
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



1 
 

The London Challenge – a thing to aspire to? 

Anyone looking, in the UK, into geographically focused school improvement is directed to the London Challenge – a 

Labour-led initiative, launched in 2003. It had very clear aims: to raise standards in the poorest-performing schools; to 

narrow the attainment gap between pupils in London; and to create more good and outstanding schools. To try and 

achieve these goals, there were obviously many actors and many actions. That said, there were a few main strands. 

These are detailed below, and taken from the Institute For Government’s report into ‘Implementing the London 

Challenge’. (Norris, 2014) 

 

  

• First, identifying the priority group of schools with the worst performance and assigning each an 

experienced London Challenge ‘adviser’ to broker tailored packages of support for each school, 

working closely with a DfES official. 

• Second, the team would work with a set of ‘key boroughs’ where there were systemic concerns 

about local school performance, developing a ‘vision’ for school improvement that fitted with 

strong local plans, and lever in additional resources from the department. 

• Third, there was a commitment to invest in leadership development and teaching across the 

city’s schools. This pan-London approach included a strand on the ‘London Leader’ to identify 

and develop head-teachers from good and outstanding schools to act as ‘consultant heads’ who 

could share their expertise with other school leaders. This became the London Leadership 

Strategy, run by head-teachers and overseen by the National College for School Leadership 

(NCSL), a non-departmental public body that had been set up in 2000. 

• A further strand, the ‘London Teacher’, covered measures to address problems of supply and 

retention within the teaching profession in the capital, including Chartered London Teacher 

status, changes to inner London pay scales and the nascent ‘Teach First’ initiative. 

• There was also a ‘student pledge’ to make London’s cultural and sporting assets more available 

to secondary school students, and some further proposals to improve information for parents 

about school choices. 
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These are all intuitively commendable goals and strategies. Much praise has been heaped on the Challenge strategies, 

and their perceived impact. As an example of the glowing coverage, see the article ‘How London Challenge turned 

capital’s schools around’. (Guardian, How London Challenge turned capital's schools around, 2013) This completely 

typical praise is understandable: London did become the region with the highest proportion of ‘good’ and 

‘outstanding’ Ofsted ratings. If you look at the graph below (Datalab, 2018), you can see why people have reached the 

conclusion that the Challenge strategies have been a success.  

 

On a rolling three-year measure covering 2014-2016, long-term disadvantaged pupils in London did really quite 

remarkably better than their equally disadvantaged peers in other regions. That is cause for praise indeed. However, 

the graph below (Datalab, 2018) paints a different picture. 
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Any benefits felt by long-term disadvantaged white pupils living in London rather than the regions are marginal at 

best. White working class children are being let down in Hackney as badly as they are in Hartlepool – it’s just the 

proportion of them that differs. This does suggest that London schools have expertise that needs sharing with schools 

in other areas: specifically, you are much better off living in London if you are minority ethnic long-term 

disadvantaged. This is a demographic which needs protecting, and the London Challenge – if it has safeguarded these 

children – is rightly celebrated and shared. However, to ignore the data, and to behave as though the Challenge 

strategies have done more than they have is to condemn these white, long-term disadvantaged students in London - 

and in other regions - to educational inequalities, and poor outcomes, in the future. Whilst Hartlepool has lessons to 

learn from other areas, it isn’t as though there are regions which have ‘solved’ the problem of securing strong 

outcomes for all of its long-term disadvantaged students. Hartlepool will need to become a ‘thought leader’ in this 

area, generating solutions to this challenge for others to learn from. 

Alongside the arguably undue celebration of what happens in London schools, the press seem equally fond of undue 

denigrations of what happens in the north. To contrast the celebratory tone from earlier, see the article ‘Children in 

northern England being failed by educational divide, study finds’. (Guardian, 2017) The graphs below – from that 

article – evidence how the new Progress 8 measure paints a grim picture of what happens in the north east, and in the 

Tees Valley in particular. 
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These regional and geographical inequalities are nothing new: Ofsted’s annual report of 2014/2015 was particularly 

notable in terms of its explicit recognition of these problems. The report stated that “the lower standards in secondary 

schools in the North and Midlands have a direct impact on outcomes for children and young people.” (Ofsted, 2015) 

This report is not alone in referring to ‘lower standards’. Michael Wilshaw, George Osborne, and Michael Gove have 

all made similar claims, and – on the face of it – it’s understandable why people draw the conclusion that there is a 

north-south divide in terms of the quality of education provided. However, to conflate the quality of education offered 

with the qualifications earned is a mistake. Professor Stephen Gorard recently completed and published a long-term 

study of 1.8 million pupils, over three years, and concluded that there exists “no evidence that schools in the north or 

north-east are differentially effective or ineffective with equivalent pupil intakes.” (Gorard, 2018) The author’s view 

on his own research is worth exploring here:  

 

 

 

So -  more than a decade on from the launch of the London Challenge, is it a thing to aspire to? If Hartlepool did what 

London did, then the town’s education offering would still be in serious need of improvement, because we have more 

of the long-term disadvantaged white students who were left behind by the Challenge strategies. That does not mean 

that we do not look to the specifics of what ‘worked’ in London. It does mean, though, that we need to look elsewhere, 

too. Rather than emulating the London Challenge, something different is required. The goal is to constitute a 

‘Hartlepool Promise’. It needs to deliver the nominal successes of the London Challenge. But it also needs to deliver 

real successes for the most vulnerable in society. 

Improving what happens in Hartlepool’s schools will have an impact on those vulnerable learners: see the graph below 

(Sutton Trust, 2011). 
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To contextualise why this is so important, a reflection on how the young people in the town are presently coping with 

their education is necessary.  

 

• Hundreds of children in Hartlepool could be starting school this month without basic skills such as being able 

to hold a pencil or go to the toilet by themselves.  

• Just 70% of children in Hartlepool were at a good level in the 2016-17 academic year, the latest year for 

which data is available. This means around 400 children – almost one in three – may not have been ready for 

school by the time they entered Year 1.  

• Children who don’t reach a good level by age five are likely to struggle to catch up in their later education, 

according to Ofsted. 

• Boys were far less likely to have reached a good level than girls – in Hartlepool, 38% of boys fell short 

compared to 22% of girls.  

• Pupils from poorer backgrounds also fared worse, with just 61% of those on free school meals in Hartlepool 

achieving the benchmark. 

(Hartlepool Mail (a), 2018) 

 

 

 

 

• More than a third of children starting secondary school this year in Hartlepool finished primary education 

without meeting the Government standard. According to the Department for Education, Key Stage 2 results 

for the 11-year-olds who took their SATs in May show that 34% did not achieve the required score in all their 

tests – 386 children in all.  

• Girls did slightly better than boys, with 70% of girls meeting the standard compared to 62% of boys. 
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(Hartlepool Mail (b), 2018) 

 

A focus on school practice and education policy is therefore wholly appropriate. What follows will outline our 

proposals for what Hartlepool Borough Council can and should do to support school improvement, in order to ensure 

schools do their jobs better. However, it is worth noting that of at least equal importance is the entire body of work 

necessary surrounding job and wealth creation to make the work of schools easier in the first place. Nationally, 

schools are viewed as the engine room for social mobility. Schools cannot mitigate for society. They are best viewed 

as the litmus test for social change, rather than the driving force. 

The Hartlepool Promise 

1) Inclusive recruitment and retention of staff 

2) Attracting and training excellent governors 

3) World-class, on-going CPD 

4) Spend more money, more effectively 

5) Provide an appropriate local curriculum 

6) Insist on multi-agency support and early interventions where needed 
 

Each strand of the ‘Hartlepool Promise’ will see a full report written, with clear and specific actionable 

recommendations. 

The position, in brief 

It is time for the sector to grow up and get over the divisions between maintained status and academy status. It is time 

to let local government do the work it was always good at, and the work to which it is structurally suited: strategic 

oversight, effective procurement through economies of scale, the gathering and analysis of large data-sets, facilitation 

and support. It is time to let schools do what they are good at, and to which they are structurally suited: teaching and 

supporting children and young people, through a wide array of activities. Schools must overcome the systemic drivers 

towards competition, and must collaborate with one another to provide the best education they can. The whole 

conversation, whilst inevitably focused on schools at parts, must also recognise education, learning, and the earning of 

qualifications as public goods and as an entitlement from cradle to grave. During this period of austerity politics, 

where budgetary concerns are paramount, schools must have the confidence to cooperate with one another and with 

local government to use that spend optimally, through procuring resources and training in bulk: better to pool the 

spend of fifty schools and maximise the return than to let fifty schools each try and make their own way. Local 

government, in turn, must recognise that the financial situation facing all schools is morally unacceptable, and must 

contribute to education from its own reserves rather than just relying on the specified grants. The system needs more 

money, spent more effectively. The surrender of strategic oversight and direction to a centralised body will also free 

up school leaders and teachers to do the jobs they have been trained to do. 

A fundamental and core belief of Hartlepool ought be that education is viewed as an investment, rather than a cost. 
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Promise One: Inclusive recruitment and retention of staff 

The recruitment and retention crisis in general 

The recruitment and retention crisis in schools is a nationwide problem, with the number of secondary school teachers 

falling since 2010 and the number of teachers leaving the profession for reasons other than retirement rising since 

2012. In line with these falls in staffing number, pupil numbers have been rising. (House of Commons Committee of 

Public Accounts, 2018) This short-fall of qualified and experienced staff available to serve a growing pupil population 

looks set to continue. National problems like this have local consequences. When teachers selling their skills are 

scarcer, they are in a better position to pick and choose where they work. The recruitment and retention crisis means, 

more than ever, that Hartlepool needs to position itself as a vibrant and pleasant place to work, where you will be 

supported and valued. The report also mentions £10 million worth of funding, from the DfE, to support the Northern 

Powerhouse, and in particular to support schools that had particular retention problems. 

The financial costs to schools of the recruitment and retention crisis are clear, as is evident from this article claiming 

that schools spent £821 million on supply staff inside on academic year, equivalent to £168 per child. (BBC, 2016) In 

the two years since that, the crisis has worsened. Much of this money is spent on job advertisements. The amount of 

money spent on advertising posts by 2016 had risen 61% since 2010, and the proportion of schools that waste money 

having to re-advertise when they fail to recruit the first time round has more than doubled over a five year period – 

2011-2016. (Guardian, The, 2016)  

The impact of this crisis on outcomes and learning should also be evident: “When teachers leave schools at high 

rates student learning drops. Furthermore, the effects of turnover extend beyond the compositional changes to 

teachers and include broader-reaching disruptive effects. Given the harmful nature of turnover, policies designed 

to increase teacher retention are a promising avenue to improve student achievement.” (CfMaPC, 2013) 

An oft-heard solution to this crisis is to increase teacher pay. This is not something Hartlepool is in a position to do on 

its own. That said, there are clear arguments to be made that teacher pay is not actually to cause of the problem, 

despite the year-on-year real-terms pay cuts. “…Teachers who leave the profession for another job see their working 

hours and earnings fall while their job satisfaction increases. This evidence suggests that teachers’ decisions about 

whether to leave the profession are not primarily motivated by pay differentials, but are strongly influenced by 

teachers wanting to change their working hours and improve job satisfaction.” (Bamford and Worth, 2017) Job 

satisfaction and working hours are within Hartlepool’s control.  

The National Foundation for Educational Research collected representative survey data, and completed in-depth 

interviews with teachers who had recently left, or were considering soon leaving, the profession. They used this 

information – alongside the wider research base in this field – to generate some recommendations for improving the 

recruitment and retention rates of teachers. (Lynch et al, 2016) These recommendations were: 

• Monitor teacher intentions and engagement 

o Systematically monitor the intentions of the workforce to identify groups or individuals at risk of 

leaving, to allow for changes to be made in order to secure their continuing to work in the sector and 

in the town, or to allow for succession planning 

• Engage the workforce 

o Once groups have been identified as being at high-risk of leaving, do more to address the causes of 

their dissatisfaction, whatever they turn out to be 

• Value and trust teachers 

o There needs to be autonomy and self-direction for staff, and they must feel as though they are 

working within and towards some recognised and valued positive narrative 

• Provide clear messages 

o Despite the significant work already done to ‘myth-bust’ (notably by Ofsted) and to promote healthy 

workloads, these messages are not always getting through. Place these messages front-and-centre. For 
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reference, the ‘myth-busting’ referenced can be found here: 

https://www.gov.uk/government/publications/school-inspection-handbook-from-september-

2015/ofsted-inspections-mythbusting#pupils-work  

• Support staff well-being 

o Well-being and staff mental health should be high on the agenda for leaders at all levels. Schools 

should consider how to implement flexible working opportunities. 

• Flexibility within and beyond school groups 

o School groups such as MATs or simply schools in close geographic proximity should explore the 

motivating and developmental potential of moves within the sector. They should also consider the 

flexible deployment of staff, allowing teachers to work their hours between different schools. 

The government also produced its own set of recommendations, some of which are below if applicable to Hartlepool. 

(House of Commons Committee on Education, 2017) Others were discounted if they explicitly and/or exclusively 

related to national policies. 

• Investigate and collect evidence into the different routes into teaching with regards to effectiveness and likely 

retention rates, and do more work with training providers demonstrating more worth (e.g. only keep going 

with the TeachFirst partnership if it’s demonstrably in the interests of the system and its learners). 

• Complete systematic exit interviews and use this information to better understand staff turnover and whether 

any intervention may help retain high-quality staff. (In line with NFER guidance on monitoring intentions and 

engagement.) 

• Do more to promote the recommendations of the workload challenge (in line with providing clear messages as 

per the NFER guidance). 

• Do more to promote staff well-being (in line with NFER guidance). 

• Utilise CPD – and allow it to be more autonomous and self-directed, as well as better – in line with higher 

performing education systems and in line with evidence to suggest it can promote retention. Specifically the 

report suggests CPD ought be: 

o Subject-specific 

o Longer term and cumulative 

o Relevant to career-stage 

o Facilitated through releasing staff from lessons 

  

https://www.gov.uk/government/publications/school-inspection-handbook-from-september-2015/ofsted-inspections-mythbusting#pupils-work
https://www.gov.uk/government/publications/school-inspection-handbook-from-september-2015/ofsted-inspections-mythbusting#pupils-work
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Managing maternity: a pinch-point for career-leavers 

Figures from the Department for Education’s Database of Teacher Records show that 27% of teachers who leave the 

profession are women aged between 30 and 39. Jonathan Simons, head of education at Policy Exchange, suggested 

that this is likely down to maternity leave. (Guardian, 2016) This article outlines some means of helping which 

Hartlepool would do well to consider: providing childcare, offering free and independent financial advice, and 

providing training and support for leaders. 

The following recommendations are the outcome of a piece of work on gender equality and equal pay, helping women 

navigate maternity leave and return to work confidently. It was produced by the Talent Keeper Specialists, on behalf 

of the CIPR. It is not specific to education, so some of the guidance is generic and corporate. The points below are a 

condensed summary, but the full document is available here: 

https://www.cipr.co.uk/sites/default/files/Guide%2010_Best%20practices%20for%20managing%20maternity%20leav

e%20for%20line%20managers.pdf  

1) Demonstrate a desire to get things ‘right’ by asking your leaver/returner what she/he would like or needs from 

you at various stages (e.g. how much and what type of contact whilst he/she is away). 

2) Agree how you’ll keep in touch 

3) Encourage the use of Keep In Touch (KIT) days which do not impact on maternity pay or bring maternity 

leave to an end 

4) Be inclusive and signal you look forward to their return 

5) Share positive feedback on, or outcomes of, work completed prior to the period of leave 

6) Discuss and be open to flexible working 

7) Consider comeback coaching 

8) Adopt a transition mindset where the return-to-work period is seen as something with fewer demands and 

more leeway for an appropriate time period 

9) Be interested and empathetic 

10) Develop a plan for a successful return to work, and monitor 

11) Following the return to work, have weekly or fortnightly 1:1s 

12) Have a supportive broader career progression conversation 

The MaternityTeacher PaternityTeacher Project is a grassroots organisation seeking to inspire, empower and connect 

teachers choosing to complete continuous professional development whilst on parental leave. Their website is 

accessible here: http://www.mtpt.org.uk/ and their poster for staffrooms, outlining their work, is available here: 

https://gallery.mailchimp.com/bda931ab27a93e7c781617948/files/b3443566-084b-4cc2-b341-

5c2c846eca69/Staffroom_Poster.pdf. They are teacher led, with regional representatives. There is presently not a 

regional representative in the North East. 

  

https://www.cipr.co.uk/sites/default/files/Guide%2010_Best%20practices%20for%20managing%20maternity%20leave%20for%20line%20managers.pdf
https://www.cipr.co.uk/sites/default/files/Guide%2010_Best%20practices%20for%20managing%20maternity%20leave%20for%20line%20managers.pdf
http://www.mtpt.org.uk/
https://gallery.mailchimp.com/bda931ab27a93e7c781617948/files/b3443566-084b-4cc2-b341-5c2c846eca69/Staffroom_Poster.pdf
https://gallery.mailchimp.com/bda931ab27a93e7c781617948/files/b3443566-084b-4cc2-b341-5c2c846eca69/Staffroom_Poster.pdf
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Creating equal and inclusive staff-rooms 

“The teaching workforce is predominantly female, particularly in primary schools. The proportion of women was 

highest amongst classroom teachers and middle leaders, and lowest for senior leaders and headteachers… there 

was a smaller difference between roles in primary schools, where women made up 85% of the workforce in 2016 

compared with 73% of headteachers, than in secondary schools, where women made up 62% of the workforce 

compared with 38% of headteachers.” (DfE, 2018) 

Hartlepool may not match these figures exactly, but the town does find itself in the situation of having a 

predominantly female workforce, disproportionately led by men.  

#WomenEd is a grassroots organisation seeking to support its members develop professionally, and to secure gender 

equality in educational leadership. Their website is available here: http://www.womened.org/ and there was – at the 

initial Fabians Panel Event – talk of setting up a Hartlepool branch. Alongside this work to establish gender equality, 

there are other grassroots organisations working to support equality in the sector and to promote the interests of 

statistically under-represented groups, notably BAMEed (https://www.bameednetwork.com/), who are hoping to 

respond to “the continual call for intersectionality and diversity in the education sector”, and LGBTed 

(http://lgbted.uk/), “a network of LGBT+ teachers and leaders, empowering them to be authentic in schools, 

colleges and universities, to support students and to be an advocate for increasing LGBT+ visibility in our 

education system.” 

As well as the issue of ensuring the demographics of those in leadership positions more closely reflects the 

demographic of the workforce at large, there are concerns around the make-up of that workforce. The percentage of 

men who work in formal education with two to five-year-olds is only 3%. (Robertson, 2018)  

James Bowen, the middle leaders representative at NAHT, says “A diverse early-years workforce can help children, 

especially those from deprived backgrounds, to visualise their futures and fulfil their educational potential. It’s 

important for all children to experience positive male role models, and to understand that men can be interested in 

education, science or reading, just as much as in football.” 

 

 

  

http://www.womened.org/
https://www.bameednetwork.com/
http://lgbted.uk/
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Recommendations for Hartlepool 

1) Hartlepool should create an annual workforce survey for all working in schools to complete, identifying: 

a. Intentions to remain in the profession 

b. Intentions to remain in the town 

c. Levels of job satisfaction and well-being 

d. Career aspirations 

e. CPD requests 

f. Likely reasons for any intended departures from i) the profession or ii) the town 

g. Key demographic data such as workplace, job-role, key-stage, subject etc. 

 

2) Hartlepool should analyse that workforce survey data to identify: 

a. Groups or individuals likely to leave, and the sources of their dissatisfaction  

b. The need for succession-planning in key leadership roles 

c. Any gaps in the current CPD offer 

d. The general level of satisfaction amongst the workforce 

e. Any anomalous survey responses by workplace, job-role, key-stage, subject etc. 

 

3) Hartlepool should devise an annual response to the workforce survey, promoting: 

a. Increased engagement with the profession amongst the most disaffected 

b. Succession-planning for key leadership roles 

c. A CPD offer responsive to need and the desires of the workforce 

d. Increased job satisfaction 

e. Equal treatment and retention across workplaces, job-roles, key-stages, subjects etc. 

 

4) Hartlepool should create a more detailed centralised exit-interview survey for those leaving the 

profession or the town in order to drill down into the specific causes for departure, which can then be shared 

with schools or responded to in a town-wide fashion if appropriate. It is important that this is centralised 

because there are obvious issues with line managers, school leaders or school governors conducting these in 

terms of unavoidable power dynamics. 

 

5) Hartlepool should seek to attract government funding to help alleviate the recruitment and retention 

problems facing schools. This should include, but not be limited to, investigating the availability of a portion 

of the £10 million funding promised to support recruitment in retention alongside the Northern Powerhouse 

project. There will be a specific report outlining Hartlepool’s Promise on finance and funding but the 

connection to recruitment and retention is clear. 

 

6) Hartlepool should audit the town’s spend on advertising positions and consider different methods of 

securing high quality applicants, including providing the advertising itself – free of charge – to all workers 

inside the town. This would limit the financial costs of the recruitment and retention crisis, as well as 

potentially afford people the opportunity to stay in the town and secure a job change. 

 

7) Hartlepool should create a real sense of unity, and shared vision and purpose, amongst the town’s 

education professionals, giving parity of esteem to all stages of the learning journey, “from cradle to grave”. 

This includes a commitment to constructing a positive narrative surrounding education in the town, from 

EYFS to FE and beyond. Collaborations across phases and providers of education must be facilitated, and not 

be viewed as burdensome to the staff or the schools in terms of time or money. 

 

8) Hartlepool should produce a clear statement surrounding teacher workload, meeting the 

recommendations of the workload challenge, and drawing on wider evidence of ‘what works’ and – 

more importantly – what doesn’t work. Time-consuming activities which do not deliver improved learning 
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outcomes should be systematically identified and their prevalence questioned and challenged. School leaders 

not making use of this evidence base, and creating unnecessary workload for staff as a result, must be 

challenged. 

 

9) Hartlepool should audit the effectiveness and retention rates of teachers who enter the profession and 

the town and make comparisons between the different training routes. If certain training routes prove to be 

more effective at producing quality staff, or at providing staff likely to remain in the profession and/or town, 

these training providers need to be worked with more. 

 

10) Hartlepool should investigate the possibility of formalising approaches to flexible working with schools 

in such close geographic proximity to one another, and not limit such opportunities to those working in 

formally grouped schools, such as MATs. Disaffection likely to lead to leaving the profession can be 

challenged through a change of workplace. CPD can be delivered via secondment to another workplace. 

Transition arrangements for pupils can be supported via separating working hours across workplaces. 

 

11) Hartlepool should audit and analyse staff absence rates and the supply spend of schools. Support should 

be put in place for groups and individuals exhibiting disproportionate absence rates, and reflect on any 

disparities evident between workplaces, job roles, key-stages, subjects etc. HBC should consider the 

possibility of hiring a centrally funded team of supply staff to avoid the present spend, a portion of which is 

wasted on agency fees. In instances of that team of supply staff not being required to cover for absence, they 

could be utilised to allow staff the opportunity to complete CPD or other developmental activities during the 

school day. 

 

12) Hartlepool should commit to providing quality opportunities for continuous professional development 

(CPD). This CPD should be subject-specific, research informed, cumulative & long-term, relevant to career-

stage, and facilitated wherever possible through releases from teaching commitments, rather than viewed as an 

addition to the day job. HBC should try to co-ordinate the calendars of all schools to agree that at least one 

annual ‘non-pupil’ day is spent collaboratively exploring what works best in our shared contexts.                                       

There will be a specific report outlining Hartlepool’s Promise on CPD but the connection to recruitment 

and retention is clear. 

 

13) Hartlepool should support staff on parental leave through the provision of free and independent financial 

advice, and it should also investigate the possibility of free or discounted child-care options for professionals 

working in education in the town. That – if possible – would be a clear marker of the sector working to 

support itself, but it would need a steer from HBC. 

 

14) Hartlepool should produce a guide to ‘Managing Parental Leave’, for both the parent and the line-

manager. The guide produced by the Talent Keeper Specialists on behalf of the CIPR provides a sensible 

steer and structure, but there would need to be work done to produce a guide relevant and specific to those 

working in schools. 

 

15) Hartlepool should insist that all line-managers are given the ‘Managing Parental Leave’ guide upon 

appointment, and at every instance at which it becomes relevant. It should become part of the 

expectations of line management that colleagues going on parental  leave are entitled to a full package of 

support, in order to better facilitate their successful return to work. 

 

16) Hartlepool should support The MaternityTeacher PaternityTeacher Project to provide free and 

accredited CPD to willing staff on parental leave and to facilitate the network of teachers sharing good 

practice around family friendly working conditions and working towards gender equality in educational 

leadership. To help this network, HBC should arrange for someone in the town to become the North East 

regional representative. 
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17) Hartlepool should collate comprehensive data around ‘new-parent’ career leavers, identifying if people 

are not returning from maternity leave, if they leave after the first year after returning-to-work, after the 

second child, after their children become school-aged etc. This would allow more targeted support to new 

parents. 

 

18) Hartlepool should strive to support all demographics within its workforce and to help these 

demographics, should provide support and resources to any and all organisations sharing these aims. This 

would include – but not be limited to – supporting the nascent #WomenEd group, as well as investigating the 

appetite for a BAMEed group and LGBTed group in the town, and providing all available support to establish 

these groups if they are wanted. 

 

19) Hartlepool should conduct an annual audit of the demographics of its workforce and compare the total 

population to the demographics of those holding leadership positions and, if any notable disparities are 

identified, then talent-spotting and talent-nurturing activities must be undertaken. If the workforce itself is 

found not to be broadly representative of the community served in specific workplaces, job roles, key stages 

or subjects (along lines of gender in particular) a recruitment drive to attract those demographics should be 

undertaken. 
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Promise Two: Attracting and training excellent governors 

The importance of effective governance 

Where schools are found to be struggling, more often than not an underlying cause is a failure of the governing body 

to execute its role properly and to hold school leaders to account. (Ofsted, 2016) This is increasingly the case, as the 

system becomes ever more school-led. Ofsted’s report highlights several critical factors which, when addressed well, 

have been proven to lead to rapid and sustainable improvements to governance: 

1) The awareness of schools of the weaknesses in their governance arrangements 

2) The ability to develop professional knowledge and understanding within governing bodies 

3) The ability to recruit people with the required expertise for the role of governor 

4) The clarity surrounding governors’ roles, responsibilities and lines of accountability, which seems particularly 

to be a problem in multi-academy trusts 

5) The need to provide governors with access to highly skilled people or third-party organisations with the 

expertise to help them meet the demands of the role 

6) The constitution of governing bodies and the need for local and community representation 

The National Governance Association (NGA) is the national membership organisation for state-funded school 

governors and trustees. They are a charity, and now the largest single provider of external reviews of governance. 

They celebrated their 10th anniversary in 2016, and produced a report outlining their work and its impact. This report 

is available here: https://www.nga.org.uk/getattachment/Publications/Growing-Governance-10-years-of-NGA-

(1)/NGA-Growing-Governance-Impact-Report-(WEB).pdf  

The NGA provide training for governors. The training modules are accessible online, at any time, and can be 

completed independently. The Learning Link is an e-learning portal, providing flexible opportunities to complete over 

50 modules of professional development, with eight Core CPD-accredited modules. This training offer is available 

here: https://www.nga.org.uk/Services/ConsultancyandTraining.aspx  

Other local councils have done good work into this field, and should be learned from. Nottinghamshire County 

Council published details of their recruitment and retention strategy. (Nottinghamshire County Council, 2005) It 

focused on: 

• Regular monitoring of governor vacancy statistics 

• Undertaking targeted recruitment events in areas of greatest need 

• Advertising via the local press and the County Council website 

• Working in partnership with other organisations working on placing governors 

• Established recruitment and retention group to provide advice and support on how to recruit 

underrepresented groups 

• Recognising long service via article in the local press  

• Providing a certificate for long service 

• Providing advice and information to schools on good recruitment and retention practices 

• Published procedures for appointing LA governors 

Cumbria County Council also produced a good practice guide. (Cumbria County Council, 2012) which outlined the 

need to: undertake a skills audit to inform recruitment; undertake a demographics representation audit to inform 

recruitment; create a positive image of governance in the authority; establish clear procedures for the induction of new 

governors including a comprehensive but concise induction pack; and create clear systems for succession planning.  

In 1994, the UK government established a Committee on Standards in Public Life which was, chaired by Lord Nolan, 

tasked with making recommendations which would improve standards of behaviour amongst those occupying 

important positions in public life. School governance is an important position in public life. As such, the Nolan 

https://www.nga.org.uk/getattachment/Publications/Growing-Governance-10-years-of-NGA-(1)/NGA-Growing-Governance-Impact-Report-(WEB).pdf
https://www.nga.org.uk/getattachment/Publications/Growing-Governance-10-years-of-NGA-(1)/NGA-Growing-Governance-Impact-Report-(WEB).pdf
https://www.nga.org.uk/Services/ConsultancyandTraining.aspx
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principles (Committee on Standards in Public Life, 1995) apply: selflessness, integrity, objectivity, accountability, 

openness, honesty and leadership. 

Recommendations for Hartlepool 

1) Hartlepool should incorporate the Nolan principles of effective public life into all work surrounding 

governance, including - but not limited to - recruitment activity, monitoring activity or other scrutiny, 

publicity, and celebration events. 

 

2) Hartlepool should – centrally - ensure clarity of roles, responsibilities and lines of accountability for all 

schools in the town, and particularly where multi-levels of governance make situations more complex. These 

should be reviewed annually. 

 

3) Hartlepool should ensure that they have a robust and centralised review mechanism in place to assure 

themselves, and the governing bodies, that they are all acting effectively. There should be an on-going 

program of quality assurance from HBC of governance across the town. 

 

4) Hartlepool should centrally monitor the statutory compliance of all schools in the town and alert 

governing bodies to any potential instances of non-compliance. This would cover all statutory requirements – 

including, but not limited to, policies and information published on websites. This should happen on an annual 

basis, and provide boards with a clear, concise and straightforwardly actionable report. 

 

5) Hartlepool should publish a quality standard of governance in line with all available national evidence 

which all governing bodies can use to hold themselves to account. This should be placed as an annual agenda 

item for all governing bodies. 

 

6) Hartlepool should expand the number and qualification of professional clerks so that governing bodies 

can access the right level of professional support for their needs.  

 

7) Hartlepool should seek to secure national leaders of governance working in the town, to secure quality 

school improvement in specific schools, and to provide a source of expertise for other governors and 

governing bodies in the town. 

 

8) Hartlepool should produce or collectively procure a series of high-quality training modules which: can 

be completed in governors’ own time as timetable clashes amongst volunteers are unavoidable; cover the full 

range of work necessary for a governor to complete their duties; provide models of excellence for governors 

to aspire towards; and which promote collaboration across governing bodies and between governing bodies 

and other relevant stake-holders. Our specific recommendation is to purchase membership of the NGA and 

access to the Learning Link e-learning modules. 

 

9) Hartlepool should hold an annual celebration of governance to recognise and reward the countless hours 

of volunteer time given to the role, and to consistently re-focus and re-energise those undertaking the role. The 

event should be celebratory in tone, yet developmental in content. 

 

10) Hartlepool should provide a monthly circular, centrally produced with any-and-all appropriate 

governance updates or changes to education policy. Any required actions from a governing body would be 

clearly identified, with suggestions included. This should be sent to all chairs of governors to circulate 

amongst the boards, and would do much to reduce the time-consuming nature of the role.  
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11) Hartlepool should conduct a skills audit for all governing bodies and ensure training is provided to tackle 

any skill-gaps which become evident, and/or recruitment drives and advertisements are targeted to sectors 

likely to be populated by people with the relevant skills, knowledge and professional expertise. 

 

12) Hartlepool should regularly monitor governing body make-up and vacancies, and complete recruitment 

activities with a view to filling any vacancy with somebody with the relevant skills, knowledge and 

professional expertise as quickly as possible. Where appropriate, this may include suggesting one governor 

move from one board to another – only HBC could have the oversight to make this suggestion. Where 

appropriate, recruitment activities may be completed to ensure the demographic make-up of a board is 

representative of the community it serves. 

 

13) Hartlepool should encourage schools to place their own staff on the boards of other schools as this would 

facilitate collaboration and the sharing of best practice. It would make particular sense for primary schools, 

secondary schools and FE providers who are partnered and/or feed into one another to adopt this approach.   

 

14) Hartlepool should arrange for a forum whereby chairs of governing bodies can meet, irrespective of the 

maintained status or otherwise of the school governed. This could be a termly event to facilitate collaboration 

and the sharing of best practice.  

 

15) Hartlepool should formally recognise outstanding or longstanding service to governance through 

certification, and through publication of a press-release outlining some of the areas focused on and some of 

the good work delivered. 

 

16) HBC should provide business rates relief to firms supporting governance, through the provision of training 

and expertise, through the release of staff for governor related activity etc. 
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Promise Three: World-class on-going professional development 

The importance of a focus on effective continual professional development (CPD) 

Research by the Educational Policy Institute found that on average teachers in England spent only four days a year on 

CPD in 2013 compared with an average of 10.5 days across the 36 countries covered by the analysis. (Sellen, 2016) 

The UK has no nationally agreed minimum expectations when it comes to teachers engaging with CPD, in contrast to 

many more successful education systems. The Scottish Government, for instance, requires its teachers to spend at least 

35 hours a year on CPD activities. The Singaporean Government, rather than a minimum requirement, phrases its 

offer as an “entitlement” to 100 hours each year. The UK government has recognised that “more need[s] to be done to 

increase the quantity and quality of CPD that teachers undertake” (Committee of Public Accounts, 2018) but in an 

increasingly fragmented and school-led system, this is left to individual head-teachers or those who run MATs.  

Despite our nationally falling behind competitors, and despite our government recognising this and encouraging a 

response, there remain in the system barriers to effective CPD. 94% of school leaders considered time as a barrier to 

improving teacher quality; 97% of school leaders said the cost of training, or the cost of cover to facilitate training, 

was a barrier to improving teacher quality. (National Audit Office, 2017) Andrew Adonis’ ‘Teacher Development 

Trust’ has calculated that the UK spends on average £33 per year on each teacher’s CPD. 21000 teachers reported 

receiving no such budget. (Teacher Development Trust, 2017) The government has announced and promised £75 

million over a three year period, through the Teaching and Leadership Innovation Fund, to support high-quality CPD. 

However, it is available only to the 12 ‘opportunity areas’, or the category 5 and 6 local authority districts. Hartlepool 

does not fall into either of these categories. 

The importance of teacher effectiveness is intuitive enough, but there are further social justice implications and 

considerations. The image below illustrates that it is disadvantaged students who benefit most from highly effective 

teaching. (Sutton Trust, 2011) When a third of children in Hartlepool live in poverty (North East Child Poverty 

Commission, 2015), it is clear why the issue of teacher quality is of such importance. To put the image below into 

numerical terms, improving the effectiveness of teaching could triple the impact of education on the most 

disadvantaged children in the town. The moral imperative behind improving teacher effectiveness is clear. 
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The DfE has produced its own guidelines on what constitutes effective CPD. (DfE, 2016) An executive summary of 

their recommendations follows, and suggests that teachers ought, in line with the teacher standards: 

• keep their knowledge and skills as teachers up-to-date and be self-critical 

• take responsibility for improving teaching through appropriate professional development, 

responding to advice and feedback from colleagues 

• demonstrate knowledge and understanding of how pupils learn and how this has an impact on 

teaching 

• have a secure knowledge of the relevant subject(s) and curriculum areas 

• reflect systematically on the effectiveness of lessons and approaches to teaching 

• know and understand how to assess the relevant subject and curriculum areas 

The report goes on to outline a standard for what it expects to see happening in schools with respect to CPD: 

1. Professional development should have a focus on improving and evaluating pupil outcomes.  
2. Professional development should be underpinned by robust evidence and expertise.  
3. Professional development should include collaboration and expert challenge.  
4. Professional development programmes should be sustained over time.  
And all this is underpinned by, and requires that:  
5. Professional development must be prioritised by school leadership. 
 

Global solutions to a local problem? 

The Finnish model of education has had a varied ride in recent years, in public esteem: they were once “the envy of 

the world” but are now “slipping”. (The Washington Post, 2016) Suffice it to say that, once, it was doing remarkably 

well. What’s happened since then can be discounted here, as long as we focus on what Finland was doing in the run up 

to its excellent PISA scores. All teachers in Finland, at the time of their systemic triumphs, had completed “a five-

year masters degree in education… funded by the Finnish government. Primary-school teachers spend this 

time studying education at one of the eight universities in Finland that offer teacher training, in addition to a 

school placement, and they cover all the subjects that they will have to teach the children in school... 

Secondary-school teachers, on the other hand, do just a one-year education masters after their subject-based 

undergraduate degree; they are still studying for five years, but only one of those years is focused on education 

specifically. What makes them masters level degrees is that the courses include research training, and all 

teachers produce a masters level thesis in an educational topic of their choice… They are taught the latest 

educational science based on up-to-date research on teaching practice, and complete a placement in a special 

teacher training school (like a teaching hospital) – an essential part of their training.” (Crehan, 2016) 

The Singaporean model of education is another oft in receipt of glowing praise. See: ‘Why is Singapore’s school 

system so successful, and is it a model for the West?’ (The Conversation, 2014) Theirs, too, is a system with much 

more emphasis on the continued professional development of its staff. “The Singaporeans recognise in the 

structure of their system that initial teacher training is only the first step. After a one-year induction period 

where you are mentored in your school and evaluated to ensure you are up to scratch, you are considered a 

qualified teacher. But you do not yet have the skills required to be a Master Teacher, or a Specialist Teacher 

or, for that matter, the Director-General of Education for the whole country…” (Crehan, 2016) Another feature 

of the Singaporean model which seems to be of merit is the absolute insistence that training is never a “one-off”. At 

the very least, there is one follow-up session where the professional learning can be reviewed once trialed. 
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Locally available providers of CPD 

EBE 

 

“As a profession, we need to seize hold of assessment and make it work for us. There are three key pillars of 

education: pedagogy, curriculum and assessment. For too long, we have allowed the third of these to act as 

dispassionate judge of our teaching instead of building our expertise as assessors and confidently engaging with 

assessment as a means to inform everything we do.” So said Professor Dame Alison Peacock, Chief Executive of 

the Chartered College of Teaching at a panel event looking at “What makes great assessment?” The discussion was 

subsequently turned into a free ebook (Kime, S., et al, 2017) available from Evidence Based Education (EBE), and is 

worth a read by any school leaders or school teachers grappling with assessment. The importance of improving 

systems and reliability of assessment is evident in the research literature. (Berger R et al, 2014) EBE are based in 

Chester-le-Street and offer an Assessment Lead Programme, comprising one year’s sustained professional 

development totalling 50 hours, and promising “whole-school impact; flexible learning to fit around your timetable, 

and no travel or cover costs.” Elsewhere on the EBE site they talk of ‘MATs or grouped schools’ being able to secure 

discounted CPD.  

 

“If teachers are to make wise decisions, they will need access to the very best evidence on what has already been 

proven to work, and they will need to be confident about the accuracy of that information,” according to Estelle 

Morris writing in The Guardian. (Morris, 2009) It is far more efficient and – frankly – reliable to outsource these 

incredibly difficult tasks than it is to expect school teachers and leaders to be able to do this, to a sufficiently high 

level, whilst juggling the other demands placed on them. 

 

Details of the Assessment Lead Programme can be found here: https://evidencebased.education/assessment-lead-

programme/ 

Comprehensive information on the training packages surrounding CEM data can be found here: 

https://evidencebased.education/training-cem-durham/packages/ 

An explanation of the practicalities – and costs – of arranging a Research Support Partnership can be found here: 

https://evidencebased.education/research-support-partnership/ 

 

Orangebox Training 

 

“Simon Corbett started his career as a police constable working for Durham Constabulary based in Peterlee – 

but quickly climbed the ranks and secured himself a place working for the National Crime Agency. His skills 

were recognised, so, alongside his operational duties, he embarked on qualifying as a trainer passing on his 

skills to hundreds of other officers across the globe. When he left policing after more than two decades, Simon 

decided to put his training skills to good use, and launched Orangebox Training Solutions Limited, based in 

Queens Meadow Business Park, in Hartlepool. Orangebox offer a range of training courses, all delivered by 

highly qualified experts.” (Taken from the Orangebox Training website) 

 

Many of these courses are completely free, and include: 

• Understanding specific learning difficulties 

• Working with people with mental health needs 

• Children and young people’s mental health 

• Understanding safeguarding and prevent 

• Principles of team leading 

• Understanding behaviour that challenges 

• Caring for children and young people 

• Working with individuals with learning disabilities 

• Understanding autism 

 

A full list, including the course details, can be found here: http://www.orangeboxtraining.com/category/courses/fully-

funded-learning/  
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https://www.google.co.uk/maps/place/Orangebox+Training+Solutions/@54.648264,-1.2354147,17z/data=!3m1!4b1!4m5!3m4!1s0x487ef302f49062e7:0x6529a191043ef4e9!8m2!3d54.648264!4d-1.233226
http://www.orangeboxtraining.com/category/courses/fully-funded-learning/
http://www.orangeboxtraining.com/category/courses/fully-funded-learning/
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Shotton Hall Research School 

 

“Shotton Hall Research School is one of 22 new ‘Research Schools’ in England. Our aim is to help improve the 

quality of teaching by getting more teachers to use academic research in ways that make a difference in the 

classroom. We work to make research accessible and share what we know about putting research into practice, 

supporting schools to make better use of evidence to inform their teaching and learning. Our Research School 

is the only such one in the region, making us a focal point for educational research in the north east.” (Taken 

from the Shotton Hall Research School website) 

 

The work of Research Schools is focused on: 

• Communication and events to break down the barriers between teachers and academics 

• Targeted training and professional development for teachers and school leaders, based on the best available 

research and evidence 

• Supporting schools to develop their own sustainable models of improving teaching through the use of 

evidence 

• Providing schools with the expertise to evaluate the impact of any changes made to practice 

• Supporting schools with grant applications for the IEE innovation evaluation funding 

 

Fuller details of the work being done at Shotton Hall Research School can be found here: 

https://www.shottonhallresearchschool.co.uk/  

 

Conferences 
 

Increasingly, teachers are coming to terms with what it means to be part of a ‘profession’: there exists a body of 

knowledge surrounding best practice, and there is a responsibility on the part of teachers to engage. A growing trend is 

the conference circuit, where professionals can complete CPD activity outside of the school day. Some of these 

conferences are outlined below: 

 

researchED 

 

researchED are a global series of conferences aiming to: 

- Raise research literacy 

- Bring people together 

- Promote collaboration 

- Increase awareness 

- Promote research 

- Explore what works 

 

There is an event in Durham, on November 24th 2018, and an ongoing program can be found here: 

https://researched.org.uk/events/list/  

 

Others 

 

There are countless others, covering a variety of topics, including subject-specific conferences such as the Team 

English National Conference (July 13th 2019, Peterborough) or an on-going series of events focused on diversity and 

inclusion held by BAMEed: https://www.bameednetwork.com/cpd/2018-11/.  

 

 

Recommendations 

1) Hartlepool should facilitate co-operative procurement of CPD opportunities for all of the town’s schools 

– this could be through HBC itself acting as the third-party aggregator or the broker, or through facilitating a 

piggy-back model or joint-solicitation model under more direct school guidance. Whatever the model, HBC 

https://www.shottonhallresearchschool.co.uk/
https://researched.org.uk/events/list/
https://www.bameednetwork.com/cpd/2018-11/
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needs to recognise that economies of scale are applicable to the procurement to CPD, and to act accordingly to 

maximise the impact of the collective spend on CPD. 

 

2) Hartlepool should organise events for children with a view to freeing up staff to complete CPD 

activities. A program of activities and events for the town’s young people would have obvious merit for the 

children. If they were organised to cater for large groups of children all at one time, and if they were staffed 

appropriately, they would also free up a lot of teacher time for the completion of CPD activities. These would 

have to tie in with the ‘appropriate local curriculum’, but could include the use of the Borough Hall, natural 

sites, business sites, Brierton Sports Centre, etc. 

 

3) Hartlepool should create a town-wide CPD fund which does not come from the Dedicated Schools Grant 

(DSG). This would signal the town’s commitment to viewing education as an investment rather than a cost, 

and would also allow for schools/individual practitioners to ‘bid’ for CPD opportunities. If there was a 

commitment to genuinely rigorous evaluation of the impact of the CPD, the town would increasingly have a 

clear idea of where to spend its money on professional development.  

 

4) Hartlepool should fully fund accredited CPD and make this a repayable sum if the recipient ceases to work 

in the capacity of an educator, within the town, within five years. This is best viewed as an investment in the 

quality of the work-force. That said, the connections to retention are clear: it may well pay for itself as a 

policy in terms of no longer having to advertise for posts as frequently, or no longer paying out Recruitment 

and Retention points, etc. 

There will be a specific report outlining Hartlepool’s Promise on retention but the connection to CPD is 

clear.  

 

5) Hartlepool should hire a centrally funded team of supply staff to avoid the present spend on cover, a 

portion of which is wasted on agency fees. In instances of that team of supply staff not being required to cover 

for absence, they could be utilised to allow staff the opportunity to complete CPD or other developmental 

activities during the school day.  

There will be specific report outlining Hartlepool’s Promises on retention and on funding, but the 

connection to CPD is clear.  

 

6) Hartlepool should encourage, facilitate and recognise the role of ‘Research Lead’, aiming for one in 

every school, and aiming for those Research Leads to collaborate with one another to identify new and 

emerging understanding around best practice from across the world. These Research Leads should distil this 

understanding of best practice and disseminate it to their colleagues and with other schools in the town. 

 

7) Hartlepool should encourage the agreement across all schools on the use of one “non-pupil day” each 

year for collaborative CPD. Calendars are set long enough in advance for this to be workable. There is also 

merit in this for parents: many have children across different schools, and we should be making their lives as 

easy as possible. This day – if well-coordinated from the centre – would allow for collaboration across 

different school-types, Key Stages, and phases. It would allow for teachers in traditionally smaller 

departments to actually gather with subject specialists, for some subject specific CPD. It would generally 

engender a greater sense of collaboration. It would make payment for genuinely impressive and expert “key 

note speakers” more cost effective. 

 

8) Hartlepool should work with all schools in the town on their individual models of appraisal and CPD: 

these two strands should be complementary, and should support CPD that is increasingly self-directed and 

recognises the autonomy of professionals. They should allow for bespoke CPD, and for opportunities 

appropriate to the career stage of the practitioner. It is more cost-effective to have one expert in the town on 

optimally effective models of appraisal and CPD who can work with other leaders on this: this is a role for 

HBC. 
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9) Hartlepool should produce and publish a quality standard of CPD and hold school leaders falling short to 

account. It should be based on the best available evidence on effective professional development, and should 

be annually reviewed in line with the ever-growing body of evidence related to this field. 

 

10) Hartlepool should form a close working relationship with the EEF and other university providers of 

research trials, so that Hartlepool schools increasingly take up these opportunities to be on the “cutting edge” 

of pedagogy and practice. This will also help the recruitment of teachers to the area. 

There will be a specific report outlining Hartlepool’s Promise on recruitment but the connection to CPD is 

clear. 

  

11) Hartlepool should form close working relationships with all sufficiently qualified providers of CPD 

locally with a view to developing partnerships which understand the town and the children it serves. 

 

12) Hartlepool should proactively contact education conferences in search of venues with a view to making 

Hartlepool a hub of excellent CPD to which other practitioners, from outside of town, are eager to come. 

Further, conferences held in the town should be actively promoted within the town’s schools, and – ideally – 

delegates working in the town should be funded. 

 

13) Hartlepool should facilitate cooperation and collaboration through better promoting, funding and utilising 

the SLE network which exists in the town. 

 

14) Hartlepool should invest in a “lending library” of up-to-date education research which staff can request. 

There should be a requirement that any amendments to practice are reported, and any impact on learning 

evaluated. 

 

15) Hartlepool should actively make itself a venue for national events by contacting conference organisers and 

offering services, and by arranging education conferences itself. Attendance should be encouraged amongst 

the town’s practitioners, and where possible, funded. 
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Promise Four: Spend more money, more effectively 

The climate  

From 2010 to 2017, Hartlepool Borough Council saw its funding from central government reduced by 33% - the 24th 

biggest loss nationally – and HBC have announced that this looks set to continue, and worsen, up to at least 2020, 

when they anticipate the funding to have fallen by 45%. (Gray, P.M and Barford, A., 2018)  

 

The graph above illustrates that whilst education has certainly directly suffered during this period of austerity, it is 

local government bearing the brunt of cost-saving measures. (Chief Secretary to the Treasury, 2015) This story is 

doubly problematic for both schools and local government: as the front-line services provided by each are rolled back, 

the job of each actually becomes harder. A school serving a community which lacks essential public services whilst 

comprising some of the most disadvantaged wards in the country and facing budget cuts is being asked to do more 

with less; a local council trying to manage the disparate needs of children and young people whilst their schools’ 

budgets are cut is being asked to do more with less. Hartlepool’s MP seemingly agrees, as he complained that the 

Government’s austerity agenda was “choking the life out of public services”. (Hartlepool Mail, 2018) 

In 2017 the then councillor Alan Clark wrote to the Education Minister lamenting the £1.5million cuts facing 

Hartlepool schools. The situation has only worsened since then. https://schoolcuts.org.uk/schools/ is a website 

tracking school budgetary data, and it suggests that for Hartlepool: 

• 27 of 33 schools included in the survey will face cuts 

• Class sizes have grown since 2014/2015 

• £2.1million will have been lost in real terms between 2015 and 2020 

• £180 per pupil will have been lost between 2015 and 2020 

The financial climate is overtly hostile to schools and to local government. That said, a key belief for any area 

wishing to improve the quality of life, and the prospects, of its residents must be that education is best viewed as 

an investment rather than a cost. Accordingly, any and all measures must be taken which constitute an 

increased level of funding available with which to help the 11599 pupils (according to the Government’s school 

https://schoolcuts.org.uk/schools/
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census) in the town. At the same time, anything that budget holders can do to maximise the impact of the spend 

– whatever its total – must be done. 

 

Collective procurement and financial collaborations 

Continuous Professional Development 

There are some 38 schools in Hartlepool, including FE providers. At present, excepting those who find themselves as 

part of a Multi-Academy Trust, the procurement activities are left to the individual schools. 

As an indicative example of how collective procurement could be more cost effective, consider the Assessment Lead 

programme provided by Evidence-Based-Education in Chester-le-Street. It costs £1200 per school to enrol on the 

program. This would amount to £45600 if every school in the town believed this to be a worthwhile route to improved 

Teaching, Learning and Assessment and, in turn, improved outcomes. Following a grand total of one email sent, it 

transpires that if 10+ schools signed up ‘collectively’, the price would lower to £900 per school (a saving of £3000 

between 10 schools or £5700 between 19 schools). If 30+ schools signed up, the price would lower to £800 per 

school. This means that if all schools did view this as a route to improved pupil outcomes, they would – through 

simply collaborating on procurement – save themselves £400 each, at a total saving to the town’s system of over 

£15000. This was – as mentioned – arrived at following one enquiry email from an interested party. It’s likely that if 

an email were sent from someone actually in control over budgets, further negotiations on price would be fruitful. 

https://evidencebased.education/assessment-lead-programme/ -- see here for details of the programme. 

As another indicative example of how collective procurement could be more cost effective, consider the Middle 

Leadership Programme of Ambition School Leadership’s offering. It costs £12000 to enrol 15 leaders, at £650 each. 

The offer is only open to groups of 15, though: at present, this would lead to a situation where – frankly – most 

schools in the town made no use of this offer, as it is unlikely that any one of them has 15 middle leaders who would 

benefit. It is possible, though, for the 15 staff to come from different schools. Following one meeting with Sean Harris 

(the regional lead at Ambition School Leadership) it also transpires that to enrol 25 staff would cost £18500, at the 

cost of £500 each. So simply through collaborating, this evidence-informed programme of school improvement, with a 

history of demonstrable impact, no longer has an upfront cost to schools of £12000, but instead potentially as little as 

£500. There is potential to negotiate, again, a better deal on the up-scaling of economies of scale arrived at via bulk 

procurement. https://www.ambitionschoolleadership.org.uk/programmes/middle-leadership-programme/develop-your-

staff/ -- see here for details of the programme. Whilst looking at Ambition School Leadership, it is worth noting that: 

they offer Middle, Senior and Executive leadership development programmes; they offer a governance programme, 

free to some; they offer careers-leader programmes, free to all schools; they are merging with the Institute for 

Teaching who deliver on-going classroom practice improvement programmes. Identifying one partner – such as ASL 

– and working with them could lead to substantial improvement at all levels, whilst making bulk procurement 

conversations much easier. 

Both Evidence Based Education and Ambition School Leadership are happy to meet with HBC officers and with 

school leaders to present their professional development offerings. They have experience with working with groups of 

organisationally disparate but geographically concentrated schools, as they are working with Northumbria and with 

Middlesbrough in exactly the model we are suggesting should occur in Hartlepool. Whilst there are clearly numerous 

other providers of CPD, it would be advisable to only interact with a small group at this stage, to fully investigate 

whether or not the process of collective procurement is appropriate or workable. EBE and ASL are examples of 

excellent providers, with strong local links and understanding: it is for this reason we are recommending them and not 

other providers. 

The cost-effectiveness of the procurement is one thing; the creation of a network of professionals in the town all 

undertaking the same evidence-informed CPD is another. There is strong evidence that such networks drive 

improvement and impact beyond the specific CPD undertaken, through fostering greater collaboration in general. As a 

https://evidencebased.education/assessment-lead-programme/
https://www.ambitionschoolleadership.org.uk/programmes/middle-leadership-programme/develop-your-staff/
https://www.ambitionschoolleadership.org.uk/programmes/middle-leadership-programme/develop-your-staff/
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result, due consideration should be given to this factor of collaboration. It is not simply about keeping costs down. It is 

about managing to squeeze additional advantages out of all money spent – in this case, the network creation resultant 

from collective decision making around CPD opportunities enjoyed. A further benefit of Hartlepool schools acting as 

one purchasing bloc would be that, if that were publicised, they would find themselves in a better position to demand 

an audience with key players in the field. 

To contribute to the long-term impact of any CPD expenditure, there is scope for each recipient (individual) to sign a 

contract whereby they commit to staying in post for a certain number of years, or repaying their employer the per-

participant cost of the CPD. This would minimise the on-going costs of CPD as employers would not need as 

frequently to send staff on training, and it would also reduce the cost of advertising vacancies. Training repayment 

clauses can be relatively complex, but are also incredibly common. Some guidance for how to do them well – and 

avoid anyone successfully claiming that they amount to an unfair penalty – is to ensure: that the period during which 

repayment may be demanded is fixed, e.g. the employee only has to pay the training costs back if they leave within 

four years of completing the course; the repayments are subject to a sliding scale, because the longer the employee has 

stayed with the company, the greater the benefit the employer has gained from the training course; and that it may be 

appropriate in some circumstances not to demand repayment e.g. where the employee is made redundant. (Moon 

Beever Solicitors, 2018) 

 

Supplies and resources 

 

The DfE have made clear, several times, that they believe the sector to be inefficient when it comes to expenditure and 

impact, and have explicitly said that the use of public money on resources needs to improve. (DfE, Schools' costs 

2018-19 to 2019-20, 2018) Specifically they believe that if the 25% of schools spending the biggest proportion of their 

budgets on non-staff expenditure were instead spending in line with other schools, nationally this would save over 

£1billion. (DfE, 2017) Whilst it is reasonable to complain at a government squeezing budgets past breaking point, 

causing stresses for staff and a decline in life chances for the young people, there is validity to their argument about 

public sector procurement and its inefficiency. The fragmentation resultant from the academy programme has now 

created a situation whereby some schools have found much more inventive and cost-effective means of running 

themselves. At the same time, though, the fragmentation has taken away what was a core strength of the old authority 

system: the benefits of volume purchasing and centralised procurement practice. Whether the choice is to reconsider 

HBC as a procuring agent, or simply to cooperate between schools directly, there seems an absolute moral imperative 

to ensure that every pound of public money spent with a view to benefiting children and young people is spent 

effectively. Cooperative procurement facilitates this. 

Cooperative procurement is defined by NIGP: The Institute for Public Procurement as “the combining of 

requirements of two or more public procurement entities to leverage the benefits of volume purchases, delivery and 

supply chain advantages, best practices and the reduction of administrative time and expenses.” (NIGP) 

It is not appropriate for all circumstances or all goods; they are best developed to meet specific needs as and when 

they are appropriate. New forms of collaboration between institutions are evolving, including cooperative contracts for 

like institutions. (Schotanus, 2007) The internet has enabled sellers to reach wider markets, but has also allowed for 

orders to be placed via standard forms which facilitate cooperative purchasing. 

There are multiple models for purchasing cooperatives:  

Joint Solicitation Model: Purchasing bodies group together in advance of procurement activities and agree 

requirements, then one of the bodies – or a body created with representatives from each, acting on behalf of them all – 

undertakes the procurement activities on their collective behalf. There is an agreement in advance that all firms will 

accept the resultant service.  

 

“Piggyback” Model: One purchasing body undertakes procurement activities on their own behalf, but allows others – 

electively on a case-by-case basis – to utilise the agreed service/contract. This seems most appropriate where one body 

is much larger than others but doesn’t feel threatened by the added competition of helping others. 
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Third Party Aggregator or Broker Model (Prier, 2008): An external agent not securing any of the procurements for 

themselves undertakes the work of securing procurement contracts and then allows purchasing bodies – electively on a 

case-by-case basis -  to utilise the agreed service/contract. 

 

The different models will be each appropriate in certain contexts. If HBC act as the third-party aggregator or broker, it 

is clear what role they would be performing. Even if schools elect for one of the other models of cooperative 

purchasing, there is still a role for HBC, though, in that someone needs to bring about a culture of sharing and 

collaboration across schools when it comes to best practice in procurement. 

 

Advantages and disadvantages of cooperative procurement 

Aggregating the spend of several purchasing bodies to maximize buying power can result in lower costs, better service 

and advantageous contract terms. It can also result in lower administrative costs and processing times. There is 

obviously, though, a risk of losing flexibility: this is why cooperative procurement should not be used for all goods 

and services.  

 

Possible sources of funding 

 
A brief overview of possible sources of funding is helpful, but broadly the advice has to be that HBC or Hartlepool’s 

school leaders need to more proactively search out any and all sources of funding. 

 

George Osborne announced in his 2014 autumn statement that £10million was being made available – as the Northern 

Powerhouse Education Fund – to help the north replicate the success of the London Challenge. As of May, ‘not much’ 

had been spent. (Schools Week, 2018) 

 

The Tees Valley Combined Authority have established a £2m Tees Valley Education Collaboration and Innovation 

Fund as part of the ‘Inspiring Our Future’ 2018-2021 plan. (TVCA, 2018) Details can be found at: https://teesvalley-

ca.gov.uk/wp-content/uploads/2018/04/EES-Strategy-Brochure-LRez.pdf  

 

Damian Hinds has launched ‘Opportunity North East’ to the tune of £24million (Hinds, 2018), with a view 

to: 
• Investing £12 million in targeted approaches to improve the transition from primary to secondary school, drive up 

standards – particularly at secondary level – and improve outcomes for pupils post 16; 

• Working with secondary schools and colleges to encourage young people to consider university, degree 

apprenticeships and other high quality technical education options; 

• Partnering with local businesses to improve job prospects for young people across the region; and 

• Investing a further £12 million to boost early career training for new teachers and help improve the quality of 

teaching and raise standards in the region’s schools, ahead of roll-out in other regions. 

 

The above should be investigated, but further lobbying is essential at a regional and national level for the release of 

further funding. Also, HBC should do absolutely all it can to ensure that as much as possible of its expenditure is 

targeted at improving the life chances and prospects of the town’s children and young people. Specifically, it is a 

complete PR move by Damian Hinds to announce ‘Opportunity’ North East, whilst we are not yet formally recognised 

as an Opportunity Area, denied the funding that comes as a result. 

  

https://teesvalley-ca.gov.uk/wp-content/uploads/2018/04/EES-Strategy-Brochure-LRez.pdf
https://teesvalley-ca.gov.uk/wp-content/uploads/2018/04/EES-Strategy-Brochure-LRez.pdf
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Recommendations 

1) Hartlepool should investigate the collective procurement of CPD opportunities to enjoy economies of 

scale and the decreased costs which come with bulk purchasing, and to create a network of highly trained and 

highly qualified professionals in the town who share ideas surrounding school improvement. It is our specific 

recommendation that EBE’s Assessment Lead Programme and ASL’s Middle Leadership Programme are the 

first two routes investigated, as they could constitute a trial into the cost effectiveness of collective 

procurement, and into the efficacy of the creation of professional networks in the town. 

 

2) Hartlepool should make use of all free CPD opportunities available including the Careers-Leadership 

Programme available through ASL (https://www.ambitionschoolleadership.org.uk/programmes/careers-

leadership-programme/) or the Governance Programme available through ASL 

(https://www.ambitionschoolleadership.org.uk/programmes/governance-leadership/develop-your-governors/). 

Other sources of free CPD should be sourced centrally and then made easily available to schools, to save a 

situation whereby 38 individual school leaders are each conducting the same time-consuming searches or 

enquiries.  

 

3) Hartlepool should publicise itself as a single purchasing bloc with a view to attracting bigger organisations 

or more high-profile individuals, and it should – as that single purchasing bloc – invite organisations such as 

Evidence Based Education and Ambition School Leadership to present their offer and to negotiate on price.  

 

4) Hartlepool should contract recipients of certified and costly CPD into minimum-service contracts, the 

breach of which requires repayment of per-participant costs of CPD, on a sliding scale from the point of 

training and with a fixed end point, and with exemptions built in, in order to extend the impact of any CPD 

expenditure and also to minimise the cost of advertising for vacancies. 

 

5) Hartlepool should investigate cooperative procurement practices and either enable and empower HBC to 

act as the third-party aggregator or broker when it comes to securing long-term service level agreements, or 

even just the purchasing of day-to-day supplies, or alternatively school leaders must agree between themselves 

which school will take the lead on the procurement of certain goods/services. Either way, it is absolutely 

essential that schools make the most of the benefits of cooperative procurement practice: lower costs, better 

service, and advantageous contract terms. 

 

6) Hartlepool should make use of all available funding including, but not limited to, the Northern Powerhouse 

project, the Tees Valley Combined Authority, and the DfE. Somebody must be made responsible for the 

continuous pursuit of funding opportunities. 

 

7) Hartlepool should lobby for further funding collectively, vocally, and consistently: specifically, becoming 

an Opportunity Area must be a goal. 

  

https://www.ambitionschoolleadership.org.uk/programmes/careers-leadership-programme/
https://www.ambitionschoolleadership.org.uk/programmes/careers-leadership-programme/
https://www.ambitionschoolleadership.org.uk/programmes/governance-leadership/develop-your-governors/
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Promise Five: Provide an appropriate local curriculum 

Curriculum design 

Curriculum has seen a huge revival in terms of national conversations around education. HMCI and Ofsted have been 

very clear that the curriculum is the real substance of education. Ofsted have announced that it will feature more 

heavily in their new inspection framework, and they have conducted research into what different schools are doing in 

terms of curriculum design. 

“We found that almost all of the school leaders we talked to spoke about the importance of their local context. 

They talk about their curriculum as a vehicle for filling gaps in knowledge and experiences that their pupils 

might have because of their background. It was less convincing, however, when one or two leaders used this to 

justify lower expectations for some pupils or to prioritise pupils’ engagement in the curriculum over what 

leaders thought they needed to know.”  

“...they had subject specialists and thought about progression in terms of subjects. We found that it was easier 

for schools to talk about their pupils’ progression when they considered how much knowledge had been learned 

than when they talked about how far pupils had developed a skill.” 

“Distributing leadership and responsibility for the curriculum… appeared to be a more sustainable model than 

entrusting it to one or two individuals. This also seemed to be aiding teacher retention…” (Ofsted's Deputy 

Director, 2018) 

American debates around curriculum have been premised, from the fringes, on the idea that curriculum documents and 

‘standards’ are written by “distant experts”: they are externally derived by reformers who have little understanding of 

the unique resources and needs of communities. (Rural Challenge, 1999) Further criticisms include the fact that 

because centralised mandated curriculum documents can become so extensive, and a vehicle through which teachers 

are held accountable through the use of centralised and mandated assessments, that they – rather than fostering a 

locally responsive curriculum – can actually do it harm. The balancing act is ensuring that nationally mandated 

standards are met whilst enabling pupils to engage appropriately with their local area, and develop the knowledge, 

skills and understanding necessary for them to participate productively and healthy in their local society and economy. 

The aim of an appropriate local curriculum is to improve learner experiences by “creating rich connections with the 

communities, cities and culture that surround them and by distributing the education effort across the people, 

organisations and institutions of a local area.” (Prof Keri Facer, 2009) 

Many advocates of a local curriculum face the criticism that there is simply too much required already, and that 

including further content will stretch school time and resources to breaking point. This seems a reasonable enough 

criticism, given the recent increased challenge to specification documents and exams at every Key Stage. However, 

there is one school of thought whereby a local curriculum is viewed not as ‘additive’, but as a process of including 

voices and narratives: a process of ‘deciphering’ the curriculum through a local lens, rather than adding local content 

on top of the other content. (Billings and Brown, 2008) Other researchers have highlighted that all learning is 

inherently a social activity, and whether the gate-keepers of academic knowledge like it or not, there is always a 

dialogue between the offered ‘school’ learning and the community and context of children’s lives. (Haas Dyson, 2009) 

Further, it is worth considering the impact on self-esteem of learners when only some of their extra-curricular 

knowledge or skills are validated or drawn upon by the curriculum. (Thomson, P, 2002) 

There also exists a broad consensus that a highly centralised and standards-driven system of designing and producing 

curriculum documents has had little success in driving learning or in reducing inequalities in educational outcomes. 

(Hargreaves A, 2008) As such, Hartlepool should consider the extent to which curriculum documents, almost 

exclusively written and published in (and for?) London are responsible for the seeming failure to promote pupil 

outcomes. Whilst the national parameters of standardised testing cannot be avoided, there is scope for delivering it 

through a local ‘lens’.  
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Rather than attempting to ‘fix’ learners and draw them into line with national standards, the curriculum needs 

fixing. The goal should be to enable Hartlepool’s learners to out-perform their peers on nationally set 

standardised assessments (not least because these cannot be avoided) whilst retaining and developing their local 

identities and sense of civic inclusion and responsibility. 

The curriculum through a local lens 

The goal, then, is to simultaneously deliver the learning which will enable Hartlepool residents to compete with 

learners from anywhere, whilst embedding those learners in the local community as far as possible. 

One of the barriers to a locally-based curriculum is simply the time it takes to develop a programme, liaise with local 

organisations, compile risk assessments etc. One of the ways in which Hartlepool schools could support one another 

would be to agree on a set of ‘entitlements’ or experiences which they felt would be of benefit to the town’s learners, 

and then dividing the responsibility between themselves for arranging the trips, activities, excursions etc. The time-

cost of a fully mapped out local curriculum would, presumably, be far too daunting for one school or one set of school 

leaders to complete on its own. The time-cost of developing a small section of that, with the rest of it developed well 

for you in return is much more worth it, intuitively. 

There is a social justice angle here which needs making explicit: families rich in resources, time, money and/or 

cultural capital will be better placed to expose their children to these experiences than will families poor in the 

aforementioned. The state stepping in to ensure a greater equality of cultural capital will go some way to ensuring that 

this rich-poor gap has a reduced impact on pupil attainment. 

Resources within Hartlepool that should be considered for use include (but are not limited to): 

• Christ Church Art Gallery 

• Hartlepool Maritime Experience 

• Brierton Sports Centre, Headland Sports Hall, Mill House Leisure Centre 

• The Borough Hall 

• The Museum of Hartlepool 

• Parks and Summerhill Outdoor Nature Reserve 

• The countryside and the coast 

There are other resources available and detailed here: https://www.hartlepool.gov.uk/sportleisureculture 

A ‘Young Cultural Ambassadors’ scheme, or toolkit, is already produced and mapped out. The details for secondaries 

can be found here: https://issuu.com/hartlepool/docs/yca_school_toolkit_print_file_1__1_ and the details for primaries 

can be found here: https://issuu.com/hartlepool/docs/yca_junior_school_toolkit_1_final_1.  

Further, each of the facilities could very easily produce an offering which, rather than being a ‘nice addition’ to the 

national curriculum, could be utilised as a ‘lens’ through which the national curriculum could be accessed. For 

example, Summerhill offers: 

• A series of sculptures around the park which could inform Art & Design learning 

• Two ponds with viewing platforms which could inform Science or Geography learning 

• A replica of an Iron Age roundhouse which could support History learning 

• General facilities, including a café, which could support Catering or Travel & Tourism learning 

More details of this specific site and its offering can be found here: 

https://www.hartlepool.gov.uk/info/20011/sport_leisure_and_culture/485/summerhill_country_park_and_outdoor_nat

ure_reserve/2  

A further benefit of using the above resources/facilities (and whichever other can be identified and sourced) would be 

the potential for their use to free up staff for meaningful CPD activities. Similarly, it needn’t be a physical resource or 

https://www.hartlepool.gov.uk/sportleisureculture
https://issuu.com/hartlepool/docs/yca_school_toolkit_print_file_1__1_
https://issuu.com/hartlepool/docs/yca_junior_school_toolkit_1_final_1
https://www.hartlepool.gov.uk/info/20011/sport_leisure_and_culture/485/summerhill_country_park_and_outdoor_nature_reserve/2
https://www.hartlepool.gov.uk/info/20011/sport_leisure_and_culture/485/summerhill_country_park_and_outdoor_nature_reserve/2
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land-based asset. The community has a vast range of perspectives and voices, including multi-cultural angles which 

are worth exploring. Rather than having always to send learners out to engage with the local community, a well 

mapped out series of talks and visits – bringing the community in – would do just as much to contribute to their local 

understanding and identity whilst exploring them to the knowledge, skills and understanding required of the nationally 

agreed standards. These, too (and perhaps in fact more easily) could free up to teaching staff to complete meaningful 

CPD. 

Another strand to this building of cultural capital – on top of taking learners out to the town’s culture, or bringing the 

town’s culture inside the school building – would be to bring more canonical or globalised culture to the town. 

Schools studying – for instance - Shakespeare would be hard-pressed to afford a theatre group coming in and 

performing it year-in and year-out. These texts are texts to be performed, though, and it would benefit the children to 

see them as such. With this in mind, schools ought to collaboratively agree, arrange and fund a series of cultural 

experiences which are of benefit to learners. If a suitable venue could be identified, families could enjoy these 

experiences together, extending the benefits of ‘learning’ beyond the immediate learners. 

Children from low-income families are priced out from learning musical instruments. Families – according to the TES 

-  earning less than £28000 are half as likely to have a child learning an instrument as a family with an income of 

£48000. As well as enjoying culture, the town’s young people need to be better equipped to produce it. 

Work experience 

Schooling is about more than employability. That said, school leaders must take an interest in what happens to their 

young people once they leave them and progress, and a town full of highly employable people will likely be a town 

full of well employed people, with all of the benefits that accords. 

“29% of employers say that experience is critical when recruiting young people, and a further 45% say it is 

significant… Lack of experience is the number one reason that employers turn young job applicants away.” 

(UK Commission for Employment and Skills, 2013) As well as being of self-perceived benefit to employers, work 

experience is of benefit to the individual, too: young people with multiple work-experience type activities are 5 times 

less likely to be NEET. (Education and Employers Taskforce, 2012) 

There is a hunger for work experience from parents, and it benefits both employers and individuals. So why isn’t it 

happening? 

20% of employers not offering work experience placements claim this is due to a lack of approach from education 

institutions. 37% claims they have no suitable roles. 16% said it was due to a lack of time and resources. (UKCES, 

2014) With a concerted effort with a view to clarifying exactly for employers what sorts of activities would be of 

benefit to young people, of clarifying for schools the benefits of work experience, and of relieving the administrative 

burden, the situation could very rapidly and readily improve. 

www.hse.gov.uk/youngpeople/workexperience/index.htm - see there for guidance on Health and Safety guidelines, 

a much simplified resource for employers potentially offering placements. 

Whilst a traditionally conceived model of ‘work experience’ – typically a 2 week placement at some point during KS4 

– should be re-introduced, there is more to learners engaging with the world of work than this two week placement. 

The UK Centre for Employability and Skills advocates a “more comprehensive package of ‘work inspriation’ 

includ[ing] providing good quality information, mock interviews, talks in schools, site visits, challenges, 

competitions and project work, mentoring, and virtual activities alongside experiential, vocational or extended 

full-time placements.”  

Hartlepool Borough Council is free to set differential business rates to companies meeting certain criteria. HBC 

could use the fiscal system to incentivise business engaging with schools. The business rates collected by HBC, 

presently, are so low that central government would fill the gap if it decreased. Accordingly, they could use the 

system to incentivise business engaging with schools at no cost.  

http://www.hse.gov.uk/youngpeople/workexperience/index.htm
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Further, HBC themselves are a well-sized employer. They could and should model excellent behaviours for outside 

agencies working with school-aged children. If they led by example, it may motivate others. Further, it would give 

them greater insight into the practicalities and better enable them to support others willing to engage. 

 

The Daily Mile 

The relationships between physical health, mental health, well-being and educational performance are well 

documented. One primary school in Scotland, in 2012, decided to implement 15 minutes of exercise (running) each 

day, and gave the scheme the name The Daily Mile. Six years later, it is an embedded part of the school’s daily 

routine, was included in the SNP’s manifesto, and has rolled out to over 750 primary schools in Scotland as well as 

3600 schools worldwide. Clearly, The Daily Mile has been an implementation success. A research project into what 

made it such an implementation success suggested that it has been a success due to its simplicity: the type, duration 

and frequency of the activity are all so simple and easily understood that there has been relatively little 

misunderstanding or complication. (Gemma C Ryde, 2017) 
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Recommendations 

1) Hartlepool should focus on developing a knowledge-rich curriculum, recognising that skills cannot be 

practised in a vacuum and that a secure knowledge base is required for success in all fields, including creative 

and skills-based ones. 

 

2) Hartlepool should view the nationally set curriculum and standards through a local lens, enabling 

learners to compete with peers nationally without compromising their identities locally. 

 

3) Hartlepool should devise a series of local experiences and entitlements for the town’s young people, 

which would be of benefit to their learning and development – be that academic, social, civic, or otherwise. 

These would include trips out, where the pupils go to the learning, and visits in, where the learning comes to 

the pupils. 

 

4) Hartlepool should divide the responsibility over the planning, logistics, risk assessments etc. for the 

series of experiences and entitlements aforementioned. One school planning something well for tens of others 

to use is more effective than each school attempting to plan everything for itself. 

 

5) Hartlepool should, where possible, utilise the local communities resources and facilities to free up 

teaching staff to complete  meaningful and productive CPD activities.  

 

6) Hartlepool should collectively agree, arrange and fund a series of cultural experiences from the more 

traditional, canonical and globalised understanding of culture. This collective planning and procurement is 

simply more cost effective, in terms of both time and money. There are additional benefits which would 

accrue, too. 

 

7) Hartlepool should commit itself to allowing pupils to create culture, as well as enjoy it: this includes a 

proper programme of musical instruction, amongst other things school leaders should decide between 

themselves. 

 

8) Hartlepool should develop a model of work experience where employers are centrally identified and 

approached, logistics are centrally arranged, risk assessments and health & safety issues are taken care of 

centrally etc. The regeneration team at HBC would be ideally placed. 

 

9) Hartlepool should develop a model of work inspiration including site visits, guest speakers, mock 

interviews etc. which should be centrally identified, resourced and arranged. 

 

10) HBC should incentivise business engaging with schools through manipulating the fiscal system, and 

specifically offering reduced business rates to organisations who agree to take part in activities 

aforementioned. 

 

11) HBC should model excellent behaviours of outside organisations interacting with schools to inspire 

others, and to provide them with insights with which they can better support others. 

 

12) Hartlepool should agree to putting physical activity as a key strand of its curriculum, ideally by 

committing to completing The Daily Mile – 15 minutes of activity per day, on a lap, where children can 

dictate their own pace and intensity. 
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Promise Six: Insist on multi-agency support & early interventions 

The importance of the support 

‘Pupils with better health and wellbeing are likely to achieve better academically. Effective social and emotional 

competencies are associated with greater health and wellbeing, and better achievement.’ (Public Health England, 

2014)  

Pupil wellbeing is strongly correlated with subsequent academic progression and engagement in school. For example, 

pupils with better emotional wellbeing at age seven had a value-added key stage 2 score 2.46 points higher (equivalent 

to more than one term’s progress) than pupils with poorer emotional wellbeing. (Gutman L and Vorhaus J, 2012) 

Fourteen percent of UK school children skip breakfast, with this disproportionately effecting secondary-age children 

and children in areas of high deprivation. (Hoyland, 2012) The links between a healthy diet and healthy cognitive 

development, including social skills and academic attainment, are clear and well known. (Prado, 2012) 

There is – unsurprisingly – a strong link between strength of vision and reading and writing abilities. (Bruce A, Fairly 

L, Chamber B et al., 2016) and estimates suggest that more than 1.5million school-aged children in England could 

have undiagnosed vision problems.(Estimated using 2016 DfE School Census data and school vision survey 

conducted by Professor D Thomson, City University.) “Despite the UK National Screening Committee (NSC) 

recommending, universal vision screening for all children between the ages of 4 – 5 years by an orthoptic-led service 

an estimated 200,000+ children will miss out on this basic screening in the 2016/17 academic year as fewer than a 

third of local authorities in England provide this service and where it does exist screening has been found to be 

patchy.” (Vision Matters) 

As a result of the above, the support offer in Hartlepool should aim to deliver: 

- High levels of physical health 

- High levels of mental health 

- High levels of wellbeing 

- Effective social and emotional competencies 

- Healthy diets 

- High rates of diagnosis and treatment of sight impairments 

All of the above should be viewed – absolutely – as an entitlement on the part of the child. That said, state intervention 

is best viewed as a last resort, and the goal should be to encourage families and carers, where possible, to ensure the 

health and wellbeing of the children and young people in their care. There will always be instances where parent/carer 

support falls short of individual children’s needs, though, and it is here that a strong team providing support must be in 

place. 

Models of multi-agency support: domestic and foreign examples of best practice 

Multi-agency working is about different services joining forces in order to prevent problems from occurring in 

the first place. It is an effective way of supporting children and families with additional needs and helping to 

secure real improvements in their life outcomes. (DfE, 2012) 

The UK’s history of ‘extended schools’ is starkly different to the term as used elsewhere. In the UK, it seems to have 

largely been used to refer to tangential additions to the school day: breakfast clubs, sport, art, drama or ICT, family 

activities or community usage of facilities. Abroad, though, the term really means extending the school beyond its 

academic sense and making it a hub for health and social care needs. There is no need, necessarily, for the school to 

serve as the hub in either an administrative or geographic sense, though an effective system of multi-agency support 

would be to their benefit, so their working with the various agents may indeed be a practicable way forwards. 
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Multi-agency working is a generic term and has manifested itself in different ways in the UK in recent years, for 

example: 

• in a team around a particular child or family (TAC/TAF) 

• as a panel dealing with needs of individual children or families based on an area or establishment 

• where services work together within a single unit, either co-located or virtual 

• regular meetings across services (e.g. once a month) 

“Finnish schools do so much more than teaching children. Finns know that sometimes what causes children to 

struggle are not learning difficulties but social or emotional difficulties, or health problems. I was privileged to meet 

the school psychologist, the school social worker and the study counsellor at one of the schools I taught in, but 

unfortunately didn’t have the chance to meet the school dentist, school nurse, speech therapist or family counsellor. 

All of these specialists are either based in one school or, in areas where schools are smaller… they split their time 

between several. The multi-disciplinary group known as the child welfare team is a cornerstone of Finnish education, 

and it is a legal requirement to have one in every school.” (Crehan, 2016) 

This Finnish model of multi-agency support is, as noted, a “cornerstone”. It is recognised and accepted that learning 

will not be a priority where other needs are left unmet. In order for the education sector to perform its function of 

ensuring children learn, there must be support from other sectors performing their functions too.  

There are multiple models of multi-agency support available: multi-agency panels, multi-agency teams, or a fully 

integrated service. 

1: Multi-agency panel 

Practitioners remain in the employ of their original agencies, but meet as a panel to 

discuss children with additional needs and to allocate roles and responsibilities. Case 

work is either carried out by the panel members, or the panel can employ separate key 

workers, dependent on the scale of operations. 

2:Multi-agency team 

Practitioners are released from their original agencies – usually via secondment – to 

work with the team. The team has specific goals and objectives, and its members utilise 

their existing links to their original agencies to ensure their fulfilment.  

3: Integrated services 

Practitioners and original agencies remain separate formally, but share a common 

location and a commitment to collaboration. There is scope for a management structure 

sitting above these organisations to coordinate the integrated work. 
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Hartlepool’s present model of support includes the Children’s Hub. (Hartlepool Borough Council) 

The Children's Hub provide information, advice and guidance on services and support for children, young people and 

families. 

• Advice on family issues and concerns 

• Access to specialist services and support 

• Family finance and budgeting 

• Benefit and entitlement checks 

• Training and employment advice 

• Becoming a child-minder / childcare provider 

• Help with finding and paying for childcare 

• 2, 3, 4 year old Free Nursery Entitlement 

• Sure Start Children's Centres 

• Activities for children and young people.  

While this is a commendable offer, it does not go far enough and too many children are in fact not in 

receipt of vital services which would be to their benefit. 
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Probable causes of failure of multi-agency support 

An extended review of models of multi-agency support from across several continents concluded that the issues most 

likely to result in the failure of an attempt were (NFER, 2003): 

- ‘Turf’ issues: demarcation of who exactly is responsible for what, and what belongs to whom, etc. 

- Governance 

- Funding 

Turf issues: Conflicts can arise over issues of ownership and/or management of the property, resources, infrastructure 

or personnel included in a complex model of multi-agency support. (Iscoe, 1997) Further complications can arise 

surrounding the job roles and descriptions of individuals, where demarcation is essential for accountability but unclear 

due to the complex realities of the work. Most worrying is the reports of serious ‘battles’ between agencies with 

potentially overlapping jurisdiction, and the claim that ‘the powerful politics of agency budgeting and authority can 

hinder collaboration’. (Raham, 1998)  

Governance: (Dryfoos, 1995) noted that the complexity of administrative or governance arrangements were directly 

correlated to the complexity of services being delivered, and, as such, anyone attempting multi-agency support should 

be prepared to invest the time, money and energy required to secure ‘sophisticated collaborative organisations’. He 

warned that it could take a very long time to develop the collaboration needed. Further, a lack of clarity surrounding 

lines of accountability is often fatal to any attempts at multi-agency work: “a lack of site-based decision making 

power” challenges the effectiveness and minimises any impact. (Raham, 1998)  

Funding: (Raham 1998) stresses that ‘school administrators frequently lack experience in grant proposal writing and 

in attracting joint funding’ which suggests that this is best handled outside of schools. That said, a long-term study 

premised on extensive interviews with people involved with multi-agency work highlighted funding and resources as 

major challenges to the success of a multi-agency approach. (NFER, 2002)  Specifically it highlighted: conflicts over 

funding within or between agencies; a general lack of funding; and concerns about sustainability.  At roughly the same 

time, another report referenced ‘the challenge of raising both cash and non-cash funding … as more programs 

compete for limited resources’ (MDRC, 2002) 
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Recommendations 

1) Hartlepool should invest in a Child Welfare Team comprising at least as many partners as do the Finnish 

models, through facilitating the collaborative provision of support from: educational psychologists, social 

workers, counsellors, dentists, nurses, speech and language therapists, CAMHS, family counsellors, and 

doctors. 

 

2) Hartlepool should give particular care to clarifying complex issues of ownership and management 

within the Child Welfare Team in whatever model of multi-agency work it opts for, including but - not 

limited to - property, resources, infrastructure, and personnel. 

 

3) Hartlepool should give particular care to clarifying job-roles for all working in/for the Child Welfare 

Team to ensure that there is accountability for the individual workers, but also that practice can be sufficiently 

responsive to the varying and complex needs of people accessing this support. 

 

4) Hartlepool should invest the time, money and energy required to develop a sophisticated mechanism for 

governing a multi-agency Child Welfare Team which can manage disparate needs and desires from a 

variety of agencies and agents, but still retain sufficient ‘decision making power’ for those dealing with people 

needing support to remain effective. 

 

5) Hartlepool should view the early identification and remedying of problematic situations, or the out-and-

out prevention of problematic situations arising, as a cost-effective investment and accordingly afford the 

Child Welfare Team the budget necessary to generate future savings. 

 

6) Hartlepool should commit to the early and comprehensive screening of all pupils for vision 

impairments.  
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