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Four years ago, Dronfield Henry Fanshawe School was a school with unfulfilled potential, perceived locally as a good school but, in reality, one where the notion of ‘just good enough’ had become entrenched. Since that time, students’ outcomes have improved year-on-year at a faster rate than improvements nationally. High expectations and aspirations, and a focus on good and better progress are the norm. This is one of 12 case studies about the schools featured in the report Getting to good, published by Ofsted in September 2012.
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‘Our philosophy is simple and based on some fundamental principles; we believe that:

· every person matters

· our core business is teaching and learning

· commitment produces better results than compliance

· we are accountable for our work at all levels.

If we follow these principles then our practice will create an environment which allows for us all to thrive and will bring that synergistic enhancement that comes when we work well together. We will be capable of much more as a result and will also feel enriched by our work and valued for our contribution. If every person matters, then every child will matter as a result.’

Teresa Roche, headteacher
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Background

When Teresa Roche arrived as a newly appointed headteacher, she was surprised to see that perception and reality didn’t quite match up. She found a school with a long and proud history, popular with parents and carers, and secure in the local community. However, as Teresa says, the school was ‘like a large garden that hadn’t been tended. If you lifted a stone here or there, you were likely to be shocked by what you found.’  The school lacked a clear vision, had weak leadership and very little consistency across almost all aspects of its work. By focusing on fundamental change, based firmly on a set of core principles, Teresa and her senior colleagues set about bringing long-lasting and sustainable transformation. 
First steps – strengthening leadership at all levels

The first priority was to improve the quality of leadership and management, particularly at middle-leader level. Teresa recognised that this was not going to be a ‘quick fix’ and instead embarked on a programme to develop and embed longer-lasting reform. This began by ensuring support for the vision of the school through a clear statement of intent. In turn, this underpinned a bespoke programme of training and professional development for leaders at all levels, including the governing body, and beginning with senior leaders. Over the next three years the programme grew to encompass leaders, managers and post-holders at all levels. In parallel with this, a new framework for accountability and performance management was introduced. Workforce reform ensured that roles and responsibilities were more closely aligned with the needs of the school. This level of challenge and change proved uncomfortable for some, who left the school or moved on to other roles. Teresa knew her drive for change was making a difference when she came across three middle leaders who were ‘having a moan’! She says: ‘That was great – because at least now I knew they were talking to each other.’ Support for leadership extends to a successful induction programme for newly recruited personnel. High-quality, strategic recruitment is seen as central to realising the vision for the school. Teresa explains: ‘Every role has been examined in the light of a “shadow structure” as it became vacant… We have a streamlined, committed and high-quality workforce, fit for purpose and working together to realise the vision.’
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Accountability and self-review: raising the game

High-quality self-evaluation has been introduced, based on an approach known at the school as ‘M3SR’ or ‘middle managers’ moderated self-review’. As deputy headteacher Barry Blessed explains: ‘This mechanism links self-evaluation, celebration, accountability, school improvement and development planning’. The approach is underpinned by a school-wide focus on raising expectations of students’ progress. For too long, the school had reassured itself that above-average attainment at Key Stage 4 meant students were ‘doing well’. But the senior team set about challenging this notion by ensuring that staff became conversant with performance measures based on the progress students make. This proved to be a wake-up call for many, including the governing body. Now self-review evaluates the effectiveness of provision almost entirely on the basis of the progress made by students and different groups of students. Even pastoral teams evaluate their effectiveness using the same model and do so by reflecting on the impact of their work on outcomes. ‘Every middle leader has their own say; all faculties and teams are doing the same thing and the approach empowers staff at all levels,’ says Barry. It is indicative of the culture of a school that strives for continuous improvement to be constantly examining ways in which aspects of its work can be developed and strengthened. Although the existing system for self-review is very effective, Teresa and her senior team recognise that as the school changes, so existing methodologies must adapt and evolve too – including ‘M3SR’.

Better accountability and self-review cannot happen, however, without stronger systems for analysing and interpreting performance data. The school has developed a robust procedure for the collection and analysis of progress information. Assessment data are collected three times a year for each year group and staff recognise the benefits of a system that is accurate, accessible, and easy to use and understand. ‘We can identify students who are not making enough progress’, says Barry. ‘In turn, this informs our improvement planning and intervention.’ A ‘progress wall’ in the staffroom ensures that the real students behind the data are not forgotten; as a result, there is a clear sense of ownership in the processes that drive improvement – as one member of the pastoral team commented: ‘it is a fantastic system – it’s given us the data we need.’

Consistency and cohesion – the importance of team working
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The notion of a ‘team’ is applied in its widest sense in this school. Students and their parents and carers are seen as part of the wider school ‘team’ and, as such, their views and opinions are sought and valued. Assistant Headteacher David Willis has responsibility for student progress and inclusion. He describes the benefits of working more closely with parents and carers: ‘They can view accurate, live data pertaining to their child’s progress and their behaviour, attendance and punctuality records.’ Parents and carers welcome the strong sense of partnership between school and the home that initiatives such as the e-portal encourage. Students too are taking greater responsibility for their learning and, through the introduction of ‘learning conversations’, reflect on their progress in mentor time, informed by the latest data upload from teaching staff. But David recognises that reaching this point from several years ago has not been easy and offers the following advice: ‘Do not allow the vision to become diluted and don’t accept compromise.’ This was tested recently during the introduction of vertical tutor groups across the school, each consisting of students from Years 7 to 13. Although reaction to the plans among students and some parents and carers was one of some anxiety, the change was managed carefully to bring about maximum benefit. It has also demonstrated the strength of pastoral teams; managers who were used to working in support of single year groups now work very effectively across seven. As a result, attendance is above average, students’ persistent absence from school is falling and the number of exclusions is low. 

A renewed focus on learning and teaching – ‘stuff that works’

The benefits of securing cultural change are seen even more clearly in the whole-school approach to teaching and learning. Andrew Marsh, recently appointed Assistant Headteacher leading on teaching and learning, is passionate about what works in a classroom. His appointment reflects the school’s strategic approach to recruitment that aims to build greater capacity to sustain improvement. As Andrew explains, his approach reflects the vision of ‘commitment not compliance’. He is keen to point out what he sees as the weaknesses of attempting to force compliance to strategies that teachers do not fully understand. He wants teachers using ‘stuff that works – the best tools for the job. Every attempt has been made to avoid jargon, fads and gimmicks… staff are encouraged to take risks and to allow time to develop gradually over weeks, not days’. This approach has been underpinned by a significant investment in training and in developing professional dialogue and trust, fostered through a series of ‘positives only’ learning walks, designed to build confidence and identify and celebrate effective practice. Further support is differentiated to meet the needs of individual teachers. 

However, the school is clear that teaching must improve and robust action is taken where underperformance persists – leaders do not shy away from challenging conversations. But the ultimate goal that Andrew is striving for here is ‘typicality’, not one-off good or outstanding lessons. To achieve this aim, he has identified three strands for the development of teaching and learning: more active learning, stronger differentiation and better assessment for learning. While these elements are non-negotiable, the interpretation of how to deliver them in lessons most effectively is more open-ended. As a result, staff commitment is tangible and students say how much more enjoyable and engaging their lessons are now. 
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Dronfield Henry Fanshawe School is a larger than average secondary school serving the Derbyshire town of Dronfield and surrounding areas. The school is a specialist Technology College and holds the Investors in People award, Derbyshire anti-bullying award, International School Award, Artsmark Silver, the National Healthy Schools Award, Sportsmark, Careermark and SSAT High-Attaining School Award.
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Primary schools 

All Saints CofE Primary School
Brookside Primary School
Jubilee Park Primary School
Mendell Primary School
St Benedict Biscop CofE Primary School
St Clement Danes CofE Primary School
Secondary schools

Ecclesfield School
Highfields Science Specialist School
Highlands School
Stockland Green School 
Woodside High School
[image: image7.png]



Commitment not compliance: Dronfield Henry Fanshawe School
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Overview – the school’s message





 





The good practice in detail





 





The school’s background





 





Other examples featured in the report Getting to good





 





Are you thinking of putting these ideas into practice; or already doing something similar that could help other providers; or just interested? We'd welcome your views and ideas. Get in touch � HYPERLINK "https://www.surveymonkey.com/s/ofstedgoodpractice" �here�.


To view other good practice examples, go to: � HYPERLINK "http://www.ofsted.gov.uk/resources/goodpractice" �www.ofsted.gov.uk/resources/goodpractice�
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