your service contracts.
Record your start and end dates, the costs, what you
like and dislike about the service, and what it might be
lacking. As part of your review, ask your suppliers
what value-added initiatives and innovations you are
currently receiving and if there are any extras you are not
currently benefiting from.
Now is one of the best times to review your contracts
because their suitability has really been tested during
the pandemic. Think about the questions that have
been raised during this period: do you have suitable IT
equipment, is your cleaning regime effective enough,
has the take-up of school meals changed? By reviewing
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all this information, you can start to establish if you
are receiving a value-for-money (VfM) service from
your current contractors. It will also help define your
next specification, making sure it meets your current
requirements, and future-proofs you as best it can.
The final step of your review is to think about the
budget areas where you overspent and where you might
be likely to overspend again (e.g. facilities maintenance).

“Now is one of the best times to review your
contracts because their suitability has really
been tested during the pandemic.”
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By scheduling these meetings regularly for the
duration of your contract, you will be able to assess
how well your service is performing and if you are
receiving VfM. For example, if your ICT managed service
provider committed to ensuring the service desk is
available Monday to Friday from 08:00–17:00, but you
are constantly struggling to reach the service desk, it is
clear that your providers are not reaching the promised
deliverable you are paying for and, therefore, you are
not receiving VfM. If the standards do start to slip, have
an honest conversation with your suppliers to address
the issues, and you can also schedule more frequent
meetings until it is resolved. Alternatively, if your
suppliers are constantly meeting all the deliverables,
find out if they could be delivering more within the scope
of your contract.
A contract’s success relies on a relationship between
you and your supplier, based on mutual respect and a
two-way open dialogue. However, things can go wrong,
and sometimes in confrontational or stressful situations,
it is easy to forget to take minutes at meetings.
Meeting minutes don’t have to be formal, they can
simply be notes, but the important things to record are
the date of the meeting, the agreed actions, who owns
the action, and the deadline to report on the progress.
This forms part of an audit trail that will help should you
wish to exit a contract.
The contract management process will also help
you prepare for your next procurement because you
will already have the information required for your bid
specification. You will know what KPIs and SLAs are vital
for your school, what value-added activities should be
embedded as a part of your contract, and what extras
you could benefit from.
If you factor this into your specification, it can be
included in the fixed-price aspect of your tender rather
than as additional costs.
The Department for Education (DfE) offers a
benchmarking tool that compares your school’s spend
against other schools of the same establishment type
or within your local authority. It will break spend
down into different budget lines so you can assess
how your spending compares to other schools.
This can be beneficial to your review process because
it can demonstrate where you might be overpaying
and not receiving VfM; equally, it can be used to
demonstrate to trustees or governors that you are
successfully ensuring VfM.

Step three: Plan
Planning your procurement is vital for achieving VfM
from your next contract. During your review process,
diarise when you should start the process, typically
allowing six to nine months for a full open tender.
The earlier you start the process, the more time you’ll
have to write a strong specification, detailing all your
requirements, and the greater level of competition you
can drive from the supply market. Ensuring you have >

Step two: Manage
The next step to improving procurement practices
and achieving VfM is ensuring your service constantly
improves and adapts to your changing requirements.
A robust, ongoing contract management process will
ensure your service remains fit for purpose, meets all the
promised deliverables, and provides additional value.
For your contract management to be effective, track
the service performance against your key performance
indicators (KPIs) and service level agreements (SLAs),
scheduling regular meetings with your suppliers to
review them. You should also discuss what value-added
activities you are receiving and what extras you could
still benefit from.
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James Vaughan

Nicole Dallal
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a robust competition where suppliers really understand
your specific needs is vital because it will guarantee that
bids are tailored to your requirements and show exactly
how the supplier can help you moving forward. A generic
specification will lead to a generic bid, which, ultimately,
will fail to deliver on expectations.
During the planning stage, there are a few factors you
should consider, including whether you can roll over
your contract, run a full open tender process, or utilise
a framework. At the start of the pandemic, it may have
seemed practical to extend existing contracts because
rolling over a contract is convenient if the quality of the
service is good and the contract terms allow you to.
However, without approaching the market, it’s difficult to
know whether you are truly receiving VfM.
Lessons learnt from the pandemic showed that, in
some instances, rolling over contracts might not be
the best solution. The various Cabinet Office Public
Procurement Notices not only demonstrated the need
for shorter procurement timescales with the potential
to modify contracts when needed but allowed you to
compliantly exit a contract if it was no longer fit for

“Ensuring you have a robust competition where
suppliers really understand your specific needs
is vital.”

Info

1 Transforming Public Procurement: https://assets.
publishing.service.gov.uk/government/uploads/system/
uploads/attachment_data/file/943946/Transforming_
public_procurement.pdf
2 www.gov.uk/guidance/find-a-dfe-approved-framework-foryour-school
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purpose and therefore no longer VfM. These principles
are being consulted on through the Government’s
green paper, Transforming Public Procurement,1 and
will lead to an overhaul of current procurement
practices to make new processes more efficient and less
resource-intensive.
If you are going out to tender, one of the DfE-approved
frameworks2 could be an option. Some frameworks now
incorporate Dynamic Purchasing Systems (DPS), which
allow any local supplier to join the framework. Once they
prove they are eligible to deliver the service, they can then
bid for your new contract.
Frameworks give you the flexibility to compliantly
appoint your new supplier in a shorter timescale,
especially for commodity purchases such as water,
furniture, stationery, or ICT equipment. New ‘serviced’
frameworks are also available, where you are allocated
a consultant to help with your procurement, advising
on whether a direct award or mini-competition would
result in a more favourable outcome for your school or
trust. Frameworks such as these can rapidly onboard
suppliers who aren’t already part of the supply chain so
you can compliantly award directly to your preferred
or incumbent supplier. This will provide more peace of
mind than rolling over your current contract because the
framework will run a benchmarking exercise to ensure
you are receiving the best price.
External procurement consultancy expertise can
be used if you lack certain procurement or category
knowledge, or simply require some advice. Companies
such as Minerva, Tenet, and Schools’ Buying Club,
as well as others in the marketplace, provide
comprehensive services and can assist you through the
whole process.
Once your new contract is in place, start the process
again: review, manage and plan. These are your key steps
for improving your procurement practices and securing
value for money for your school.
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KEEPING PEOPLE
SAFE

Ian Hopwood, Safety, Health, Environment and Quality
Manager at Langley Waterproofing Systems Ltd, discusses
the key legal obligations and responsibilities for school
business professionals and other duty holders with regard
to health and safety at work.
In terms of health and safety (H&S) at work, educational
establishments are no different to any other commercial
organisation; they can be liable not only for the safety of
the building’s occupants, including pupils and staff, but
anyone who accesses the premises, as well as ensuring
the working environment is safe.
What is often overlooked is that when contracting
external personnel to work on-site, the educational
estate becomes their employer and is therefore liable for
their H&S. This is particularly pertinent when it comes to
working on the roof.1

Key obligations
Educational estates need to comply with the Health
& Safety at Work Act (HSWA) 1974, the associated
Management of Health & Safety at Work Regulations
(MHSWR) 1999, and Working at Height Regulations
2005. The key sections of the HSWA 1974 that schools
should be aware of are:
• Section 2: it shall be the duty of every employer to
ensure, so far as is reasonably practicable, the health,
safety and welfare of all employees at work
• Section 3: it shall be the duty of every employer to
conduct his undertaking in such a way as to ensure, so
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far as is reasonably practicable, that persons not in
his employment who may be affected thereby are not
thereby exposed to risks to their health or safety, and

Ian Hopwood

• Section 7: it shall be the duty of every employee to
take reasonable care for the health and safety of
themselves and others who may be affected by their
acts or omissions at work.
The MHSWR focus on the correct implementation of the
HSWA regarding risk assessment, H&S arrangements,
training, and communication of procedures to all
employees – including temporary or young workers,
and pregnant or new mothers. Failure to put measures
in place, and implement those as far as is reasonably
practical, exposes the employer – including educational
estates – to claims of negligence in the event of
an incident and, should that incident be fatal, even
prosecution under the Corporate Manslaughter and
Corporate Homicide Act 2007.

Risk v practicality
To define ‘reasonably practicable’, one should balance
the risk (likelihood, severity) against the cost
(time, trouble, money). That includes addressing
what we refer to as ‘the six pack’ – management of the
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HSWA regulations, working at height, manual handling, provision
and use of work equipment, the workplace itself, and personal
protective equipment.
Working at height is a hazardous occupation, with the risk of a
fall being one of the greatest. According to the Health and Safety
Executive (HSE), working from height is the most frequent cause
of fatal accidents to workers, accounting for 28 per cent of the
total. The HSE also reports that ‘more than 60 per cent of deaths
during work at height involve falls from ladders, scaffolds, working
platforms, and roof edges, and through fragile roofs’.2
In older school buildings, the risk of hazardous materials and the
potential danger to H&S that they pose also need to be considered.
This includes aged roof lights and asbestos: 75 per cent of schools
still contain the material.3 Therefore, it is crucial to recognise that
the risk is real at all stages, not just when installation work is being
carried out – so prior to work commencing, when roof condition/
compliance surveys are undertaken, during the works, and then
ensuring the roof and environs are left in a safe condition once work
is complete.4

Third-party checklist
For anyone commissioning a third party to access a building estate,
there are a few checks that provide assurance that individuals are
trained and have the necessary skills, knowledge, and experience to
carry out works safely.

1. Are they competent?
This is defined as having the necessary skills, knowledge, and
experience to undertake the works required. It is recommended that
individuals hold a valid Construction Skills Certificate Scheme card,
which demonstrates that the individual has at least the minimum
training necessary to work on a construction site, although this is not
a legislative requirement. In addition, if an individual is employed by
a company that holds further accreditations, such as the Contractors
Health & Safety Assessment Scheme (CHAS), SMAS, CCS, the Royal
Society for the Prevention of Accidents (RoSPA), and Safe Contractor,
this demonstrates that the company they work for views the care of

“Educational establishments are liable
not only for the safety of the
building’s occupants but anyone who
accesses the premises.”
its employees and its commitment to raising H&S standards as
a primary duty.

2. Do they operate safe practice?
Contractors have a duty to protect themselves, so they should
be correctly trained and have H&S arrangements/policies and
safe systems of work procedures in place and have proper and
adequate personal protective equipment, information, instruction
and supervision. They should also keep adequate records on,
for example, training, mentoring, and accidents/near misses.
School business professionals and duty holders can ask for
confirmation that full training and associated support has been
given and what form this takes.

Quality counts
For optimum protection and minimised exposure to risk, it is
advisable to go beyond the essential checks and look for third
parties who demonstrate an active respect for H&S – not just around
the project being tendered but how the project will be implemented
in a safe way with minimal impact on school life – and who consider
how to future-proof the roof.5
Furthermore, access to the roof may be required going forward,
for maintenance or even retrieving footballs, and these ‘foreseeable’
risks and recommended controls must be HSE compliant.
Generally, they include edge protection, safe access and handrails,
and protection against falls through roof lights, but each location
should be assessed on its own merits: providing a guard rail may
not be the most appropriate solution, for example, because it too
requires maintenance and regular checks.
Of course, H&S includes taking steps to ensure the estate fabric
is safe, to minimise risk. The Department for Education and
Education and Skills Funding Agency both recognise the value of
taking care of the educational estate, hence the guidance ‘Good
estate management for schools’ (GEMS).
Langley Waterproofing Systems Ltd is an ISBL Approved
Partner. However, there are other providers in the market,
so please ensure you research the market thoroughly before
committing to any work.

1 https://press.hse.gov.uk/2021/01/22/highschool-governing-body-fined-after-workerfalls-from-roof
Langley works across the educational sector, undertaking
free, no-obligation roof condition and compliance surveys.
These are usually completed during school hours and often by
lone workers. As such, a key part of its work is around ensuring
the safety of its employees and those they interact with.
Langley is planning a roundtable to discuss legal obligations
surrounding H&S compliance in further detail for educational
estates. If you are interested in learning more and/or getting
involved, please contact marketing@langley.co.uk
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2 www.pbctoday.co.uk/news/health-safetynews/hse-statistics-should-remind-us-aboutthe-dangers-of-working-at-height/39615
3 www.pbctoday.co.uk/news/health-safetynews/asbestos-refurbishment-works/70515

Info

4 www.pbctoday.co.uk/news/health-safetynews/worker-fell-from-height/71500
5 www.langley.co.uk/contentfiles/case-studies/
1395.pdf
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SAFE TREE MANAGEMENT
IN SCHOOLS

Most schools across the country will have mature trees on their
premises, and some may even have small wooded areas that are being
opened up to be used as forest schools. While trees are environmentally
friendly and improve the overall amenity of the school, Justin Smith,
Managing Director of Inhouse Safety, discusses whether they could be a
hazard that needs to be managed. >
THE VOICE | ISSUE 28 | AUTUMN 2021
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Justin Smith

Statistics produced by the Health and Safety Executive
(HSE) state that every year, five to six people are killed
by falling trees or branches, with approximately three of
those cases occurring on some form of public property.
When you consider the number of mature trees across
the UK, the risk is very low – in the order of 1 in every
10 million trees – but each case is tragic and potentially
could leave schools open to investigation and potential
formal action if the incident occurs on their premises.
Although there is no specific legislation that states
that premises holders need to manage trees, a number
of pieces of legislation can be applied. Section 3 of the
Health and Safety at Work etc. Act 1974 states that it
shall be the duty of every employer and self-employed
person to conduct their undertaking in such a way as to
ensure, as far as is reasonably practicable, that people
who are not in their employment but may be affected by
it are not exposed to risks to their health and safety.
Within this statement, the ‘people not in their
employment’ are the pupils, staff and any visitors to your
school who would be affected by your school’s activities,
of which tree management is one.

The Management of Health and Safety Regulations
1999 requires employers to carry out risk assessments
of hazards on their premises and make arrangements
to implement appropriate and necessary measures to
control the identified risks. Trees can cause a hazard
on school premises in a number of ways, including to
people, property and amenity. Most trees are healthy
and do not pose a risk, but in certain circumstances the
risk can increase, as follows:
1. high winds and storms pushing them over
2. root systems being damaged by building works
3. death of the tree
4. disease or pest infestation, and
5. age – some ancient trees will need some form of
artificial support.
You should be able to recognise the above and take
proportionate action to manage the risks they pose to
protect life or the school buildings.

A balanced approach
Schools are not required to clear their property of all
trees because this would be seen to be disproportionate
and not recognise the benefits that healthy trees bring
in terms of amenity and biodiversity. The public is very
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protective of trees in their locality and will demonstrate to
prevent healthy trees from being removed. Therefore, you
should consider the potential damage to your school’s
reputation when removing trees for no good reason.
Tree safety management is mainly concerned with the
health and condition of your trees. Keeping them healthy
will reduce the risks, and most schools will already
do this by undertaking some sporadic maintenance.
However, the intermittent nature of this work would
not constitute a tree management plan, so a more
systematic approach is required. This approach can be
tailored to your specific needs, increasing in complexity
to match the number of trees, the type of site, or if the
risk increases.
You need to know your site and identify where the
trees are located. You also need to know whether
there are any Tree Preservation Orders in place or
specific covenants on the property relating to the trees
because these will impact how your school can manage
the trees.
For small schools with a few trees in low-risk areas,
this would be satisfied with an annual walk of the
site to identify obvious ill health or defects and then
undertaking appropriate remedial action using a suitably
competent tree surgeon. For schools that are larger
with an increased number of mature trees, using a
risk-assessed approach to identify groups of trees
by their position and the degree of public access will
determine any that are more high risk.
You may want to divide your site into two zones, with
areas labelled Zone 1 being those that contain the higherrisk trees and areas falling into Zone 2 being those that
contain low-risk or inaccessible trees. For trees in both
zones, an appropriate method for periodic, proactive,
visual checks are required by a person with a working
knowledge of trees. Trees located in Zone 1 will require
more frequent checks and maintenance to ensure their
health and reduce the risks. A suitably qualified tree
surgeon can provide advice about the works and plan of
action required to help reduce the risk and maintain them
in the future.
You will then need to maintain appropriate records
of the checks and works that occur. You may wish
to employ an arboriculturist to conduct a full tree
management survey, which, although not required
in most circumstances, may be appropriate for more
complex sites or for those where no tree management
has occurred in the past. If this approach is taken, then
you will need to know how you can manage the trees on
an ongoing basis, which will prevent the need to have
regular costly surveys conducted.
To support the ongoing visual checks, you should
also develop appropriate systems that enable staff to
report any observable defects to the trees, such as when
work done on trees may affect their health or if they
suffer any accidental damage such as that caused by a
vehicle collision.
With any managed hazard, there is always a risk
that an incident will occur, but by employing a proper
tree-safety management approach, you will be able to
demonstrate that you taken all reasonable precautions.
There are other organisations in the market
providing arboricultural advice, so ISBL
recommends you research the market thoroughly
before committing to any advice.
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MARKETING YOUR
SCHOOL’S USP

A unique selling proposition or USP is almost certainly a
phrase most of us are familiar with but usually associate with
a commercial service or product. However, the harsh reality
is that most schools are in competition with one another,
vying to attract the very best staff and ensuring they have
a full pupil roll for the next academic year. Justin Smith,
Managing Director of Chameleon Consultancy and Training
Ltd, outlines how to develop a USP for your school.
The number of pupils in state-funded primary schools in England in
September 2020 fell for the first time since 2010, down
0.3 per cent year-on-year, a combination of falling birth rates and
the UK’s decision to leave the EU. In May this year, the Financial
Times reported an annual decline of 6.7 per cent for applications to
London primary schools for this new academic year, and declines of
9.5 per cent and 6.8 per cent in Birmingham and Bristol, respectively.
Birmingham City Council said the drop in applications was “primarily
because of reduced net migration to the city.”1
Beyond the national picture, there will be a number of different
factors that influence a decision to send a child to your school or
attract a potential new recruit. Spending time focusing on those things
that differentiate you from others, your USP, will be time well spent.
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Justin Smith

1. Who are you?
I realise this may be a bizarre question to ask, but have you really got to
grips with what you represent, namely your vision and purpose? I’m not
referring to a bland mission statement but an articulation of your core
values. Many of you may be familiar with Simon Sinek and the principle
of ‘the golden circle’2, where inspired leaders define their beliefs and
purpose before promoting their product or service specifically.
Developing a set of values that really mean something can be
cathartic and invigorating, and involving your pupils and staff in the
process ensures the outcomes are grounded in reality and more likely
to be respected and valued by your external stakeholders. Remember,
too, that clarity around values and messages can help establish
highly beneficial relationships with potential sponsors and donors; >
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MARKETING

“Spending time focusing on those things that
differentiate you from others, your USP, will be
time well spent.”
IT’S BELIEVED
THAT BY 2022,

82 per cent

commercial sponsors will certainly know their own USPs
and will want to align with like-minded organisations.
When setting your values, it is best to keep it simple,
so ask small focus groups (students and staff) to jot
down their gut feelings/immediate reaction about your
school based around four themes:
• their relationships with one another (staff, pupils
and wider stakeholder groups) (relationships)
• the infrastructure of the school/the facilities
available (functional)

of all internet
traffic will come
from online video

• their instinctive feelings towards school
(emotional), and
• the key cultural drivers of the school/the ethos (belief).
The next step is to select the common words, phrases or
themes that keep cropping up, which will form the basis
of your core values. You can then develop these individual
words/phrases further so they become sentences or
statements. You may agree on four or five core values,
and these can then be introduced throughout your
marketing literature, on your website, social media feeds
and in school (perhaps as signs on walls).

2. Your key features
These can be the more tangible aspects of school life,
typically your facilities, extracurricular programmes,
academic outcomes, or your creative approach to
pedagogy, for example. Your school may be fortunate
enough to have a Multi Use Games Area (MUGA) or a
swimming pool, two facilities that, perhaps, differentiate
you from other local schools, or your forest school
programme and your partnership links with the FE
College or local business will provide experiences that
are unrivalled locally.
These opportunities will add value to your proposition
so don’t take them for granted. For a prospective
parent, this is also important, so you need to ensure
they are highlighted and marketed effectively. A simple
and cost-effective way of doing this is to design a
two-sided A4 Key Facts sheet that highlights your core
values, Ofsted quotes, academic data, and fantastic
facilities – all the things you’re most proud of and that
you think may just give you the edge. Hard copies of this
simple sheet can be made available in reception and
downloadable from your website.

3. Parent power
When considering a school, many parents will take a look
at school websites first, probably comparing two or three
schools at the same time. So, how does yours stand out?
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How do you push your USPs front and centre? Asking
some parents to leave Google reviews about the school
is simple but effective, as are testimonials, especially if
they are in a short video format. A mum talking about the
impact the school has had on her son will be far more
inspiring and engaging than a large block of text.
The same is true with short welcome or introductory
video clips from pupils and staff. It’s believed that by
2022, 82 per cent of all internet traffic will come from
online video, with video generating 1,200 per cent
more shares than text and static images combined.3
Therefore, you shouldn’t underestimate the impact that
videos can have on your school website. Just out of
interest, take a look at other schools near yours. Are they
embracing video marketing yet?

4. Recruitment reboot
Reports in Schools Week4 and SecEd5 suggest that
spending on staff training and professional development
has fallen again, down by 12 per cent in secondary
schools across England. Increasing pressures on budgets
and financial insecurity are discouraging investment in
so-called ‘non-essential’ areas. However, these reports
also recognise an increase in collaborative attempts to
share in-house expertise and the development of bespoke
programmes within schools or multi-academy trusts.
Highlighting your school staff development plans is,
therefore, another way of differentiating yourself from the
competition. Do you have a specific vacancy page on your
website, and is it easy to find? Can you offer a ‘talent bank’
where prospective candidates are able to register their
interest in your school? You could also consider a series
of short ‘talking heads’-style informal videos featuring a
number of your staff, such as a newly qualified teacher
reflecting on their first year and an experienced head of
department talking about progression through the school.
Finally, there may be a number of opportunities available
to your staff that become an attractive proposition to a
potential new recruit, so ensure you are packaging that
offering and promoting it effectively. Tuned-in parents
looking for a suitable school for their child will also be
encouraged by this investment in your people.
Education is full of abbreviations, so we could well do
without adding USP to our ever-growing list. However, in
an increasingly competitive and pressured industry, there
is no doubting the value of articulating those things that
just may help make us stand out from the rest.
For further information about marketing your
school, visit https://isbl.org.uk/Training/Trainingcourses/Marketing-workshop.aspx

There are other organisations in the market
providing marketing services, so ISBL
recommends you research the market thoroughly
before committing to any advice/solutions.

1 www.ft.com/content/b557a784-e1e1-4625-a237-14d435723200
2 www.startwithwhy.com
3 https://biteable.com/blog/video-marketing-statistics
4 https://schoolsweek.co.uk/school-cpd-spending-plummets-by-23m-as-funding-pressures-bite
5 www.sec-ed.co.uk/news/cpd-spending-slashed-as-school-budget-deficits-continue-to-rise
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Establishing, supporting
and developing
exceptional schools and MATs
In partnership with you we can support
all your growth requirements, we will:
• Develop applications for funding, including CIF
and School Rebuilding Programme support

• Manage construction projects, from
procurement through to delivery

• Design Trust growth strategies, including TCaF
applications and estate efficiency programmes

• Create procurement strategies, from tender
process to contract management

• Support successful presumption and free school
applications and manage the opening process

• Offer research and consultation services

• Provide updates on governance, policy reviews
and GDPR

• Produce marketing strategies including social
media, video and website development

Are you considering how to achieve
your net zero carbon targets?
We have an end-to-end solution to help you assess your estate,
develop your net zero blueprint, create a heat decarbonisation
plan and implement sustainable solutions through our
compliant supply chain. Find out more by contacting us at
contact@place-group.com

0845 548 5677 • contact@place-group.com • place-group.com
/placegroupltd

@placegroupltd

/place-group

