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Introduction  
 

This was a first assessment for Manchester Academy. The number of people in scope for the 
assessment was 182 the number selected for interview was 22 inline with guidelines set out for 
Assessors of between 10 - 18%. 
 
The Academy is sponsored by United Learning and has specialist provision for students with 
hearing impairment. The school supports students to enable their full access to class lessons. The 
Academy’s specialist subjects are Business and Enterprise and The Arts. The ‘Executive Principal  
and Schools Partner’(Executive Principal) was appointed on 31 October 2011 following the 
previous Principal’s appointment to a national role within United Learning.  
 
The Academy meets the current government floor standards, which set the minimum expectations 
for students’ attainment and progress. It has a number of awards, including Healthy School and 
International School accreditation. 
 
In addition to being an excellent first assessment against the Investors in People Standard (The 
Standard) it became increasingly clear throughout the first day that the extent to which Manchester 
Academy has been implementing good practice clearly indicated that there was activity ‘Beyond 
the Standard’ that could well merit a Bronze accreditation if benchmarked formally against the 
Investors in People Framework (The Framework). 
 
The Investors in People guide for Specialists’ advises that “There may be occasions when the 
Specialist ……gathers feedback against unplanned evidence requirements during the onsite visit.  
If this situation occurs…………………….the Specialist stops the assessment and discusses with 
the organisation the opportunity of increasing the scope of the assessment.” 
 
With this view in mind a discussion took place between the Specialist and the Assistant Principal.  
 
Following consultation with Executive Principal  the decision was taken to re-scope the Standard 
assessment and to embrace additional evidence requirements to offer the opportunity to achieve a 
Bronze accreditation. It was agreed to discuss further development opportunities and the potential 
for a further ‘top up’ review at the three month ‘continuous improvement plan’ (CIP) meeting. 
 
 

 Outcome 
 
Having carried out the assessment process in accordance with the guidelines provided for 
assessors by UK Commission for Employment and Skills, the Assessor Specialist was satisfied 
beyond any doubt that Manchester Academy meets the requirements of the Investors in People 
Standard. On behalf of Investors in People North West the Assessor would like to congratulate 
Manchester Academy on this achievement. 
 
The Specialist confirms that Manchester Academy, having met the Investors in People Standard 
and met 36 additional evidence requirements beyond the Standard, has achieved a Bronze award 
requiring at least an additional 26 evidence requirements. On behalf of Investors in People North 
West the Specialist would like to congratulate Manchester Academy on this additional 
achievement. 
 
It has been agreed to follow up the continuous improvement plan and recommendations from this 
report in January 2014. 
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Objectives 
 
The following objectives were agreed for this assessment with the Assistant Principal, a member of 
the Senior Leader Team. 
 

 To conduct an Investors in People Standard assessment, later re-scoped to Bronze, 
providing feedback against the Academy priorities identified as:-. 
 

o To ensure the staff development process enables teachers to ‘Increase the 
proportion of outstanding teaching’ 

o Raise attainment in mathematics across the academy 
o Ensure people have effective training and development plans to meet specific 

needs in improving the quality and consistency of teaching and learning. 
 

 To establish whether Manchester Academy meets the 39 evidence requirements for the 
Investors in People Standard.  
 

 To assess additional evidence requirements to offer the opportunity to achieve a Bronze 
accreditation. This requires a minimum of 26 additional evidence requirements to be 
assessed as ‘met’. 

 

 Provide against the Framework beyond the Standard to inform continuous improvement 
 

 Identify areas of strength or good practice 
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Findings 
 
All people interviewed during this assessment were extremely positive about their experiences 
within Manchester Academy and equally as candid. This highlighted several important points in 
positioning the development journey the Academy is currently on which, in some respects 
supersedes the need to report on school objectives highlighted below. 
 

o To ensure the staff development process enables teachers to ‘Increase the 
proportion of outstanding teaching’ 

o Raise attainment in mathematics across the academy 
o Ensure people have effective training and development plans to meet specific 

needs in improving the quality and consistency of teaching and learning. 
 
The reason for taking such a view is that people within the Academy are clearly fully committed to 
achieving School objectives, can confirm that support is in place to enable them to do so and 
believe the conditions  to create a positive working environment within the school are  improving 
day by day. It was very much this latter topic that dominated very positive, lively and often inspiring 
conversations lead by members of staff with this Specialist.  
 
From the point of view of this Specialist this was an extremely positive experience. Whilst it is 
important to approach every evaluation1 of a working environment in an objective frame of mind it 
should be acknowledged that large Schools such as Manchester Academy are very complex 
employing organisations. One of several challenges facing school leaders is that similar to the 
Health Service, Education is usually in the political spotlight and often circumstances beyond local 
control can impact on the commitment and motivation of people working within such an 
environment. 
 
So whilst it would be wrong to express surprise it is never the less worthy of note that the 
extremely positive approach adopted by all people interviewed in Manchester Academy was 
refreshing in today’s climate. In their own unique and candid way people also acknowledged that 
this might not have been the case this time last year. 
 
People interviewed described frankly, a period of transition for the Academy that impacted upon 
school life at all levels. When questioned around a transition theory such as Fishers Transition 
Curve or Bridges Transition model peoples’ views suggest that they are at the start of an upward 
curve, gradually accepting that things are changing for the better or at the start of a period of ‘new 
beginnings’.  This highlights respected research which reports that whilst 15% of people are 
thought to be wholly reactive and a further 15% of people are very proactive regardless of the 
context in which they work, the majority, (60-70% of people) can go either way and will respond in 
a positive (proactive) manner if transitions and working conditions are clearly lead and well 
managed. 
 
The outcomes of interviews with people in Manchester Academy support this research. Inputs from 
Senior Leaders are now perceived to be positive and people report that they are responding to this 
new approach. Equally this is tentative in as much as people are wary due to the nature of the 
‘beast’; the ‘beast’ being a euphemism for the group of schools known as United Learning and 
wary being a more positive description of their state of mind than perhaps ‘sceptical’. It is the case 
that this will not come as any surprise to Leaders within the Academy who have been equally 
candid and as a result of good communication and consultation fully understand the tasks and 
challenges ahead. 
 
If one was to take a view that the Leadership Team is relatively young this might distract from the 
level of maturity and experience that exists as demonstrated during this review and is both notable 
and bodes well for the future. This is reinforced by feedback from people interviewed from the 
teaching team who are slowly coming to believe that a settled period could be a reality.  

                                                
1
 An Investors in People Assessment is an evaluation of an organisations People Strategy. 
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This desire for a period of stability is critical in understanding why people may be slow to express 
full confidence. The nature of Academy life and being part of United Learning, a large collection of 
schools, means that staff movement around the group, particularly at senior levels, is perceived to 
be prevalent and is unsettling for teaching staff. To a degree this undermines the confidence of the 
staff group which could be perceived as a reluctance to fully get on board. All the signs are that this 
is changing and a number of indicators point in this direction. Staff turnover is slowing down, 
sickness and absence rates are falling and critically the number of student exclusions is 
dramatically down. 
 
So people are happy to meet the challenges the school presents, they report that they continue to 
work in this particular school because they want to make a difference to the lives and prospects of 
students who live in challenging circumstances and who deserve the same opportunities as 
students  less disadvantaged. Teachers who stay in Manchester Academy want to make this 
difference, meet this challenge and are motivated to “be on it2” every moment of the school day. 
Not being “on it” reportedly increases the occasions when problems can occur with the behaviour 
of students. It was reported that support from school leaders for behaviour management and the 
consistent application of strategies to address behaviour is perhaps the most single and critical 
factor impacting on teachers in the school. 
 
Teachers believe that Leaders are now listening to them now and responding positively. Their 
concerns relate to the continued and consistent application of strategies and their desire for a 
period of stability within the school. This concern stems from a relatively short, but traumatic, 
period of some turmoil following several years of stability and success.  
 
People were able to describe a series of strategies and interventions that when set against the 
Investors in People Framework represent excellent practice. For example: 
 
School leaders are demonstrating that they lead by example and are role models of teamwork and 
knowledge sharing. The initiative of staff sessions lead by the Executive Principal, which enabled 
people to challenge the way things work and see improvements as a result, offers such an 
example. The behaviour management strategy recently introduced is also a good example of this 
and also underlines the need to establish some consistency of approach throughout the Academy 
as well as the need to allow this to bed in for a period of time offering some stability. 

 “We have a new behaviour management strategy that we believe in; we’re adopting new 
approaches to relationship management.” 

 “Every time we have a turnover of the SLT then they bring in new strategies!” 

 “This has been the best start to a school year for a long time; but we didn’t just forget how it 
was last year – we need stability.” 

 “We have to see some consistency of approach from Leadership team; some people are 
still doing their own thing, introducing their own ways, this is difficult, it can seem like 
change for change sake.” 

 “The Executive Principal has introduced a new leadership style; it is different and I think he 
means it.” 

 
The school has a strong value base and people believe in these values. There was good evidence 
of coaching and mentoring used to support teachers both on a one to one basis and in group work. 
The intervention strategy aimed at supporting teachers to make the transition from ‘Good to 
‘Outstanding’ also appears to be having an impact after a difficult start. The process appears to be 
being handled sensitively and people are buying in to a process that is moving away from 
perceptions of seeming threatening to a reality of being supportive and developmental. Across the 
Academy people report that there is a strong culture of learning and Inset is reported as being:- 

 “Good, it’s really good now.” 
 
 
  

                                                
2
 Quotation from member of staff 
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Opportunities to Further Stretch the Academy 
 

o Core Values 
o Training and Development process 
o Leadership Development 
o Coaching skills 
o Return on Investment 

 
 

Conclusion 
 

From the perspective of this Specialist Manchester Academy operates in a challenging 
occupational sector with the added complexity of acknowledged sociological conditions which 
clearly impact upon its students for example, the “relatively large proportion whose circumstances 
may make them more vulnerable”3.  
 
It is also the case that when this assessment was planned earlier in 2013 the senior team were 
leading the school through transition and were subsequently unsure as to the likely outcome. As a 
result this exercise was organised as a ‘diagnostic assessment’ that might offer the opportunity of 
achieving a Standard accreditation.  
 
That Manchester Academy is in fact comfortably able to achieve a Bronze accreditation and is, in 
the view of this Specialist approaching Silver, is testament to the leadership team in the school and 
the commitment of its people at all levels.  
 
Feedback from staff interviewed indicates that the school is once again in a good place and the 
further development of the school would be well served by allowing time to bed in what has been 
put in place before considering further improvements against the Investors in People Framework.  
 
This will give staff the confidence in the leadership team that everyone wants to see and then the 
school will fly putting it a great place to be able to achieve a Gold accreditation! 
 
 

Alan 
 

Alan Morris 
Investors in People Specialist 
Investors in People North of England 
M 07770 697771 
E alan@caionna.com 

                                                
3
 Manchester Academy Ofsted Inspection Report 2012 
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Investors in People Topic Map 
Business Strategy Learning & 

Development 
Strategy 

People 
Management 

Strategy 

Leadership & 
Management 

Strategy 

Management 
Effectiveness 

Recognition 
& Reward 

Involvement  
&  

Empower 

Learning & 
Development 

Performance 
Measurement 

Continuous 
Improvement 

The Standard - Top Managers should make sure (and their people should confirm) that: 

Organisation has 
vision/purpose 
strategy and plan 
 
People involved in the 
planning 
 
Rep.groups (where 
app.) are consulted 
when developing plans 

Learning priorities 
are clear and linked to 
the plan 
 
Resources for 
learning and 
development are 
made available 
 
The impact will 
be evaluated 

People are 
encouraged to 
contribute ideas 
 
There is equality 
of opportunity for 
development 
and support 

Managers are clear 
about the capabilities 
they need to lead, 
manage and 
develop people 
 
People know what 
effective managers 
should be doing 

Managers are 
effective and can 
describe how they 
lead, manage and 
develop their people 

People believe 
they make 
a difference 
 
People believe 
their contribution 
is valued 

Ownership and 
responsibility 
are encouraged 
 
People are  
Involved in decision-
making 

People’s learning and 
development 
needs are met 

Investment in 
learning can 
be quantified 
 
Impact can be 
demonstrated 

Evaluation results 
in improvements 
to people strategies 
and management 
 

 

Your  Choice - Top Managers should make sure (and their people should confirm) that: 

Clear core values 
relate to vision 
and strategy 
 
Key performance 
indicators are 
used to improve 
performance 
 
Social responsibility 
is taken into account in 
the strategy 
 
People and 
stakeholders 
are involved 
in strategy 
development 

The learning and 
development 
strategy builds 
capability 
 
Plans take account of 
learning styles 
 
People help make 
decisions about 
their own learning 
 
Learning and 
development is 
innovative and 
flexible 
 
There is a culture of 
continuous learning 

The recruitment 
process is fair, 
efficient and 
effective 
 
A diverse, talented 
workforce is created 
 
A work-life balance 
strategy meets the 
needs of its people 
 
Constructive 
feedback is valued 
 
The structure 
makes the most 
of people’s talents 

Leadership and 
management 
capabilities for now 
and the future are 
defined 
 
Managers are 
helped to acquire 
these capabilities 
 
Leadership and 
management 
strategy link to 
business strategy, 
taking account 
of external 
good practice 
 
Everyone is 
encouraged to 
develop leadership 
capabilities 

Managers are 
role models 
of leadership, 
teamwork and 
knowledge sharing 
 
Coaching is part 
of the culture 
 
People are 
helped to develop 
their careers 
 
There is a culture of 
openness and trust 

Reward and 
recognition 
strategies link to 
business strategy 
and are externally 
benchmarked 
 
Representative 
groups are 
consulted (where 
appropriate) 
 
What motivates 
people is 
understood 
 
Success is 
Celebrated 
 
Benefits strategy 
goes beyond legal 
requirements 
 
Colleagues’ 
achievements 
are recognised 

Effective 
consultation and 
involvement is 
part of culture 
 
People are 
supported and 
trusted to make 
decisions 
 
Knowledge and 
information are shared 
 
People committed 
to success 
 
There is culture of 
continuous 
improvement 
 
People can 
challenge the 
way things work 
 
There is a sense 
of ownership and pride 
in working for the 
organisation 

Learning and 
development 
resources are 
used effectively 
 
Learning is an 
everyday activity 
 
Innovative and 
flexible approaches 
to learning and 
development 
are used 
 
People are given 
the opportunity 
to achieve their 
full potential 
 
All learning is 
valued/celebrated and 
is an everyday activity 
 
Mentoring  is used 
 
Personal 
development 
is supported 
 

The contribution of 
people strategies is 
measured and 
evaluated 
 
Impact on key 
performance 
indicators can 
be described 
 
Performance 
improves as 
a result 
 
Career prospects 
Improve 
 
Flexible and 
effective 
approaches to 
measuring return on 
investment 
are used 
 
ROI in people is 
reported to 
stakeholders 

Self review 
and information 
from external 
review are used 
 
Effective feedback 
methods are used to 
understand 
people's views 
on how they 
are managed 
 
Internal and external 
benchmarking 
are used 
 
People’s views 
on how they are 
managed improves 
 
People believe 
it’s a great place 
to work 
 

Traffic lighted (Red, Amber and Green) – See Key on Evidence Matrix                     Blue – Other Observations  
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Continuous Improvement Plan 
 
Manchester Academy  
 

Business Issue 
 
 
 

Suggested Action(s) 
 
 
 

Potential Benefits  
 
 
 

Suggested 
 

High 
Medium 

Low 
 

Support Available 
 
 

 
o Core Values 

 

 
To be discussed at 3 month 
follow up. 

   

 
o Training and 

Development process 
 

 
 

;; 

   

 
o Leadership 

Development 
 

 
 

;; 

   

 
o Coaching skills 

 

 
;; 

   

 
o Return on Investment 

 

 
;; 
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APPENDIX 1 

 

INVESTORS IN PEOPLE FEEDBACK MATRIX  
 
 
 
 
Key:     

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Evidence 
Requirement Met 

   D Met with Development 
Opportunity 

   D Further 
Development 
Required 

  
 

Evidence Requirement 
Not Assessed 

 
  

Evidence Requirements = ER 

ER 1 2 3 4 5 6 7 8 9 10 

1 
        D  

2 
          

3 
          

4 
   D       

5 
        

  

6 
          

7 
    

      

8     
      

9 
          

10           

11 D   
       

12     D      

13 
 D         

14           

15 
    

     
 

16  
   

  
    

17 D          

18           

19 D    
      

20           

21 
    

      

22           

23 
          

24 
          

25     
      

26           

27           

28           

29           
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APPENDIX  2 
 

 

Neurological Levels of Change – Dilts Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 MISSION / PURPOSE - refers to the larger system of which you are part.  Successful companies 

pay attention, to the bigger system. 

 

 IDENTITY - how you think of yourself as a person or how a company defines the identity of its 

business or the unique value of its business. 

 

 BELIEFS - emotionally held views.  Beliefs in a company are viable only if supported by the 

behaviour of the company’s entire workforce. 

 VALUES - criteria or qualities you and the company hold to be important and are used as a basis 

for daily action.  Company values are only valid if covert and overt values are the same.  

Agreed values can be a code of company practice if they are genuinely shared. 

 

 CAPABILITIES - becoming increasingly known as competencies, these are the skills, qualities and 

strategies, such as flexibility and adaptability, which we use in our life.  These are increasingly 

recognised as necessary for proactive change management.  Competency based training 

recognises this area of need for change but it is one level of six in the model. 

 

 BEHAVIOUR - what you do and say, the external expression of the self.  Behaviour is not identity; 

an individual is not their behaviour.  This is a useful distinction to make. 

 

 ENVIRONMENT- refers to what is outside yourself such as the place where you work, the people 

around you, your friends, the company customers.  This is what we react to. 
 
 
 
 
 
 

What? 

What Else? 

How? 

Why? 

Who? 

Where? Environment 

Behaviour 

Capabilities 

Beliefs/Values 

Identity 

Mission 


