
 

 
 

Application Pack for the post of: 
 

School Performance Officer (SPO) 
 

Ely Diocesan Board of Education (DBE) 
 
 

Selection Procedure / Timetable 
 
Thank you for your interest in this post. This application pack is intended to provide you with background information to help you decide whether to apply for 
the role but if you need any further information or have any queries, please contact Teresa Stephens in the first instance on 01353 656760 or 
Teresa.stephens@demat.org.uk. As we are sure would be understood, canvassing of members of the selection panel or likely members of the panel will 
disqualify candidates from appointment.  
 
Applications: Application Forms, together with the Equal Opportunities Monitoring Form and letter of application should be returned to Teresa Stephens, Grace 
Building, 8 High Street, Ely, CB7 4JY or by email to the above email address to be received no later than 12 noon on Monday 14th May 2018 

 

Shortlisting: Shortlisting will take place on 18th May 2018.  In order to ensure the fairness of the selection process, shortlisting will be based upon the information 
provided in any application and assumptions will not be made about an applicant’s experience or skills. We will look for demonstrable evidence that applicants 
meet each of the essential criteria outlined in the Person Specification. 

 
Notification of the outcome of your application: All applicants will be advised of the outcome of the shortlisting process. Candidates who have been 
shortlisted for interview will be notified by 23rd May 2018. Please give as many contact details as possible so that we can reach you by telephone or email if 
possible. 

   
Interview Day: This will take place in Ely in the week beginning 28th May 2018 and will include a tour of the offices and an opportunity to meet the Education 
team. Candidates will have a formal interview with a panel.  

The details of the interview panel will be communicated at the time of invitation to interview. 

 
Decision: It is anticipated that a decision in principle will be made within 24 hours of the selection day but in exceptional circumstances there may be a second 
round of interviews. 
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The Context of the Role 
 
The School Performance Officer (SPO) is an important new post that reflects the diocese’s ambition for growth, as expressed in the diocesan strategy document 
‘People Fully Alive: Ely 2025’ (see http://www.elydiocese.org/about/our-strategy-ely-2025). 
 
The post holder will be a central and valued member of the Diocesan Education Team. The importance of this role is reflected in the Main Terms and Conditions, 
Person Specification and Job Role as set out in Appendices, A, B and C, and in the detail provided in this document. 
 
The education and the educational experience of the children in our schools are at the core of all that we do. The appointee will play a key role in supporting 
Church Schools in delivering good quality education recognised by OFSTED, helping school leaders achieve well in SIAMS inspection and providing support 
for Foundation governors and facilitating strong links between churches and schools. Background to these aspects and the working context are included in this 
document. 
 
The Diocese of Ely covers 1,508 square miles and contains 86 designated Church schools, two of which are secondary with the remainder all primary. 15,000 
children attend these schools. Following the described changes brought about by the 1944 and subsequent Education Acts, there are five types of Church 
school in our diocese, as defined by the Responsible Body that is accountable for their outcomes: 
 

• Local Authority run, Voluntary Aided (VA) Church School 

• Local Authority run, Voluntary Controlled (VC) Church School 

• Independent Single Academy Trust (SAT) run, stand-alone Academy 

• Independent Multi-Academy Trust run (iMAT), academy 

• Diocesan Multi-Academy Trust run (DEMAT), academy 
 
All of the above schools come under the DBE’s locally mandated remit, however in the context of this specific role the focus is on the support of Local Authority 
run VA and VC schools. The diocese is not responsible for running these schools, but ensuring that the founding principles and purpose of these schools is 
protected and able to prosper now and for future generations. This requires visiting, advising and monitoring such schools, and for working with the Local 
Authority to support their work with such schools. 
 
The work of the Education Team has seen significant changes in the last few years. The evolution in our work and the structure of our team is a direct response 
to the changing context of education both nationally and locally and to the challenges created by that rapidly changing context. We have been able to adapt 
and change effectively, both strategically and operationally, thanks to a variety of blessings: the commitment of the Diocese to all Church Schools, the 
establishment of a large diocesan run Academy Trust, an active volunteer network of committed trustees and governors, and a pool of experienced practitioners 
who act as consultants in school-to-school support work. 
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How we work together 
 
A DBE Handbook sets out how the diocese of Ely Education team delivers its remit. For the purposes of presenting a quick overview, the contents of the 

handbook can be summarised as: 

 

• The education team are responsible for delivering the national and diocesan vision for Anglican education across the diocesan region, and meeting 

a set of statutory requirements as set out in the DBE measure 1991 and the individual foundation documents for each church school. 

 

• A diocesan Director of Education is appointed by the Bishop (‘DDE’) and reports to a Diocesan Board of Education (DBE). The DDE is a member 

of the Bishop’s Staff and is responsible for the DBE remit, including ensuring that the diocesan educational needs are represented at a local, 

regional and national level. 

 

• The DBE meets regularly, and uses as its reporting framework a series of ‘live’ documents including an Operational Overview, Self-Evaluation 

Form, Risk Register, and analytical performance Dashboards. The activities of the DBE are also reported to the main governing bodies of the 

diocese; the Diocesan Synod and Bishop’s Council. 

 

• Two senior leaders support the work of the DDE; a Head of School Performance (HSP) and a Bishops Officer for School Mission (BSM). School 

Performance Officers (SPOs) support the work of the HSP on a regional basis i.e. the role as advertised. An Administrator also supports all areas 

of work. Additional in-field Ely Diocese Regional Advisors (EDRAs) support the work of schools as directed by the SPOs. EDRAs are externally 

contracted professionals and are predominantly current practitioners in our schools. 

 

• The HSP is primarily responsible for ensuring that the Responsible Body (RB’ – normally Local authority or Academy Trust) running a Church 

school is meeting minimum requirements in terms of standards, as defined by Ofsted ‘good’ or better. Similarly, the BSM is primarily responsible 

for ensuring that the RB is meeting minimum requirements in terms of Christian Distinctiveness, as defined by SIAMs ‘good’ or better, and the 

nurturing of high quality church-school links through the completion of a Church-School Covenant. The BSM also develops and informs wider RE 

curriculum delivery across the region through SACRE. 

 

• A part time DBE property and estates officer and the finance department of the EDBF administer the provision of the funding available to Voluntary 

Aided schools for capital works (LCVAP) and funds accrued from individual school Trust income. Wider property and estate functionality is also 

made available through an externally brokered agency for property and estate surveyor management.  

 

• The DBE is not responsible for the day-to-day running of schools (which falls to the RB – e.g Local Authority or Academy Trust), but is responsible 

for holding to account and supporting those who are - and in doing so ensuring that all schools are meeting the requirements of their Founding 

Trusts. The DBE uses an Accountability Framework to ensure lines of responsibility are maintained. 
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• The DDE, BSM, HSP and SPOs are also responsible for helping schools maintain their overall School Vision, including advising schools on long-

term planning, including restructuring in order to maintain their sustainable existence. This includes advising on academy conversion and the 

opening of new Church schools. 

 

• The DBE is ~40% funded by a protected statutory endowment managed by the diocese, and ~60% by discerning giving from three main external 

charities. The BSM is funded through a ring-fenced stipendiary directly from the diocese. All DBE funding is administered by the Ely Diocese Board 

of Finance (EDBF) Ltd. who act as employer for all DBE staff. 

 

Shared Missional Objectives 
 
Whilst much of the referenced DBE Handbook focuses on practical systems of working, there is (of course) an overarching missional objective in the work of 
the education team which is best articulated in the education team’s mission to promote and deliver the key messages described in the Church of England 
Vision for Education; Deeply Christian, Serving the Common Good (GS 2039); July 2016. The deeply Christian foundation for this vision is seen explicitly in 
supporting all schools, but particularly our own Church schools in; 
 

• high quality learning in RE and across all areas of the curriculum; 

• authentically Christian worship sensitive to those of other faiths or none; 

• a strong Christian ethos, sensitive to those of all faiths or none. 
 
In other educational contexts in; 
 

• human flourishing that can inspire what the school is and does. 
 
Our school vision has life in all its fullness (John 10:10) at its heart, embracing the spiritual, physical, intellectual, emotional, moral and social 
development of children and young people, equipping pupils and teachers with the capacity to wrestle with the big questions of meaning such as 
‘Who am I?’, ‘Why am I here?’, ‘What do I desire?’ and ‘How then shall I live?’. It is about ‘educating the whole person’ - what the 1988 Education 
Reform Act sees as physical and intellectual development united with spiritual, moral, social and cultural development. 
 
This vision embraces excellence and academic rigour, but sets them in a wider framework. This is worked out theologically and educationally through 
four over-arching characteristics which permeate the DNA of our vision for education: 
 

• wisdom; 

• hope; 

• community; 

• dignity. 
 
The vision is thus for the common good of the whole human community and its environment, whether national, regional or local. Two key 

characteristics of the common good stand out. First (and importantly for the HSP and SPO roles), academic standards and so-called ‘values-and-
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ethos’ are of equal importance: church schools need to be good at both. Second, a Church school is not a ‘faith’ school; almost all church schools 
were founded for the common good, for those of all faiths and none across the whole community. 
 

Local Context Background - the origins of our local Church schooling 
 
Understanding how our church schools came into being provides an important context for the work of the future post holder, particularly in respect of the statutory 
diocesan responsibilities instigated and supported by the state, to protect and pass on to future generations the promises made by our forebears and laid down 
in legal documents to provide deeply Christian based education for the common good. 
 
Almost all our church schools were originally founded and funded by private benefactors and public subscription as an act of social benevolence, at a time when 
free schooling was not universal. Many date from the early 1840’s through to the 1860’s and were created specifically to provide an education to the poor, 
regardless of faith or background – a few were created as early as the late 1700s. 
 
The basis for most of all church school provision started through the pioneering work of Robert Raikes, a publisher and Anglican layman, who in the 1780s 
promoted the idea of providing Sunday education to working children. It was in 1811 that universal weekday learning was pioneered by Joshua Watson as head 
of the new National Society for Promoting Religious Education, with the ambition to open a church school in every parish. By 1861 there were 12,000 schools 
'in union' with the National Society across England and Wales, all funded by donations. 
 
Our local schools arose from this national ambition, and mirror the national context as none are designated ‘faith schools’ (i.e. schools only for 
Christian believers where admission is based on Church attendance). All are community schools run on Christian principles for the benefit of the 
common good. They seek to secure transformational outcomes for young people by combining academic rigour with a rounded approach to personal 
development, steeped in deeply Christian understanding. 
 
They explicitly; 
 

• are hospitable to diversity; 

• respect freedom of religion and belief; 

• encourage others to contribute from the depths of their own traditions and understandings; 

• invite collaboration, alliances, negotiation of differences, and the forming of new settlements to serve the flourishing of a healthily plural society 
and democracy, together with a healthily plural educational system. 

 
With many of our schools reporting that they feel under increasing pressure to make artificial choices between academic rigour and the wellbeing of 
their pupils, we - like the Church of England - remain unequivocal in the message that there is no such distinction – a good education must promote 
life in all its fullness. 
 
 
  



6 
 

Church School Covenant: 
 
From 2018 a new manifestation of our commitment to growth comes in the form of the unique Diocese of Ely Church School Covenant (CSC). This is to be a 
written promise between a church and a school that sets out the shared missional ambitions and practical commitments for the year. It is an important framework 
for managing expectation. A core role of the BSM will be to launch this sensitively to schools and clergy in a format they are able to welcome and embrace. 
 
The CSC is not a tool for measuring performance, but to encourage all to rejoice in planning and delivering a realistic and achievable number of important 
promises - the scope of which will vary across localities as a function of the resources available, not least given the competing pressures on clergy and schools.  
The CSC also provides a framework for annual reflection, and gives a structure for presenting positive evidence for use in SIAMs inspection. Within the CSC 
are a minimum set of locally delivered commitments that reflect the parish and diocesan statutory duties as set out in the founding legal Trust documents and 
the instrument of governance for each school, and the 1991 DBE Measure v2. 

National Society research echoes that of other Christian groups in identifying the need to consider ministry with, by and among children and young people as 
a three-legged stool bringing together schools, churches and parents/families. If any leg is neglected, the ministry quickly gets out of balance. Connections 
between the three are vital to maintain a coherent approach. The CSC seeks to strengthen these links by seeing church, school and family as a continuum. 
 
A CSC is a short written missional statement (‘promise’), a set of planned activities (‘commitments’), and a short set of success criteria (‘reflection’), all of which 
is easily created using the CSC Template. The new Bishop’s Officer for School Mission and the Ely Diocese Regional Advisers (EDRAs) will support the process 
through the use of a common collaborative framework to help school and church leaders articulate their expectations of the partnership for the year. Each 
school and Church is to be invited to tailor and adapt this template. It is important to note that, because a CSC will reflect the opportunities and limitations 
afforded by each locality and circumstance (reflecting the human and physical resources available), each CSC will be different. The template is the starting 
point. Each stated area is set out in bold as an Ambition (or ‘promise’), followed by two sections for completion: Action (the ‘commitment’), Success Criteria (the 
‘reflection’). Sections fall under the headings: 
 

▪ Joint Relationships & Missional Behaviours 

▪ Commitments in School 

▪ Commitments in Church 

The Diocesan Board of Education 
 
In 1944 most of our original church schools were taken over by the state in a mutually agreed move to better co-ordinate, support and fund universal state 
provision. Even though the day-to-day accountability and funding of the schools was thus transferred to Cambridgeshire, Peterborough and Norfolk Local 
Education Authorities (and in some cases the land and buildings too), the founding charitable objectives, endowments and prescribed trustee governance 
arrangements were protected by law. This remains the case in 2018, even when in recent times some of these schools have further ‘converted’ to become part 
of a new Charitable Trust as an Academy. Even the new Church schools we have recently opened are to-this-day created through a Founding Trust, on identical 
lines. Thus, regardless of all the changes impacting church schools over-time, the original founding requirements of all our church schools are protected on an 
inter-generational basis, through legally enforceable documentation and our Christian Mission. 
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The Importance of Foundation Governors 
 
In 1944 when much of the Church school provision was transferred, a more formal system of checks-and-balances was created to ensure that the patronage 
of the Church of England (C of E) was protected in perpetuity. This came in two forms. 
 
First, by stipulating the percentage of governors appointed by the diocese for any church school taken into local authority control, it was deemed possible to 
hard-wire a degree of diocesan influence into every church school. The percentage was dictated mainly by the degree to which the school was transferred to 
Local Authority control. Where the local authority took over the running of the school along with ownership of the land and buildings, 25% of governors were 
required to be diocesan (Parish) appointments - this was termed ‘Voluntary Controlled (VC). Where the land and buildings remained with the diocese, but the 
local authority took over the running of the school, the figure was 50% - this was termed ‘Voluntary Aided’ (VA). The ‘aided’ referring to the fact that money was 
also given annually to the diocese for the purposes of supporting the maintenance of such land and buildings. In both cases the local Vicar had an ex-officio 
(i.e. guaranteed) position on the governing body. 
 
Second, a so-called ‘DBE Measure’ was instigated through the 1944 Education Act (see appendix B), requiring that each diocese elects a Diocesan Board of 
Education (DBE), and that each Bishop appoint an individual to the office of Diocesan Director of Education (DDE); the latter to provide an executive function 
to the board.  
 
This structural arrangement was designed to formalise the control of school governance and management of building and land maintenance, and provide an 
accountability framework for distributing state funding for VA property maintenance. The DBE measure was last updated in 1991, with the basic principles of 
the 1944 arrangements persisting to this day. 
 
Given this, an important component of the work of the HSP and SPOs is to work with Church appointed governors, particularly the clergy and Chairs. This is a 
critical component of sustaining provision that is deeply Christian. 
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The Day-to-Day Work of the Education Team 
 
In the diocese of Ely our missional objectives are met through five strategic approaches, the delivery of which is met by a series of practical work-streams. 
Whilst the post holder will be expected to contribute to all work-streams, those of particular responsibility are highlighted in yellow below (see Strategies 1 and 
2): 
 
Strategy 1:  Monitoring and nurturing provision in VA and VC schools 

 

Work-stream I:  Monitoring and supporting educational outcomes. 

Core Activity: 

- Create and maintain a risk-register of school performance benchmarked against Ofsted and SIAMs expected standards. 

- Establish core information dashboards for all schools. 

- Attend Ofsted feedback, monitor outcomes and ensure the relevant Responsible Body is addressing any improvement needs. 

- Ensure the Board of Education are fully conversant with standards and risks (in the broadest sense). 

- Review and report on the extent to which schools are being provided with appropriate support and challenge from those accountable for 
running them. 

 

Work-stream II:   Servicing and project managing VA premises and estate. 

Core Activity: 

- Schools are improving and maintaining learning environments. 

- Trust deeds are reviewed and an audit undertaken of Diocesan school assets. 

- A full conditions database is created and maintained through conditions surveying. 

 

Work-stream III:  Monitoring and supporting VA, VC and academy financial health. 

Core Activity: 

- Create and maintain a risk-register of financial sustainability performance. 

- Establish core information dashboards for all schools. 

- Ensure the Board of Education are fully conversant with financial situation of all VA, VC and academies (in the broadest sense). 

 

Work-stream IV:  Monitoring and support recruitment and retention. 

Core Activity: 

- Create and maintain a risk-register of recruitments and retention. 

- Offering pastoral support where appropriate. 
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Strategy 2:   Re-defining the structural organisation of Church Schools by 2025 

 

Work-stream I:   Needs-led support for schools to formulate plans for re-structuring. 

Core Activity & Outcomes:  

- Diocese has a template model for each type of need. 

- Diocese can advise on options. 

- Diocese has a process for schools to apply for re-structuring. 

- DBE has a clear process and criteria for approving new arrangements. 

 

Strategy 3:  Strengthening the place and purpose of Church Schools in the Diocese by 2025 
 

Work-stream I:  Maintain a rigorous Diocesan policy of what high quality 'Christian Distinctiveness and Character’ looks like in our schools. 

Core Activity & Outcomes: 

- Create and develop contemporary examples of best practice. 

- Collate and distribute core texts/ documents from National Society and Government etc. 

- Compile a Diocese view with core input from clergy and ecumenical colleagues. 

 

Work-stream II:  Define and deliver ongoing training in Christian Distinctiveness and Character and ensure SACRE is fully delivered. 

Core Activity & Outcomes: 

- Create and maintain induction training for new teaching staff on Character and Distinctiveness. 

- Create and maintain best-practice training for existing teaching staff on Character and Distinctiveness. 

- Promote National Society Foundation for Leadership for new and existing school leaders on Character and Distinctiveness. 

 

Work-stream III:  Monitoring of Christian Distinctiveness: Delivery of new bi-annual ‘Bishop’s Reviews’, and preparation of schools for new Statutory Inspection 

of Anglican and Methodist Schools (SIAMS) regime. 

Core Activity & Outcomes: 

- Deliver new ‘Bishops Review’, with implementation plan. 

- GAP analysis resulting from the above, resulting in a school-based plan of training for preparation for SIAMS. 

- Maintain strong presence on SACRE 

 

Work-stream IV:  Deliver new SIAMS inspections on behalf of the National Society. 

Core Activity & Outcomes: 

- Co-ordinate training of inspectors. 

- Deploy inspectors. 
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Strategy 4:   Building and delivering an effective family of Diocesan Trusts 

 

Work-stream I:  Review all systems, identify core strengths and weaknesses and re-structure staff and activity accordingly. 

Core Activity & Outcomes: 

- Create a detailed risk-register with actions. 

- Establish core information dashboards for all sub-committee areas. 

- Ensure Board are fully conversant with findings and proposed actions. 

- Re-staff/ staff-up according to need. 

 

Strategy 5:   Strengthening the role of church officers in all Church Schools by 2025 

 

Work-stream I:   Clergy & governance Review. 

Core Activity & Outcomes: 

- Confidential review of attendance and perceived contribution of Foundation Governors (use of survey tools). 

- Capacity review of all clerical office holders (use of survey tools). 

- Report on current system capacity with suggestions. 

- Create and maintain Church-School Covenant 

 

Work-stream II:   Roll-out of chaplaincy, clerical training and foundation governance training. 

Core Activity & Outcomes: 

- Specification of new modes of working where needed: Chaplaincy etc. 

- Definition of training required based on a GAP analysis (above). 

- Roll-out of training to all stakeholders. 
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Education Team Structure 
 
The delivery of the above Workstreams are the responsibility of a core education team. These officers are also supported by colleagues working in other 
diocesan departments, and externally contracted fixed-term services which are commissioned and deployed on the basis of need through an EDBF approved 
sub-contract - see appendix I. 
 
The core DBE team comprises: 
 

• A Diocesan Director of Education (DDE)* 
 

• Two Deputy Diocesan Directors of Education (D-DDE) 
 

▪ Head of School Performance (HSP) 
 

▪ Bishop’s Officer for School Mission (BSM) 
 

• Three School Performance Officers (West, South, Central) (SPO) (see appendix D for split of HSP and SPO roles) 
 

• An Education Administrator (EA) and Property and Estate Support Officer (PEO) 
 
(* The office of DDE is a mandatory Bishop’s appointment required by the 1991 DBE Measure) 
 
The areas delivered by other members of staff in other diocesan departments, are: 
 

• Property and Estates 

• Finance Administrator 
 
Employer: 
 

• All of the core education team are employed by the Ely Diocese Board of Finance (EDBF) Ltd., and have conditions of employment defined by 
that body. For example, all staff have contracts and terms of employment provided by the EDBF. The EDBF is managed by the Diocesan 
Secretary. 

• Additional staff handbooks exist for DBE staff in other areas covering (for example) health and safety, safeguarding and making complaints. 
 
Reporting: 
 

• Day-to-day, staff report to the Diocesan Director of Education (DDE). The DDE reports to the Chair of the DBE and the Bishop. 

• The core team exists to deliver the expectations of the DBE to whom the DDE reports.  
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• The DBE meets once per term in a formal capacity, using a pre-agreed structured agenda against which papers are prepared and distributed. 
Minutes are taken and signed-off.  

• The constitution of the DBE is set out in the DBE Measure 1991 (v2). The DBE maintain a Risk Register and a Self-Evaluation Form (SEF) 

• The DBE in turn reports to the Bishops Council (another name for the Directors of EDBF Ltd.). The EDBF directors act as the operational delivery 
agent of the Diocesan Synod who are the elected stakeholder representatives of every parish tasked with setting the diocesan vision and 
strategy.  

• The DBE is a statutory body whose terms of reference are set out in the ‘DBE Measure 1991 (v2). 
 

Funding: 
 

• The DBE is not incorporated (as in some other diocese), but sits as an internal operating division (‘a cost line’) within the Ely Diocese Board of 
Finance (EDBF) Ltd. While DBE finances are consolidated within the annual EDBF reporting process, the funds set aside for the use of the DBE 
are legally ring fenced due to the fact they originate from specified educational endowments and charities with explicit educational purposes.  

• The EDBF does not fund the activities of the DBE (i.e. for example, no money is received from parish share), as all income is self-derived by the 
DBE from: 
 

- a ring-fenced DBE statutory endowment (30%); 
- discretionary donations from three external charities (70%); 
- clergy stipendiary support where ordained staff form part of the core team (20%) 

 

• The DBE conducts an annual financial benchmark exercise against the other 41 Diocese. DBE funding is tight, and the DBE needs to be very 
cost efficient and focused in regard to its activities, not least in order to meet statutory duties. 
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APPENDIX A: Main Terms & Conditions 
 
Start date – September 2018 (but an earlier start date may be negotiated) 
 
Two-year part time contract, reviewed after one year. 2 days per week term-time only plus 12 days during school holidays. 
 
 
Hours of Work: Core office hours are 9.00am until 5pm. However, the nature of the role is such that the appointee will be expected to be flexible 

and work such hours as are necessary for the effective performance of the job.   
 
Remuneration: £55,000 per annum pro rata. 

  

Holiday: 25 days pro rata plus statutory holidays. 

   
Location:  The post will be based at Grace Building (next to Ely Cathedral) and will involve significant travel within the Diocese but occasionally 

more widely within the UK (such as Church House in London. Travel expenses are paid for business use but not for the purpose 
of commuting between home and the main offices. All appropriate expenses will be paid at current DBE rates as defined by 
guidance issued by HMRC. 

 
Professional Active participation in professional development is a requirement of the role. 
Development: 
 
Notice: After completion of a probationary period of three months, notice of one month must be given by either side. During the 

probationary period, one month must be given by either side. 

 
Disability: The Diocesan Board of Education seeks to meet the needs of people with disabilities. 

 

No Smoking Policy: The Diocese operates a staff no smoking policy on its properties, including the office and its grounds. 
 
Travel: You must hold a current valid driving licence and have access to a vehicle. You must ensure that your motor insurance policy will 

cover business use of your vehicle. 
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APPENDIX B: Person Specification 
 
The successful candidate will have: 

• a proven record of leading an Ofsted rated good or better school (community or church), and be committed to the development of church school 
education; 

• excellent interpersonal and pastoral skills, and the confidence to provide strong leadership in schools; 

• an enthusiasm for working in a range of demographic and socio-economic contexts, including sparsely rural, market town and inner city localities. 
Desirable skills; 

a. clear understanding of and commitment to advancing the church’s place in education and an understanding of the distinctive nature of church schools; 

b. formally designated experience as a school leader (HT or equivalent), knowledge and understanding of school improvement work and capacity to deliver coching 
in a way able to evoke respect from those working in schools in the diocese; 

c. evidence of continued professional development; 

d. a proven track record of successful work with wider educational stakeholders (parents, families, other schools and respected bodies and wider services); 

e. experience in supporting classroom practitioners; 

f. ability to articulate and advocate Christian distinctiveness in school; 

g. demonstrable experience and expertise in developing ‘OFSTED’ readiness; 

h. clear understanding on how the Christian character of a school supports pupil outcomes; 

i. capacity to develop a good understanding of current educational policy issues relating to curriculum, inspection and school improvement and the ability to articulate 
this knowledge in a way appropriate to differing audiences; 

j. proven ability in supporting colleagues beyond their own organisation e.g. peer development; 

k. demonstrable negotiating skills; 

l. demonstrable ability to be an effective team member; 

m. demonstrable ability to build and develop partnerships with other stakeholders in a community; 

n. strong organisational skills, with the ability to plan ones own work schedules; 

o. holds a current driving licence and have access to private transport. 
Desirable attributes and aptitudes; 

p. a high level of self-motivation; 

q. excellent interpersonal and pastoral skills; 

r. ability to be flexible and embrace new opportunities; 

s. commitment to raising standards in Church schools. 
Additional helpful; 

t. experience of leading presentations and workshops at training events; 

u. experience in participating in formal peer review or inspection type work; 

v. recent experience of working in Church of England school setting; 

w. proven experience of teaching or leading high quality RE; 

x. competent in using a range of IT programmes and able to learn to use new technologies to improve efficiency and effectiveness. 
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Appendix C: Job Description 
 

Role Title: School Performance Officer (SPO)  
Role Purpose: To work under the direction of the Diocesan Director of Education and Head of School Performance to raise and sustain high levels of school 
performance (leadership, academic outcomes) and strong sustainability (finance, property & estate) in Diocesan Schools and develop a strong sense of deeply 
Christian distinctiveness across all schools. To protect the original legal Foundations of all church schools and the interests of the DBE & EDBF. To support the 
development of and participate in the formulation of diocesan education policy. 

 
Accountabilities  Measures of success What you need to know 

Generic: 

• Work to the Diocesan Director of Education (DDE) in delivering the DBE Measure and 
associated Work-streams and raising outcomes for the young people attending 
Diocesan church schools. 

• Enable finance officers to run an efficient and compliant budget, obtaining best value for 
money. 

• Support all officers in ensuring that Safeguarding is compliant in all areas. 

• Support the Senior Officer for incidents & complaints. 

• Stakeholder Feedback 

• Strength of 
relationships 

• Achieving deadlines 

• Regular 1-2-1 
discussions and the 
annual appraisal 

• Contribution to the 
team. 

Qualifications 

• Teaching qualification 
 
Experience and skills 

• School leadership at a 
senior level. 

• Preparation for or delivery 
of Ofsted. 

• School Improvement. 

• Financially competent at a 
strategic level. 

• Computer literate  

Specific: 

• To ensure all schools obtain at least good when inspected by Ofsted. 

• To ensure all schools obtain at least good when inspected under SIAMs. 

• To ensure financial management in schools is robust. 

• To ensure property and estate management is robust. 

• To ensure admissions policies are developed and applied. 
 

Monitoring and Facilitating School Performance (VA/ VC schools): 

• Co-ordinate and contribute to the creation and collation of VA/VC School 
Dashboards to cover relevant key performance indicator and level of engagement 
with the diocese. 

 
School Improvement (academic): 

• Ensure all schools are prepared for Ofsted. 

• To help formalise and deliver, through a written document, Diocesan School 
Improvement Strategy, with a particular focus on building capacity for VA/VC 

 How you act 

• Work effectively and reliably. 

• Take personal responsibility 
for their performance. 

• Be an effective member of the 
team. 

• Look for new ways of working 
effectively. 

• Adapt positively to changing 
demands. 

• Be constructive and flexible. 
• Deal courteously with 

colleagues and others at all 
times. 
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schools to take charge of their own improvement and leverage the appropriate 
support from the Local Authority (who are funded to do so). 

• Support and implement EDRA visits and collate and report outcomes to the 
Director. 

• To act as an early-warning system for the Diocese regarding schools that are 
under-performing or at risk. 

• Attend Ofsted inspections and feedback events. 
 

Recruitment, Retention & Resilience (all schools): 

• To help create and maintain a ‘talent register’ across the Diocese, covering executive 
headteachers, headteachers, deputy headteachers, middle leaders and teaching staff 
by year group, teaching assistants, and all other staff working in schools. 

• To help create and maintain a vacancy list on the Ely Education websites. 

• To support all schools in all phases seeking to be adequately staffed, including the 
monitoring of up-and-coming needs and the organisation and staffing of all senior 
appointments in schools. 

• To ensure support to governing bodies in the recruitment and appointment of 
headteachers. 

• To ensure Responsible Bodies are giving support, performance management and 
professional development for school staff through the provision of training in such 
matters. 

• Support the structural re-organisation of schools e.g. closures, mergers. 

• Organization of diocesan CPD for VA/VC schools. 
 

Governance (VA/VC schools) 

• Support an effective governance system, working with the HSM in ensuring high quality 
Foundation governors. 

• Ensure, through governor training, that schools in all phases are provided with the 
highest quality monitoring, challenge, support (including Christian distinctiveness) and 
through the foundation governors to help them to raise standards and improve 
outcomes. 

• Support, undertake and report on a full annual governor skills audit. 

• To support the maintenance of in-school registers of governors across all schools. 

• Organise and QA the appointment of Foundation Governors 
 

Admissions (VA/VC schools) 

• Support and instigate an effective admissions policy (where relevant). 

• Ensure admissions is managed and any issues arising, including appeals, are dealt with. 
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Finance (VA/VC schools) 

• Support and instigate an effective system for monitoring finance. 

• Ensure, through governor training, that schools in all phases are provided with the 
highest quality monitoring, challenge, support in financial management. 

• Support, undertake and report on a full annual finance audit. 
 
Property & Estate (VA/VC schools) 

• Support and instigate an effective system for monitoring property and estate. 

• Work with the diocesan finance team to manage the use of LCVAP funding. 

• Ensure, through governor training, that schools in all phases are provided with the 
highest quality monitoring, challenge, support in financial management. 

• Support, undertake and report on a full annual finance audit. 
 
Educational Landscape 

System leadership: 

• Represent the DBE & DDE on Cambridgeshire, Peterborough and Norfolk LA school 
service meetings and events. 

• Work with external partners, including the Cambridgeshire, Peterborough and Norfolk 
school improvement services. 

Communication and promotion: 

• Support the creation, content  and updating of relevant material on the Ely Education 
website. 

• Produce written support materials for general distribution by printing or website presence 
relating to school improvement. 

• Work with Temporary Governing Bodies of new schools as they become established 
including, if requested by the Director, becoming a TGB member. 

• Attend DBE and Education Team meetings as required. 
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Professional Development 

• Undertake any necessary training to ensure continuing personal development. 

• Participate in an annual review of performance. 

• Maintaining professional and technical knowledge and keeping up to date with new and 
available technologies. 
Any other duties which might reasonably be requested in association with this role in order 
to meet the needs of the diocese. 

  

 

 
Agreed by Job Holder……………………   Date…………………….  
 
Agreed by Manager ………………………  Date………………….. 

 
Review date …….. 

 

 


