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1. Executive summary 

Wildern School has held Investors in People accreditation for over 13 years, having first achieved 
recognition in 2002. We agreed that the focus of this assessment would therefore be  
 

• to confirm  that the requirements of the Core Standard continue to be met 
• to recognise specific areas of strength and good practice 
• to provide feedback on improvements that have taken place since the previous assessment, 

particularly those arising from the suggestions for further development made at that time 
• to highlight possible areas identified for future action that will help the school to continue to develop 

and improve 
• to offer guidance on areas that Senior Leaders might wish to address in preparation for transition to 

the new IIP Framework as this will form the focus of any future assessments 
 
The assessment took place over 2.5 days and included individual and small group discussions with 42 
members of staff. The interview sample included all 6 members of the SLT, the Deputy Chair of the 
Governing Body, 9 middle leaders and 26 non managers who between them represented a wide range of 
roles, teams, responsibilities and levels of experience. 
 
In the course of the assessment there was no doubt that the requirements of the Core Standard continue to 
be met and that all the good practice identified during earlier visits and recorded in the 2013 report has 
been maintained. People remain overwhelmingly positive about their experiences of working at Wildern 
and clearly feel a great sense of pride in the school’s continuing success. In addition I was able to identify 
good progress that has been made in response to recommendations made at the time of the previous 
assessment, particularly with regard to the wider use of coaching as a tool for development and on-going 
strategies to engage with and develop support staff. TAs in particular are delighted with the more 
structured training and improved opportunities for career development now available. More detailed 
feedback is included in Section 2. 
 
Although still in the early stages, the bid currently underway to build and manage a new all-through Free 
School in the locality is seen by many as an exciting new challenge which, if successful, will almost 
certainly create further development opportunities for both teachers and support staff. I wish the school 
every success in this venture. 

Members of the SLT selected some topics for additional feedback from the wider Investors in People 
Framework to reflect current priorities. 
 . They include  

• a culture of continuous learning 
• help and support for career development 
• a culture of openness, trust and empowerment to make decisions 
• a sense of ownership and pride in working for the school 

Feedback against each of these was extremely positive and has been incorporated into Section 2. 

Once again it is very clear that Senior Leaders are wholeheartedly committed to investing in their staff and 
to ensuring that Wildern School continues to be a great place to work where both students and staff can 
achieve to their full potential. I therefore have no hesitation in confirming that the school has successfully 
maintained the Investors in People accreditation and the recognition is well deserved. 
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In such a positive environment people I spoke to had very few suggestions of things that the SLT might do 
to make the school a better place to work in the future. In Section 3 I have made a few recommendations 
that you may like to consider, particularly with regard to workloads and personal wellbeing. However, at this 
stage I believe that the most useful focus will be on becoming familiar with and preparing for transition to 
the new IIP Framework as this will be the model for any future assessments. To start this process I’ve 
given you a brief overview of the Framework and assessment requirements in Section 4, together with 
some suggestions of specific areas you might find it helpful to focus on initially. Further information is 
available on the Investors in People website www.investorsinpeople.com IIP South of England will also 
be holding workshops for clients to help them to become familiar with the changes. 

Finally I would like to express my sincere appreciation to everyone who contributed so positively to the 
assessment. Particular thanks go to Sally Wheeler for providing me with useful background information, for 
scheduling the interviews so efficiently and looking after me during my time on site. 

2. Strengths and areas of good practice 

In the course of the assessment I identified many areas of strength and good practice including a number 
of positive developments that have taken place since my previous visit. First impressions of the school are 
that it is a friendly, happy and welcoming place where both staff and students interact positively and treat 
each other with respect. This was borne out by the comments of many of the people I spoke to. An 
individual who had joined the school recently commented 
‘This school’s got an amazing vibe. Everyone seems really content here. I genuinely feel it’s a great place 
to work. There’s always a buzz around the place.’ 
Someone else told me ‘I can’t put my finger on it but there’s something special about this place. You feel 
the atmosphere as soon as you come in. It’s quite different from other schools I’ve worked in.’ 
 
Both teachers and support staff demonstrate a genuine commitment to the school’s key principles of ‘Care, 
Opportunity and Quality’, and spoke with passion about ensuring that every student is given the opportunity 
to flourish and achieve their full potential both academically and socially. It is very evident that the same 
principles apply not only to the students but also to the staff who describe a challenging, fast paced 
environment where they are encouraged and supported to perform to the highest standard. Everyone I 
spoke to commented on the level of support provided by senior and middle leaders and their colleagues 
and, in particular the way in which knowledge and expertise is shared willingly throughout the school. The 
Wildern Way programme ensures that all new employees are not only introduced to the practicalities of 
working at Wildern but also quickly gain an appreciation of the unique culture and ethos that the school 
promotes 
 
People show great respect for the SLT who promote high standards and act as positive role models for 
leadership throughout the school. Staff commented on the way in which roles and responsibilities are 
clearly defined and play to individual strengths, members are approachable, present a united front, show a 
genuine interest in and concern for the staff and have a visible presence around the school. Several 
referred in particular to the way in which the Headteacher is able to combine strong leadership with care 
and compassion for individuals. 
‘It’s really striking the respect everyone has for her. It’s undeniable. She’s an absolute powerhouse but 
really human with a lovely personality. You can go to her for anything at any time. It sets the tone for the 
whole school.’ 
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Expectations of leaders at every level are clearly defined and, although each individual brings their own 
personal qualities to the role, people described consistency in the way in which both senior and middle 
leaders set and model high standards of professionalism, are open and honest, encourage creativity and 
innovation, nurture talent and empower people to use their initiative and take personal responsibility. The 
school provides an impressive range of both formal and informal leadership development opportunities for 
those with the interest and potential to progress including encouragement to attend programmes offered by 
the ETC, internal meetings and workshops, secondment to the ADOP role, opportunities to lead on projects 
and access to a mentor or coach. Internal progression and promotion is very much part of the culture of the 
school and both teachers and support staff gave examples of ways in which they have been actively 
encouraged to take on new responsibilities and gain experience to enable them to progress within their 
careers. Several support staff members explained how they see their current role as a stepping stone to 
qualifying as a teacher. 
‘I definitely feel they spot your potential and nurture you towards being a leader here.’ 
‘They’re very aware of your successes and potential. Status or length of service doesn’t get in the way of 
career progression. It’s all based on merit.’ 
‘It’s a place where they like to employ their own. If you work hard and do a good job they definitely notice 
and encourage you to progress.’ 
 
Governors take their responsibilities for the school strategy seriously, are well informed, offer an extensive 
range of professional expertise and play an active role in the school. Departmental visits are well planned 
and have a clear purpose and focus. As well as fulfilling their role as ‘critical friend’ governors at Wildern 
ensure that they recognise and show appreciation for the contribution that everyone makes to the success 
of the school. 
 
Communication is always a challenge in a large establishment. However, clear and accessible policies, 
systems and procedures and regular meetings for both teachers and support staff ensure that people are 
generally well informed about what’s happening and know what’s expected of them. Communication is very 
much a two way process and SLT members try to involve staff in decision making wherever possible. The 
majority of people I spoke to confirmed that they have a voice and feel able to put forward ideas for 
improvements and influence decisions that are likely to impact both on their own role and the wider school. 
They gave a number of examples included choice of exam boards, themed lunches, purchase of new 
equipment and improvements to the school IT systems. Teachers were particularly enthusiastic about the 
growing opportunities to contribute to research projects and develop different approaches to teaching and 
learning. Both teachers and support staff confirmed that they feel trusted and are actively encouraged to  
use their initiative, have a go at trying out new strategies and look for ways of improving performance within 
their own area of responsibility.  
‘They’ve been very supportive in listening to my ideas and letting me take things in the direction I feel is 
right for the school. They give me a lot of rope provided it fits in with the overall plan.’ 
‘There’s definitely a sense of autonomy here. You’re trusted and backed up when necessary. I never feel 
I’m being checked up on.’ 
‘If I spot something that could be better it will be listened to. It doesn’t matter who you are. Your opinion 
matters and people will listen and encourage you.’ 
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‘Everyone’s treated the same. You’re really encouraged to express your opinions and come up with your 
own ideas. They give you responsibility and have a lot of faith in you at a very early stage. The view is that 
you’re not going to learn if you’re not given the chance but there’s always support there when you need it.’ 
 
There is definitely a culture of continuous learning at Wildern School with an impressive range of both 
formal and informal development opportunities for all staff. Everyone I spoke to was able to describe things 
they’ve learned and ways in which they’ve developed during the past year. In addition to the standard CPD 
days and attendance at external events, people gave examples of opportunities to contribute to research 
projects within their teams and as member of the SIGs, taking a lead on new initiatives, attending or 
leading Genius sessions and having access to extensive resources in the Genius Bar. Peer observations 
are a great way of learning some practical classroom strategies from colleagues as well as recognising 
those with a specific area of expertise and good practice. Both experienced teachers and those who are 
new to the profession also commented on the encouraging and constructive feedback they receive 
following a formal lesson observation. People also frequently referred to the way in which experience is 
shared with colleagues on a daily basis. One person commented ‘In other schools I’ve been in the talk in 
the staffroom is all about football or what people have done at the weekend. Here everyone is so 
passionate about what they do that they want to talk about it and share their ideas and experiences all the 
time. As a new teacher you learn so much just from listening to your colleagues.’ 
 
The school benefits hugely from its lead role within the ETC which not only gives access to an extensive 
programme of professional development but also offers individuals great opportunities to network and 
share best practice and showcase their own expertise by contributing to the development of colleagues 
across the alliance.  
 
Members of the SLT and line managers have worked hard to ensure that the development needs of all staff 
are identified and that everyone has fair and equal opportunity to develop. Meeting the diverse needs of 
support staff is always a particular challenge for schools and something that the SLT continues to address. 
Fortnightly whole support staff meetings, activities on CPD days and a devolved budget for support staff 
development all help to ensure that everyone is well informed and feels valued. The investment made in 
the development and career structure for TAs has been a very positive development since my previous 
visit which has brought considerable benefits for the individuals concerned. 
 
There is a clear focus on ensuring that investment in learning brings benefits for both the individual and the 
wider school. There is a generous budget for staff development, supplemented by income generated 
through contributions made to ETC activities. Robust application and follow up systems ensure that people 
have clear learning objectives and are encouraged to reflect on and evaluate their experience and how 
they can apply it in their work. New learning is shared widely with colleagues in team meetings and Genius 
workshops to give maximum return on investment. A number of people spoke highly of the recent 
substantial investment in introducing the concept of Growth Mindset. This has clearly stimulated immediate 
interest and debate with further follow up research and classroom activity planned to assess the potential 
benefits of adopting some of the strategies across the school. 
 
People clearly work incredibly hard and are dedicated in their various roles to ensuring a positive 
experience for the students and continuing success for the school. Without exception everyone felt that 
their contributions are valued and appreciated by their immediate managers and members of the SLT. As 
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well as verbal and written thanks and praise, cakes, chocolate and biscuits appear to feature extensively! 
The practice of sending birthday cards to every member of staff is also very much appreciated. A number 
of people commented particularly on the level of care and concern shown for individuals, particularly during 
times of personal or family crises. Several gave examples of outstanding support they’d received from their 
line managers and colleagues which has in turn increased their sense of loyalty and level of commitment to 
the school. 
‘They always make it clear that the pressures of real life come first – that makes you want to give more 
because they’ll always help me when I need it.’ 
‘When I was experiencing some personal difficulties the support I had was outstanding. They were 
incredibly compassionate and understanding. You know that you really matter – we all matter here.’ 
 
Despite its continuing academic success and positive reputation, there is clearly no room for complacency 
at Wildern School. The energy, drive and enthusiasm for innovation and continuous improvement are very 
much in evidence throughout the school, creating a fast paced and challenging environment with high 
expectations of both students and staff. There is no doubt that the demands on staff are huge but strong 
leadership, a clear vision, well defined systems and procedures and a high level of professional and 
personal support all help to make Wildern a school to be proud of and a great place to work. 
‘We’re always ahead of the game. That’s something I feel really proud of. It’s quite a testament to the 
school to be able to talk about all the things we’re doing’ 
‘Yes, I’d say I feel very proud to work here. Absolutely. We’ve got a great reputation and we’re moving 
forward all the time.’ 
‘I can’t speak highly enough about this school. I’ve developed so much in the time I’ve been here – both 
socially and professionally.’  
 
3. Suggestions for future development 

Feedback from the people I spoke to was overwhelmingly positive and apart from the quality of the 
staffroom coffee they had few suggestions for ways in which the SLT could make Wildern a better place to 
work in the future. Certainly there are no significant areas of concern and the suggestions below are 
designed to refine and build on good practice that is already in place. 

3.1 Wellbeing 

Teaching is a pressurised profession and Wildern is a particularly busy school with a full calendar and high 
expectations of every member of staff, quite a number of whom are in training or new to their role. Senior 
Leaders are clearly aware of the demands and, as referred to earlier show great care and concern for 
individuals who are experiencing challenges in their personal lives. People appreciate that you are doing 
your best to manage demands where possible by planning and publishing events and deadlines well in 
advance and ensuring that staffing levels are sufficient to allow for participation in the many activities that 
take place outside the classroom. The people I spoke to also appreciated the fact that the number of e-
mails has been reduced and don’t intrude on their life outside of work. As a consequence I found no major 
concerns with regard to stress and emotional wellbeing other than those that are an inevitable part of 
school life. However, some staff referred to the fact that it’s been some time since you included some 
wellbeing activities as part of a CPD day – something that clearly went down well and had a positive impact 
when they happened previously. An organisation I visited recently had developed a bank of wellbeing 
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related resources and links to key sources of information and advice on a range of physical and emotional 
conditions that could form a useful addition to the Genius Hub. 

You may find the following link useful. It will give you access to The Ultimate Wellbeing Toolkit - a series of 
modules produced by Unum UK that are designed to help an organisation to develop, communicate and 
implement an effective wellbeing strategy. http://landing.unum.co.uk/the-ultimate-wellbeing-toolkit 

The Investors in People Health and Wellbeing Award framework also provides a useful model for good 
practice together with a range of tools and resources to promote employee wellbeing. This is under review 
and in future will be aligned with the new IIP framework but for the time being you can access some useful 
articles and materials on the Investors in People website 

 https://www.investorsinpeople.com/resources/share-inspire?f[0]=field_topics%3A288 

Senior and Middle Leaders have a critical role to play in acting as positive role models and being alert and 
responsive to any signs of workplace stress. The Health and Safety Executive, in association with the 
Chartered Institute of Personnel and Development and Investors in People, has designed a series of 
tools to help managers to assess whether they currently have the behaviours identified as effective for 
preventing and reducing stress at work. Its aim is to help managers reflect on their behaviour and 
management style and how these might impact on their people. They include a self-assessment tool, one 
that requires input from the manager’s staff (180°) and one that allows input from staff, senior managers 
and peers (360°) Further information and access to the tools can be found in the Stress section of the HSE 
website – http://www.hse.gov.uk/stress/mcit.htm 

3.2 Support staff development 

There is no doubt that you have worked hard to ensure that support staff feel included and have access to 
appropriate development opportunities and I’m aware that you continue to look for ways of improving the 
provision available. There are no easy solutions to this when people who provide carry out the support 
function in school have such diverse and specialised roles and, in some cases limited interest in or 
opportunity for progression. Devolvement of training budgets to managers and focusing on development 
needs during IIP discussions help to reinforce the importance you place on this group of staff. The twice 
weekly sessions for TAs, along with a clear career pathway have certainly been a significant and very 
positive development since my previous visit. 

Some strategies adopted by other schools that you might consider to address some of these challenges 
include 

• making sure that people know there is funding in the budget specifically to meet their needs and that 
their requests will be considered provided they are aligned to school objectives and they can 
demonstrate the benefits for themselves and the school. 

• actively promoting the concept of ‘learning’ or ‘development’ rather that ‘training’ to encourage people 
to think more creatively about how their needs might be met and break down the mind-set that 
attending an external course is always the best way to learn 

• allocating a specified number of days for development activity as part of their performance 
management and giving individuals choice and accountability for how the time is used. This might 
include activities such as professional reading, on-line research or e-learning, planned observation of 
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colleagues both internally and in neighbouring schools and involvement in whole-school projects and 
task groups. 

• finding flexible ways of compensating part time staff who attend meetings or participate in training 
outside of their contracted hours. 

• Including some optional ‘soft skills’ sessions in the internal CPD or ETC programmes such as 
assertiveness, team effectiveness, communication skills and time management that are likely to be 
relevant to both teaching and support staff.  

 
One school I worked with recently had introduced a formal observation process for LSAs as part of their 
professional development. Although initially a daunting prospect, those who’d participated described it as a 
very positive experience, really welcoming the constructive feedback they’d received and the sense that 
their contribution in the classroom was recognised and valued as an important part of the student 
experience. 
 
3.3 Communication and consultation 

As referred to earlier, communication in the school is very open and leaders at every level generally make 
a point of informing people about and discussing any proposed developments as widely as possible.  Staff 
also appreciate that some decisions lie outside their control and even that of the SLT when, for example, 
externally imposed as a result of changes to government policy. However, I found a few examples of some 
quite significant internally driven changes to roles or working practices that appear to have been 
communicated late in the day without sufficient time or opportunity for due consultation and discussion over 
the impact the change might have on the individuals concerned. Although these were quite isolated 
examples and certainly the exception rather than normal practice, it can be damaging to morale when 
people feel that their views haven’t been taken into account, even if they’re unable to influence the eventual 
outcome. When such changes are being proposed it’s important that the decision makers take time to 
consider as widely as possible the potential knock-on effect on all those working in the front line and 
ensure that there is sufficient information and support in place to enable them to express their concerns 
and adapt to their new situation. 

4. Preparing for transition to the new IIP Framework 

The current Investors in People Framework will be available to clients until the end of 2016 after which the 
new Framework will become mandatory. Although your current accreditation will remain for a further three 
years it would be advisable at this point to become familiar with and begin to prepare for transition to the 
revised Framework. You can opt to have an assessment against the new criteria at any stage if you feel it 
would be beneficial.  
 
Content of the new Framework is based on extensive research into the factors that make for a high 
performing workplace as well as extensive consultation with organisations from all employment sectors. 
For a simple introduction to high performance working you may find it helpful to refer to 
http://www.managerspitstop.com/high-performance-working.  Although much of the best practice in 
the current Framework has been retained there are some significant changes to both content and the 
assessment process including a greater emphasis on how leaders inspire, motivate and are trusted by their 
people, how stated values and behaviours are lived out in practice and underpin the way the organisation 
operates, how capabilities are defined and developed and resources planned to ensure current and future 
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success and how data and metrics are used to measure performance and inform future planning. The 
model below gives an overview of the 9 Indicators that make up the new Framework 
 

 
 

The model now includes two new Indicators - Structuring Work and Creating Sustainable Success. 
 
Indicator 6 – Structuring Work – focuses on the way in which your school is structured to achieve your 
ambition and how roles are designed and supported to deliver your SDP objectives, create interesting 
work, empower people to use their initiative and encourage collaborative working. Some questions you 
might like to consider as you plan for the future are 

• How have your current structures been designed? What are the key drivers for the current 
structures? Do you anticipate that you will need to change the structure in order to achieve future 
objectives, particularly if your bid for development of a new school is successful and, if so, how can 
you do this most effectively? 

• How do you assign decision making authority to different roles in the school and at what level? How 
do your policies and procedures ensure that people understand and feel able to take personal 
responsibility for making decisions? 

• How do you encourage and create opportunities for people to work collaboratively to achieve your 
objectives? 

 
Indicator 9 – Creating Sustainable Success – focuses on how you position yourself for the future and are 
able to respond and adapt to change. This will require senior leaders to keep abreast of what’s happening 
in the wider community and the political/educational arena and to understand the impact these might have 
on the school. Being alert to future challenges and potential opportunities, engaging people actively in 
changes that are taking place, encouraging innovation and a ‘have a go’ attitude are all things that you 
pride yourselves on and help to make Group a rewarding place to work. 

To meet the requirements of this Indicator It would be useful to think about the following questions: 
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• Why is it important to have a long term view for the school? Where do you see Wildern School 
going in the future? How do you involve your stakeholders – governors, parents, staff, students and 
the wider community - in both short and long term planning? 

• How well is change currently managed?  What do you do to support people to embrace change 
when it happens? How do you measure and communicate the success (or otherwise) of your 
change initiatives? 

• What does social responsibility mean to the school? What are you doing to support your local 
community? How reflective of the local community would you say your workforce is? 

• What else might you do to make sure that Wildern continues to be a really great place to work? 
 
Underpinning the Framework is a simple four stage progression or ‘performance model’ that will allow you 
to  

• understand your current performance against four levels of maturity – Established, 
Developed, Advanced and High Performing 

• identify opportunities for future development 
• compare your performance against other organisations in the same or other sectors 

 
As part of the planning process your IIP practitioner will help you to identify your current level of 
performance against each Indicator and the level that you might aspire to achieve in the future. All 
employees will also have the opportunity to contribute by completing a short on-line questionnaire. Every 
organisation will be assessed against the full Framework which is made up of 108 criteria. To maintain your 
current level of accreditation you will need to meet all 9 Indicators at the Established level. Depending on 
the level you achieve within each Indicator you may gain a Silver or Gold Award whilst a very small number 
of organisations who can demonstrate high performance in 7 of the 9 Indicators will be recognised with a 
Platinum Award – something for you to aspire to! 
 
Based on the evidence I’ve found in this and previous assessments I would say that you are particularly 
strong in the following areas: 

• Inspiring leadership/leaders as role models 
• Values at the heart of the way you work 
• Empowering people 
• Open and transparent communication 
• Encouraging high performance 
• A culture of recognition and appreciation 
• Innovative and flexible learning opportunities 
• A culture of continuous learning 
• Encouraging innovation 
• A focus on continuous improvement 

 
Areas where further development may be required include 

• Defining and developing leadership capabilities for the future, particularly with the potential to 
establish a new school 

• Empowering people to feel confident to challenge the status quo 
• A culture of coaching throughout the organisation 
• Values and behaviours as an explicit element of performance management 
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• Active involvement of people in both short and long term planning 
• Measuring and communicating the impact of change – both successes and failures 

You’ll find much more detail about the new Framework on the Investors in People website 
www.investorsinpeople.com where you can complete an on-line self-diagnostic at any time to see how 
the school currently measures up against the 9 Indicators. The website also provides a range of tools, 
topical articles and other useful resources to support business improvement. 

5. Recommendation and next steps 

Having carried out the assessment process in accordance with the guidelines provided for Investors in 
People Practitioner by Investors in People – United Kingdom Commission for Employment and Skills, the 
Investors in People Practitioner is totally satisfied that Wildern School meets the requirements of the 
Investors in People National Standard. 

Investors in People accreditation is granted indefinitely, with a proviso that an interaction is undertaken 
within 18 months of accreditation and a full assessment takes place no greater than 3 years apart.  
Assessments can be undertaken at any time and more frequent assessments are recommended to 
maintain levels of good practice and continuous improvement.   

The school should discuss the timing of the next assessment with their Investors in People Practitioner, 
using the Improvement Planning Meeting on 21st March to agree the best strategy for future use of the 
Investors in People framework. 

Customer Satisfaction Questionnaire 

Both the Investors in People Practitioner and Investors in People South of England would welcome your 
feedback on this assessment and you will shortly be supplied with a Client Satisfaction Questionnaire from 
Investors in People to complete. Particular importance is placed on the feedback given by client 
organisations on Practitioners and we would very much appreciate it if you would complete the 
questionnaire.  

6. Promoting continuous improvement 

We support organisations at every stage of the Investors in People journey, helping them to realise the 
power of their people, optimise their performance and achieve their full potential.   We see Investors in 
People as the People Partner for sustainable people solutions. Please contact your Account Manager, 
Caroline Newham on 07971 509511 or email caroline.newham@iipsouth.investorsinpeople.co.uk to 
find out more about Investors in People and how we can help your organisation. 

Details of the support available to you can be accessed by contacting Investors in People South of England 
via: - 

T: 020 7728 3456 
E: enquiries@IIPsouth.investorsinpeople.co.uk 
W: http://IIPsouth.investorsinpeople.co.uk 



 

  

 

Commercial in Confidence 

Investors in People South of England is delivered     30 Finsbury Square 
by Grant Thornton UK LLP under License from UKCES    London 
E: enquiries@IIPsouth.investorsinpeople.co.uk     EC2P 2YU 
W: http://IIPsouth.investorsinpeople.co.uk     Company Reg. no.: OC307742  
T: 020 7728 3456         
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7. Outcomes summary chart 

Core Standard 
Total number of core evidence requirements assessed - 37 
Total number of core evidence requirements met - 37 
 Indicators 

ERs 01 02 03 04 05 06 07 08 09 10 
1 ! ! ! ! ! ! ! ! ! ! 
2 ! ! ! ! ! ! ! ! ! ! 
3 n/a ! ! ! ! ! ! ! ! ! 
4 ! ! !  !    !  
5 n/a  !      !  
6 !          

*replace with n/a if there are no representative groups 
Wider Framework 
Total number of additional evidence requirements assessed - 6 
Total number of additional evidence requirements met - 6 
 Indicators 

ERs 01 02 03 04 05 06 07 08 09 10 
4 Core Core Core  Core    Core  
5 Core  Core      Core  
6 Core          
7  !         
8           
9           

10           
11           
12           
13           
14           
15       !    
16           
17  !         
18     !      
19       !    
20           
21           
22           
23           
24     !      
25           
26           
27           
28           
29           

 


