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	Target
	What I have done in this assignment….

	Target 1
	Read far more so that you gain greater knowledge and understanding of the topic.
	I have made an effort to read more literature and use as much as possible.

	Target 2
	Read your work carefully to ensure that you are using sentences and expressing your ideas clearly.
	I have read my work back carefully and reworded sentences which did not make sense. 






















Introduction
This report will critically assess how a school develops an aspect of its school development plan (SDP). The report will delve into how the school reflects upon its actions, impact, and use of evidence to inform decisions. Throughout this report the school whose development plan will be used will be kept anonymous and referred to through out as School X. This is because BERA (2018, p.21) states that “the confidential and anonymous treatment of participants’ data is considered the norm for the conduct of research”. This is done so that it keeps the identity of all participants confidential and keeps any private information about the person safe. School X is a primary school in Southwest Wales with a student population of 301 and 32.5 % of pupils on free school meals (My Local School, 2023). The Welsh Government (2014, p.5) defined the school development plan as a “strategic plan for improvement” within the school. This means that schools must work together to identify any areas for improvement whether they are recommended by Estyn or from staff within the school. School X has a three-year school development plan which is mainly based on recommendations from a recent Estyn inspection. The school development plan is made up of two recommendations, and how the school plans to achieve and evaluate the process and progress of the implementation of those recommendations. 
Literature Review
The Welsh Government (2014, p.5) explains that the main purpose of a school development plan is to evaluate what can be done to improve the outcome of learners in the school. This means that the school must look at what it can do to progress learning within the school and listen to different voices to help make informed decisions. A school development plan is a document that is usually updated either every year or every three years. This is a live document which can be regularly updated and referred to in order to reflect any changes, and what is important to the school (Welsh Government, 2014). This means that school holds itself accountable, keeps its priorities and aims at the forefront of its actions and is constantly striving to continuously improve. A school will choose its recommendations and priorities based on feedback from Estyn or on feedback from the staff. School X chose its priorities, based on recommendations made in the latest Estyn inspection report. This was done so that the school could focus on areas that needed improving as recorded in the inspection report. Estyn (2020) found that when a senior leadership team include all of their staff in the self-evaluation process it provides for a successful implementation of new initiatives within the school and allows all staff to contribute their ideas. This is an excellent example of how a school can use collaboration to elevate the school’s outcomes for the year. In addition to this, a school can include more stakeholders into its implementation and evaluation process within the organisation such as governors, parents, and pupils. Brighouse and Woods (1999, p.107) explained that a “critical friend” is someone who understands the process and is well equipped in offering a well judged second opinion. In this instance this could relate the role that the governing body can play in helping to develop the school development plan and how to agree the recommendations/priorities. Some of the benefits to including the governing body are that it allows for a less biased and more balanced view of what needs improving in the school and how it can be achieved. Additionally, it means that you can consider different solutions and help encourage the process of self-evaluation whilst also establishing what areas might be sensitive in the school and how best to approach them. From a more critical point of view an over inclusion of governors could mean that teachers or other teaching staff’s voices could become drowned out in the process. Overall, it is a wise decision to include other voices such as governors into the school development plan because, as Brighouse and Woods (1999, p.107) have illustrated, having a “critical friend” involved in the process is a good thing because it allows for an unbiased and challenging approach to deciding which outcomes need prioritising within the school. The Welsh Government (2022) emphasised that in order for true self evaluation to be included in the school development plan a school must collect evidence, and accurately analyse evidence, to see how it affects the outcomes of learners in the school. This statement is true as for a successful self -evaluation to have taken place a school must evaluate different types of evidence and look at how the pupils were impacted. This is because through self-evaluation schools are shaping their future outcomes by asking themselves questions about what they are doing well and what they can improve (Chapman and Sammons, 2013).
The priority for school X’s school development plan which has been selected is to “Improve strategic leadership systems, including arrangements for the performance management of staff and evaluation and improvement processes” (School X, 2023). This recommendation was chosen because the school was informed by Estyn during a recent visit that it is an area that needs attention across the school. Storey (2002) explained that the purpose of a management system in a school is to work together so that the school can run successfully and competently. This statement is accurate because for a school to run smoothly they need to have a secure management system in place to help guide and keep the staff and students in a school safe. Furthermore, the purpose of a school management system, or senior leadership team (SLT), is to provide organisation within the school and to work together to put targets in place based on what the school’s needs (Storey, 2002). It is the senior leadership team’s job to evaluate the strengths and weaknesses of the school and use their expertise and experience to put in place strategic targets to be achieved. Everard, Morris and Wilson (2004) illustrated that another important aspect to effective management in a school is making and executing decisions. In order to be able to set targets and oversee them you first must be able to make decisions and carry them out successfully. Decision making can be a difficult process because it involves different opinions which can result in conflict amongst the team. The best way to avoid conflict is to implement self-discipline, self-awareness, creative thinking and being able to work independently and in group settings (Everard et al., 2004). These steps to decision making are important because as the senior leadership team the decisions and targets they make impact the whole school including staff and learners. The senior leadership team needs to be able to work together confidently and make positive and decisive decisions. Overall, having effective performance management in schools is vital to ensuring progress and future development in the school community, Clarke (2007) further reiterated how important it is to have well -rounded disciplined management in order for it to be effective. Good leadership demonstrates commitment to be able to design and deliver targets throughout the school. 
Developing an action plan
As previously mentioned, the priority from school X’s development plan which will be discussed in this section of the report is to “Improve strategic leadership systems, including arrangements for the performance management of staff and evaluation and improvement processes” (School X, 2023). From this priority listed in the school development plan, School X break down the main priority into sub priorities with success criteria itemised as to how these will be achieved, key actions they will undertake, and which stakeholders will be included in the process of working towards the priority. The sub-priority which will be critically analysed is “develop effective performance management” (School X, 2023). 
Key Actions taken to achieve the priority.
The success criteria for the sub-priority previously stated is “the school has effective performance management systems in place that lead to improvement, and staff are fully involved in the process and feel valued as a part of the schools SE processes” (School X, 2023). To achieve these success criteria the school put in place key actions they would implement with the intention of reaching the goals. The first key action which was to be employed was to conduct yearly staff performance reviews by the senior leadership team. Bichci (2017) explained that the purpose of staff performance reviews is to provide feedback which can assist in professional development and any other feedback which they think will further the teaching in the classroom. This allows for teachers to gain unbiased and valuable feedback about their teaching which they can take on board for their professional development. Performance review is a two-way discussion and allows the teacher to be fully involved in any target setting agreed. It may be beneficial to have more staff performance reviews a year instead of once a year, such as termly reviews. This is because it allows for continuous support throughout the year, and it gives the chance for the senior leadership to see the staff member implement the advice that they received in a previous performance meeting. Elliot (2015) further developed this point by explaining how continuing performance meetings allows for ongoing progression for a staff member’s development and assisting the staff member so that they can work in accordance with school targets. The stakeholders involved in this process are the senior leadership team within the school and the school governors. This will result in them working closely with each other to plan how to conduct the interviews and who will interview who. One way that they could improve this is by including more stakeholders in the process such as other members of staff in order to see how they feel that the interviews could be improved and whether they feel that the current process benefits their professional development. The self-evaluation process for this objective is give the members of staff targets to follow up on. This self-evaluation process could be improved by arranging a follow up meeting in the next term to assess if the teacher has made progress in achieving the targets  and to receive feedback as to how they feel they are progressing. 
The last success criteria that is listed to achieve the recommendation, is that “staff are fully involved in the process and feel valued as part of the school SE processes” (School X, 2023). School X has established an action plan to work alongside the success criteria, by implementing SMART targets for every teacher in the school to gain a perspective on leadership at the different levels in the school, and individual targets. Brown, Leonard and Arthur-Kelly (2016) explained that SMART targets tend to differ with meaning from place to place but in general they strive to put targets in place to improve professional development. This means that when developing SMART targets in schools it should be made clear from that start what they stand for and their intended purpose. Over the years lots of schools have used SMART targets as a way to monitor leadership within schools. Welsh (1999) stated that SMART targets allow for teaching staff to be held accountable for their actions which impact their teaching and the school as a whole. School X is using SMART targets to evaluate the different levels of leaderships in the school and to make strides towards creating a well lead school. This works well because for a school to run efficiently, all the different levels of leadership must be working together in unison. If one level starts to break down, they all begin to break down as a knock-on effect. Welsh (1999) found that schools will frequently lose focus of the targets and go off on different tangents. To avoid this, staff should refer to the targets frequently to make sure they are working towards them. 
Reflection and Evaluation
The school development plan for school X is in year one of a three-year development which means that as yet there has not been much time to either measure the impact of their actions or evaluate the effect of them within the school. From the evaluations that have been gathered so far, it has been found that all teachers and teaching assistants in the school have measurable targets which have a focus on improvement. To improve this situation, and gain a clear understanding, the school could issue teachers and teaching assistants a questionnaire as to how they would like these targets set, and how they benefit from them in terms of their professional development. Furthermore, the senior leadership team have received training on leading effective performance management (School X, 2023) which has created an evenly distributed leadership across the school. Anderson (2017) found that when headteachers and senior leadership teams take part in leadership training, it creates a positive atmosphere for the teaching staff because it creates trust and  a platform for feedback. So far, in school X, the training received is being utilised and can be seen throughout the school as there is a clear management system in place and the staff have responded positively to this as it provides them with more guidance. An alternative option would be for senior leadership team conducting and evaluating different types of leadership styles and assessing which style might work best for the school as a whole. Stewart-Banks, Kuofie, Hakim and Branch (2015) explained that by exploring and being open-minded to different leadership styles it boosts morale around the school, creates an enjoyability towards teaching and learning and fosters an approachability. This could be because the teaching staff can see the effort the senior leadership are making in order to improve the outcomes of the school and makes them feel valued as a member of staff as they are learning what style of leadership works best for the school. 
Conclusion 
To conclude, this report has looked in depth at how school X is using their school development plan to work together and improve the leadership and management performance of the school. It can be seen that to date, the school is receiving positive results from the staff performance reviews, including all staff in the self-evaluation process, and providing training for the senior leadership team. From this I have learnt what commitment and teamwork is needed to address the priorities stated in the school development plan. I can see the process that takes place and how the school self-evaluates their progress as they develop their priorities. In future I am confident that this will really benefit me when I enter the workforce. I will have a clear understanding of a school development plan, how they are used and how I can contribute to help achieve the recommendations/priorities. I can also link what I have learnt to the professional standards for collaboration, as I will need to work with colleagues to progress the school development plan and leadership, exercising my corporate responsibility within the school and will help me understand the responsibilities I must undertake.
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