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The Primary Excellence Teaching School, 
led by the First Federation Trust, is an 
alliance of aspirational primary schools and 
academies across Devon. We believe that 
every child has the right to be taught by 
an excellent teacher in an excellent school 
that nurtures, challenges and supports their 
potential. When we became a teaching 
school, we wanted to provide a set of 
programmes that would fit in with our 
belief that everyone is a ‘lifelong learner’, 
and that would support us in continuing to 
develop excellent, reflective practitioners.

We initially considered the OLEVI 
programmes as we believed they would 
enable our early career teachers and more 
experienced teachers to really reflect on 
their practice, to audit their own needs 
and to benefit from the expertise of 
others. The facilitation training and the 
flexibility of the programmes enabled 
us to dovetail the Outstanding Teacher 
Programme (OTP) and the Improving 
Teacher Programme (ITP) into the needs 
of our trust and, also, meet the needs of 
schools that we were working with.

Quality CPD – an entitlement for all 
our staff
The Primary Excellence Teaching 
School has been a licensed OLEVI 
Facilitation School since February 2014. 
We currently facilitate the OTP, ITP, 

Outstanding Leadership in Education 
(OLE) and Outstanding Teaching Assistant 
Programme (OTAP) to both internal and 
external delegates. The quality CPD these 
programmes provide is an entitlement for 
all our staff and we have firmly embedded 
them within the Trust’s professional 
development routes.

From the very beginning we appreciated 
how the ITP could be used to deliver 
outstanding training to our staff in their 
second year of teaching, continuing and 
building on from their ITT and NQT years. 
Through the ITP, early career teachers 
are given the opportunity to immerse 
themselves in discussion and reflection 
activities around core teaching and learning 
strategies, working and networking with 
other like-minded professionals. We 
encourage an open, confident culture 
where teachers are enabled to share their 
practice, develop ideas and succeed within 
a supportive network.

Since 2014, thirty-three teachers from the 
First Federation Trust, all in their second 
year of teaching, have participated in 
the ITP, as well as another twenty-three 
NQT+1s from across Devon. As a Trust, we 
recognise and value how the programme is 
integral to developing excellent classroom 
practice. We have made a commitment 
to all our NQT+1 teachers, ensuring that 

having a place on the Improving Teacher 
Programme is an entitlement.

Impact
As a result of being on the ITP, early career 
teachers report that they have become 
much better at self-reflection with more 
purpose and effectiveness when critically 
assessing their own teaching. They 
recognise how the ITP has given them 
more confidence in their teaching ability 
as well as the assurance to challenge 
their own practice in order to refine and 
improve it.

Nearly 50% of teachers who have 
attended the ITP in their NQT+1 year 
have taken up leadership roles across 
the First Federation Trust within two 
years. The roles are varied and include 
becoming unit leaders, specialist leaders 
of education, leads for research projects 

  Attending the ITP has made 

me more confident to share my 

own practice with others and 

to try new approaches in the 

classroom. This has led to my 

own development as a teacher in 

strengthening my own practice 

and therefore progressing in my 

career. As a unit leader, I now 

feel confident constantly sharing 

my own practice and facilitating 

an environment where my team 

also feel confident to improve.
Penny Rundle, Year 3/4 Unit Leader,  

Westcliff Primary Academy.

“

”

We were delighted to hear that Alison 
Beane was honoured in the Queen’s 
New Year Honours with an OBE for her 
services to education. It was wonderful 
news to learn that her dedication and 
commitment to ensuring children with 
special educational needs have a right 
to a really great education have been 
acknowledged with such an honour.

Alison Beane, who has thirty years of 
specialising in teaching children with 
special educational needs, is executive 
head teacher of three academies in 
Portsmouth: Mary Rose, Cliffdale 
Primary and Redwood Park.

 

The Mary Rose Academy first became 
involved with the OLEVI ITP and OTP 
in January 2012, when the school 
decided to take the opportunity, 
offered by the Portsmouth Teaching 
School Alliance, to train three of its 
leadership team as facilitators.

Alison Beane shares how a focus on 
facilitating the ITP and OTP has helped 
foster a culture of Joint Practice 
Development and embed an ‘open 
door’ approach to growing excellence 
in her schools. READ MORE at:  
www.olevi.com/case/schools-leading-
change-and-growing-excellence/

Continued on page 2 2

Angela Jenkins, Teaching School Leader at the Primary Excellence 

Teaching School, shares with us how the Improving Teacher Programme 

is used to provide NQTs, ITT staff and established teaching staff with 

outstanding professional development.

CONGRATULATIONS!

Above: Alison Beane with pupils at the Mary 
Rose Academy.
Picture courtesy of The News, Portsmouth

Everyone is a ‘lifelong learner’
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  A During the programme I 

incorporated the facilitation 

style into my own practice of 

teaching. I also allowed pupils 

far more opportunity to critique 

my lessons, enabling me to 

reflect on them. Enjoying this 

programme has driven me to 

train as an OTAP facilitator and to 

support with the co-ordination 

of the programme. It has also 

enabled me to strengthen my 

links to other schools within 

the First Federation and across 

the Teaching School Alliance. 

Attending the ITP made me 

realise the importance of having 

the time to reflect; it now 

enables me to make sure that 

other staff I manage are also 

given the time. Reflection is a 

vital part of developing practice.
Lewis Webb, Year 5/6 Unit Leader,  

Westcliff Primary Academy

“

”
and OTAP facilitators, as well as moving 
into our sponsored schools to improve 
practice as role-models.

DR ICE - A common language
Another benefit of the ITP for many of 
our staff is the consistent language which 
is being used within schools across the 
Trust. With many of our teachers trained 
as facilitators, or having attended the 
ITP, OTP or OTAP, there is a common 
language being used – DR ICE. 

Teachers often use DR ICE to reflect 
on the teaching and learning which 
takes place in their classrooms. “I now 
understand and have higher expectations 
in all aspects of my practice and have 
developed a range of techniques to use in 
class. I consider DR ICE at every stage of 
my planning. I give myself time to reflect 
and change my practice to incorporate 
DR ICE successfully.”

Leaders will refer to DR ICE when 
identifying areas of strength, areas for 
improvement and areas for change. 
Teaching Assistants have quoted that “they 
now understand why teachers do what 
they do…”  Children are encouraged to 
use higher-order thinking skills to reason 
their ideas and articulate their learning; 
there is a more purposeful discussion 
between children in class.

“The Improving Teacher Programme 
helped my NQT+1 to reflect with 
more purpose and effectiveness when 
critically assessing his own teaching. 
It allowed him to focus carefully on 
questioning and think about the type 
and effectiveness of the questions that 
he used within the classroom, as well as 
how he could improve his questioning. 
This included planning in specific 
higher-order thinking skill questions 
and discussing questioning styles and 
techniques with teaching assistants. As 
a result of the programme the quality of 
my teacher’s assessment has improved 
(both formative and summative). He 
is now able to plan more explicitly for 
assessment and ensures that he uses 
starters, plenaries and mini-plenaries 
to assess more effectively – informing 
planning/intervention as required.”

Jackie Huntington, Head of Teaching and 
Learning, Chudleigh Knighton CE Primary 

School

Which aspects of the Improving Teacher 
Programme have had the most impact 
on your professional development 
as a teacher since you attended the 
programme? Can you give an example?

“The ability to reflect on my own 
practice, not only to myself but with 
other teachers, both experienced and 
inexperienced. It is hard to fit in the time 
to talk about teaching and our own 
practice but this programme allowed 
the time to do just that. At every session 
we were asked to bring an example 
of something – assessment, starter/
plenary, children’s work, etc. – and 
discuss it with the group. This not only 
allowed the time to discuss and reflect 
on our own practice but to see the 
things other teachers are doing.”

Abbie Naylor, Year 5/6 Teacher, Aveton Gifford 
CE Primary School

In-depth Teaching and Learning Reviews 
take place annually for each of the First 
Federation Trust schools. These Reviews 
have highlighted the profound impact 
of the OLEVI programmes on the quality 
of teaching and learning across all our 
schools, resulting from the accelerated 
professional development of our teachers 
right from an early stage in their careers.

Three of the federation schools were 
inspected by Ofsted during the last 
academic year, two being judged good 
and one being judged outstanding. Each 
of these schools had a young teaching 
team whose quality was recognised by 
the inspectors:

“High-quality teaching over time enables 
all pupils to make sustained and rapid 
progress in a wide range of subjects.”
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“Staff at all levels reflect on feedback 
and work with others across the 
federation to improve their practice.”

“In becoming an academy within the 
First Federation Trust, the school has 
benefited from sharing resources and 
expertise with the eight other schools 
within the multi-academy trust. This 
includes effective staff training and 
development from the teaching 
school.”

Ofsted Report 2016

As a teaching school and multi-academy 
trust, we remain committed to the OLEVI 
programmes being an integral part of our 
continuing professional development for 
all teachers. n
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The OLEVI family of facilitators continues to grow
This term, colleagues from Weavers 
Academy, Northants; Hamilton 
Community College, Leicester; Madani 
High School, Leicester; and the 
Challenger Multi-Academy Trust, Bedford 
began their journey as OLEVI facilitators. 
They spent three days with experienced 
OLEVI facilitators, Ashley Bartlett and 
Jackie Gair, at the Leicester Teaching 
School (LeTS) at Rushey Mead Academy.

Rushey Mead is rightly proud of having 
been rated as ‘Outstanding’ since 2007 
and was one of the first designated 
teaching schools, having facilitated the 
Improving Teacher Programme (ITP) and 
Outstanding Teacher Programme (OTP) 
since establishing LeTS in 2011.

In 2014, Rushey Mead was delighted to 
become a Designated OLEVI Centre (DOC) 
and was able to extend the impact of OLEVI 
professional development by facilitating the 
Power of Coaching (POC), the Outstanding 
Facilitator Programme (OFP) and the 
Outstanding Leadership in Education (OLE) 
programme, alongside the established ITP 
and OTP programmes.

The impact of engagement with OLEVI is 
evident throughout the teaching school 
and the Leicestershire Secondary SCITT, 
both of whom have incorporated the OLEVI 
ethos into their work for the benefit of both 
colleagues and young people.  

Ashley and Jackie were delighted to have 
the opportunity to extend the positive 
impact of OLEVI’s work for the benefit of 
more staff and young people by training six 
new facilitators over three days.

Day 1 focused on the skills of facilitation, 

aligning oneself with OLEVI’s Four Capitals 
Concept and introducing key thinking 
models such as DR ICE.

Day 2 comprised the modelling of a 
number of activities, experiencing them 
as a delegate but reflecting on them as a 
facilitator via purpose and method.

Day 3 saw the delegates take on the mantle 
of facilitator ahead of accreditation by 
Jackie and Ashley.

The energy in the room increased over the 
three days as learning deepened, with one 
delegate reflecting:

After twenty-eight years and a lot 

of CPD, this is up there as being 

one of the most inspiring, useful 

and rewarding experiences.  

The majority of the new facilitators were 
themselves OTP graduates, continuing their 
journey of professional development. n

Gemma Andrews, Director of ITT 
and CPD, Tendring Teaching School 
Alliance, shares how providing a forum 
to support knowledge-sharing across 
phases helps grow professional practice 
long after a programme is completed.

Tendring Teaching School Alliance 
hosted its first Ed(ucation) Camp last 
month. Primary and secondary schools 
came together to share ideas on issues 
suggested by the participants, promoting 
the culture of a learning organisation.

Groups formed in order to pursue the 

agendas established by the participants. 
Two sessions were then facilitated using 
OLEVI models to aid delegate discussion, 
where a variety of professionals shared 
their experiences and insight to support 
one another.

The aim of the event was to empower 
delegates and to encourage continued 

professional networking 
through mutual support. 
Attendees left with thought-
provoking ways to realise 
practical outcomes. Rebecca 
Dimmock, a secondary school 
delegate, claimed:

I learnt so much from primary 
school colleagues; it was 
excellent.  

Future events of a similar nature will 
continue to support knowledge-sharing 
and foster long-term relationships. n

EdCamp: Innovative 
professional 
development

DOC NEWS

Above: Six new members of the OLEVI family proudly 
holding their certificates, with Jackie (third from left) and 
Ashley (far right)  

Inset: Evaluation of the programme from delegate.

“
”

“
”

WWW.OLEVI.COM ENGAGING IN EXCELLENCE PAGE 3



OLEVINews
Connecting Education Professionals Worldwide

OLEVI is proud to be working in partnership with Challenge 

Partners and PricewaterhouseCoopers (PwC) to provide a 

high-profile, personalised coaching and work-shadowing 

scheme to prepare the capital’s next generation of head 

teachers. The Getting Ahead London (GAL) programme 

is sponsored by the Greater London Authority and is 

an excellent example of a strategic approach towards 

succession planning for head teachers in London.

The programme is now halfway through its pilot year, which has 
seen twenty high-performing, effective head teachers from across 
London’s boroughs selected to attend initial coaching sessions, 
facilitated by Richard Lockyer, to prepare them to coach potential 
head teachers.

The head teachers (coaches) are also supported by a programme 
with PwC on leadership and a programme with Challenge Partners 

on school improvement through collaboration and school-to-
school support.

These twenty head teachers are now coaching their own cohort of 
three potential head teachers (participants) matched from schools 
across the London region – coaching them individually and within 
a learning three. The focus on triad coaching provides support 
to grow confidence, reduce hesitancy and add to the skill set of 
aspiring senior leaders in London so that they move into headship.

Every six weeks there is a review afternoon where the twenty 
head teachers get together and identify the needs of their sixty 
participants; for example, emotional and physical resilience. This, 
in turn, informs the focus of their following coaching session 
with Richard, which looks at what needs doing and how it can 
be addressed. In these sessions the twenty also benefit from 
growing their own coaching development with some advanced 
coaching skills. This six-weekly cycle of reviews enables time to 
reflect, discuss and draw out what needs to be developed. The 
final six-week session, due in the summer term, will see the twenty 
present on the impact the coaching has had on the participant, on 
themselves and on their school.

“This is a huge project,” said Richard Lockyer, shown above 
preparing the twenty lead coaches. “It is very rewarding. Everyone 
involved is getting so much out of it.”

Throughout the year the impact of the programme is being 
thoroughly evaluated in association with Peter Matthews from the 
Institute of Education (IOE). Initial results are very encouraging. 
Challenge Partners will publish an external evaluation at the end of 
the pilot year. n

Coaching the next generation of London Leaders

Participants have said that the coaching and 

shadowing feels tailored to their needs, they 

are enjoying working in a trio and find the PwC 

input on leadership behaviours and approaches 

useful. Interim findings are that around 95% 

of participants believe the programme has 

motivated them to become a head teacher.

“

”Dame Sue John, Executive Director, Challenge Partners

The Advanced Power of Coaching

The Power of Coaching programme has been designed by the creators 

of the ITP and OTP to enhance the leadership of teaching and learning 

through promoting e�ective coaching. POC delivers the coaching 

element of the OTP. Facilitated by experienced school leaders and 

teachers the POC forms part of the OLEVI Teaching & Learning 

Syllabus, which has gained a national reputation for raising standards in 

teaching and learning.

Power of Coaching  
(POC within the OTP)

Vision
To give the teaching profession the tools and strategies; challenge and 

inspiration to engage in excellence – raising the quality of teaching practice to 

ensure every student in every school enjoys outstanding teaching and learning 

outcomes.

Impact
The Power of Coaching has raised awareness of the potential of coaching 

approaches to empower and engage at all levels. I will use it to aid my own 

thinking and in sta� development, appraisals and reviews.

Alison Smith, EOTAS

Objectives
  links coaching to outstanding practice and how to achieve outstanding learning

exemplifies how to implement coaching in a range of professional contexts from 

the classroom to the training room

enables delegates to select their own coaching model to articulate to others

provides opportunities for delegates to engage in a range of activities and access 

theories behind e�ective coaching practices

OLEV I
I N T E R N A T I O N A L
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Engaging in Excellence

The Power of Coaching – Train the Trainers programme has been 

designed by the creators of the OTP and ITP to enhance the leadership 

of teaching and learning through promoting e�ective coaching. This 

programme is primarily designed to certify teachers who are accredited 

OLEVI facilitators to undertake the facilitation of the coaching element 

of the Outstanding Teacher Programme.

Power of Coaching – Train 
the Trainers (POC TTT)

Vision
To give the teaching profession the tools and strategies; challenge and 

inspiration to engage in excellence – raising the quality of teaching practice to 

ensure every student in every school enjoys outstanding teaching and learning 

outcomes.

Impact
This programme has deepened my understanding of the role of a coach and 

given me the skills and a variety of activities to ensure I can develop coaching 

in my role as a facilitator.

Teresa Wilson,  Holyhead School

Objectives
The programme:

  provides opportunities for facilitators to engage in a range of activities and 

access theories behind e�ective coaching practices

exemplifies how to implement coaching in a range of professional contexts 

from the classroom to the training room

enables you to select your own coaching model to articulate to others

links coaching to outstanding practice and how to achieve outstanding learning

accredits facilitators to undertake the delivery of the coaching element of the 

OTP

OLEV I
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Engaging in Excellence

The Advanced Power of Coaching explores the theory and skills behind 

e�ective coaching and develops a greater understanding of how coaching 

can be used with students and colleagues in every-day situations. Delegates 

acquire skills and strategies to continue their coaching development and 

reach the next level towards their coaching accreditation. The APOC forms 

part of the OLEVI Teaching & Learning Syllabus, which has gained a national 

reputation for raising standards in teaching and learning.

Advanced Power of Coaching 
(APOC)

Vision
To give the teaching profession the tools and strategies; challenge and 

inspiration to engage in excellence – raising the quality of teaching practice to 

ensure every student in every school enjoys outstanding teaching and learning 

outcomes.

Impact
Investment in Coaching has been a crucial part of the successes achieved by 

The Pioneer Academy schools. Coaching has united sta� at all levels, opening 

up valuable communication channels that improve the quality of teaching and 

learning. It opens up a state of mind where learning and progression is key.

Lee Mason-Ellis, Executive Head, Stewart Fleming Primary School

Objectives
  deepen understanding of the theory behind coaching, enabling delegate to 

maximise the successes when they are coached following attendance of POC

increase the teaching and learning tool kit with strategies and approaches designed 

for students

have a heightened awareness of their coaching strengths and areas for 

development with a clear way forward.

lead coaching groups with confidence.

OLEV I
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Engaging in Excellence

The Advanced Power of Coaching (APOC)

Date: April 26-27, and July 4, 2017

Day One (half day): 1.00pm-4.00pm,

Day Two and Three: 9.30am-4.00pm

                                  (each day)

Venue: OLEVI Conference Centre 

Cost: £475.00 plus VAT

Date: May 25-26, and July 12, 2017

Day One: 9.30am-4.00pm

Day Two (half day): 9.30am-1.00pm

Day Three: 9.30am-4.00pm

Venue: OLEVI Conference Centre 

Cost: £475.00 plus VAT

The Advanced Power of Coaching 

explores the theory and skills behind 

effective coaching and develops a greater 

understanding of how coaching can be 

used with students and colleagues in 

every-day situations. Delegates acquire skills 

and strategies to continue their coaching 

development and reach the next level 

towards their coaching accreditation; the 

OLEVI Professional Coach. The APOC forms 

part of the OLEVI TLC Syllabus (Teaching & 

Learning, Leadership and Coaching), which 

has gained a national reputation for raising 

standards in teaching and learning.

We will be running two Advanced Power of 

Coaching Programmes this coming Summer 

Term. Book now to avoid disappointment.
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“I was recently a part of what has, so 
far, been the best CPD programme 

I’ve experienced. I was lucky enough 
to be selected alongside sixteen other 
colleagues from my school to participate 
in the OLEVI Outstanding Teacher 
Programme. I am very grateful!

The programme was a fantastic 
opportunity to collaborate, discuss and 
debate with some fantastic practitioners 
across the school. There was a wide range 
of forums and topics and it was extremely 
thought-provoking.

I wasn’t sure what the ambience was going 
to be like throughout the programme, as 
it was the first time I had worked closely 
with some of my fellow colleagues. I was 
worried that some of them might have had 
previous judgements of me as a teacher; 
I also wondered whether some might 
use the opportunity to belittle others, 
particularly me as I am someone with less 
experience than others. Thankfully, my 
worries were erased from the minute we 
started working with Nikki and Ros.

It was an incredibly supportive 
environment; all of the staff buzzed off 
each other and some of the concepts 
and ideas discussed were fantastic. It was 
really refreshing to see so many fellow 
professionals and colleagues who are 
exceptionally passionate about their job, 
their subject and the profession.

Here are some of the stand-out things 
that I have taken from the programme – 
notions that will definitely be catalysts in 
the direction of my future teaching.

Celebrate Success

As teachers, we often talk about 
celebrating the successes of our 
pupils. The use of praise and positive 
reinforcement is frequently used as a tool 
to engage and motivate the children in 
front of us. One thing that was alluded to 
during a discussion was the importance 
of making sure we also celebrate our 
teaching successes.

Often in schools, particularly ours, 
teachers put in extra time and effort to 
enhance the learning and progress of the 
pupils – which is brilliant. However, these 
teachers are seldom given any praise or 
gratitude from other members of staff. 
Now, I am not saying that everyone 
should be calling everyone else amazing, 

every second of the day. But 
as humans, like our pupils, we 
thrive on positive comments 
and ‘kind words’. A little teacher 
recognition can go a long 
way to improve morale and 
happiness, and in turn teaching 
and learning.

I will certainly be making a 
point of telling teachers who 
are doing a great job, exactly that.

Collaboration

I never really appreciated the benefits of 
collaborating with colleagues across the 
whole school. I was fortunate enough to 
work alongside teachers from KS1 through 
to KS5 from a range of different subject 
areas. This format ensured that there 
was a wide range of knowledge, ideas 
and experience, as well as opinions and 
attitudes. Collaboration needs to happen 
more often. The brilliant pedagogues 
who were on this programme made 
the discussions very interesting and 
thought-provoking, and at points the 
discussions developed into productive 
debates. Managed and steered well by our 
programme facilitators, we were all involved 
in professional dialogues that made us all 
think from a different perspective.

I think it’s very easy to develop a 
philosophy and stubbornly stick to it. 
It takes collaboration and professional 
dialogues like this to ‘deepen your thinking’ 
and perhaps make you take a second look 
at your attitudes and beliefs as a teacher. 
There were many times during the training 
when I was able to take an idea, concept 
or belief and see how it would fit into 
my mould as a teacher, all of which were 
positive and will certainly work towards 
making me a better teacher.

Get Crispy

We were introduced to a very creative 
and fun analogy about the importance of 
pushing boundaries and working outside 
of your comfort zone.

The yolk represents your comfort zone, 
the area where you feel at ease and 

confident. The egg white is known as 
the stretch, the area just outside of your 
comfort zone, an area which could relate 
to trying a new teaching tool or a new 
form of behaviour management perhaps. 
Then, finally, we come to the ‘crispy’ 
edge. This is the area far away from our 
comfort zone. An area that might ignite 
in us some fear of failure, it could be 
linked to trying something completely 
new with a difficult class – a risk.

During the programme we were 
encouraged to ‘get crispy’ – to try new 
concepts, to be creative, to innovate and 
engage pupils in learning. These risks 
need to be taken. It’s easy to stay in our 
comfort zone – we are all susceptible to 
stagnation. Keeping up to date with new 
methodology, being creative and taking 
risks will allow for development and also 
enable a large ‘impact’ on the learning. We 
encourage our pupils to take risks and we 
champion the fact that it’s okay to make 
mistakes. It’s principles like this where we 
really need to practise what we preach.

DR ICE 

I really enjoyed this acronym. Our 
facilitators and OLEVI are passionate 
advocates of this descriptive model. DR 
ICE is used to describe what are seen 
as essential ingredients in the make-up 
of an Outstanding Teacher. It takes into 
consideration not only what happens in 
the classroom but in every aspect of the 
profession.

It illustrates that we should challenge 
and engage pupils in all aspects of their 
education, including the wider aims 
of the curriculum. We can do this by 
role-modelling learning, challenging 
expectations and setting high standards. 
We need to deepen the thinking of each 
and every child by planning and using 
higher-order questions and by providing 
significant challenge. It is then crucial 
to reflect on the impact that all of this is 

OLEVI is about coming 
together to share, collaborate 
and celebrate the best in 
teaching practice.

“
”

WWW.OLEVI.COM ENGAGING IN EXCELLENCE PAGE 5

Nathan Walker, a teacher at the Qatar International School, recently 

attended an OTP facilitated in his school by Ros Bartlett and Nikki 

Meredith from our Earls High DOC. Here he shares his experience of 

the programme and the impact it has had on his learning journey.

Continued on page 6 2
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We are delighted to hear that the 
Scholé schools in Uganda and Zambia 
are going from strength to strength. 
By drawing on UK and international 
best practice Scholé schools have 
experienced a marked improvement 
in the quality of teaching and learning 
with consequent improvement in 
student outcomes.

We are proud to provide sponsorship 
to Scholé, with the use of our 
programmes, to help raise the quality 
of teaching and learning within schools 
in Africa and to ensure all children have 
the best opportunity to succeed.

Have you got plans for a life-
changing experience this summer?

Scholé are currently looking for 
consistently good specialist teachers to 
go out to their schools in the summer 
holidays, to work with their local teachers 
in the same subject. Flexible assignment 
length (two-six weeks) to commence at 
the end of the summer term.

If you are interested and would like 
more information 
please contact 
Catherine Stevens at  
catherine@schole.org.uk

“Greatly rewarding both personally 
and professionally.”

English Specialist from 
Challney High School for Boys

This February we headed off to Wales 
to join Huw Duggan, Strategic Advisor 
for Closing the Gap, Central South 
Consortium, for a three-day facilitation 
of the OLEVI Growing Aspirations 
Programme (GAP®).

This exciting motivational project, aimed 
at breaking the link between poverty 
and poor outcomes, initially gets senior 
leaders and teachers to think about the 
aspirations of themselves and their pupils. 
It raises expectations to ensure teachers 
grow the aspirations of staff and, at the 
same time, look at how they are role-
modelling this to their pupils, addressing 
the need to build aspiration into their 
lessons and classroom culture.

The quality of the delegates was incredibly 
high. The fourteen delegates were very 
open to challenge, engaged and wanted 
‘to get it right’. There was a strong moral 
commitment amongst the delegates to 
raise the aspirations of pupils and teachers, 
ensuring the children and young people 
in the region are exposed to opportunities 
and extra-curricular enrichment 
experiences they may not otherwise have.

It was encouraging and noteworthy that 
the schools that took part were a mix of 
IPT/OTP facilitation schools and some 
schools new to OLEVI – some very small 
schools, with challenges specific to them 
and their region – primarily primary 
schools looking to develop an early 
aspirational mindset.

The first day was centred around the 
OLEVI ethos and principles which underpin 
facilitation, with activities and discussions 
around how these fitted with the EEF 
framework. Delegates explored the upwards 

convergence model to ensure everyone is 
raised up and were asked to think of pupils 
along ITP, OTP and OFP lines within the 
OLEVI TLC model.

Day two and three of the programme 
looked at facilitating the GAP® programme 
in detail. Delegates were asked to consider 
the barriers facing vulnerable pupils in their 
context and to reflect on and change their 
classroom practice to nurture and grow 
aspiration, transcending any barriers to 
pupils’ learning due to the impact of poverty.

With some of our models already present in 
some of their schools, the three days were 
also an opportunity for delegates to get to 
understand them, and their application, 
in more depth. DR ICE caused a real buzz, 
providing a common language to access 
and raise the quality of teaching and 
learning, empowering teachers, leaders 
and learners to engage in open and honest 
dialogue, facilitating motivation to progress.                                     

Of the delegates, Richard Lockyer said, 
“They came out inspired and wanting to 
grow the aspirations of their pupils. Really 
enjoyable.” n

having on the learning and development 
of our pupils, this being a description of 
the pupil-centred angle of DR ICE.

It’s also important to consider that as 
teachers we need to make reference to this 
model. We need to challenge ourselves 
and other members of staff to deepen our 
thinking in order to improve the impact, 
challenge and engagement of our lessons. 
We need to share, facilitate and role model 
outstanding practice for others to use.

DR ICE is not an add-on; all effective 
teachers will have all of its components as an 
integral part of their practice already. It just 
so happens that it’s an excellent acronym 
that can be explicitly used to promote 
outstanding teaching and learning.

The ‘Golden Nugget’ 

I will certainly attempt to get out more 
around the school. There are so many 
‘Golden Nuggets’ out there that need 
stealing, adapting and implementing – just 
like a good magpie. ‘Golden Nuggets’ are 
outstanding teaching and learning tools.

It was a great experience to go on some 
learning walks and observe a range of 
different subjects. I have certainly found 
many similarities and differences that 
I will be reflecting upon and trying to 
implement into my practice. Go out and 
observe, it’s definitely worth it.

Well, I hope you enjoyed reading my 
reflection on what was an incredible 
piece of CPD. As previously mentioned, 
I am very grateful to have been a part of 

it and I hope for more of the same in the 
future.

Go ‘Get Crispy’ with DR ICE and the 
Golden Nugget Stealing Magpie. Enjoy” n

2 Continued from page 5

Sharing a vision.Changing     lives

SHARE YOUR JOURNEYS
We are always delighted to hear what our 
programmes have meant to you, your 
school and your pupils, and welcome 
your comments and contributions. 
If you would like to feature in one of 
our newsletters or become part of our 
growing portfolio 
of case studies please  
contact jw@olevi.com.
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Unlocking Potential

It is the best programme I 

have ever attended.” 

“The programme challenged 

my professionalism and 

made me really think about 

what I was delivering in the 

classroom.

“

”Feedback from the delegates
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Question: Is there anyone in your 
organisation who has been given 
permission, implicitly or explicitly, to 
stop improving?

I imagine that, if the answer is yes, 
perhaps this individual has finally ‘won the 
race’ or ‘reached the top’.

A quote from a former colleague echoes 
through my mind: “If there was a ‘right’ 
way of doing it, we’d all be doing it by 
now”; and, in education, this simply isn’t 
the case. We have not won the race and 
many of us believe that it is not there to 
be won but to be engaged with to our 
fullest ability.

But if the answer is still yes, what is 
the permission founded on? Has this 
‘improvement-free’ individual, instead, 
simply been given-up on? ‘They won’t 
improve so why bother trying?’ The 
wheels in my mind come screeching to a 
halt at this thought: But this is education 
and these are educators so we can always 
improve; we WANT to improve! Don’t we?

And if the answer to the above is no – 
“No one in my organisation has been 
given permission to stop improving” – is 
there an implicit expectation that all are 
‘required to improve’?

‘Required to improve’? Sounds a lot like 
‘requires improvement’.

I feel some of us shudder.

But why can the word ‘improvement’ 
do this; especially if there is a legitimate 
expectation on us all to improve, and at 
every scale? Students, staff, the whole 
school, are required to continually 
aspire to better themselves in one 
way or another; so why is the word 
‘improvement’ causing so much angst?

Re-establishing the why…

In 2012, ‘Satisfactory’ was called out 
for what it was: not good enough; 
satisfactory requires improvement. With 
one chance to do the best by our pupils, 
satisfactorily is not it.

Both the OLEVI Improving Teacher 
Programme (ITP) and the Oustanding 
Teacher Programme (OTP) existed prior 
to the political movements being made 
at this time but this is inconsequential. 
OLEVI’s principles were and remain the 
same: how do you improve the quality 

of teaching and learning effectively, 
regardless of starting points?

For those who are in the process of 
‘meeting the challenge of teaching’ (i.e. 
they have not yet met it), there is the 
Improving Teacher Programme (ITP). This 
gives those who have the capacity to teach 
consistently good lessons the time and 
space to reflect, observe and engage in 
what that really means. ITP delegates who 
engage with the full programme come out 
more confident in themselves and their 
practice – the foundations on which to 
sustain their continued improvement as 
leaders of learning in the classroom.

For those who have ‘met the challenge 
of teaching’ (i.e. they teach consistently 
good and outstanding lessons), there is 
the Outstanding Teacher Programme 
(OTP). This engages delegates in the 
next stage of their practice, to consider 
the impact they have on both pupils and 
colleagues. Hence the deliberate inclusion 
of the coaching element to build further 
social capital in those who can and 
should lead the learning of others both 
inside and outside the classroom.

Despite drawing the intended differences 
between the ITP and OTP, the reality is 
often far less distinct. Consider the Power 
of Three:

s The quality of the programme – this 
does not simply mean ‘a series of 
empty booklets in the sessions’. The 
programme must include the time and 
support delegates receive back in their 
schools, for example, the additional 

PPA time and access to a supporting 
mentor or coach.

s  The quality of the facilitation – the 
process of building delegates’ sense of 
self, ensuring delegates take ownership 
of their own thinking & learning, and 
striking the right balance of challenge 
and support is key to an effective 
programme.

s  The quality of the delegate – someone 
who takes ownership of their own 
learning throughout the programme 
(including outside of the sessions), 
who commits to implementing new 
learning in their practice and who 
commits to meaningful reflection 
around their Post-Session Challenges.

The Power of Three is important in 
identifying what constitutes a successful 
programme. An ITP can be hard to 
separate from an OTP when the three 
elements are truly in place. It is a fragile 
relationship, however, and so the 
effectiveness of the improvement process 
can be easily hindered by something 
as simple as; for example, the delegate 
not feeling trusted or empowered back 
in their school, the time for ‘in-school 
practices’ not being given to delegates, 
the programme being ‘delivered’ rather 
than ‘facilitated’, or simply the room 
provided is not fit for purpose thus the 
professional does not feel valued.

And the Power of Three helps explain 
why the feedback from programmes (be 
it from ITP, OTP or OTAP: Outstanding 
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Eddie Hannifan argues why to 

‘improve’ is not a word to be feared, 

but an essential process required to 

ensure a culture of high expectations 

for all, by all, develops and grows.

To improve or not to improve; that is the

QUESTION
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Teaching Assistant Programme) is 
consistently so positive (see graphic).

Numbers alone do not tell us much 
beyond the overwhelmingly positive 
experiences delegates enjoy on their 
programmes. But when coupled with 
delegates’ testimonials, it is hard to 
imagine why some find so much 
scepticism, cynicism and negativity 
around the word ‘improvement’.

“The programme has given me 
confidence in my own practice in 
relation to OFSTED visiting. I felt like I 
had more ownership and conviction in 
my practice, thinking about ‘the why’ 
behind my decisions.”

“I feel much more valued in myself 
and my own leadership; for example, 
knowing when to ask for help rather 
than hiding away.”

“My reflection on my practice has 
become much deeper; it has an 
improving focus now – ‘what went 
well?’; ‘how do I make that better?’”

“I now hold a real value in learning; it’s like 
a car service – everyone should do it.”

It is apparent that the ‘i’ word (i.e. ‘improve’ 
and its derivatives) has two very different 
interpretations: one which takes us 
backwards and the other taking us forwards.

But what’s in a word?

Something I have noticed over the last two 
years has been around the consistency 
in behaviours and barriers towards the ‘i’ 
word, regardless of context. To think this 
is a ‘mainstream’ phenomena is simply 
not the case: nationally, internationally, 
primary, secondary, FE, HE, special or 
independent, the same behaviours are 
presented by those who feel the need to 
defend themselves. And it appears to be a 
very human thing; a response to a threat – 
‘fight or flight’ or inertia?

The word ‘defend’ is an important one; 
why is it that some feel the need to 

defend themselves? 
And what is it 
some feel the 
need to defend 
themselves against? 
Two particular 
anecdotes stand 
out from recent 
conversations:

“But we’re an 
Outstanding 
school; we don’t 
have any failing 
teachers here.”

“If our staff have 
had consistent RI 
observations, we 

use the ITP as a tool to move them out.”

I breathe a heavy sigh. It is no wonder 
some feel the need to defend themselves 
against the concept of improvement. In 
these contexts, I can imagine the word 
floating its way eerily toward me like 
a Dementor (Harry Potter!), coming to 
suck the hope and happiness out of the 

life around me. And it supports other 
symptomatic challenges schools have 
been confronted by.

“We’re running the OTP but no one 
seems to want to do the ITP. I think it’s 
the word ‘improving’; people see it as 
really negative.”

“Can we change the name of the ITP 
to ‘developing’ or ‘inspiring’ teacher 
programme?”

Change the name, by all means, but if 
any efforts to move someone forward are 
still felt or seen as a threat, changing the 
name may just be putting a party hat on 
that Dementor; it still feels like intervention 
and potentially feels more patronising. I 
would still feel like I need to defend myself, 
and at the end of the day it’s still not the 
Outstanding Teacher Programme!

Those conversations represent the issue 
quite clearly: there appears to be two 
conflicting interpretations of the culture 
that surrounds improvement; the issue 
is not with the word itself. The following 

comment from a head teacher emphasises 
the differences in the cultures:

“All staff will have a choice to make; this 
is an organisation that expects everyone 
to be improving. If you don’t want to 
improve, this is the wrong place for you.”

The cultures that surround the word are 
what the leadership of the school make 
of them; are you perpetuating a culture 
of ‘fear of improvement’ or a culture of 
‘drive for improvement’? The sceptical 
responses from a small percentage of 
people will always likely remain, but what 
examples are being set before them; 
what are the explicit expectations of 
members of that community? Are those 
expectations equal and inclusive or are 
they hierarchical and exclusive?

So, what’s in a word? Nothing and 
everything simultaneously; it depends 
on the prophecy behind its intent. If you 
have a culture of ‘fear of improvement’, 
telling someone to improve and sending 
them on an ‘intervention course’ will not 
just turn the targeted individual to be 

backward-facing but will spread amongst 
others this culture of fear and cynicism 
surrounding improvement. If, however, 
you are role-modelling a genuine and 
continuous ‘drive for improvement’ in 
which those targeted individuals see 
others embrace the value of learning 
and self-improvement, you will achieve 
exactly that.

‘Trust the process’ is something we 
encourage when training facilitators. But 
this only goes as far as the trust that exists 
within the profession. Without the trust in 
each other to drive the process forward, 
we are fighting amongst ourselves 
and going backwards. Until there is a 
consensus in the value of everyone 
engaging in the improvement of their 
practice, our efforts to legitimately raise 
standards in the quality of teaching and 
learning will be less effective. n

Eddie Hannifan is an OLEVI lead facilitator 
and a senior member of the OLEVI 
Educational Team.
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