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   You did it! 
 

 
 

You’re at the Platinum level of our  

We invest in wellbeing accreditation. 

 

Detailed feedback and recommendations inside… 

 What to be proud of 

 What to work on 

 My recommendations 

 What’s next 

 

Key dates 
 

 

Accreditation 
date 

 

12-month 
meeting 

 

24-month 
meeting 

 

Accreditation 
expiry 

 

6 JULY 2022 
 

25 MARCH 2023 
 

25 MARCH 2024 
 

25 MARCH 2025 
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At a glance 
Your context for wellbeing 

This assessment was carried out with a backdrop of lockdowns and new ways of working owing to 
the Covid pandemic.  Redbridge Community School has demonstrated a real top-down 
commitment, enthusiasm and drive for the wellbeing of staff, as well as its students.  This 
assessment confirms wellbeing lies at the heart of everything the school strives for – underpinned 
by the school’s Values.  In fact, staff described wellbeing as ‘it is what we do here.’  It’s part of the 
school’s DNA and integrated into the school’s plan. 

There are a wealth of initiatives in place which have been proven to support and develop staff in a 
way that is beneficial to all aspects of their wellbeing.  Staff were keen to explain how they love 
working in the school; feel entirely supported by the Senior Leadership Team (SMT), their line 
managers and colleagues - and have no plans to leave.  ‘Here it is true to say the grass isn’t 
greener if you leave.’ 

Since the last Health and Wellbeing assessment in 2019, Covid has got in the way of many of the 
physical and social events that were planned and carried out as normal throughout the school.  
The safety of staff and students has been a critical focus, and it is clear through talking to staff, 
that this was led and managed extremely well during the difficult times of the pandemic.  Staff 
confirmed they all felt well supported; kept up to date with information; and most of all felt safe.  
The camaraderie within the school was a key factor in staff wellbeing and the outcome of the 
challenges has resulted in even tighter bonds and friendships across the whole school.   

There is a real ‘family’ feel throughout the school and a close-knit community spirit.  Staff turnover 
is extremely low with 41% of staff having over 10 years of service – with the result that staff know 
one another well.  This is reflected in the social activities that take place both in and outside of 
school. 

Before and post the pandemic, there has been a dedicated focus on the work life balance of staff 
and this has been considered as part of the school plan.  Staff appreciate the various strategies 
that have been put in place to give them more ‘family’ time.  Examples include – cutting down on 
70% of non-essential and directed time meetings (especially after school); new software to cut 
down on data input and marking; closing the school early when necessary to avoid traffic 
congestion or when days have been especially challenging; the Senior Management Team 
collapsing lessons in the hall to provide time for teachers to catch up.  There is an understanding 
by the Headteacher and his SMT that staff have lives outside of school, and it is accepted that 
family comes first.  This has definitely relieved the stress for staff.  The extension of the Health 
Insurance to cover family members is also much appreciated. 

The Headteacher is seen as an inspirational leader.  Someone who takes responsibility for failure 
and provides personal and whole school recognition when things go well.  The letters sent by him 
to individual staff’s homes with personal comments of thanks, mean a lot to staff and add to their 
feeling of value.   

Staff enjoy the entrepreneurial attitude to new ideas and ways of working.  Autonomy and 
support to try out new ideas in a safe environment excites and motivates staff.  They revel in the 
knowledge that the school is always a step ahead of national policy.  This gives them a feeling of 
pride.  An excellent example of this was linked to examination predictions during the pandemic.   
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Redbridge already had a system in place for teachers to continuously collect data that enabled 
them to make ‘realistic’ predictions for each student rather than having to do this at the end of 
the school year.  This alleviated the stress that was created in other schools.  Another example is  
the development of the new policies for LGBTQ and Routes to Parenthood. 

The structure of the school, with the 7 Assistant Heads line managing the Middle Leaders, enables 
a fast top-down communication flow.  This keeps the Middle Leaders informed of any changes 
being made and enables them to make decisions.  The autonomy given to Middle Leaders 
encourages them to model this leadership style with their staff, and once again supports their 
wellbeing.  Two-way feedback is available through this structure, and Middle Leaders are tasked 
with feeding back to their Assistant Heads regarding any individual or team issues – including 
wellbeing.  This enables actions to be taken immediately where necessary.  The Assistant Heads all 
have ‘stretch’ objectives – often outside of the comfort zone.  Three of them are Governors in 
feeder primary schools and their time is paid for by Redbridge school. 

Career development and promotion has kept staff motivated and their jobs interesting.  Data 
shows 64% having been promoted in the past two years.  New roles have been designed with a 
view to satisfying  those with a drive to try out new ideas as well as developing the school.  This, 
once again, is reflected in the low staff turnover.  Change is constant and the norm within 
Redbridge, and staff are appointed who show they welcome the challenge. 

The decision to carry out this ‘We Invest in Wellbeing’ assessment was to help identify areas which 
can further support the wellbeing initiatives in school; helping the school to see if there are any 
areas where refinements can be made to initiatives in the future to ensure that all colleagues are 
confident in voicing the excellence of Redbridge Community School’s wellbeing practices.  This 
assessment has shown that support for wellbeing underpins the school’s culture and is the way in 
which Redbridge works.  Where staff are concerned, it is the norm. 

Going forward, a more structured Wellbeing Strategy with measurable objectives would be useful.  
This should encompass your Diversity and Inclusion policies so that you can monitor their 
effectiveness.  This report, and the feedback meeting, will celebrate all the good practice you have 
in place, and identify areas of development that will help to enhance your Wellbeing Strategy as 
part of your new 6-year Transformation Plan. 

In a recent article by Sabrina Munns ‘Employee Wellbeing – 7 of the Best Wellbeing Programs 
2022’, she says: 

‘Effective employee wellbeing is all about emphasizing a good work/life balance while helping 
employees to stay healthy and active.  It’s also about creating a supportive environment where 
employees can feel valued and respected. That way, if anyone ever has a problem, they’ll feel 
safe to talk about it.’   

This assessment confirmed that the Headteacher, his SMT and Governors at Redbridge 
Community School have ticked all these boxes.  Well done. 

 

Cath Parish 
Investors in wellbeing Practitioner 
July 2022 
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What to be proud of  

• Wellbeing is part of the DNA of the school and is not an add-on.   

• Staff interviewed all agreed the way in which their wellbeing has been supported, has made 
them feel valued.  This has been reflected in the long service of staff.  

• Staff are proud of the support the school gives to the local community.  They feel the Fare 
Share initiative has been a great success. 

• The recognition of family needs, and time afforded to deal with these issues, has reduced 
stress for staff.  This is seen as a real benefit for working in the school. 

• Interviews gave very positive feedback on the way the challenges were managed during the 
Covid lockdowns.  The safety of staff and students was paramount, and clear communication 
from the SLT was appreciated.  The well thought out rota systems for those coming into 
school, kept contact at a minimum, and the safety provisions within the school were second to 
none.   

• The school was quick to carry out risk assessments with staff to identify health issues and 
support put in place to give the appropriate help. 

• Staff interviews and the Wellbeing survey confirmed there are excellent working relationships 
across the school.  (The survey showed 93.9% strongly agreed or agreed). 

• There were very positive comments during the interviews regarding support given by line 
managers and colleagues.  (The survey showed 89.2% strongly agreed or agreed).  

• Mental health is taken seriously within the school, and all staff have had external mental 
health awareness training.  Internal support is always available through the HR Manager, as 
well as designated Wellbeing professionals – although staff agreed  they could go to their line 
managers, the Headteacher or colleagues.  They confirmed there is a good understanding 
about mental health within the school.  (The survey showed 87.8% strong agreed or agreed). 

• Work life balance is a priority within the school and the Headteacher and SLT take this into 
consideration when developing the school plan.  Workload is always seen as a difficulty within 
schools, however, Redbridge staff appreciate the many initiatives that have been put into 
place to help alleviate this.  (The survey showed 79.8% of staff are satisfied with their workload 
and working hours, with a further 9.6% somewhat agreeing).  This is a good result. 

• Staff agreed they understood the school’s strategy for Wellbeing – pointing out that it 
underpins the way the school operates and is the norm.  (The survey showed 78.1% strongly 
agreed or agreed with 14.9% somewhat agreeing). 

• Retention and engagement within the school is exceptionally high.  The survey was completed 
by 114 staff out of 121 and 76 (66.7%) said they had been working in the school for more than 
5 years.  Internal data shows 41% have more than 10 years of service. 

• Although recruitment has been difficult nationally, this does not appear to apply to Redbridge 
– as shown by 3 very strong candidates applying for the recent vacancy in Science. 

• There is a real desire for excellence throughout the school, and constant reviews of practice 
take place through surveys with parents and staff, as well as external bodies such as the recent 
request for voluntary Ofsted inspection.  The school doesn’t stand still, and this holds staff 
interest and keeps them motivated. 
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Congratulations on achieving Platinum 

You care about your people’s wellbeing, and I know you’re ambitious to do even more 

for them.   

The following feedback focuses on what you need to do to keep improving.   

 

Recommendations 

I’ve considered who you are and where you’re at as an organisation related to wellbeing. My 

recommendations are designed to get you where you want to be.  

Wellbeing overall 

Strategy 
Wellbeing lies at the heart of everything Redbridge School strives for – this includes staff as well as 

students.  The Values underpin the Wellbeing Strategy: Aspiration, Respect, Opportunity and 

Excellence.  As stated earlier in this report, Wellbeing is seen as the ‘norm’ within Redbridge 

Community School, and it is not until staff have the chance to compare it with other schools that 

they realise the policies and practices are exceptional.   

• In the future, the Wellbeing Strategy should form part of your 6-year Transition Plan and 

include some relevant measurable objectives and outcomes for wellbeing activities.  This 

should also include objectives with measurable outcomes for Diversity and Inclusion – part of 

your new LGBTQ and Route to Parenthood policies.  Staff are aware of the wellbeing strategy 

as it is part of the way Redbridge works, but perhaps this could be more overt, and staff 

involved in its development. 

• The Leadership and Management Development Programme could benefit from an area on 

Emotional Intelligence as suggested as part of the We Invest in People assessment report.  

Physical wellbeing 
The Health and Wellbeing review in 2019 highlighted a wealth of planned physical activities taking 

place – including national calendar days.  However, the challenges of Covid got in the way for 2 

years, and the school is now just beginning to get back to ‘normal’.  With this in mind, there is now 

room for more organised all staff physical/social activities.  

Some suggestions for development highlighted in the Wellbeing survey included: 

• Regular weekly Yoga sessions.  These were very helpful during the lockdown periods. 

• The inclusion of a salad bar in the canteen. 

• Most staff really enjoy the doughnuts left for them in the staffrooms, however perhaps there 

could also be an alternative such as apples. 

• Opportunities for team building within the departments and across the school. 
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• The survey highlighted many staff would like to have discounted gym membership – however, 

it is also acknowledged that this is expensive and gym facilities are available in the school. 

Perhaps these could be more effectively organised for staff to utilise – including a staff only 

section. 

• More encouragement for staff to take up the cycle to work scheme especially as there are 

excellent facilities in which to park their bikes at school. 

• Opportunity for staff to have a brisk walk during the day.  Lunchtime breaks are limited to 30 

minutes, and they need all of that time to get to the canteen and eat their meal. 

In addition you could consider signing up to a step challenge competition for individuals and teams.  

An example could be the Global Step Challenge. 

Psychological wellbeing  
The support for mental health is taken seriously.  The survey showed 90.3% strongly agree or 

agreed ‘mental health is important for my organisation’, with 9.7% somewhat agreeing.  This is an 

excellent result.  Suggestions for improvement – including some given as part of the survey 

include:  

• Monthly or termly reviews of staff wellbeing could also be captured by the introduction of a 

score card for the SMT and staff to rate their wellbeing on a scale of 1-10.  This will need 

careful monitoring and actioned by line managers where necessary. 

• Another way of collecting data through surveys or feedback from staff could be through a new 

App called Wotter.  (Details have already been sent to a member of the Senior Leadership 

Team). 

• 360-degree reviews for the SLT and Middle Managers would help them to gain feedback on 

their leadership and management effectiveness – especially around supporting staff wellbeing. 

• Comments in the survey highlighted a need for more recognition for those who ‘just get on 

with it’ without making a fuss.  This could be an agenda item for SLT meetings with Middle 

Leaders being tasked to put forward individual names to Assistant Heads.  

• More opportunities and focus on inclusion and wellbeing for support staff –especially 

technicians.  Having said that, one is just retiring after 47 years! 

Social wellbeing  
It is understandable that social activities have had to be limited owing to Covid.  With the new 

academic year starting in September 2022, it would be good to resurrect the social activities carried 

out prior to the pandemic – although some have already been started.  These could include: 

• The national calendar of events being a focus. 

• Appointing Wellbeing Champions to organise a more structured programme of activities. 

• Opportunities for cross school activities both inside and outside of school so that support staff 

can ‘mingle’ more – rather than it just being at lunchtime during Inset. 

• Use of the newsletter ‘Under the Bridge’ to spot light some of the small support teams. 
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Let’s take a closer look… 

 
Needs 

improvement 
Silver Gold Platinum 

Goals 
(across all three sections) 

   ✓ 

PHYSICAL WELLBEING    ✓ 

Implementation    ✓ 

Data    ✓ 

Engagement    ✓ 

Tools    ✓ 

PSYCHOLOGICAL 
WELLBEING    ✓ 

Implementation    ✓ 

Data    ✓ 

Engagement    ✓ 

Tools    ✓ 

SOCIAL WELLBEING    ✓ 

Implementation    ✓ 

Data    ✓ 

Engagement    ✓ 

Tools    ✓ 
 

✓= Your result 
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Your feedback 
Your Wellbeing Strategy 

Your Wellbeing Strategy states: 

‘The excellent wellbeing of all stakeholders lies at the heart of everything that we strive for at 

Redbridge Community School.  Everything is deeply rooted around our core values’ –  

• Aspiration – we aspire to be ground-breaking in everything that we do in order to give our 

students and staff the best possible opportunities. 

• Respect – mutual respect is especially important.  We value the importance of communication 

and listening to the needs of our stakeholders and as a result, we plan strategies which allow 

this. 

• Opportunity – Redbridge Community School provides a wealth of opportunities for staff and 

students alike.  We nurture our students so that they can develop confidence in life and we 

aim to provide them with skills that they need to be able to flourish.  We skilfully recruit 

colleagues which capitalise on their skills as well as developing skills which are recognised as 

areas of development. 

• Excellence – we strive for excellence in everything we do, but there is not a single formula 

which dictates what excellence should look like.  This is determined by the individual as we aim 

to develop excellence which matches the personalities and skill sets of everyone. 

The survey showed 78.1% of staff strongly agreed or agreed to the statement ‘I am aware of the 

health and wellbeing strategy in my organisation.’  (14.9% somewhat agreed).  This is a good 

result. Comments during interviews included: ‘We are all involved in wellbeing and encouraged to 

think how we can improve our own and our colleagues wellbeing.’   

Wellbeing is part of the Redbridge DNA and is fundamental to the way in which it works.  It is clear 

the strategy is working, as shown by low staff turnover, high engagement, and excellent 

performance measured by the school’s academic successes and profile within the community as 

well as broader National Educational bodies.  This was reflected in the recent We Invest in People 

survey where 97.4% of staff strongly agreed or agreed ‘Redbridge Community School is a Great 

Place to Work.’   

The new policies for Diversity and Inclusion and Routes to Parenthood are excellent and these 

could be pulled together as part of the Wellbeing Strategy with SMART objectives to measure their 

effectiveness.  They would make a valuable contribution to the new 6-year Transformation Plan 

that is under discussion. 
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Feedback from the wellbeing survey: 

Survey question - I encourage my colleagues to be healthy 

 
Survey question - I work with my colleagues towards a common goal 

 
Survey question - My health and wellbeing is important to my organisation 
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Survey question - Leadership lead by example on wellbeing 

 

Survey question -  My organisation gives me the tools to perform my job to the best of 
my ability 

 
Survey question – I am aware of the health and wellbeing Strategy in my organisation 
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Survey question - My organisation listens to the needs of employees 

 

Survey question - I'm encouraged to take part in wellbeing initiatives 

Survey question - My organisation seeks feedback on health and wellbeing initiatives 
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Survey question - There is good communication about wellbeing in my organisation 

 

Data 

As stated above, wellbeing is part of the Redbridge DNA and is fundamental to the way in which it 

works.  The outcomes of the strategy can be measured effectively by the following. 

• 97%  staff retention. 

• 66.7% (76) staff have over 5 years’ service, including 41% (56) of staff with over 10 years’ 

service recorded. 

• 61% of staff receiving promotion over the past two years 

• Data regarding absenteeism through sickness is collected, however, sickness during the Covid 

pandemic has skewed the accuracy of this over the past two years.  Graphical peaks and 

troughs have been published to show how this has materialised. 

• Data related to the use of Westfield Health Insurance – this year 118 accessed the insurance 

for various services.  The annual cost being £20,616. 

• Data from exit interviews indicate no staff have left because they are unsatisfied with the 

school.  The main reasons have been retirement, promotion to Headteacher or Deputy 

Headteachers in other school, or younger staff wanting to travel. 

• The We Invest in People survey showed 96.6% of staff strongly agreed or agreed ‘the school 

has a positive impact on society’.  It also showed 94.1% strongly agreed or agreed ‘the school 

values and respects individual differences.’ 

• Prior to the pandemic, wellbeing had a directed time slot on a Monday evening.  A variety of 

activities were available to staff, and data was kept as to who and how many had signed up for 

these.  Since the pandemic, this slot has been kept for wellbeing, although staff time is not 

directed to particular activities – they can use it as they wish.  This is part of the post pandemic 

focus for work life balance. 
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• Each year, much effort is made to ensure that the 1265 allocated time budget allows for staff 
development.  The Leadership Team have reduced meeting schedules by 70%, each meeting 
has a time limit of no more than one hour and we have considered the meeting schedules 
carefully so that the same nights are not impacted upon.  This is particularly important when 
considering the child care needs of colleagues who are parents. 

• Data is kept regarding absenteeism, and this year’s records include: 

• 272 days were approved for meetings – including Assistant Heads attending Governor 
meetings for other schools, Examination Boards etc. 

• 325 days were maternity/pregnancy related 

• 153 days were for self-isolation due to Covid 

• 126.5 days were approved off for family dependencies 

Surveys 
My suggestion regarding using technology such at Wotter, might be of additional use here.  
However, the use of surveys with both staff and parents has provided some valuable suggestions 
for improvement. 

• Health and Wellbeing surveys are used effectively.  An example was to gauge staff perception 
regarding the value of Westfield Health Insurance.  As can be seen by the data on usage above, 
it was a good decision by the Leadership Team to continue with the insurance. 

• Surveys were especially useful to collect feedback during the Covid pandemic.  As a result 
‘consolidation days’ were added to allow students to work independently for periods of time, 
giving both the students and teachers a break from their screens. 

• Since the last Health and Wellbeing assessment, a survey with parents and staff highlighted 
their worry about knife and drug crimes in the area.  As a result the school installed a detector 
to check students entering the building and occasionally brings in sniffer dogs for drugs.  This 
has given both staff and parents more peace of mind. 

Goals 
During the interviews, staff were well aware of the Goals set out for wellbeing as follows: 

Social Wellbeing 
We value the high importance of Social well-being and provide many opportunities for all staff to 
integrate with and value each other for the benefit of the organisation.  We aim for all the  
members of staff to have people to whom they can turn; to feel valued and to be able to 
demonstrate that their contribution is core to the school’s successful business operations. 

Psychological Wellbeing 
It is becoming more and more important to recognise that everyone, from time to time, needs to 
be supported.  Our aim is to ensure that all people are able to source additional support 
confidently and comfortably should it be needed.  We continue to address the needs of all 
colleagues and aim to develop in the future more in-house services which can only serve to 
enhance everyone’s psychological well-being 

Physical Wellbeing 
Physical well-being is essential in an organisation which promotes the development of young 
people.  We aim to support our colleagues so that they are able to stay fit, have opportunities for 
exercise and we take great pride in supporting our colleagues’ access to medical advice and 
treatment rapidly.  
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Implementation – Is the strategy being rolled out effectively? 

Interview feedback and comments in the survey confirmed the Leadership Team is well aware of 

the importance of wellbeing and there is a Wellbeing Strategy in place underpinned by the 

school’s Values.  The feedback also confirmed that the strategy is reflected in the long service and 

happiness of the staff within the school.   

Staff at all levels described wellbeing as part of the culture of Redbridge school.  There is no big 

‘roll out’ of the strategy as it is an integral part of the school plan and underpins the way the 

school operates.  Staff have a good understanding about the Goals and focus of wellbeing – 

especially in supporting the main three areas of Physical, Psychological and Social wellbeing.  

A real impact on staff wellbeing is the acknowledgement by the Leadership Team that staff have a 

life outside of school, and that families come first.  This has alleviated stress and many staff said 

they wouldn’t have been able to keep their jobs in any other organisation. 

Staff were eager to talk about the ‘family’ atmosphere within the school.  There did not appear to 

be any division between teaching and support staff and all feel equally valued.  The longevity of 

staff working within the school has resulted in them knowing one another as friends as well as 

colleagues.  This has encouraged social interaction both in and outside of school. 

Wellbeing activities are communicated throughout the school and there is a definite culture of 

support and collaboration at all levels with staff encouraging colleagues to be healthy.  Individual 

members of staff keep colleagues abreast of the different physical and social activities taking place  

both internally and outside of school.  Invites are given for everyone to join in the activities.  

Interviews highlighted many examples where these had been taken up.  A recent example is the 

forthcoming charity marathon and half marathon. 

Comments in the survey and interviews included: 

‘There is nothing further they can do.  I feel the most supported I have ever felt in any other school.  
Working here is a breath of fresh air.’ 

‘I feel trusted and encouraged by my leaders and supported in every aspect of my working life.’ 

‘They are amazing in every way.  So kind and caring and supportive.  I was recently pregnant and 
they supported me so much to keep me safe.  They encouraged me to work from home and never 
made me feel guilting about doing so.  They are the best!’ 

‘I don’t get the Sunday night blues anymore.’ 

Physical wellbeing 

The physical wellbeing of staff has always been a high priority – especially as it has often included 

fun experiences.  Before the lockdown, staff sporting activities were organised such as football 

matches with other schools and with students.  Team games are still happening within the school 

between staff and students, but not yet widely available with other schools.  This is understood in 

the present Covid climate.  However, there are still many physical activities taking place and the 

‘morning mile’ around the school field is a favourite for many staff.  One of the great attractions at 

the end of this term is the annual Pudding Race.  Staff were very enthusiastic about this during 

interviews as it involves teams from across the whole school; is competitive as well as causing a 

huge amount of fun. 
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Since the pandemic there has been a focus on promoting work life balance.  A range of initiatives 

have been taken to encourage this to happen – especially where teaching staff are concerned.  

This is seen as essential to providing both physical and social wellbeing for staff.  The survey 

showed 79.8% strongly agreed or agreed they were satisfied with their workload – with 14.9% 

somewhat agreeing.  This is a good result for a school. 

Feedback from in-house surveys is taken seriously and below are some examples of changes made 

as a result of feedback: 

• Adding consolidation days during the lockdown periods to allow students to work 
independently for periods of time, giving both students and teachers a break from their 
screens. 

• Changing which classrooms that examinations take place in – some colleagues were unhappy 
about being re-roomed, so rooms are now rotated. 

• Changing data drop deadlines to allow staff more time to input their data. 

• Extending the middle leaders ‘checking period’ to give them more time to check department 
data before submission. 

• Extending the mock period so that all subjects get exam slots in the hall. 

• Working with the canteen to improve the food offering to make it more healthy. 

The IIP Wellbeing Survey showed 91.2% of staff strongly agree or agree ‘the Leadership Team lead 

by example on health and wellbeing.’  This is an excellent result.  A notable example given by staff 

was where, following the lockdowns, teaching staff had to catch-up on a multitude of activities, and 

the decision was made by the SMT to hold career lessons in the hall for several classes at a time, 

allowing teachers valuable extra time.  This was much appreciated.   

At the time of this assessment, the school field was set up with fun fair attractions including dodgem 

cars. This Party in the Park was really to recognise and reward students who had achieved, for 

example, good attendance etc., however, staff, including the SMT were seen taking part on the 

different rides, and as one member of staff explained – ‘laughing at ourselves.’ 

Staff also described how the Headteacher is 100% behind outdoor pursuits such as the Duke of 

Edinburgh Awards.  SMT boot camps have been used as a team building exercises, and a new 

climbing wall has been erected for use by staff and students.   

Initiatives and strategies linked to work life balance since the pandemic include: 

• Directed time – especially after school – has been cut down by 70%. 

• The hour at the end of school on a Monday has been labelled as wellbeing time, and staff can 
use this how they prefer.  Interviews confirmed that this is working well.  There were a few 
staff who would like the opportunity to have planned yoga sessions during this time as these 
have work very effectively in the past. 

• The Headteacher is known to close the school at 3.00 pm or even 2.45 pm if it has been a 
challenging day in school or there are traffic jams in Southampton. 

• The new Arbor software – replacing SIMS – has been a life saver for many of the teaching staff 
as it has cut down on data input and also on marking.  This is working effectively. 

‘Just being able to access this from home has made a big difference.’ 

• There are some departments where resources are shared and the survey comments 
highlighted that this could be used more universally across the school.  
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• Time is given for TA staff and teaching staff to plan lessons together.  This is seen as valuable 
time, and also encourages strong relationships between them.  TA staff feel valued as they feel 
their expertise is used. 

Relevant comments from the survey and interviews included: 

• I would like to share some things that my workplace do or have done to support my wellbeing: 
Wellbeing meetings have replaced other Monday meetings and I can use the time to do 
whatever benefits me.  Yesterday I went to the gym in this time.  Other changes have been 
cancelling twilight when there was a surge in staff sickness; rearranging the curriculum and SMT 
providing careers talks to our classes so that teachers could have non-contact time when cover 
was heavy.’   

• ‘We are offered adjustments to our working environment (chairs, desk supports etc).  We have 
access to the gym on site.  We have a ‘morning mile’ every day which staff are encouraged to 
join in with.  We also have ample space for bikes should we wish to cycle into school.  Wellbeing 
time slots on Monday allow us to leave early to go and do physical exercise of our choice.  (I go 
to the gym before it is busy).   

• The Head is passionate about balancing our time and often insists we leave the school by 3.00 
pm.  If the traffic is really bad, sometimes we leave at 2.45 pm. 

Individual staff members are always coming forward with invitations to get involved in physical 
activities.  These include charity runs; cold water swimming; football etc.  Now that staff are able 
to socialise more since the pandemic, it may be useful to have a more structured approach to this 
– as well as the ad hoc staff invitations  – although it must be appreciated that physical activities 
appear to be working well on a voluntary basis rather than mandatory. 

The health of staff is taken seriously and Westfield Health Insurance is regarded as a great benefit 
for staff and their families.  It is also looked upon as an investment by the SMT as it cuts down the 
waiting time for staff to gain medical services.  Data is collected to see how many are accessing 
the services, and a recent count showed that 118 had accessed the services in the past year.  This 
insurance covers 24-hour access to a doctor, and that is most important to staff and the school in 
these difficult times.  To ensure Flu vaccinations are available to all staff, the service is bought in-
house. 

Feedback from the wellbeing survey: 

Survey question - My organisation offers ways to improve my physical wellbeing 
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Psychological wellbeing  

The psychological wellbeing of staff is seen as paramount within Redbridge School.  This is led by 

the Headteacher and his Assistant Heads.  The Headteacher addressed this in his recent 

Leadership talk to the Assistant Heads when talking about being Courageous and Compassionate: 

‘Sometimes you need to give your staff what they need – ‘It’s no Threat.’  Staff have lives outside of 

school.’ 

He went on to talk about Humour – stating ‘Smile, use humour and laugh out loud.  Those feel-

good hormones are like chocolates impact.’ 

Humour and great relationships were talked about a lot during the interviews with staff.  They 

love the way the Employee of the Month is announced over the Tannoy; how the Headteacher 

often shouts down the corridor – making fun, and often sounds a hooter.  This can lift the 

atmosphere, especially if staff or students are having a challenging day. 

The culture within the school is all about reward and recognition.  The implementation of the 

nominated Employee of the Month has gone down well.  Staff and students all cheer when they 

learn by the Tannoy who has won.  The voucher and month’s reserved car park space is most 

welcome.  It was good to see that those who had won had included support staff.  To make this 

even more effective, it would be good to publish those nominated as well as the winner. 

Simple, but meaningful other ways of recognising staff include – cakes in the staff room; hot 

chocolate and a small gift when staff arrive at Christmas; a chuffty fridge with free titbits to raise 

the spirits; lunch out for the support staff to thank them for their help over the lockdowns; a thank 

you letter sent to staff homes from the Headteacher and a £25 shopping voucher for all staff 

following the Covid lockdowns. 

The Head and his Assistants were heavily involved in making sure the Fare Share system kept 

working during the pandemic.  Where there was a food shortage, they went out and bought 

provisions themselves, as well as delivering it to those in need.  In all, 3.5 tonnes of food were 

delivered during that time.  Staff described how these acts of kindness’ ripple through the whole 

school community.’ 

Care has been taken to provide social areas for each department and these are well-maintained.  

These allow for functional workspace and also serve as an area where members of staff and eat 

together during recreational times.  The VIP area also includes table tennis and other recreational 

activities.  Budgets are set aside especially for developing social areas and as the school holds its 

own cheque book, there is freedom for the Leadership Team to arrange for the to take place as 

seen required. 

The revised TDR review cycle allows for honest and open conversations to take place between the 

reviewer and reviewee regarding their wellbeing, job satisfaction and aspirations.  This is working 

effectively.  However, comments in the survey indicated staff would like more regular 

opportunities for this to happen – perhaps on a termly or monthly basis. 
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Staff enjoy the autonomy given to them – especially if they want to try out new ideas or ways of 

working.  Comments included: 

‘Autonomy is encouraged throughout the school and this makes this school special.  I’m listened to 

and able to try out new things that feed into the job.  It makes such a difference – a psychological 

feeling as to how we feel.’ 

‘I feel trusted as well as valued.  I’ve not had that where I’ve worked before.’ 

Health and Safety risk assessments take place regularly, and these were especially important 

during the lockdown periods.  Risk assessments were quickly carried out to identify any special 

individual health risks or needs.  A rota was put in place to limit the amount of contact time for 

teachers and support staff.  This worked very effectively.  In fact, some teaching staff came in to 

even though they weren’t on the rota in order to support their colleagues.  Surveys took place 

regularly and data changed the strategy accordingly. 

During the lockdown £67,586 was spent on PPE equipment.  This included items such as: 

• PPE kit for every member of staff – thermometer, wipes, gels  and gloves. 

• Marquee hire for separating student groups, electronic bins, screens, wipes, sprays and masks. 

The HR Manager has redesigned her room to accommodate staff who need to talk privately about 

any concerns – including support for mental health and maternity.  She has trained as a Mental 

Health First Aider as well as some of the Assistant Heads.  All staff have attended external Mental 

Health Awareness workshops.  Other support and advice is provided by the member of staff who 

is a professional Wellbeing Champion for staff and the students.  However, interviews and the 

survey highlighted that staff would be comfortable in talking to colleagues, their line managers or 

even the Headteacher if they had a problem - and many have done so. 

‘I have received unconditional help and support.  It’s made such a huge difference.’ 

Career development is encouraged throughout the school, and as shown in the data already 

provided, 61% of staff have been promoted over the past 2 years.  The TLR system is also used 

successfully to provide staff with opportunities to take on additional responsibilities to broaden 

their knowledge/interests as well as increasing their pay.  This works well with support staff as it 

also helps to make them feel they are of value to the students and a real part of the school. 

Financial advice and support has been sought externally, as well as a service provided by Westfield 

Health Care.  Internally, the school does all it can to support the needs of staff, including those 

going on maternity/paternity leave.  The new policy allows for the 2 paternity weeks to be taken 

on full pay, as well as days/weeks split where required.  Those going on maternity leave, and those 

who have already experienced this, all said they are given the choice about when and how they 

return to work – either full or part-time – alleviating stress during this emotional decision time. 

‘I hadn’t spent my childcare vouchers during lockdown and I was given help to get my money back 

from the Council - £300.’ 

New NQT staff, were delighted by the fact they were employed before the end of the summer 

term even though their real timetable didn’t start until September.  The objective is twofold – it 

enables them to develop relationships before they start, and they can also be paid during the 

summer break.  This is exceptionally good practice and not repeated in other schools. 
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In addition to all of the above, there has been the recognition that animals, and horticulture can 

also play a substantial part in both student and staff wellbeing.  The school dog, Alice, has played a 

valuable part in this as she is often taken for a walk as a calming strategy.  Chickens are kept for 

their eggs, and these are collected by a nominated member of staff as part of her TLR as well as 

the students.  The latest introduction has been 8 guinea pigs.  Horticulture is now part of the 

curriculum and vegetables are grown and used to feed students in the EduK8 department, as well 

as sold to staff.  All of these activities help both the physical and psychological wellbeing of staff 

and students.  The reception area purchased a fish tank to enhance their environment.  A talking 

point during the interviews was the gift of a named plant for every member of staff at the end of 

the last term – some of which have stayed in the school whilst others took them home.   Well 

appreciated by staff and what a wonderful idea. 

Feedback from the wellbeing survey: 

Survey question - Mental wellbeing is important for my organisation 

 
Survey question - I'm satisfied with my workload and working hours 
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Survey question -  My organisation monitors pressure at work and provides support for 
coping with pressure 

 

Survey question - I feel valued at work 
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Survey question - There is a good understanding about mental health in my organisation 

 

Survey question -  I would be willing to share a personal issue with people at work, 
including managers and Leadership Team 
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Social wellbeing  

Covid provided some very challenging circumstances for staff within the school.  Redbridge school 

prides itself in having a very social atmosphere and that relies on interaction.  During lockdowns 

great attention was taken to monitor the wellbeing of individual staff with small groups of 3 or 4 

encouraged to regularly check in with colleagues.   

The use of Zoom allowed for virtual social interactions to take place such as coffee chats and staff 

described how the yoga sessions were a great help – both from a social and physical point of view. 

Surveys were used to gain intelligence regarding staff domestic and health needs.  These provided 

data that was used when developing rotas to cover key worker students in order to allow for 

variation and individual needs.  The rotas allowed for colleagues and staff to interact with each 

other in a safe environment – something that could otherwise not have been possible.  Even 

marquees were hired to allow for classes to be separated.  The Headteacher also encouraged 

students in difficulty to join the classes even though they were not key worker children.  This was 

because he felt they would be safer in school than at home or on the streets. 

Initiatives have evolved since the last Health and Wellbeing assessment in order to provide 

opportunities to mix and share ideas within their teams as well as across the school.  The recent 

We Invest in People survey showed 97.4% of staff strongly agreed or agreed to the statement ‘My 

role enables me to work well with others.’ 

Examples of some of the initiatives linked to cross-school collaboration include: 

• SIG groups (school improvement groups) allow for the forced mixing of established teams with 
colleagues from other areas.  The objective being to discuss school improvement related to the 
Fundamental 5 areas of the school plan. 

• Middle leader breakfasts take place on a half-term basis.  These allow for promotion of whole 
school initiatives and opportunities for Middle Leaders to share ideas and good practice. 

• INSET days allow for the whole staff to meet together.  Those at the beginning of the year are 
attended by academic staff and representatives from other departments such as 
administrative staff.  Lunch during INSET days is provided externally, and all staff are invited to 
eat together.  

• Middle Leader off site conferences.  

• Middle Leader Triads encourage them to work together more closely.  Time is given during 
school time for these meetings to happen. 

The school prides itself in providing social areas for each department as described earlier in this 

report, as well as the VIP suite for all staff to get together.  A comment in the survey showed how 

the VIP room is appreciated  - ‘Now briefing is back in the VIP Hub it feels more social.’  

Pamper packs are regularly sent out including tea, biscuits etc. to encourage staff to get together 

socially. 

Staff commented on the close-knit community that prevails across the school.  ‘We all work closely 

together as a team.  There is always someone there to pick you up if you have a wobble or a bad 

day.’ 

Inclusion has been a focus since the last Health and Wellbeing assessment.  A new role has been 

appointed internally, and this has resulted in policies being developed linked to LGBTQ and The 

Route to Parenthood.    
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These effectively describe the school’s culture regarding Diversity and Inclusion for both staff and 

students.  The Route to Parenthood is particularly exceptional as it considers the various 

complexities surrounding parenthood and paternity leave.  Interviews confirmed a high level of 

respect for individual differences related to both students and staff. 

Suggestions put forward for development in the survey included: 

• Opportunities for more team building across the school 

• Team building weekends – e.g.  Kayaking, go ape etc. 

• External social events out of school hours 

• Longer lunch breaks/coffee breaks 

Feedback from the wellbeing survey: 

Survey question - I have good working relationships across the organisation 

 

Survey question - I feel supported by my managers and my colleagues 
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Survey question - Individual and cultural differences are celebrated in my workplace 

 

Survey question - My colleagues encourage me to be healthy 
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What’s next? 

When you’ve had a chance to read this report, we’ll explain your results in our feedback meeting. 

Who? 
The meeting will include: Cath Parish, Practitioner, Jason Ashley, Headteacher, Simon Waterson, 

Assistant Head. 

When? 
The feedback meeting is to be arranged. 

Where? 
We’ll virtually through Zoom. 

What? 
• We’ll discuss your result and my recommendations in detail 

• We’ll brainstorm how to turn my recommendations into tangible activities 

• We’ll develop an action plan, which we’ll be able to review one and two years on. 

To keep your award, you need to: 
• keep meeting (or exceed!) the requirements of your award 

• meet me 12 and 24 months down the line. I won’t be assessing you again, but it’ll give us the 

chance to chat through your progress against your action plan 

• This isn’t mandatory but I strongly recommend you take advantage of this stage 

• be reassessed no more than three years later. 

Don’t forget to celebrate!  
Let your people know who how you did. Reward them for their hard work and 

include them in the journey you’re on. 

Got questions? 

Great! Let’s chat them through in our feedback meeting. 

If it’s something that can’t wait, though, just let me know.  

Cath Parish 

Investors in People 

Mobile:  07768353678 

Email:  cath.parish@commitmentplus.co.uk 

  

mailto:cath.parish@commitmentplus.co.uk
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Thanks for working with us! 

…and an even bigger thank you for looking 
after your people. 
  

https://www.investorsinpeople.com/
https://en-gb.facebook.com/InvestorsInPeople.UK/
https://www.instagram.com/investorsinpeople/
https://www.linkedin.com/company/investors-in-people
https://twitter.com/IIP
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Get in touch:  

Email us on support@investorsinpeople.com 

Call us on 0300 303 3033  

Follow us on Twitter: @IIP  

 

 

 

 

 

 

 

 


