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1. Treetops Learning Community values 
Treetops Learning Community (TLC) is a developing multi-academy trust (MAT) based in Thurrock. 
Schools within the trust cater for pupils 4-19 with a range of needs. 

TLC holds ultimate responsibility for all decisions regarding the running of the individual academies 
and is accountable for their performance. TLC delegates some matters to Local Governing Bodies 
(LGB’s) in order to enable more focused local control, though it remains legally responsible for 
standards across both academies within the MAT. 

TLC’s values and goals are outlined in our Trust development plan which is reviewed as part of an 
ongoing process.  We embrace the values of; Quality, Equality and Opportunity for the good of all 
our children and young people who may need that little bit of extra help: 

Quality – will be demonstrated by ensuring all educational opportunities meet the highest possible 
standards. 

Equality – we will ensure each and every member if our school community is treated with dignity 
and respect regardless of their starting point or background. We all need to be valued and 
understood as individuals of unique and equal standing in our community. 

Opportunity – we will ensure each and every individual has the opportunity to succeed and 
access the broad range of academic and social activities offered at each school. 

This will be celebrated! 

Our learning community is committed to going the extra mile and making that difference.  We have 
the drive, passion, determination and influence.  We are committed to collaboration with other 
Special educational needs and disability (SEND) providers in the area to share the drive for positive 
change. 

2. Vision and ethos of individual Academies 
Each School will develop its’ own vision, ethos and strategic direction ensuring it fits within and 
promotes the trust vision.  The executive leadership team will support and provide challenge with 
this process.  It is the responsibility of the board to monitor individual School performance (see 
section?) and question vision, ethos and strategic direction as part of a review and school 
management process. If a new school joins the trust a review of the vision, ethos and strategic 
direction will form part of the due diligence procedures. 

3. Strategic Leadership of the Board of Trustees 
The strategic intent of the Trust is to serve the community in achieving the best possible education 
provision for its pupils in its’ academies.  Beyond this, we are seeking to: 

• Develop more opportunities to maximise how we support pupils at all levels to prepare for 
adulthood 

• Enhance stakeholder engagement and coproduction in our academies 
• Continue to develop ourselves as a learning community sharing expertise across academies 
• Ensure continued value for money in terms of expenditure and pupil outcomes 

The Trust aims to embed itself at the forefront of SEND provision with the desire and drive to 
maintain our reputation locally, regionally, nationally and internationally The trusts progress against 
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these objectives will be monitored through trustee meetings and an annual formal review of 
progress by the trust.  This is incorporated in a CEO progress report.  Part of this review will include 
an annual engagement exercise with the trusts external partners.  This will form part of the CEO 
report and will be reviewed by the trustees. 

4. Future development of TLC governance 
As TLC grows and develops, there are regular reviews of the way governance works across the trust 
to ensure effective practice and structures. 

4.1. Board committees 
To ensure the Trustees have a robust oversite of school performance and improvement as TLC grows 
further we intend to develop a set of systems and procedures to formalise reporting from individual 
trust schools to the Trustees.   

As a SEND MAT comprised of schools with varied cohorts it would not be effective to standardise all 
elements of the reporting across the Trust.  Therefore, we are developing systems which allow a 
standardised report structure while also allowing the flexibility to have each school report on factors 
pertinent to the individual school within the report itself. 

5. Engagement with parents 
One of the core approaches of schools within the trust relates to parental and family engagement.  
Each school in the trust works effectively with parents to understand and meet the needs of pupils 
and families.  Families are well supported by schools within the trust to enable them to better 
engage with their child’s education.  The vehicles for this engagement may vary slightly from school 
to school but the engagement itself is universal.  Some methods for family engagement used by 
schools in the trust include (but are not limited to): 

• Whole school app (PIOTA) 
• Home/school diaries 
• Phone calls between school and home with appropriate professionals (including class 

teachers) as and when required 
• EHCP reviews 
• Parent governors 
• Parent View (Ofsted) 
• Meet the teacher 
• Parents evenings 
• School performances 
• Parents invited to curriculum days (science, drama, music) 
• Family Barbeques  
• School activities outside of school opening hours 
• Informal meetings on an ‘as needed’ basis  
• Celebration assemblies 
• Class assemblies  
• Headteacher stickers/ awards 

We seek to actively engage with families through a diverse and wide reaching range of methods and 
we always encourage parents to share concerns/ideas/questions with the appropriate staff member 
when these things arise.  However, we also recognise that despite extended efforts there will be 
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occasions on which parents may not feel comfortable coming forward directly with concerns or 
positive comments.   

For this reason and to provide quantitative data we engage the parents in each school in a survey 
which provides them opportunities to share their thoughts and opinions with each school. 

These surveys contain questions which relate to the trust core values and aims. 

Results of the survey are reported back to parents including a response from individual schools on 
how they will respond to any concerns raised. 

Both the results and the response are then reported back to the trust as one of the measures in the 
school improvement plan. 

6. Engagement with staff 
Staff engagement is a very important element of all schools within the trust.  Staff are engaged with 
through a variety of methods including but not limited to: 

• Staff meetings 
• Staff briefings 
• Yearly performance management reviews 
• Two elected staff members on each LGB 
• Return to work meetings following sickness 

Members of the senior leadership team in trust schools also have an open door policy and staff are 
encouraged to speak with their line managers or SLT about any concerns they have.   

For more serious or unresolved complaints, the trust has a grievance policy which outlines how to 
escalate grievances. 

Despite making every effort to actively engage staff through the above strategies we realise that 
there are times where staff may prefer to share concerns or triumphs through with a degree of 
anonymity.   

As such we invite staff to complete a yearly survey containing questions which relate to the trust 
core values and aims.  This also allows the trust to obtain quantitative data on staff wellbeing. 

Results of the survey are reported back to staff including a response from SLT (or trust) on how they 
will respond to any concerns raised. 

Both the results and the response are then reported back to the trust as one of the measures in the 
school improvement plan. 

7. Engagement with local community 
Schools within the Trust often visit and engage with the local community as part of the learning of a 
SEND school. Examples of this might include: 

• Community parks 
• Shops and markets 
• Farms  
• Garden centres 
• Activity centres 
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• Libraries 
• Public transport utilities 
• Work experience 

For this reason, we are always open to feedback from the local community both positive and 
constructive.  Any engagement from the local community is reported back to the trustees as part of 
their monitoring of individual schools. 

We also actively recruit members of the local governing body from wider community in order to gain 
the perspective of those individuals as well as individual expertise. 

8. Engagement with pupils 
Pupil engagement is a vitally important element of both schools within the trust.  Pupils in the trust 
vary in how effectively they can respond to different engagement techniques so pupil engagement 
varies.   

Pupil engagement includes (but is not limited to): 

• Student council 
• Pupil views as part of the EHCP 
• Pupil participation at the EHCP 
• Informal meetings with pupils as and when required 
• Monitoring student behaviour as a way of measuring the need to offer additional support 
• Safeguarding procedures 
• Therapeutic interventions when needed: 

o Speech and language 
o Play therapy 
o Counselling  
o Occupational Therapy 

In addition, pupils are encouraged to speak to appropriate staff who they trust about any concerns 
or worries they may have.  This includes speaking to members of senior leadership.  The trust 
actively fosters an environment of trust for its pupils which has a positive impact in both pupil 
engagement and safeguarding. 

In addition, we make a survey available to pupils who are able to engage with surveys. These surveys 
contain questions which relate to the trust core values and aims.  Results of the survey are reported 
back to staff and pupils including a response from SLT (or trust) on how they will respond to any 
concerns raised. 

Both the results and the response are then reported back to the trust as one of the measures in the 
school improvement plan. 

9. Engagement with employers 
Treetops Learning Community has a vision which is far reaching and life changing as it endeavours to 
make a real impact. As such it views relationships with the world of employment as vital. We have a 
developing and dynamic approach to meet the needs of our diverse and constantly evolving 
community.  
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Alongside normal work experience opportunities we have a secure network of sheltered 
opportunities, in addition we have plans to open cafes in libraries and to develop work opportunities 
on our own farms. The vision is far reaching and yet achievable with the intent of making a national 
impact to change the life chances of the Learning Community we serve. 

10. Risk management 
The Trust maintains a risk register which the board reviews and updates at every board meeting.  
Each risk is assigned to an appropriate group (board, board committee or executive team) which 
reviews each of its risks at least once per year. 

The register documents the nature of the risk, the probability of the risk happening and the level of 
impact it could have. Actions are then documented where possible to mitigate the risk and these are 
monitored 

Risks are identified by the Headteacher of each school. Each School maintains its own risk register 
which the LGB reviews as a standing item on the LGB agenda to enable monitoring on a regular 
basis, to be assured that controls in place are appropriate and effective. The review of risks is fed 
through the board via minutes of the relevant group’s meetings and via their updates to the risk 
register. Treetops Free School LGB will be trained on matters of risk management. 

The trust subscribes to the National Governance Association and governors will be provided with 
“Managing Risk - a guide for Governing Boards” as part of their training. Additional information on 
risk management will be made available through the ESFA Academy Trust risk management 
guidance and the relevant sections of the Governance Handbook, The Governance Competency 
Framework and The Academies Financial Handbook. 

11. Trustee and Board involvement in strategic priorities 
The Trust agree their strategic priorities in a 3-year cycle and review them on an annual basis, 
realigning them where necessary.  The current strategic priorities are 

• A focus on happiness and well-being which ensures high quality education for all 

Special schools are by their very nature different places, different settings.  They are inclusion by 
entitlement not by geography.  To us high quality education stems from the ethos and ambience 
of each of our settings.  At the heart of each setting is the happiness and well-being of the child.  
High quality education implies that each child is nurtured, challenged and cared for allowing 
them to access a curriculum designed to enable them to develop the knowledge and skills they 
need for their future.  Each day there will be a balance to maintain that will be delivered by skill, 
empathy, understanding and compassion.  The determination of each member of staff to do 
their utmost to provide this quality of education is paramount to our goal.  In effect we are 
following a very “Finnish” model where we believe that if a child is happy they will learn. 

 

• Changing lives by preparing young people for adulthood 
If we achieve our first priority it links directly into preparation for adulthood.  It is reasonable 
enough to expect that happy, well-rounded individuals who are always willing to do their best 
can go on to achieve the normal hopes and dreams we all hold.  We know however, that this is 
not the case.  Changing lives is a major ambition for our learning community.  We have always 
endeavoured to provide work experience and links with local employers but sadly must 
acknowledge this is simply not enough.  We will think and act outside the box.  We will work to 
secure real life opportunities for young people to develop the skills they need so they can 
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participate in their communities.  We are developing our own farm which will be a direct and 
purposeful model to either provide a link to or direct employment.  We will work with other 
Special School Trusts to share and develop our models and, when successful, roll this out as a 
national model.  The Trust will continue to explore and use any opportunity as and when it 
arises. If employment is not a reasonable option, then our pupils will prepare for their next steps 
in a sensitive and purposeful manner given each unique and personal set of circumstances. 
 
• Ambitious and outward facing governance which challenges all to change lives 
It goes without saying, that in order to achieve our priorities we will need sound, secure, 
ambitious and dynamic governance.   Our governance procedures will challenge where challenge 
is needed, locally, nationally and internationally.  The aim of effective governance is a given but 
simply being “effective” is not ambitious enough if we are to change life chances and influence 
perceptions such that there is a national shift in attitude. Through the governance process we 
will engage with a wide range of stakeholders including parents, local employers and businesses, 
members of the school community.  Our governance will be updated by reality and use 
networking and experience to drive change. 

 
• Developing Leaders of the future 

 
“First they ignore you, then they laugh at you, then they fight you, then you win.” 

Mahatma Gandhi 

“Our lives begin to end, the day we become silent about the things that matter.” 

Martin Luther King 

“Leaders are visionaries with a poorly developed sense of fear and no concept of the odds against 
them.” 

Robert Jarvik 

We aspire to each of these statements. We believe passionately in developing provision that will 
give our pupils the best possible life opportunities. We will not achieve this if we don’t take chances 
and challenge prejudice and ignorance. 

 
• A dynamic and responsive learning community 

 
Our priorities are interwoven to reflect our values and aims in the ultimate goal of creating a 
genuine learning community. 

A learning community is not a static model but an organic process.  Within our organisation we have 
to consider the learning needs of each individual member of the community and set our priorities in 
line with our overall aspirations.  We will have to be flexible in our approach as our immediate 
opportunities will have to be prioritised according to need and circumstance.  We will ensure we use 
research to inform our practice and that there are mechanisms and opportunities in place to share 
practice between eachl of the Trust schools.  Our learning community will be dynamic and 
responsive and game changing. 



9 
 

Treetops Learning Community has developed a rigorous programme to ensure all of our schools are 

able to achieve the strategic priorities.  As part of the drive to achieve these priorities each school is 

expected to: 

• self-evaluate 

• seek out development opportunities 

• share practice across and beyond the Trust 

• seek support and challenge from both the Executive team and outside of the Trust  

On a termly basis the Executive Team and school leaders work together using a range of evidence to 

judge where the school is on its improvement journey.  Criteria has been established based on the 

work of Sir David Carter to facilitate these discussions.  This process informs the monitoring process 

and where appropriate intervention by the Trust team.  Schools will be classified as being in one of 4 

phases. 

Each school is expected to prioritize these areas in their School Improvement plan which they report 
on the progress of to the LGB on a termly basis.  This will provide the opportunity for leaders to be 
challenged in relation to progress towards achieving targets.  Reports will be shared with the Board 
of Trustees which will support with the achievement of strategic priorities and will provide a 
mechanism for challenging both the LGB and school leaders.  LGB and school leaders, with the 
support of the Executive team, will use the review in the summer term to inform improvement 
planning for the following academic year.  This summer term review will inform the annual CEO 
report to the Board of Trustees. 

According to this report and taking into account individual schools reports the CEO and Trustees will 
perform a review of the Trusts strategic priorities and subsequently present a report with actions 
leading to outcomes addressing those priorities. 

12. Trustees and governor’s knowledge of cohorts 
To ensure Trustees have a strong knowledge of their schools  

• Trustee meetings will usually be held in each school at least once per year  
• At least one trustee will visit each school during the academic year 
• Each school will provide an overview PEN profile of their cohort to the Trustees, which will 

form part of the Trustee induction. 

To ensure LGBs have a strong knowledge of their schools 

• Governors will undertake regular visits to their school which will focus on key priorities 
including the Quality of Education, pupil voice, parental voice, curriculum offer as well as the 
Trust KPIs 

• Governors will complete visit reports which will be submitted to the LGB 
• PEN portraits will be reviewed and discussed regularly to ensure these accurately reflect the 

school 
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13. Trust and LGB monitoring of schools  
Treetops Learning Community has developed a rigorous programme to ensure each of our schools 

are able to achieve the strategic priorities.  As part of the drive to achieve these priorities every 

school is expected to: 

• self-evaluate 

• seek out development opportunities 

• Share practice across and beyond the Trust 

• seek support and challenge from both the Executive team and outside of the Trust  

On a termly basis the Executive Team and school leaders work together using a range of evidence to 

judge where the School is on its improvement journey.  Criteria has been established based on the 

work of Sir David Carter to facilitate these discussions.  This process informs the monitoring process 

and where appropriate intervention by the Trust team.  Schools will be classified as being in one of 4 

phases. 

 

Stabilise  Repair  Improve  Sustain 

 

The appendices set out the documents the Trust will use for school improvement purposes 

1. The Framework for School Improvement (Appendix G) 

2. Monitoring and Evaluation approaches including additional interventions for schools in the 

stabilise or repair phases (Appendix H) 

3. The model for intervention (Appendix I) 

The Framework for School Improvement (Appendix G) allows all aspects of provision to be judged, 
this in turn is linked to the Trust strategic priorities.   

Each term the CEO and School Improvement Leader will engage with school leaders in a range of 

monitoring and evaluation activities to support the ongoing self-evaluation of the academies within 

the Trust.  (Appendix H) 

Where a school is at the stabilise or repair phases specific interventions and additional measures, in 

addition to the Trusts standard monitoring and evaluation systems and processes (see above), will 

be considered and implemented by the Trust.  These will be aligned to the specific needs of the 

school to ensure improvement.  Measures may include, although are not limited to: 

• Appointment of an Interim Executive Committee to replace the LGB  

• All financial decisions removed from the school and managed directly by the Trust 

• Implementation of a School Rapid Improvement Plan led by the Executive Trust Leaders 

• Trust support plan drawn up detailing the responsibilities of the Executive team and the 

regularity of monitoring visits 
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• Secondments to strengthen the leadership of the school, e.g. Executive Headteacher, 

Associate Headteacher, Subject Leader 

Where a schools is on a downward trajectory from the sustain stage to the improve stage a targeted 

plan will be developed in conjunction with school leaders to address the areas of decline.  This may 

be informed by peer review or a Trust whole school review designed to delve into the areas which 

are causing concern.  (See Appendix I) 

14. Quality assurance of governance 
Each LGB will develop their own development plan with support from the Trust Executive team to 
monitor the effectiveness of the governing bodies effectiveness.  This will provide the opportunity to 
measure the impact of governance as well as progress through the areas of improvement, which 
have been identified.  This monitoring will be linked to the School Improvement strategy (see 
Section: Trust and LGB monitoring of schools) which is reviewed on a termly bases.  The Trust will 
ensure there is a formal annual review of the impact of the LGB which will draw on: 

• Progress with the governance development plan 
• scrutiny of minutes of governance meetings 
• review of governor visits 
• discussions with members of the LGB 
• observations of LGB meetings 

In addition, the Trust may also use all or some of the following: 

• Peer review between schools within the Trust 
• Peer review with our external partner Trusts 
• Engagement with the Local Authority school improvement service 
• Governance review tools (e.g. NGA) 
• Annual skills audit for governors 

15. Trust Improvement Leader 
The Trust employees a Trust Improvement Leader whose role is to provide challenge and support to 
school leaders and to ensure Trust leaders are supported in knowing the schools well in the Trust.  
The roles and responsibilities include: 

• Monitoring quality of curriculum and teaching 
• Monitoring attendance and behaviour 
• Data analysis 
• Monitoring the quality of safeguarding 
• Support and challenge to leaders 
• Ofsted support, guidance, training, prep 
• Supporting school leaders with self-evaluation and improvement planning 
• Support for LGBs re challenge/questioning 
• Monitoring the effectiveness of safeguarding practice 
• The Trust Improvement Leader reports directly to the CEO and Trust Board on a half termly 

basis with a formal report provided termly to the Trust Board.  When significant concerns 
arise these will be reported immediately to the CEO so appropriate action can be taken. 
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16. Individual school peer review 
Each school in the trust seeks opportunities for peer review.  This may come from other schools 
within the Trust or may be sought from external partners.  Each school is expected to engage in peer 
review at least once each year with a trust partner and once with an external partner.  These reviews 
must be submitted to the LGB and the Trust for scrutiny and comment. 

17. Escalation 
On occasion the LGB may wish to escalate an issue to the Board of Trustees.  On these occasions the 
Chair of Governors for the school will formally request a meeting with the Chair of Trustees (and or 
CEO) through the clerk to the trustees.  Any resulting responses or actions would be followed up by 
the clerk to the trustees to pass to the local governing board/local chair as appropriate.  The 
subsequent actions will be in line with the School Improvement Strategy and the Flowchart of 
escalation (appendix I) including a plan of intervention if required. 

18. Intervention for non-performance 
If following a termly or yearly review it is found that a school in the trust is not performing, then it is 
imperative that this is addressed immediately.  

This procedure is outlined in the flow chart of intervention (see appendix I) 
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19. Performance managing head teachers 
The performance management of Headteachers is carried out by the CEO as part of an annual 
review cycle and has been developed in line with guidance from: 

• Headteacher appraisal: a guide for governing boards (NGA) 
• Model appraisal and capability procedure (DfE) 
• Headteachers' standards (DfE) 
• The governance handbook – section 6  

An independent person will facilitate the review who will provide professional support and advice. 
The role of the external advisor is to provide advice and support on the legal process; interpretation 
of data and other performance information; and objective setting. They will also complete the 
necessary paperwork. 

New objectives are discussed and agreed at each annual appraisal meeting. This ensures the 
headteacher understands what is expected during the coming year and can raise any issues.  There 
will also be a mid-year review to ensure the Headteacher is on track and to re-align any objectives if 
circumstances change.  Between three and five objectives will be agreed. 
 
Objectives will:  

• align with the Trusts vision and strategic priorities  
• be specific, measurable, achievable, relevant and timebound (S.M.A.R.T.)  
• allow progress to be tracked against agreed success criteria  
• be precise and specific in their wording  
• have beneficial outcomes for the pupils of the school  
• include a timeframe for their achievement  
• include at least one objective focused on the Headteachers personal development  

 

20. Oversite and pay conditions for other school staff 
 

Yearly performance management is a minimum option for each school and staff member (including 
support staff).  Teaching staff also receive a mid-year review of their PMR. The Trust currently 
subscribes to the government’s current education pay and conditions.  The trust board will review 
and approve the pay and condition policy on an annual basis in the autumn term. 

21. Trustee and LGB meeting timetables 
The trust and each LGB is expected to meet at least three times per year and once per term.  The 
LGB will meet between the trustee meetings in order that the trust can instruct the LGB and the LGB 
can report to the trust.  TLC has one subcommittee which manages finance, audit and risk.  This sub 
committee meets 6 times yearly.  There are currently no sub-committees of the LGB’s. 

Governors are expected to attend all meetings when this is reasonably possible and dates of 
meetings are given well in advance. If a governor attends no meetings at all in a 6 month period with 
no apologies or explanation, they could face suspension from the board.  The proposed timetable for 
meetings of the trust and the board are published via the clerk to the governing body. 

https://www.gov.uk/government/publications/teacher-appraisal-and-capability-model-policy
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers
https://www.gov.uk/government/publications/governance-handbook
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The Trustees will set a timetable for meeting the following year at the end of the final meeting in the 
summer term.  LGB will set a timetable for meetings after they have received the trustee timetable. 

Traditionally meetings are face to face however during the Covid crisis we have learned that virtual 
meetings are highly productive and have the benefit of allowing for greater diversity.  Therefore, it is 
likely that post Covid virtual meetings or meetings with some live and some virtual participants will 
be an efficient modality. 

Work plans for the trust board are set in consultation with the chair of trustees, CEO and clerk along 
with members of the central team.  Work plans for the LGB will be constructed with the chair of 
governors, head of school and the clerk to the LGB. 

22. Financial governance 
The Trust Board has agreed the articles of association, funding agreement and scheme of delegation. 
The articles of association and funding agreement are amended if there are significant changes in 
the structure or constitution of the trust. The scheme of delegation is reviewed on an annual basis. 
On appointment and then annually, each trustee is expected to read all these key documents along 
with the Charity Commission’s ‘the essential trustee’ and the academies financial handbook. A 
presentation of the key changes to the academies financial handbook is made annually to the 
Finance, Audit and Risk Committee and also documented in the education update section in the 
monthly management accounts so that all trustees are aware of the changes. 

Members of the Board’s Finance Audit and Risk committee have a more detailed understanding of 
the responsibilities of financial governance. The committee meets at least 3 times per year but 
usually 6 times and monitoring of budget, financial risk management, audit recommendation action 
plans, ongoing concerns, finance policies and education finance updates are regular agenda items. 

The TLC financial regulations, which complement the academies financial handbook, sets out the 
responsibilities financial responsibilities of the trust board, finance audit and risk committee, LGBs, 
CEO (who is the Accounting Officer) /CFO, heads of school, finance staff and budget holders.  These 
regulations are reviewed at least annually. 

The Trust has a partially centralised finance function with an appropriately qualified CFO who is fully 
supported by an external company who are specialists in education finance. The external company 
ensure that key finance personnel, senior leaders and trustees are kept up to date with changes in 
the financial requirements of academies.  Each school has its own bank account which is reconciled 
on a monthly basis and reviewed and signed by the headteacher of each school. Cash flow forecasts 
are prepared on a monthly basis and reviewed by the local governing body and the trust board. All 
of the trust’s property comes under the control of the trustees so they have full responsibility and 
can maintain oversight. The trust has a sound system of internal control in place which includes 
adequate segregation duties. Treetops Free School will fit into the already well-established finance 
structure. 

The role of the LGBs includes scrutiny of the use and impact of school finances on school 
improvement. To support them in doing this they will receive a monthly set of management 
accounts for their setting. These will be prepared by the trust board’s CFO and any external 
supportive bodies who work with the trust and are prepared on an accrual’s basis. The management 
accounts will include an income and expenditure statement, variance analysis with a narrative, 
balance sheet, cash flow and financial Key performance indicators (KPIs). The LGB will also receive a 
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medium-term financial plan which is reviewed and updated termly.  Efficiency and value for money 
is monitored by the trust board and group purchasing carried out across the MAT where possible.  

The members appoint the external auditors on an annual basis based on a report provided by the 
trustees on the current auditor’s performance. The report recommends whether to reappoint the 
current auditors or go to tender. The trustees appoint the internal auditors on annual basis and 
agree a scope of work to be tested which is based on their assessment of risk. Following the receipt 
of internal or external auditor reports, action plans are prepared to deal with any recommendations 
made and these plans are monitored by the Finance, Audit and Risk committee. 

As Treetops Free School is becoming part of TLC they will fit into the already well-established finance 
structure. 

23. Members 
TLC should usually comprise five members.  See appendix A for biographies of the current members.  
The process for recruiting new members is outlined in paragraph 31. 

24. Board of Trustees 
The board has been in existence since 2016.  It usually comprises of 7 Trustees.  See appendix B for 
current Trustee biographies. The process for recruiting new Trustees is outlined in paragraph 31. 

The board meets three times in each academic year in line with the articles of association.  Each 
meeting is usually held at Treetops School.  Where ‘in person’ meetings cannot be held the board 
will use virtual meetings to ensure compliance with the articles of association.  

25. Members and trustee crossover 
The trust is aware of the Academies Financial Handbook requirements regarding the makeup of the 
member and trustee bodies. We note that there is a strong preference that the majority of members 
be independent of the board of trustees. As a trust we will ensure that there is little or no overlap 
between these bodies. 

26. TLC Structure 
The diagram of the current trust structure is presented in Appendix D and includes the lines of 
accountability and performance/line management. Appendix E provides a tabulated representation 
of the responsibilities of each organisation as dictated by the scheme of delegation.   

27. Executive team 
The TLC executive team includes: the CEO of the trust, the Headteachers and the Business Manager. 

Members of the Trust (at all levels) access varied development opportunities.  The trust clerk 
sources training opportunities and shares these through the governor hub system.   

28. Clerking 
TLC and both schools within the trust employ the services of a professional clerk.  Treetops Free 
School will also do this.  TLC subscribes to Essex Clerks association.  The Trust Clerk attends termly 
briefings and annual meetings of the organisation.  The Trust Clerk also attends relevant webinars on 
the governorsforschools.org website and is part of the Clerks for UK governors group on social media 
which shares best practice.  
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29. Local governance 
Currently each school in the trust has a local governing body (LGB).  Each LGB has a professional 
clerk. 

Each LGB consists of a minimum of 7 and maximum of 13 governors.  These include: The 
Headteacher, a minimum of 2 parent governors, up to 2 staff governors and up to 8 trust appointed 
governors including the appointed chair.  

30. Succession plan 
According to the TLC articles of association: 

“The term of office for any Trustee shall be four years, save that this time limit shall not apply to any 
post which is held ex officio. Subject to remaining eligible to be a particular type of Trustee, any 

Trustee may be re-appointed or re-elected at a General meeting” 

In order to ensure successful succession planning the Trust will monitor how long trustees and the 
chair have served through the clerk.  When a trustee reaches a point where they are two academic 
terms away from the end of their term the succession plan will be activated and one of the following 
2 actions will occur.  

a) The board will decide to ‘re-appoint’ the trustee in question at the next general meeting. 
b) The board will decide to recruit a new trustee to fill the role. 

In filling vacancies, the trust will make use of all available avenues to recruit the necessary skill set.  
We seek to ensure that the TLC Trust Board is as diverse as possible both in terms of background and 
expertise. For more details on the trusts methods of governor/trustee recruitment please see the 
section ‘governor and trustee recruitment. 

31. Trustee and governor recruitment 
The trust combines local networking with recruitment services such as Inspiring Governance and 
Academy Ambassadors. These services introduce those who have registered interest in governance 
with organisations looking to fill governance vacancies.  

Once an application is received they are interviewed by the Chair of the Trust and the CEO of the 
trust who reports to the trust board with their recommendations.  

Recruitment of staff and parent governors to the local governing bodies is through nomination and 
election by the relevant community. 

32. Board skills 
The trust is committed to regular reviews of the skills audit to ensure the board is reaching 
maximum potential.  Appendix E includes a copy of a skills audit which led to the recruitment of an 
additional trustee with strong legal resources skills. 

TLC uses our broad base of local contacts to recruit new governors through networking as well as 
using the Academy Ambassadors Programme.  
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33. Skills gaps 
Where a skills gap is identified this will be filled via the use of additional training (as outlined in the 
training section) or via recruitment of additional trustees through the recruitment of succession 
planning systems. 

34. Trustee Governance training, development and support 
The Trust provides a comprehensive package to all trustees and governors to ensure they are able to 
provide excellent challenge and support to the trust and the individual schools.  All trustees and 
governors receive training in trust wide and school specific factors.   

34.1. Induction – trust and all LGB 
All trustees and governors undergo a Trust specific induction programme which includes reading and 
agreement to: Trust Articles of Association, Supplemental Funding Agreement, Trust Scheme of 
Delegation, The Academies Financial Handbook, Trust Financial Regulations, and any other current 
relevant legislation and guidance for Governors. 

In addition, governors are given access to a current and up to date in person or online training on 
how to be a governor. 

In addition, the Trust has developed an induction package which provides new trustees with a 
grounding in the trusts history, values and expectations.  

34.2. Induction – individual schools 
Individual schools have developed their own individual induction packages to complement the 
package provided by the Trust.  For example, Treetops Free School will provide a basic training and 
understanding in Applied Behaviour Analysis (ABA), Autism and the assessment systems used by the 
school.  

34.3. Support and mentoring 
Trustees and governors will have ongoing options for support and supplementary training by request 
to a number of relevant bodies/individuals including: 

• Other LGB’s 
• The Trustees 
• The Trust Chair 
• Other school’s SLT 
• The CEO/CFO 
• SBM 
• The Clerk to the trustees 
• School Improvement Leader 
• Other allied organisations including: 

o Hope Learning Community 
o South West Essex Community Trust 

Individual schools will access this support network with a frequency and manner appropriate to 
them.  If an individual school appears to be struggling when the trustees review progress this 
support will be provided as part of the package to ensure standards are met. 
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34.4. Training 
TLC schools access training as appropriate via a range of different providers including: Services for 
Schools and governors for schools.  These include webinars and training modules on topics such as: 

• Introduction to governance 
• Driving school improvement 
• SEND for governors 
• Finance 
• Performance data 

These courses are accessed on an ‘as a when’ needed.  Although in most cases governors will 
complete at least one module on ‘introduction to governance’ unless they already have extensive 
experience. 

For some governors or governance roles a bespoke package of training will be developed to support 
the specific role or expertise of the individual. 

35. Treetops Free School LGB arrangements 
The vision for Treetops Free School is in every way closely aligned to that of TLC.  The Free School 
will use TLC’s systems and procedures.  There will be a substantial sharing of resources including 
business management and ICT support. The CEO will provide a mentoring and support role to the 
Headteacher of Treetops Free School    

TLC and Treetops Free School have decided that the best policy with regards to the new Free School 
LGB is that a LGB will be developed during the first year so that governors with specific skills can be 
involved in the development of the school throughout the opening year. 

We will look to recruit governors ensuring that all key skills required are addressed.  See the 
appendix C for biographies of current trustees.  

The trust is currently working through the process of officially appointing these individuals and hope 
that this will be complete by the end of the autumn term 2021. Currently the LGB is utilising the 
expertise of the TLC clerk to the trustees to support in this process. 

For a more detailed description of the timeline for the governance arrangements see the table 
below: 

Opening year • 4 trust appointed governors (current) 
• 1 additional (HR background) 
• Chair appointed 

Year two As per previous year plus… 
• Recruit 1 Free School parent governor 
• Recruit 1 Free School staff governor 

Year three As per year one plus… 
• Appoint 2nd Free School parent 

governor  
• Appoint 2nd Free School Staff governor 

For details of how the LGB will manage its own performance and impact on the school please see 
section: “Quality assurance of governance” 
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35.1. Chairing and clerking 
The LGB will have its’ own appointed chair who will work closely with the headteacher of the school. 

The trust will appoint its’ own clerk to fulfil the role in the Free School. 

35.2. Involvement of parents and staff 
In the pre-opening year of the Free School Parents will not be represented on the LGB.  In year one a 
parent governor will be elected and in year two this will increase to two parent governors.  This 
pattern will also follow for staff governors.  

See also the earlier sections ‘engagement with staff and parents’ 

35.3. Training and support 
Please the section ‘Trustee Governance training, development and support’ for an outline of training 
and support offered by the trust. 

In addition, the LGB at the Free School will need some basic training on: 

• Autism 
• ABA 

35.4. Monitoring and fulfilling the core governance functions 
The trust expects individual schools to report back on the factors outlined in ‘School improvement 
plan’ which relate back to trust level aims/values.  From these reports each school will develop an 
improvement plan.   

The Trust also has key performance indicators which the individual schools report back on. 

The Trust board will receive reports with information pertinent to the individual schools and at a 
level of detail required by the trust. 

The TLC improvement framework will set out the process for monitoring performance in academies 
and that, if there are concerns, the actions the TLC will take.   

Treetops Free School will conduct annual staff, student and parent questionnaires, the results of 
which will be reported to the LGB. 

All local governors will be briefed on safeguarding and each LGB has a nominated safeguarding 
governor who is trained in safeguarding for governors and who is responsible for ensuring the school 
is compliant.  

Annual performance review of Treetops Free School’s Headteacher will be carried out by the trust 
CEO and challenging objectives will be set linked to the trust KPI. 

The Board of Trustees will monitor the effectiveness and impact of governance at Treetops Free 
School, including reviewing roles and responsibilities to ensure all aspects of governance is covered. 

36. Committees 
At present, the trust has one sub-committee (The Finance, risk management and audit committee).  
There are no current intentions to set up any additional sub committees. 
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37. Trust, finance, risk management and audit committee 
The Trust Finance, risk management and audit Committee will be responsible for final approval of: 
Trust Academies Accounts Return to ESFA, Response to Auditor’s Management Letter, Accounting 
Policy, Anti-Fraud and Corruption policy, Investment Management and 3 year budget plans.  They 
will also be responsible for providing advice and recommendations to the trustees on a number of 
other areas such as expense policies etc.  This is further outlined in appendix E.  This committee 
meets up to 6 times per year. 

38. Terms of reference  
All terms of reference are available on the trust website. 

39. Safeguarding, inclusion and PREVENT 
Safeguarding governors and or trustees will meet with the designated safeguarding lead for each 
school on a termly basis to provide challenge for issues around safeguarding and PREVENT. 

Inclusion will be monitored by all trustees/governors and reflected in visit reports.  
Governors/Trustees will provide challenge around different groups to ensure their needs are met. 

Data regarding inclusion will be apparent in staff surveys, performance management and other 
mediums. 

40. Pupil premium and other targeted funding steams 
Schools will use evidence based research primarily from the Education Endowment Fund (although 
other approaches will be considered where they particularly apply to the specific needs of the pupils 
in our schools) to inform their practice to ensure the pupil premium grant is used effectively to 
improve outcomes of pupils who are disadvantaged. Following a thorough analysis of the 
educational performance of pupils who are disadvantaged (this will include the use of EHCP 
outcomes and the annual review process, review of in school assessment data, review of external 
accreditation data) schools are expected to identify the main barriers for learning. Approaches to 
utilising the pupil premium grant focus on teaching, targeted academic support and wider strategies 
and are drawn from educational research. The pupil premium plans must include how these 
approaches will be resourced as well as the success criteria for the approach taken. The impact of 
the grant is measured using a variety of tools including: 

Continual review of the quality of teaching across the school to ensure all pupils, including those 
who are disadvantaged are receiving the highest quality provision 

The progress disadvantaged pupils make in relation to non-disadvantaged pupils through schools 
own assessment systems 

The progress disadvantaged pupils make in relation to their outcomes in their EHCPs 

The progress disadvantaged pupils make against the measurement tools linked to targeted academic 
support that have been used as part of the school strategy 

Qualitative feedback from parents/carers and pupils, particularly around the wider strategies. 

Monitoring of behaviour and attendance of disadvantaged pupils over time 
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The impact is measured termly by school leaders and reported to the LGB. The Trust Improvement 
Leader monitors school plans on a termly basis which includes a review of the ongoing impact of the 
strategy. Where the strategies are not having the desired impact, as set out in the success criteria, 
they are required to modify their plans accordingly. The school will publish an annual report on the 
impact of the pupil premium grant. 

41. Managing any conflicts of interest 
Any Trustee or governor who has or can have any direct or indirect duty or personal interest 
(including but not limited to any Personal Financial Interest) which conflicts or may 
conflict with their duties as a Trustee shall disclose that fact to the Trustees as soon as they 
become aware of it.  
 
A Trustee must absent themselves from any discussions in which it is possible that a conflict will 
arise between their duty to act solely in the interests of the Academy Trust and any duty or personal 
interest (including but not limited to any Personal Financial Interest) outside of the trust. 

This is outlined in the articles of association. 

Conflicts of interest are kept on GovernorHub and published on the school/trust website.  They are 
reviewed at each meeting and the register is maintained and updated on an ongoing basis by the 
clerk. 
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Appendix A - Member biographies 
Member name Short biography 

Alison Bridge Over a career of 35 years Alison has had experience teaching in 
Infant, Junior and a Special School for children with severe leaning 
difficulties at differing levels of management responsibility. She 
gained a Masters Degree in Special Educational Needs from 
Cambridge while working for the Specialist Teacher Team as a 
Specialist Teacher for Physically and Neurologically Impaired children 
and gained further management experience as an Area Co-ordinator 
for Pre-school children with severe disabilities and an Area Team 
Manager for the Specialist Teacher Team. Both the Co-ordinator and 
Area Team Manager roles encompassed management responsibilities 
of a team. Three members of staff as a co-ordinator and 25 as the 
Area Team Manager. The latter included 3 administrators, 20 
teachers and 2 Autism support workers. At the time Alison also 
attended and provided training sessions for Specialist Teachers, 
SENCOs, Teachers, Parents and Governors. She gained knowledge 
from staff across a number of disabilities including Autism through 
individual mentoring, meetings, observation and attending courses. It 
was while on a panel supporting the placement and funding of 
children with SEND, that it became evident there was a gap in 
provision, in Essex, for children with severe autism. She met with 
others looking for a similar outcome and went through the process 
with them of starting up a Free School with the DfE before joining 
forces with Market Field School. This has resulted in the setting up of 
Chatten Free-school and the formation of the Hope Community Trust. 

Dr Caroline Haynes Dr Caroline Haynes is now retired having spent 37 years in schools, 20 
years as a Headteacher of two large comprehensive schools in Essex 
and finally as Executive Headteacher of two AET academies. 

In 2007 Caroline was Head Teacher of the year in the Eastern Region 
and in 2008 she won the Education category in the Daily Telegraph 
“Great Britons” Award. 

Caroline is a National Leader of Education and was an elected 
member of the first Eastern Region and North East London Regional 
Schools Commissioner’s Academy Headteacher Board. 

Prior to her retirement, Caroline, in collaboration with Essex LEA and 
Market Field School, was proud to set up the Autistic Support Centres 
at Thorpe Campus and Frinton Campus of Tendring Technology 
College. 

She is now a Vice Chair of the Vine Schools Trust and Chair of the 
Standards and Performance committee. 

 
Michael Andrews Michael is a qualified economist & corporate treasurer, his youngest 

daughter has moderate LD & attended Market Field School where 
Michael has been a governor for many years. He has extensive 
experience in financial governance having chaired the audit 
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committees of Colchester PCT & Colne housing society. He is 
currently a Mental Health Act Manager for HPFT NHS Trust. 

Roger Morris Roger Morris, (born 1968), studied Chemistry at Imperial College, 
London, and then Theology at Trinity College Cambridge. He has 
been in ordained ministry since 1993 and Bishop of Colchester in the 
Diocese of Chelmsford since 2014. Roger is married to Sally, a 
Headteacher in a Secondary School and a Minister in Secular 
Employment (MSE). They have two daughters. 
  
Roger is Chair of Trustees of Innervation Trust (who run a schools 
collective worship project called iSingPop) and is also a Member of 
the All Saints Academy Trust (Halstead) and a Trustee of the Keys Co-
operative Academy Trust. 
  
He is Patron of the Abberton Rural Training Partnership, 
Colchester Foodbank, Beacon House, Colchester and Tendring Youth 
Enquiry Service, Korban (a housing project for vulnerable young 
people) and CYO (Colchester) (who provide chaplaincy and 
prayerspace activities in schools). He is also President of St Helena 
Hospice. 
  
Recently, Roger has been involved as a member of the 
Essex Resilience Forum (as part of the Greater Essex response to 
COVID-19) and has chaired the Faith and Community Tactical 
Coordinating Group. He is also serving on the Essex Climate 
Commission and the steering group for Essex 2020. 
  
Roger stage-manages the Canopy Stage (previously ‘The Performance 
Café’) at the annual Greenbelt Christian Arts Festival and is a keen 
supporter of Bristol Rovers Football Club. 
 

Jeff Brindle  Jeff was the CEO of The Sigma Trust from September 2016 until his 
retirement in August 2020. He continues to work part time for Sigma 
providing additional support and capacity for the new CEO. Sigma 
initially consisted of 6 academies, 4 secondary and 2 primary schools, 
and in the course of the next four years it doubled in size and now 
has 8 secondary academies and 4 primaries. This expansion included 
taken on and rapidly turning round three schools that had previously 
been judged inadequate by Ofsted. Sigma also opened up a 
secondary Free School in Colchester established to meet the growth 
in the town. 
 
Jeff has a wealth of experience in the academy sector and believes 
passionately in building collaboration between multi academy trusts. 
He has built a close partnership with the Learning Pathways Academy 
Trust (LPAT) based in Braintree and this has provided significant 
capacity to the primary schools within Sigma. He has significant 
experience in governance within a MAT both as a Trustee of Sigma 
during his tenure as CEO as well as within other local Trusts. He is 
currently a Trustee with Keys Co-operative Academy Trust where he 
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is Chair of the Finance, Audit and Risk Committee and is a Governor 
at White Hall Academy in Clacton. 
 
Prior to founding The Sigma Trust, Jeff served as Headteacher at 
Clacton County High School for 9 years. In his last year in charge the 
school achieved the highest Progress 8 score in Essex. He has worked 
at senior leadership level in Clacton for the past 25 years. 
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Appendix B - Trustee biographies 
trustee name Short biography 

Brian Shaw Brian gained a BSC in Sports Science and a teaching certificate from 
Loughborough University with a spell at Dalhousie University in 
Halifax Canada, before entering teaching.  
In the following thirty years he taught at several schools across Essex 
and in Canada gaining experience as Head of physical Education and 
progressing to Assistant Head.  
In 2009 he became Lead Advisor for Physical Education for Essex 
County Council a role which also came to encompass the Lead role for 
Children and Young People programmes with Active Essex the County 
Sports Partnership. Latterly he also oversaw the School Meals Service 
across the county 
Within these roles he led teacher training across the county, oversaw 
standards within schools, sat on Health Boards in District Authorities 
across the county and had responsibility for Health and Safety within 
Physical Education. 
in addition, he undertook various roles including membership of the 
Association for Physical Education East Committee, the Sport England 
National Children and Young Peoples panel and the Management 
Committee of Essex County Cricket Club. Roles which all led to 
presenting at national events. 
Since retirement he has taken on a role as Trustee with HLC. He still 
keeps his hand in with Physical Education as a moderator for the 
national Quality Mark Scheme with AfPE. At a local level his interests 
have led to work on the committees of the local Golf Club and 
Allotment Society!  

Michael Andrews Michael is a qualified economist & corporate treasurer; his youngest 
daughter has moderate LD & attended Market Field School where 
Michael has been a governor for many years. He has extensive 
experience in financial governance having chaired the audit 
committees of Colchester PCT & Colne housing society. He is 
currently a Mental Health Act Manager for HPFT NHS Trust. 

Gary Smith  Gary graduated with a degree in linguistics in 1979 and went on to 
complete his PGCE (Physical Education) in 1980.  He taught in 
mainstream schools in Oxfordshire and London gaining early 
promotions. 
 
In 1984 Gary moved into working in a residential unit for pupils with 
mild learning difficulties.  From their he moved on to working in an 
Emotional and Behavioural Disorders support unit.  It was at this 
point that Gary moved to Market Field School where he has been 
ever since.   
 
Gary was Head of School at Market Field School 20 years until 2016 
when the school formed a MAT and Gary became the executive head 
and CEO of HLC. 
 
In addition, Gary led the Essex Special Schools Education Trust 
(ESSET) for 10 years.  
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In 2018 Gary was awarded an OBE for services to education. 

Rachel Barrett Rachel has worked in HR for over 25 years at both Board and 
Operational level. During this time she has coached all levels of staff 
in effective HR Management skills including providing advice on 
complex employee rights issues, employment legislation and people 
development strategies. After working in London for 15 years and 
due to wanting to spend more time with her 2 young Daughters she 
decided that she would re focus her attention, skills and expertise 
more locally by supporting businesses with their Human Resource 
needs thus setting up HR Elite Ltd in 2010.  HR Elite has been 
supporting SME’s in Essex and the surrounding counties for 10 years 
now and holds a team of seven including a number of HR 
Consultants, a People Development Consultant Administrators and 
Marketing professionals.  Rachel’s passion is running her business and 
supporting her team but more importantly caring for her two teenage 
Daughters. 

Alan Goggin Alan is an experienced self-employed businessman.  For fifty one 
years his core occupation has been as an independent financial 
adviser and he is currently an Ambassador to a local , having earlier 
sold his business. He has created, grown, and sold several business’s 
locally.  
 
Alan and his family have been involved in local charity fundraising for 
all of the 50 years that they have lived in the area.  Alans passion for 
schools who cater for children with special needs comes from the 
many years when his wife, Mary, worked at Market Field. 
 
He entered local politics 20 years ago and has been elected as a 
Town, and later District Councillor rising to Mayor of one, and 
Chairman of the other.  He is currently an Essex County Councillor, 
with additional responsibilities as Deputy to the Education cabinet 
member. 
 
A passionate and competitive sportsman he has represented Great 
Britain at World and European championships winning medals at 
both.  He is currently working out his dotage playing rugby locally. 
 

Jon Kinnell A philanthropy, impact strategy and multi-generational specialist, Jon 
has enjoyed the privilege of working with some of the most 
entrepreneurial and passionate individuals, their families, and advisors 
to design philanthropic strategies which incorporate impact investing 
within their portfolios.  
With a focus on international development, education and engaging 
marginalised communities. Jon has over 15 years’ experience in impact 
strategies. Holding senior posts within diverse global organisations 
including the SESA Community Ltd, The Philanthropy Club, INGO - 
Water Aid, along with the Charities Aid Foundation. Jon brings to the 
team experience advising on high value philanthropy, fundraising, 
social enterprise, alternative and social financing. A unique perspective 
bridging both sides of the funding journey. And the skill set to identify 



27 
 

and build alliances that achieve long term systemic, social, economic, 
and environmental impact. 

Michael Lucking  Michael Lucking recently retired from a role as a Business and 
Finance Director for Tesco. He has extensive experience working on 
large change programmes and he is using his skills to contribute to 
the exciting opportunities afforded by the move to a trust status. 
 
Michael took an entry-level position at Tesco directly after leaving 
school and held many positions throughout his 37 year career. He is 
using his retirement to catch up on my love for golf and returning to 
being a school governor, things that had sadly suffered due to a 
hectic work schedule.  
 
Michael enjoys spending time with his family, young grandchildren 
and eating out. 
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Appendix C - LGB biographies 
Governor name Short biography 

James Gilder James obtained a scholarship whilst at Magdalene College, 
Cambridge, graduating with a degree in Law, and then undertook a 
postgraduate diploma from the University of Law.  He qualified as a 
solicitor, working in Chelmsford, before undertaking a PGCE in 
Primary Education.  He then worked as a primary school teacher and 
senior leader in state primary schools in Essex, with in-school 
responsibility for mathematics and curriculum development 
throughout the primary age-range, overseeing the introduction of the 
new primary curriculum in 2014.  James is a member of clergy in the 
Chelmsford Diocese of the Church of England and is currently working 
closely with the Chelmsford Diocesan Board of Education to influence 
change, as part of a wider project which he is managing, to convert 
the entire diocesan estate to be carbon-neutral by 2030.  He has an 
interest in the arts and nature, and is keen to see both flourish in 
educational contexts.   

Miranda Andras Miranda gained a Distinction at Masters Level from the University of 
Birmingham on their Autism (Children) course, She also holds a PGCE 
qualification from the University of Sussex. She currently works as a 
Practitioner Tutor on the University of Birmingham Autism (Children) 
Masters course and has supported students with their studies at the 
University of Birmingham over the last seven years. She also worked 
as a Specialist Teacher for children with autism, for over ten years, 
delivering Autism Education Trust Training to staff across Essex and 
supporting pupils, families and schools in developing positive learning 
experiences. Miranda has carried out extensive research on 
delivering Lego Therapy in schools and her work was published in the 
Good Autism Practice Journal. She is a Trustee of a working farm for 
young adults with learning disabilities and autism, which aims to give 
young people a stepping stone into meaningful employment by 
providing jobs which are linked to their skills. 

Gary Bloom Gary has over 35 years public sector experience mostly in the field of 
Education.  A qualified accountant and project manager by trade Gary 
is currently the Head of Special Educational Needs and Disabilities at 
Southend-on-Sea Borough Council.  Gary’s financial and educational 
backgrounds collided in the late 1980’s when he was involved in the 
implementation of Local Management in Schools including Local 
Management of Special Schools.  This fuelled his interest in Special 
Education and since the 1990’s he has been employed solely in that 
field.  As Special Needs Provision Development Manager within Essex 
County Council he was involved in developing plans for establishing 
new specialist provision to fill the gaps in the continuum of provision 
available within Essex, Gary worked with HLC to develop the bid to 
establish The Chatten Academy as a special free school and was part 
of the team of delegates who pitched the school bid to the DfE.  Gary 
was also seconded to help to successfully establish the Essex Special 
School Education Trust, working collaboratively with all Essex Special 
Schools.  In 2018 after 25 years of service at Essex County Council 
Gary left to take up his new role at Southend-on-Sea Borough 
Council. 
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Nick Chatten Nick Chatten has recently retired. He has a professional background 
as an NHS leader, having been a director at a number of acute 
hospital trusts in England including at Colchester Hospital. His 
experience includes corporate governance, service development and 
planning, estates and facilities management, and most recently as 
project director for the merger of the Colchester and Ipswich 
Hospitals. 
 
Nick has been a governor at Kirby Primary Academy in Tendring for 
six years, initially as a parent governor and latterly as a REAch2 
appointee. He currently chairs the Kirby governing body. 
 
Nick’s eldest son Bradley, who is autistic with significant learning 
disabilities, attended MFS from 2010 to 2016. The challenges of 
finding a suitable post-16 placement for Bradley directly highlighted 
the lack of provision in Essex and this situation helped press the case 
for the Chatten Free School. 

Emma Flaxman During Emma’s initial degree in Psychology she met a family running a 
home ABA programme and alongside her studies she started training 
as an ABA tutor under the guidance of a BCBA. This sparked her 
passion for working with children with autism, social communication 
disorders and a variety of other additional learning needs. For a year 
after graduating Emma worked for CAMHS on a research project 
providing therapy for children with a diagnosis of ADHD.  Emma 
continued to pursue a career in ABA and in 2015 Emma co-founded 
The Ark Centre, a multi-disciplinary early intervention centre for 
children with autism of which she is the centre manager and one of 
two resident BCBA's. With 10 years’ experience working with children 
with autism in the field of ABA Emma is extremely passionate about 
supporting the increase of specialist provisions in Essex using ABA to 
improve the life opportunities of these children. Outside of work 
Emma has a great love of animals and spends her time with her horse 
and training her two Labradors. 
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Appendix D  – MAT organogram 
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Appendix E – Scheme of Delegation 
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Appendix F -  Skills Audit 

   
Desirable 

or 
essential? 

OVERALL 

Trustee A Trustee B  Trustee C Trustee D 

1. Strategic leadership              

Experience of being a trustee/governor in another school 
or being a board member in another sector. D 4 5 3 5 1 

Experience of trusteeship or management of a complex 
organisation with multiple sites/subsidiaries. 

E 4 5 2 4 5 

Experience of chairing a board/governing board or 
committee. D 4 5 4 3 5 

Awareness of the key aspects of national education policy 
e.g. school funding, curriculum, teaching, learning etc.) 
and education locally e.g. the types of school, local 
education issues etc. 

E 4 3 2 5 5 

Knowledge and or experience of the community or 
communities served by schools in the trust can be useful 
to the board.   

E 4 3 4 5 5 



35 
 

Experience of strategic planning and translating a vision 
into to clear objectives.  

E 5 5 3 5 5 

Experience of engaging and working with stakeholders 
(e.g. parents, community groups, local business etc.) 
within or outside of the school sector. 

D 4 3 4 5 5 

Understand the principles of risk management and how to 
prioritise, assess and mitigate against risks. E 4 5 3 5 3 

Experience and or involvement in change management 
activities e.g. planning a re-structure or reorganisation E 4 4 3 5 5 

2. Accountability             

Experience of working with leaders to establish 
expectations for improvement, outcomes and of how 
progress is to be reported. 

E 4 4 3 5 5 

Knowledge of the elements that make up a broad and 
balanced school curriculum and how the attainment and 
progress of pupils is assessed and measured. 

D 4 4 2 5 5 

Ability to interpret data and statistics presented in a 
range of formats relating to the progress and outcomes 
achieved by pupils and using it to identify strengths, 
weaknesses and areas for development. 

E 4 4 3 5 5 
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Ability and confidence to ask questions and challenge 
leaders in an appropriate way on matters relating to the 
educational outcomes, behaviour, welfare and wellbeing 
of all pupils. 

E 4 4 3 4 5 

General experience of financial planning, monitoring, 
decision making, compliance and control.  D 4 5 4 3 5 

Experience of financial planning, monitoring, decision 
making, compliance and control within the school sector.  

E 4 5 2 4 5 

Experience and expertise in business development. E 3 3 4 2 3 

General experience of human resource (HR) policy and 
processes. D 3 2 3 2 5 

Experience of human resource (HR) policy and processes 
within the school sector. E 3 2 2 2 5 

General experience of preparing for and responding to 
inspection and oversight.  

D 4 4 3 5 5 

Experience of inspection and oversight within the schools 
sector. E 4 4 2 5 5 
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Experience of marketing, media and PR. D 1 1 3 3 5 

3. People             

Ability to listen, reflect and learn from a range of 
viewpoints and consider impartial advice before reaching 
my own view.  

E 5 4 4 5 5 

Capable of working alongside and of building strong, 
collaborative relationships with a range of personalities. E 5 4 4 5 5 

The skills, tact and diplomacy required when discussing 
issues that are of a sensitive nature and are used to bring 
people together in adversarial situations. 

E 4 4 3 4 5 

4. Structures             

Familiar with the strategic nature of the board’s functions 
and how this differs from and works with others including 
executive leaders and academy or regional committees.    

E 5 5 4 4 5 

Experience of reviewing governance structures 
appropriate to the size and complexity of the trust and 
diversity of its stakeholders.  

E 4 5 3 4 5 
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5. Compliance             

Experience of complying with legal, regulatory and 
financial frameworks and statutory guidance. E 4 4 4 4 5 

Working knowledge of the legal duties and responsibilities 
of a trustee e.g. in relation to the safeguarding of children 
and in respect of pupils with special educational needs 
and disabilities (SEND). 

E 4 4 3 3 5 

Understand the importance of adhering to organisation 
policies e.g. on parental complaints or staff-discipline 
issues.    

E 4 4 3 5 5 

6. Evaluation             

Experienced in the process of evaluating the working 
practices of a team and of applying the learning to make 
improvements. 

E 4 4 3 5 5 

7. Positive contribution              

Aware of strengths, weaknesses and committed to 
personal development.     4 4 4 4 5 
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Able to work as part of a team and build positive working 
relationships with different personality types. 

  4 4 3 5 5 

Honest, transparent and acts with integrity.   5 4 4 5 5 

The ability and confidence to speak up when I have 
concerns e.g. about non-compliance. D 5 4 5 5 5 
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Appendix G 
Strategic Priorities  Stabilise Repair Improve Sustain 

A focus on happiness 

and well-being which 

ensures high quality 

education for all 

Teaching  Teaching is poor 
There are pockets of improved 
teaching performance across the 
school. 

Teaching is strong across the school with 
just a few pockets of ineffective practice 
that are being addressed appropriately. 

Teaching is strong across all areas of the 
school. 

Curriculum 

The curriculum is weak.  There is a lack 
of systematic planning.  It fails to meet 
the needs of pupils and prepare them 
for the next stage. 

The curriculum is developing.  Leaders 
use their knowledge of pupils to build a 
curriculum which meets pupil needs. 

The curriculum is well planned and 
sequenced effectively.  It is designed to 
meet the needs of pupils 

The curriculum is embedded and 
systematically planned across the 
school.  It fully meets the needs of 
pupils; it is flexible and adaptable 

Behaviour 

Pupil behaviour has been chaotic or 
unsafe a consequence of a lack of skill 
and expertise. 
RPIs are high and/or increasing. 

Pupil behaviour is improving, but low 
level disruption is common and 
remains a barrier to progress.  The 
plans and support for pupils who 
struggle with self-regulation are 
inconsistent. 
RPIs are reducing although still high. 

Behaviour in the school is improving 
with limited low level disruption.  The 
school supports students who struggle 
with self-regulation. 
RPIs are reducing and low. 

The behaviour and attitude of pupils is 
exemplary and low level disruption is 
rare. 
RPIs are very low. Where pupils struggle 
with self-regulation they are well 
supported to succeed. 

Attendance 
Pupil attendance is significantly below 
national and PA remains high with no 
evidence of improvement 

Pupil attendance is broadly in line for 
special schools and PA is declining,  

Pupil attendance is in line with all 
schools nationally and PA is low. 

Pupil attendance is above national for 
all schools and PA is very low 

Exclusions 

FTE and PEx are high and increasing.  
Repeat exclusions are common. 
There is a lack of analysis and 
evaluation around exclusion. 

FTE, including repeat exclusions, are 
reducing and PEx are rare. 

FTE and PEx are rare and used 
appropriately. 

Exclusions (inc. repeat exclusions) are 
rare. 
When used provision is reviewed and 
aligned to the need of pupils. 

Safeguarding 
Systems are not used effectively enough 
to ensure there is a consistent approach 
towards safeguarding  

Safeguarding is effective Safeguarding is effective 
Safeguarding is effective with the school 
being a leader for CPD in this area.    

Changing lives by 
preparing young people 

for adulthood 
Pupil 

outcomes 

Poor accredited student outcomes at 
KS2/KS4/KS5. 
NEET is high where this is tracked. 
Progress against EHCP outcomes is poor 
and/or is not systematically tracked. 

Improvement in outcomes is clear in 
internal assessments and accredited 
outcomes are improving and/or 
increasing. 
EHCP outcomes are being monitored. 
NEET, although declining, remains high. 

Relevant student outcomes (accredited 
and EHCP) are strong.   
Pupils are well prepared for the next 
stage. 
EHCP outcomes are used to effectively 
inform teaching and pupil progress 
against these is strong.  NEET is low. 

Outcomes (accredited and EHCP) for all 
pupils are high. 
All leavers secure meaningful and 
relevant opportunities in the next stage.  
NEET is zero and school tracking 
demonstrates this is sustained for at 
least 1 year after leaving 

Ambitious and outward 
facing governance 

Governance Ineffective governance has recently 
failed to hold leaders to account. 

Governance is improving and holding 
the school leadership to account.   

Governance is strong and consistently 
holds leadership to account.  Governors 
know their school well and have a strong 
skill set 

Governance is strong and sustainable 
for the future.  Governors have a range 
of expertise and recruitment is a 
proactive process to ensure there is a 
balanced skill set 

Developing leaders of 
the future 

Leadership 

Unstable leadership has recently failed 
to hold anyone to account. 

Stable leadership across the school 
supported by the trust is securing 
standards. 

Stable leadership across the school and 
trust is securing sustainable 
improvement.  Leaders use research to 
inform developments 

Effective strategic leadership looking 
longer term and beginning to provide 
the wider school system with capacity 
to support other schools.  
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A dynamic and 
responsive learning 

community 

Staffing/CPD 
 

High staff turnover and high staff 
absence.  The recruitment of staff is 
challenging. 
Limited or no CPD for staff which is not 
linked to strategic priorities 

Some staff turnover, however, this 
supports the school development. 
Staff absence rates are declining. 
The quality of CPD is mixed and the 
focus is not bespoke to the needs of 
the school or individual 

Stable staff team. 
Staff move on for promotion, 
development opportunities and 
retirement. 
Staff absence is very low. 
CPD is addressing the bespoke needs of 
more groups and individuals and is 
linked to the school improvement plan 

Strong succession planning is in place. 
A ‘Grow your own’ policy helps to 
sustain strong staffing. 
Staff actively seek to work at the school 
and staff absence is very low 
Embedded and effective CPD is bespoke 
to need and encourages effective 
succession planning.  It is aligned with 
the SIP and Trust strategic priorities 

Support 
Limited evidence of any external 
support having had an impact. 

The support from the MAT is starting to 
repair and improve the school. 

The MAT support and the work of the 
leaders in the school is shifting towards 
quality assurance. 

Leadership are developing new areas of 
expertise that it contributes to wider 
system CPD and support. 
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Appendix H 
Monitoring and Evaluation 

On a termly basis the CEO and School Improvement Leader will meet formally with school leaders to review the SEF and discuss progress against the SIP. This will provide an 

opportunity to agree the monitoring and evaluation activities to support the ongoing self-evaluation of the school.  Throughout the term the School Improvement Leader will work with 

school leaders to support the monitoring and evaluation activities being undertaken in the school.  Activities will include, but are not limited to: 

½ termly Termly Annually 
Review of data and analysis of: 

 
• pupils on a behaviour support plans 
• use of restrictive physical interventions 
• behaviour related significant events  
• Absence, including PA and interventions 
• exclusions  
• bullying  
• racist incidents 
• Staff absence 
• Pupils causing concern (safeguarding, 

behaviour, attendance, learning)  
 

Review of actions taken as a result of the 
evaluation to consider the impact 

 

Learning walks/Lesson observations including joint with Trust leaders to 
moderate leaders judgements 

 
Review of pupil progress and outcomes using both in school data and 
progress towards EHCP targets 

 
Meeting between DSL and Trust School Improvement Leader to review 
processes and effectiveness of safeguarding 
Safeguarding reports to LGB/Trust Board 

 
Report from the student council 

 
Individual acts of triumph/achievement related to Trust values 

 
Review of all complaints (staff, parents, pupils) 
Review of grievances raised by staff  

 
CPD report summary 
Staff exit interview summary  
Meeting between LGB and Trust leaders 
Review of training completed by the LGB 

Feedback and evaluation from questionnaires used for 
staff, pupils, parents and carers. 
Surveys/Questionnaires to include opportunities for 
the collection of both quantitative and qualitative  
information 

 
Report on accredited offer and its value to pupils 

 
A summary of the outcomes from staff performance 
management together with the opportunity to review 
anonymised targets 
 
Diversity report and report on how school fosters 
diversity in recruitment.  

 
Work scrutiny with subject leaders to moderate 
judgements to support with professional development 

 
Staff turnover/recruitment evaluation 
Pupil voice 
Parent voice 

Where schools are at the stabilise/repair phases specific interventions and measures, in addition to the Trusts standard monitoring and evaluation, will be considered and 

implemented.  These will be aligned to the specific needs of the school to ensure improvement.  Measures may include, although are not limited to: 

• Appointment of an Interim Executive Committee to replace the LGB  

• All financial decisions removed from the school and managed directly by the Trust 

• Implementation of a School Rapid Improvement Plan led by the Trust Leaders 

• Trust support plan drawn up detailing the responsibilities of the Trust Leaders and the regularity of monitoring visits 

• Secondments to strengthen the leadership of the school, e.g. Executive Headteacher, Associate Headteacher, Subject Leader 

Where schools are on a downward trajectory from the sustain stage to the improve stage a targeted plan will be developed in conjunction with school leaders to address the areas of 

decline.  This may be informed by peer review or a Trust whole school review designed to delve into the areas which are causing concern.   
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Appendix I 

  

Repair judgment 
School deemed 

School Performing 
with Increased 
Scrutiny (SPIS) 

 Trust termly 
review of 
Schools 

 
Improve/Sustain 

judgement 

 
Continue 
standard 

M&E 
   

     

 

     

  
Implement a Trust 

Recovery Plan 
 

Stabilise judgement 
School deemed Urgent 

Action (UA) 
    

  

 

 

  

     

Realign plan  

 Termly review  
Remove LGB and 

implement IEC 
    

NO 
  

 
  

 
     

Is the school 
at stabilise 

stage? 

NO 
Is the school making 

progress? 
 

Trust recovery plan 
implemented including 

a School Rapid 
Improvement Plan 

    

 

YES 

 

 

 

YES 

  

     

 
Is School at the 
Improve stage? 

 
½ termly review 

through IEC 
    

  YES  

 

     

   
Is the School making 

progress? 

NO Trust review 
recovery plan 
and decide on 
further action 

  

 

    
 

     

  YES  
Is School at the Repair 

stage? 
 NO   

NO 
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