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Introduction
Nearly a century ago, researchers first began classifying people as career-decided or career-undecided (Parsons, 1909). The notion of career indecisiveness initially became a serious problem once people were given the ability to make choices and decisions about their possible occupations, a choice previously restricted by social status or predetermined roles. On reflection I would say that I was most definitely career indecisive.

During my time at school, I was never clear about the career trajectory I wanted to take, I fluctuated between wanting to join the army, becoming a car mechanic or a physiotherapist. Due to my indecisiveness and lack of career aspirations I opted to study for A Levels that I had no interest in (economics and sociology) that ultimately would not go on to help me with my future career ambitions or goals. 
 
According to (Gati & Saka, 2001) the complexity of career decision-making intensifies as a person’s age increases, this is supported by researchers (Howard and Walsh, 2011) who explain that adolescents are far more likely to offer responses that typify their anticipated utopia and phenomenal insights into their future occupations. I was immature in my thinking and had no career plan in place to help focus what I should be studying or the path I should be taking.

 	(Porfeli and Lee, 2012) explain that as children mature, they require guidance to explore their interests and how to pursue them. This exploration should consider the prevailing environmental circumstances with the aim of encouraging wellbeing, job satisfaction and stability. I had no career plan and at the time I was not open to receiving any advice or guidance from my teachers or parents as I perceived their assistance as interference. 

This personality trait of not listening to others was a pattern that continued throughout my career until 2015 where I participated in a leadership and management course that involved carrying out an Insights evaluator survey delivered by Colourworks which was based on the work of Carl Gustav Young. This survey was a self-perception test that helped me to discover what colour energy matched my personality traits. I discovered that I was a person with red energy, I can appear business like, I focus on results, want, and like to be in control, like communication to be brief, I fear losing control, I am irritated by inefficiency and indecision and when I am under pressure, I tend to dictate and not listen to other people’s opinions. This information resonated with me deeply as most of my career and life choices were based upon my hasty, ill thought-out decisions and stubbornness.  




A Levels and University Life
During my A Levels, I struggled with a lack of interest in the subjects I was studying and couldn't envision a future where these subjects would be useful. Consequently, I became increasingly distracted by my sporting endeavours. Over the two years of my A Levels, I had the privilege of playing for Wales in various sports, including netball, hockey, and athletics, traveling both nationally and internationally. Sport was my passion; it was something I loved and excelled at. However, I had never considered sport as a career, as I was unsure of the professional opportunities available beyond becoming a physical education teacher. Despite the encouragement from adults around me to pursue teaching, I became more determined not to follow that path.
Reflecting on this period, I felt a sense of frustration and confusion. My lack of interest in academic subjects led to feelings of disengagement and a sense of purposelessness. On the other hand, my involvement in sports brought me joy and fulfilment. The conflicting emotions of passion for sports and uncertainty about career prospects created a sense of internal conflict. I now recognise that my disengagement from academic subjects was influenced by a lack of intrinsic motivation and lack of understanding of their relevance to my future. Deci and Ryan, (2008) believe that intrinsic motivation is crucial for sustained engagement and performance. My passion for sports provided intrinsic motivation, which was absent in my academic pursuits. Additionally, the encouragement to pursue teaching, despite my resistance, highlights the impact of external influences on career choices. Social Cognitive Career Theory (SCCT) suggests that self-efficacy and outcome expectations play a significant role in career decision-making. My determination not to become a teacher was influenced by my low self-efficacy in teaching and the perceived lack of alignment with my interests.
Now in hindsight analysing the situation, I can see that my sporting achievements provided a sense of competence and autonomy, key components of Deci and Ryan's Self-Determination Theory (2008). These achievements reinforced my passion for sports and contributed to my identity formation. However, the lack of career guidance and exploration of alternative professions in sports limited my understanding of potential career paths. The adults' encouragement around me to pursue teaching, while well-intentioned, did not align with my interests and led to resistance. This resistance can be understood through the lens of SCCT, where my career choices were influenced by my self-efficacy beliefs and outcome expectations.
My experiences during my A Levels highlight the importance of intrinsic motivation and self-efficacy in career decision-making which I subsequently understood would help me later in my career. My passion for sports provided intrinsic motivation, but the lack of career exploration limited my understanding of potential opportunities. The encouragement to pursue teaching, despite my resistance, underscores the need for career guidance that aligns with individual interests and strengths.


Starting my Career Journey

After my initial graduation, I worked in various roles across different fields. These roles included packing boxes in a chocolate factory, investigating benefit fraud in a tax office, and supporting administrative processes for the Welsh Government during the foot and mouth crisis. Each job provided me with unique experiences and challenges.   
Reflecting on these experiences, I realised that effective career planning could lead to a fulfilling life. However, my job choices were primarily based on practical considerations such as job availability, commuting distance, and salary. Despite this, I gained valuable skills that would be crucial in my future career. For instance, working in the tax office taught me how to handle difficult clients who were upset about being investigated. I quickly learned that staying calm during confrontations was essential and that arguing back in a professional setting did not solve anything. Maintaining a clear mind and professional demeanour became crucial skills that have supported me throughout my career, especially in education where I often deal with upset pupils and parents.
From these reflections, I can draw on several theories to underpin the lessons I have learned. For example, Goleman, D. (2007) Emotional Intelligence theory highlights the importance of self-regulation and empathy in managing interpersonal relationships. My ability to stay calm and maintain a professional demeanour aligns with Goleman's concept of self-regulation. Additionally, Maslow's Hierarchy of Needs (1943) emphasises the importance of fulfilling psychological needs, such as esteem and self-actualisation, which I achieved through developing my skills and gaining confidence in my abilities.
While working for the Welsh Government during the National foot and mouth crisis, I learned to prioritise my tasks. Up until then, I had never dealt with such important paperwork on such a large scale, and it was overwhelming to manage everything in a short time. However, I developed a system to sort and organise my work, identifying what needed immediate attention and what could wait. This experience supported my development as a headteacher as the necessity to prioritise tasks during a crisis taught me how manage my time effectively and demonstrating my ability to stay calm and adapt under pressure, demonstrating resilience which is vital as a headteacher facing unexpected challenges, such as the COVID-19 pandemic. 
In 2001, I noticed a job advertisement in my local newspaper for a disability sports development officer position at Merthyr Tydfil Council. Excited about this opportunity, I applied and was delighted to be offered the job. This opportunity proved to be a catalyst for my career. I worked hard to develop my coaching skills and accepted any offer of extra professional development training that was available to me. I gained recognised coaching qualifications that afforded me the opportunity to set up and run my own disability club aimed at potential Paralympic athletes, called the Troedyrhiw Terrors.
As part of my role, I frequently visited local special needs schools to provide coaching sessions for the pupils. During this time, I realised that I loved teaching and working with children. While I loved my job, I now realised that teaching was my passion. This realisation aligns with the concept of vocational calling (Dik & Duffy, 2007), where individuals find fulfilment and purpose in their work.
Back to University- Post Graduate Certificate Education (PGCE)
 
In late 2001 I applied for a Primary PGCE in University of Wales Institute Cardiff (UWIC) I did not tell anyone for fear of not being accepted and having to admit that my parents, teachers, and boyfriend that they were right all along. This theory is supported by (Carpenter and Foster, 1977) who developed a three-dimensional framework to classify the factors that influence career choice, they proposed that all career-influencing factors derive from either intrinsic, extrinsic, or interpersonal dimension, the interpersonal dimension being the influence of others such as family, friends, and teachers.

In February 2002 I attended the university for an interview and with my newfound confidence of understanding what I wanted to do with my life I was able to articulate confidently why I should be accepted onto the course. As soon as the interview was over, I was informed that I had been accepted onto the PGCE course and the following September I embarked on my new career path of becoming a teacher.

Compared to my first two experiences in University I felt that this time it would be a positive experience as I now had career-decisiveness, I had a plan and I had identified my true career vocation.  

Whilst the year was incredibly fulfilling it was also one of the most challenging years of my life. This course required me to be self-regulated in my learning, be able to apply theory into practice and be able to accurately self -reflect on my practice. I soon realised that self-reflection does not come easily to me and that it is a skill that requires continuous refinement and practice. I now understand that this is because I am an activist (Honey and Mumford,1992), I tend to react first and think later, I rarely reflect on what I have learned. I also become frustrated when confined by rules and regulations or when required to follow instructions precisely. Since becoming aware of my personal traits, I have worked incredibly hard to become consciously competent of my behaviours. I have taken time to reflect on my actions, using recognised theoretical reflective tools to enhance my ability to listen to others and learn from both my successes and failures. 

Donald Schön’s work on reflective practice acknowledged the term ‘professional artistry’. He used this term to describe the skills and expertise that all professionals have that inform their actions. In relation to reflection, he identified that this professional artistry can be employed in two well-defined ways that help us to further break down the idea of Reflective Practice.

·  To reflect-on-action: to look back at what has happened and consider why things happened. 
·  To reflect-in-action: to reflect and adapt as a situation unfolds.

During my school placement experience I quickly realised I found the process of reflective practice challenging, I understood that if I could carry it out successfully it would enable me to achieve the high-quality teaching and learning opportunities, I sought to provide the pupils. I knew that that true reflection required me to question myself, readily accept advice and actively identify and implement changes. Embracing these changes was essential. Whilst I didn’t fully achieve true self-reflection during this period, I became acutely aware of its importance. 

Teaching Career.
 
In 2003 I graduated UWIC with a PGCE in Primary education and was fortunate enough to be offered a temporary teaching job in a mainstream school running a complex behavioural unit for pupils aged 7 to 11. This was a challenging first teaching job and throughout my time there I suffered with what I now know to be ‘imposter syndrome’. Clance, P.R., & Imes, S, A. (1978). First termed Imposter syndrome as a person’s persistent inability to believe that one's success is deserved or has been legitimately achieved as a result of one's own efforts or skills particularly in women. Those who experience it struggle with self-efficacy, perfectionism and neuroticism and competitive environments and backgrounds can lay the building blocks for this. 

During my first year of teaching, I was offered a year-long contract covering a teacher's sick leave. I constantly strived for perfection in every task assigned to me. If I received less than perfect feedback, such as from a lesson observation, I took it very hard. I was always afraid that my mentor or headteacher would discover that I was just lucky and not truly capable of becoming a teacher. To counteract this fear, I worked longer and harder than anyone else, but in hindsight, not as effectively. This led to burnout in my first year of teaching.
Using Goleman’s Emotional Intelligence Theory (2007), to reflect I can now see how my lack of self-regulation and fear of failure impacted my performance. Goleman emphasises the importance of self-awareness and self-regulation in managing emotions and stress. By understanding and managing my emotions better, I could have avoided burnout and worked more effectively.
To address my feelings, I arranged a meeting with my mentor to explain how I was feeling. She reassured me that I should not fear failure but use it as a mechanism for improvement. Dweck's (2006), theorises that viewing challenges and failures as opportunities for growth can lead to greater resilience and success. My mentor's advice helped me shift my mindset from fearing failure to embracing it as a learning opportunity.
When my contract ended, I was very upset. I had worked incredibly hard to improve the practices within the unit, and this was recognised by Estyn during an inspection held during my term, where I was highlighted as an excellent practitioner. Although I was despondent about losing my job, I understood that I had to use this experience to learn and start developing a sense of resilience, like I had during the foot and mouth crisis. 
Not long after my contract finished, I was offered a teaching job at the school where I did my second placement as an ITE student. I have ultimately resided there for the last twenty-one years as a teacher, Deputy Head Teacher, Head Teacher, and now as Executive Head Teacher.
The first year in Craig Yr Hesg was a significant period of time in my leadership journey, I was appointed by the head teacher and governing body to manage the early year’s department for pupils aged three to five years old. This was my first experience of having to lead and manage a group of adults who had far more experience and knowledge than me. 

This year was the year I made more mistakes than ever; this was the year I realised that I did not yet have the necessary skills and attributes to manage people effectively. This year was difficult for everyone around me and the morale in the department was at an all-time low. My head teacher became concerned about this and intervened with a plan to help me develop the necessary skills to lead and manage people effectively within the Foundation Phase. We created a list of the errors I was continually making e.g., assuming I knew all the answers, not delegating, not dealing with conflict, trying to please everyone, and most importantly not asking for help when I knew I need it, I was clearly demonstrating to all around me a lack of emotional intelligence. 

Mayer, J.D., & Salovey, P. (1990) coined the term ‘emotional intelligence’, referring to the set of abilities in which people manage their own emotions and those of others. The concept was popularised by the psychologist Goleman, D. (1995) who expanded the idea to include a range of non-cognitive abilities that helped individuals adapt to various aspects of life. He emphasised four core competencies- self-awareness, social awareness, self-management and social skills-that influence how people handle themselves and their relationships. Goleman (1995) argued that competencies play a more significant role than cognitive intelligence in determining success in life and the workplace.

My Head Teacher recognised my lack of emotional intelligence and helped me formulate a plan that (a) would address any obstacles I might face in achieving my goals, (b) gave me situations that would allow me to practice new behaviours within a supportive environment, (c) afford me time to allow me to review and reassess my behaviour in order for me to reflect, grow and change.  This mentoring work was instrumental in allowing me to build strong and robust emotional intelligence skills that has held me in good stead for the rest of my career.

The following year the Deputy Head Teacher within the school was successful in her application to become a Head Teacher this meant there was a Deputy Head Teacher vacancy within the school. I decided to apply for the job, not because I felt I would get the job, but I thought it would afford me the opportunity to articulate everything I had learned over the last two years and enable me to put this into practice and demonstrate to the Senior Leadership team and Governing Body what impact I could make. To my complete surprise I was offered the job which I accepted and for the next five years I worked closely with my head teacher to create a school ethos that was built on openness, honesty, trust, and effective communication.

In 2011, the school was inspected by Estyn and placed in the category in need of significant improvement, shortly after my head teacher/ mentor left abruptly which left me devastated. The Local Authority visited the school and asked me to lead the school until the next inspection. I took the role, believing I could lead the school out of its category. I soon realised that effective leadership required embracing the role, reflecting on practice and experience of continuous improvement, modelling effective instructional strategies, inspiring learning and being a catalyst for positive change. In 2012 we removed from category, in 2013 I had my second child and in 2014 the schools were Federated, I decided not to go for the post of Executive headteacher and was offered the role of a non-teaching head of school which I accepted. I continued in this role supporting the Executive Head Teacher in implementing his vision and ethos until January 2020 when our substantive Executive Head Teacher left the Federation after another poor inspection and once again, I was asked by the Local Authority to become the head teacher not only of Craig Yr Hesg but also Cefn Primary school, I was now the Executive Head Teacher of the Fern Federation. However, this time I was trying to take a Federation out of category during a global pandemic. This period of time required me to utilise all the necessary skills and attributes I had to ensure that the pupils and staff were safe, whilst still maintaining educational standards. In 2021 the Federation was removed from category and Estyn noted ‘The executive head provides strong leadership across the federation. She is committed to securing high quality teaching and provision for the pupils of both schools. With the support of the heads of school and other members of the senior leadership team, she has established effective cross-school working and ensured that this is central to strategic planning across the federation’. 
Since becoming the Executive Headteacher, I have reflected on my leadership style and experiences concluding that my approach is influenced by transformational leadership. According to Burns (1978,) leadership can be transactional or transformational. Transactional leaders lead through social exchange, while transformational leaders inspire others to achieve great things and develop their own leadership capacity. 

Reflecting on my journey I recognise the importance of inspiring and empowering others. Early challenges, such as the school’s needs for improvement and the sudden departure of my headteacher, taught me resilience and the importance of mentorship. Striving for perfection and realising the importance of effective leadership helped me balance excellence and well-being. My commitment to self-reflection and continuous improvement, even when facing burnout, highlighted the importance of self-awareness and adaptability. Successfully leading the school out of category whilst pregnant and maintaining my position until the schools Federation reinforced my belief in transformational leadership. Learning about transformational leadership from Burns theory and seeing its practical implementation reinforced my commitment to this approach. These experiences collectively shaped my leadership style emphasising inspiration, support, continuous improvement, and the development of others.

What Next?

	Since March 2020, the world has been grappling with post pandemic issues which have significantly impacted on schools’ processes and procedures. This period has been challenging for both the staff and me, professionally and personally. Throughout this time, I have had to utilise all the skills and attributes I have acquired over the years to demonstrate positive leadership through modelling behaviours, self-awareness, and personal integrity. Leading two schools pre, during and post pandemic has been exhausting and has prompted me to rethink my career aspirations and goals. 

While I have always loved teaching and being a headteacher, the post-pandemic period has made me realise that I would like to pursue a different path. Completing my master’s and embarking on a professional doctorate has ignited my passion for research. With careful planning, I now aspire to transition into a career in educational research or policy making where I can continue to contribute to the field in a meaningful way.
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Executive Head Teacher- Job Description Federation Structure
The appointment is subject to the current conditions of employment for Head teachers contained in the School Teachers’ Pay and Conditions Document 2013, the School Standards and Framework Act, the required standards for Qualified Teacher Status and other current legislation.
This job description may be amended at any time following discussion between the Governing Body (GB) and member of staff and will be reviewed annually. 
The position of Executive Head Teacher (EHT) requires day to day management of the schools within the Federation and support in key tasks include: 
1. Strategic direction and development of the Federation
1a. to support the development of the vision, ethos and policies of the school and promote high levels of achievement.
 
1b. to support and promote the school’s commitment to inclusion.
 
1c. to Support the creation and implementation of the school improvement plan within the national and local context, and to take sole responsibility for appropriately delegated aspects of it.

1d. to Support all staff in achieving the priorities and targets which the school sets for itself, and to provide them with support and guidance in implementing schemes of work.

1e. to Support the evaluation of the effectiveness of the school’s policies and developments.

1f. to Provide information and advice to the Governing Body to support proper accountability process throughout the school.
1a. I am required to work alongside all relevant stakeholders in the development of creating the Fern Federation’s ethos and vision, considering all stakeholders opinions, and then ensuring I model this behaviour to staff, pupils, parents, governors, and other relevant stakeholders.
1b. To ensure that the inclusion policy has been adopted by the Federation and is adhered to by identifying key proxy indicators that can be translated into day-to-day practice, including gender identity issues, sexual identity issues and disability issues and I then monitor these practices through the Federation Strategic Equality Plan (SEP).
1c. I have the overall responsibility for ensuring that the Federation improvement plan (FIP) is relevant and purposeful and meets the needs of the Federation underpinned by a rigorous and robust monitoring evaluating and reviewing (MER) process.
1d. To ensure that I support staff in their delegated responsibilities through professional development meetings, coaching and mentoring sessions and delegation. I encourage staff to reflect on their practice using the National teaching and performance management standards to support them to identify key targets for improvement linked to personal need, school need and phase need.
1e. I am accountable to the Governing Body for the effective writing and implementing of Federation policies to ensure that they are being adhered to effectively by staff for the good of the pupils and Federation (behaviour, risk assessments etc.) using MER cycles to support and evaluate the process.
1f. I am responsible for ensuring that information is passed onto the Governing body that allows them to challenge and support the accountability procedures within the Federation this information will include data, teaching performance etc. 



2. Federation Ethos and Priorities including leading and managing staff
2a. ensure that parents are well informed about the school curriculum, its targets, children’s attainment, and their part in the process of improvement.

2b. responsibility for the administration of the school’s performance management policy.

2c. manage the school effectively on behalf of the governing body.

2d. ensure the effective management and organisation of relevant groupings of children to ensure high quality teaching and learning takes place and that children’s personal development needs are met. 

2e. work with all stakeholders in establishing priorities for expenditure and monitoring the effectiveness of spending and usage of resources with a view to achieving value for money.
2a. To ensure that I effectively communicate to parents the Fern Federations performance and developments through various media including the use of the Federation website, X, dojo, seesaw, letters, newsletters, reports, open evenings, and parents’ evenings.
2b. as is (1d) to ensure that I support staff in their delegated responsibilities through professional development meetings, coaching and mentoring sessions and delegation. I encourage staff to reflect on their practice using the National teaching and performance management standards to support them to identify key targets for improvement linked to personal need, school, Federation need and phase need.
2c. my role is to motivate and lead staff, evaluate their performance, and set goals and expectations for the Federation. I along with all relevant stakeholders provide the vision and leadership to the Federation and I am ultimately responsible for the smooth running of the school. I am also responsible for the recruitment and retention of staff.
2d. I regularly meet with staff to discuss pupil progress, ensure that data and information is scrutinised and monitored effectively on a regular basis. I enable the senior leadership team (SLT) to hold pupil progress meetings to ensure that pupils are making progress, are on track to meet their targets and if they are not trying to establish why and what we are doing about it. 
2e. I alongside the governing body have overall responsibility for the school’s budget I have to ensure that resources are managed effectively and are providing value for money (staffing to pupil ratio, schemes of work etc.) linked to the Federation’s priorities.

3. Learning and Teaching
3a. develop an inclusive and stimulating classroom environment and teaching practice that secures effective learning across all areas in line with appropriate guidelines from WG and provides a professional model, clearly demonstrating effective teaching, classroom organisation and high standards of achievement, behaviour, and discipline.

3b. monitoring of the quality of teaching and children’s achievements including the analysis of performance data.

3c. develop links with parents, other schools, educational institutions, and the wider community, including business and industry, in order to enhance teaching and learning and children’s personal development in curricular & extra - curricular experiences. 

3d. develop positive working relationships with and between all staff and provide and sustain motivation.

3e. lead groups of staff in the development of activities, delegate appropriately and evaluate outcomes.

3f. to take responsibility for the leadership of a school, working closely with all staff to ensure ongoing monitoring and development of learning opportunities, through the School Self -Evaluation framework and producing action plans within the School Improvement Plan.

3g. to comply with any reasonable requests to undertake work which is not specified in this job description. 

3h. effective Deployment of staff and resources.

3i. take responsibility for specific resources related to the organisation of the school.

3j. support the Governing Body in the appointment, deployment, and development of staff to make most effective use of their skills, expertise, and experience and to ensure that all staff have a clear understanding of their roles and responsibilities.

3k. undertake specific managerial responsibilities for non- teaching staff Pupil progress.

3l. demonstrate appropriate consistent progress for all pupils across all teaching areas across all spectrums of background, ability and behaviour that compares favourably with pupils in similar settings.

3m. use performance data to evaluate pupils’ progress and set appropriate targets for improvement.

3n. use assessment to inform planning and teaching.

3o. report on progress to all stakeholders.

3a. to ensure that I provide staff with given guidelines to provide a stimulating and inclusive environment that considers the needs of the pupils (Autistic Spectrum Disorder friendly, Dyslexia friendly etc.) as well as ensuring that displays are both a celebration of pupils work and are informative and aid pupils learning.
3b. I alongside the Senior Leadership Team are responsible for observing and monitoring lessons and scrutinising planning and pupil’s books. I am also responsible for ensuring standards of teaching and learning is consistent across the Federation and report these findings to all relevant stakeholders.
3c. I regularly work with a wide range of stakeholders within the education community, this includes parents, other schools, and national organisations for example I regularly work with Welsh Government colleagues as a Pioneer school to develop Pedagogical Practices within the Federation, I also work closely with University Wales Institute Cardiff as a Lead Partner school and provide training to colleagues across the consortia and beyond.
3d. I am responsible for staff wellbeing and am committed to creating an ethos of ‘happy staff= happy school’. We facilitate wellbeing sessions that include I’m a teacher get me out of here, Cake decorating, etc. Where there are issues between staff, I work hard to resolve them through open and honest conversations using strategies and frameworks I learned through the challenging conversations module led by Rhondda Cynon Taf Council.
 3e. I work closely with staff across the Federation to ensure that our monitoring, evaluating, and reviewing (MER) activities are accurate and reflective of the schools and Federations performance. Where staff lead on aspects of the curriculum or policy time is given to them to reflect on their leadership skills and performance and I provide coaching and mentoring where needed. 
3f. I am responsible for the self-evaluation processes within the school. I involve all relevant stakeholders when and where appropriate and use all information and data to inform self-evaluation this is then fed into the school improvement plan and a new (MER) timetable is created.
3g. I understand the need to be flexible in my job role and understand that my role is ever changing – understanding this I adopt certain character traits based on my insights profile that meets the needs of the pupils, staff and school and regularly take on tasks that are not on my job description. This may include the supporting of parents or grandparents in personal issues etc.
3h. I alongside the Governing Body are responsible for the employment, deployment, and retention of staff within the school and Federation, this includes ensuring an induction programme is in place to support their needs, providing Professional learning and development for them, time for Newly Qualified Teachers (NQT’s) to reflect on practice etc. I also carry out a needs analysis with staff to ensure they are deployed to the appropriate roles and responsibilities.
3i. I am responsible for allocating resources within the Federation linked to school/pupil/staff need. These resources whether human or physical are regularly monitored, evaluated, and reviewed as to value for money in terms of impact.
3j. (Like 3h) I alongside the Governing Body are responsible for the appointment, deployment, and development of staff to make most effective use of their skills, expertise, and experience and to ensure that all staff have a clear understanding of their roles and responsibilities. This is linked to their performance management and needs analysis.
3k. I am responsible for ensure that Support Staff have access to high quality professional Development, training and learning I hold regular discussions with staff around pupil progress including observation and scrutinises.
3l. With the Senior Leadership Team and staff, we use school data and Welsh Government data to ensure that our pupils are making progress compared with similar pupils and schools across the cluster, consortia, and Wales. Where there are gaps, we evaluate these and find solutions to ensure that our pupils are making progress.
3m. I am responsible for the schools and pupils’ data and use the schools SIMS process to monitor and track data identifying and highlighting lack of progress and identifying resources that could support lack of progress (Interventions –Catch Up, Speech Link etc. Staffing -1:1, small groups, Resources- IT, Word shark)
3n. I monitor staffs planning, data, assessments, and evaluations to ensure that staff are planning appropriately to meet the needs of the pupils.
3o. Like (2a) I am responsible for the reporting of the school’s progress to all stakeholders (staff, pupils, parents and governors) I do this through letters, newsletters, website, Open evenings, parent meetings, Governor meetings, letters, EHT reports etc.

4. General Responsibilities
4a. act as “critical friend” and provide effective feedback.

4b. provide information and advice to the governing body and support proper accountability processes throughout the school.

4c. take on specific tasks related to the day-to-day administration and organisation of the school.

4d. take on any additional responsibilities, which might from time to time be determined by the Governing Body.
4a. I regularly work with staff and colleagues (other head teachers) in a mentoring and coaching capacity. I am a critical friend that focusses on the use of non-emotive language to provide clear, succinct, and purposeful feedback, facilitating staff and colleagues to find solutions to their own problems.
4b. I am responsible for the accountability of the school’s performance to all stakeholders (staff, pupils, parents, and governors) I do this through presentations, reports, Estyn reports, letters, newsletters, website, Open evenings, parent meetings, Governor meetings, letters, Executive Head Teachers reports etc.
4c. I am responsible for the day-to-day management processes of Craig Yr Hesg and Cefn Primary school but I delegate the day to day running to the Heads of Schools.
4d. like (3g) I am flexible in my role to take on new roles and responsibilities to meet the needs of the pupils, staff, and school.

5. Accountability to all relevant Stakeholders

5a. accountability to the Governing Body In line with LEA guidelines.

5b. to participate actively in supporting the principles and practice of equality of opportunity as laid down in the school’s policy. 

5c. to comply with all health & safety legislation and school Policy as appropriate.

5d. as a term of employment to carry out any other reasonable duties and or/times of work as may be reasonably required of you in accordance with the grade and general level.
5a. I am accountable to the Governing Body for my personal performance as well as the staff and pupils’ performance. Identifying trends of improvement and development. I hold weekly, monthly meetings to track and monitor progress against given National guidelines e.g., National teaching standards, etc. Where there is underperformance identified it is my role to provide challenge and support.
5b. I am committed to ensure that I and the school ethos as demonstrated by the staff and pupils uphold the principles of equality and seek to do this through my day-to-day manner and conduct and the monitoring of the school’s community. Where staffs or pupils conduct falls short, I have and will seek to challenge.
5c. I am responsible for the schools Health and Safety risk assessments and work closely with my H&S Governing body and Caretaker to ensure we are abiding by the Local Education Authority policies and procedures. We carry out termly meetings and reviews of risk assessments, half termly ‘walk arounds’ half termly fire alarms based on scenarios etc.
5d. I regularly work above and beyond my contracted hours during the week and weekend.
[image: A logo with purple leaves

Description automatically generated]Additional Responsibilities that fall outside of my job description:
Counsellor and Mediator: I frequently have to act as a mediator conflicts between pupils, staff, parents and even governors acting as an unofficial counsellor seeking to resolve issues and maintain harmony.
Event Planner: I often have to organise Federation events, from sports days to charity events and Eisteddfod festivals.
Caretaker/cleaner: In the absence of the caretaker or cleaners, I find myself picking up litter, washing floors, unclogging toilets, fixing broken equipment, painting walls, and shovelling snow to ensure the school pathways are safe and functional.
Public Relations Officer: I manage the Federations’ image, dealing with the social media, and handling any public relations crises.
Taxi Driver: I work with the Federation clerks to organise transportation for school trips, ensuring buses are on time, and sometimes even driving pupils to events like football, rugby, and netball tournaments.
Community Helper: Support the community to access foodbank tokens, drop of food deliveries, gas, and electricity tokens.
Sports Coach: I coach the football and netball teams and organise games and tournaments.
Grant Writer: I regularly apply for grants to secure additional funding for the Federation due to the high numbers of Free School Meals.
Photographer: When needed it is my responsibility to take photographs for Federation social media and promotion of Federation events.
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Sarah Haggett
Executive Headteacher Fern Federation
3 Fernhill Close, Troedyrhiw, Merthyr Tydfil, CF484LU
Telephone: 01443 690624 (Home); 07701055361 (Mobile)
Email: sarah.childerstone@icloud.com 
Professional Profile
I am a dynamic and dedicated professional with over 20 years of experience in leading educational initiatives to ensure high quality education for all pupils. I am currently pursuing a professional doctorate with UWTSD in Professional Practice. I have a proved track record of effectively managing resources and staff to enhance educational services, creating an environment for both pupils and staff to reach their full potential. My enthusiasm, vision, drive and adaptability have equipped me to successfully lead and manage primary schools in Wales. Additionally, I serve as an Estyn inspector and facilitate high-quality professional learning across the consortia and Wales. I am currently Executive Headteacher of the Fern Federation, running 11 mainstream classes (including 2 nursery classes), 2 Local Authority Resource Bases (SEBD and Nurture) 
Career Summary

2020-2025 Executive Headteacher Fern Federation (Craig Yr Hesg & Cefn Primary Schools)

· Work alongside the Heads of Schools, to provide professional leadership in order to deliver continued success and improvement, by ensuring high quality education for all its pupils across the Federation.
· I work with CSC as a School as a Learning Organisation Champion producing resources and professional learning to other schools relating to the 7 dimensions of SLO which supports the national mission of high standards and aspirations for all. 
· Develop the Federation’s strategic plan and vision. I do this by ensuring there is robust financial planning, in the context of local and national policy to ensure we meet the objectives set out in the new curriculum for Wales.
· Communicate convincingly the Federation’s vision and values to empower all pupils and staff to excel. I do this by leading by example - with integrity, creativity, resilience, and clarity - drawing on own knowledge, expertise, and skills, and that of those around me that fill my deficits.
· Promote a culture of inclusion. I ensure that the most vulnerable children, including those with additional learning needs, child protection and deprivation, have access to learning activities in a safe, nurturing environment with staff that are of high quality and have been trained well.
· To lead and manage change effectively. During a period of instability due to the then Executive Headteacher leaving and a poor Estyn inspection I led and managed staff through a period of uncertainty, resulting in both schools being removed for category. Subsequently, I became an Estyn peer inspector and have carried out numerous inspections across Wales.
· I ensure there is a strong sense of accountability for all staff for their impact of their work on pupils’ outcomes, through MER activities including data tracking, pupil progress meetings, lesson observations, book looks, listening to learners and managing staff performance management targets. The outcome of this work is fed back to all relevant stakeholders.
· Secure excellent teaching by ensuring a thorough understanding of how pupils learn and the core feature of a successful pedagogy and curriculum development. All staff have co-constructed proxy indicators of aspects of pedagogy that clearly set out the features associated with excellent practice. 
· Maintain a culture of open classrooms and the sharing of best practice. All staff use research to inform their practice, they are expected to share their insider inquiry outcomes via the Oxford research poster model in order to effectively disseminate practice. Each term I co-write a professional learning newsletter for all staff sharing best practice and lessons learned. 
· Identify talents and lead on succession planning. I have ensured there is clear pathway for all staff at all levels, this includes achieving professional qualifications both inside and outside of education.  
· Utilise data effectively to identify areas for school improvement and relay important information to stakeholders. 
· Identify problems through data analysis and act upon them, ensuring that the Federation’s improvement plan (FIP) is on track.
· Work collaboratively- We work effectively with a wide range of stakeholders to inform our practice. – I was SIG convenor and supported schools with action research and insider enquiry. We are a Lead Alliance school for ITE students for UWIC and provide them with support and professional learning. 

2014–2020 Head of School Fern Federation (Craig Yr Hesg Primary School)
			
· Responsible for the planning, implementation, and monitoring of professional Learning across the Federation to improve standards. This included facilitating training around the 12 pedagogical principles, the reflective practitioner, and the Magenta Principles to name but a few, as a result teaching across all classes across the Federation were at least good.
· Actively involved in the formation and monitoring of the School Improvement Programme, my role was to review new initiatives brought in, monitor the impact of them and evaluate the success of them and ensure that this was disseminated across the Federation. 
· Work with wider stakeholders (such as Welsh Government) on the implementation of the National Mission for Wales and provide feedback and training to colleagues from other schools. I worked with schools from across Wales as a pioneer school to share best practice, things that worked and things that did not, provide training to my cluster of schools and wider.
· Responsible for the performance management of staff within our school and monitor their progress. I ensured that targets were aligned with the Federations improvement priorities and align with their own aspirations, provide training and support so that they are able to achieve their targets. 
· Responsible for part of the management of the school budget and effective resource management. I ensured that any initiatives undertaken were cost effective and value for money. I was responsible for feeding this back to stakeholders such as governors and Consortium Improvement Partners. 
· Involved in the design and development of a Fern Federation website. Ensured that the website fulfilled the mandatory requirements expected of schools, ensured policies were updated and uploaded and all other relevant information was uploaded for parents to access. 
· Working in close conjunction with Executive Headteacher on delivering high quality Professional Learning to colleagues within and beyond Central South Consortium. Supported the then Executive Head to deliver training on leadership and management training and provide coaching and mentoring as necessary.
· Have day to day management and running of the school. Managed 38 staff, not including kitchen staff, cleaning staff, office staff, caretaker etc, dealt with parents, governors. Made decisions based on the best interests of Craig Yr Hesg and the Federation.
· External mentor for Newly Qualified Teachers (NQTs) across the consortium. Provided external support and monitoring to newly qualified teachers to achieve their Qualified Teacher Standards (QTS) and ensure that the evidence and reflections that they uploaded evidenced the standards required of them. I was part of the consortium moderation committee to ensure equity of provision across the consortium for NQT’s. 
· Actively involved in the recruitment and retention of staff. Part of writing the advert, observing lesson observations, worked with Executive Headteacher to formulate interview questions, part of the interviews and scoring. Completing exit interviews with staff if required.
· Additional Learning Needs Coordinator for Craig Yr Hesg. Was responsible for ensuring that pupils across the school were provided with high quality provision and any individual plans were bespoke to the pupils needs. Worked with parents and external partners to ensure that all stakeholders were aware of the child’s needs, development areas and progress through review meetings. 
· Work closely with the governors to feedback on pupil standards and progress. As part of my accountability, I was responsible for feeding back to governors the standards of teaching and learning across the curriculum, ALN standards and leadership and management standards. 
· Overall responsibility for Child Protection in accordance with 2005 policy. Make C1 referrals, Resilient family’s referrals, work with external agencies and parents, foster parents in the best interests of the pupils. Attend child protection conferences, core groups etc.
· Responsible for the development and implementation of policies in accordance with statutory guidelines. Where necessary review and update policies, write policies, co-construct with staff and share with governors for ratification in termly meetings. 
· To design a professional Learning programme with SEWCTET to deliver to ITE students based on the National Mission for Wales. Worked with selected staff from across South Wales to co-construct a professional learning programme for ITE students that would help prepare them for teaching in schools. 
· Monitor standards of attendance. Work with the school clerk, Attendance and Wellbeing Officer, Family Engagement Officer to support families to understand why pupils are not attending school and look for solutions to support the pupils and families. Provide updates of attendance figures in the newsletters, website etc.
· Responsible for the Health and Safety of staff and pupils. Responsible for updating and monitoring of risk assessments, working with health and safety governor committee to identify any issues, work with the Local Authority to ensure that the building and maintenance budget has been allocated effectively.
· Monitor budget - I meticulously review all resources, staffing commitments, building improvements, and contracts with the governors’ finance committee, ensuring that spending is prioritised according to the Federation Improvement Plan (FIP) targets and staff needs. This careful oversight ensures that financial decisions are transparent and aligned with the Federation's strategic goals and future plans for amalgamation.

2011–2014 Acting Head Teacher Craig Yr Hesg Primary School

· Responsible for creating and developing a new vision and ethos for the school with staff. Created a new vision as a result of significant staff changes that I had to manage. 
· Over all accountability and responsibility for taking the school out of significant improvement in accordance with the schools 5 Estyn recommendations. Worked with staff, parents Governors, Local Authority, Consortium and Estyn to develop a Post Inspection Action Plan (PIAP). Monitored, reviewed, and evaluated the impact of the PIAP on the 5-recommendation set out by Estyn. Feedback to stakeholders termly the progress the school was making. Review roles and responsibilities, introduce professional learning workshops around pedagogy. 
· Actively involved in the recruitment and retention of staff. Wrote adverts bespoke to Craig Yr Hesg, observed lesson observations, worked with Improvement Officer to formulate interview questions, with governors and governor support facilitated interviews and scoring. Completed exit interviews with staff if required.
· Additional Learning Needs Coordinator for Craig Yr Hesg. Was responsible for ensuring that pupils across the school were provided with high quality provision and any individual plans were bespoke to the pupils needs. Worked with parents and external partners to ensure that all stakeholders were aware of the child’s needs, development areas and progress through review meetings.
· Responsible for the performance management of staff within our school and monitor their progress. I ensured that targets were aligned with the school’s improvement priorities which were Estyn’s 5 recommendations. Provide training and support so that staff are able to effectively achieve their targets. 
· Responsible for the management of the school budget and effective resource management. Ensure that any money spent has been well considered and provides good value for money. budget meetings held with governors to ensure accountability for spends. Work with LA officers and school clerks to ensure budget and funds have been allocated to the appropriate codes. 
· Work closely with the governors to feedback on pupil standards and progress. Monthly meetings held with governors to feedback how well the school is doing in relation to its school improvement priorities and Estyn’s recommendations.
· Designed school handbooks and school prospectus for the school. With staff and governors co-construct corporate documents to ensure consistency of approach across the school and ensure the school fulfils its mandatory requirements. 
· Overall responsibility for Child Protection in accordance with 2005 policy. Make C1 referrals, Resilient family’s referrals, work with external agencies and parents, foster parents in the best interests of the pupils. Attend child protection conferences, core groups etc.
· Responsible for the development and implementation of policies in accordance to statutory guidelines. Ensure that staff are adhering to agreed policies, review and amend policies as and when necessary.
· Monitor standards of attendance. Work with the school clerk, Attendance and Wellbeing Officer, Family Engagement Officer to support families to understand why pupils are not attending school and look for solutions to support the pupils and families.
· Responsible for the Health and Safety of staff and pupils. Responsible for updating and monitoring of risk assessments, working with health and safety governor committee to identify any issues, work with the Local Authority to ensure that the building and maintenance budget has been allocated effectively.
· Responsible for capability procedures. Where staff did not meet the expected standards work with the staff members, Local Authority, and unions to create SMART targets and where appropriate guide staff through the capability procedure until a satisfactory conclusion is met for all concerned. 

2004–2011 Deputy Head Teacher Craig Yr Hesg Primary School

· Alongside the Head Teacher we created a monitoring evaluating and review timetable to ensure that standards across the school were consistent and pupils were making progress 
· To take a lead role in teaching and learning. I facilitated training for staff on key aspects of pedagogy and sign posted staff to relevant training from external providers to enhance their teaching. Monitored and evaluated the impact of this training on their teaching. Provide Governors with termly updates of the school’s progress. 
· To take a lead role in curriculum development, management, and review. Worked with ESIS advisers to create a curriculum that met stator requirements and was progressive. Worked with staff to ensure that this was implemented effectively. 
· To take a leading role in the pastoral care of all the children in the school including behaviour management, child protection and safeguarding. 
· To support the Head Teacher in the tracking and monitoring of whole school and pupil progress. Created an excel spreadsheet to ensure that we could effectively monitor the progress of pupils across a wide range of teaching and interventions. Used this information to help staff to write reports that were bespoke to the child.
· To monitor the impact of school-based interventions. Worked with Teaching Assistants to monitor impact of interventions and identify strengths and areas for improvement. Identify training needs for the school and ensure that they have the appropriate resources and time to do this effectively. 
· To provide extracurricular clubs such as netball, hockey, athletics, football, and recorders. Created an extracurricular timetable for pupils and staff that encouraged all pupils from all background including those vulnerable groups to attend by removing all barriers that would otherwise prevent them (costings, equipment, clothing etc) 
· To teach a wide variety of age groups from Nursery to Year 6. I was responsible for teaching across the whole primary age and was deployed as and where necessary by the headteacher. 
· To mentor ITE students and Newly Qualified Teachers (NQT’s) Provided internal support and monitoring to newly qualified teachers to achieve their Qualified Teacher Standards (QTS) and ensure that the evidence and reflections that they uploaded evidenced the standards required of them. I was an ITE mentor and provided support to students during their placements. 
· Subject coordinator for literacy, science, ALN, History, PSE, IT. Responsible for ensuring that all staff were aware of their roles and responsibilities for teaching the subjects I was coordinating, provide training and support for staff, monitor, evaluate and review standards of subjects, responsible for standardisation and moderation of books, carry out lesson observations and provide effective feedback.
· Responsible for leading School and Eco Councils including gaining the Healthy Schools award, 2x Green Flags and the Becta Awards. Responsible for ensuring all staff carried out their roles and responsibilities in regard to healthy schools, eco flag and becta, provide training as and where necessary, carry out lesson observations, provide purposeful feedback, work with a wide range of stakeholder and provide feedback as to the schools’ progress.

2002–2004 Class Teacher Craig Yr Hesg (Including a secondment as Foundation Phase Adviser)

· Planned for and tracked pupil progress against National Curriculum. Ensured that my planning and teaching adhered to the statutory curriculum requirements. 
· Reported to parent’s pupils progress (written and verbal) Reports provided were accurate and honest and reflected the child’s progress and areas for development. 
· Attended training from ESIS to upskill my knowledge and understanding of pedagogical practices and implement these into my classroom to ensure my pupils were making at least good progress from their starting points. 
· Responsible for writing IEP’s and IBPs and monitoring the effectiveness of these plans against progress made. Worked with the schools SEN officer to ensure that all plans were up to date and were purposeful to the child. Worked with the parents to review any targets and provide support where necessary.
· Worked with SLT on the implementation of the new Foundation Phase. Attended training to upskill my knowledge and understanding of the new Foundation Phase and carry out a needs analysis to identify what we needed to do as a school to ensure we effectively implemented of the Foundation Phase.  
· Seconded to ESIS to help advise, support and training colleague across the region on the implementation of the new Foundation Phase curriculum. Worked with colleague across Merthyr, Cardiff, the Vale of Glamorgan and RCT to help support them in implementing the Foundation Phase, facilitated training, provided 1:1 support with teachers, help schools with developing effective provision (continuous, enhanced and focussed)
Prior to my teaching career I worked as a disability sports development officer in Merthyr County Borough Council, Welsh Government DEFRA officer and as an administrative assistant for social security.

Education and Qualifications

Masters                       Professional Practice and Applied Research (Distinction)
NPQH                          Headship Qualification
PGCE                          Primary Education
Degree                        Sport and Health Science
2 A Levels	          Economics, Sociology 
8 GCSE’s	          Including Mathematics, English and Science

Professional Development (Not exhaustive)

	· Doctorate in Professional Practice (Ongoing)
· Master’s in applied research and professional practice (MSc Distinction)
· Magenta Principles (Mike Hughes)
· Research Methodology (UWTSD)
· Recruitment and Retention of Headteachers (uwtsd)
· Writing Journey (Helen Bowen)
· School as a Learning Organisation (OECD)
· Attendance- (Sir Alistair McDonald)
· Empowering Leadership (Maggie Farrar)
	· NPQH 
· Cyber Security (RCT) 
· Recruitment and Retention of teachers (Prof. David Egan)
· Creating an effective environment to thrive (Dr Alec Clerk)
· Estyn peer inspector training (Estyn) 
· Radicalisation and Extremism (RCT) 
· L7 Coaching and Mentoring 
· Women in Leadership (Eventbrite)

	· The Reflective Practitioner (Mike Hughes)
· Ask and Act Training (RCT)
· Change during difficult times (Michelle Harte) 
	· Challenging Conversations (RCT)
· Challenging behaviour (CSC)
· Prevent 

	· Kagan Training Day 1 and 2 (Dr Spencer Kagan)
	· Team Teach (Pbs Solutions)

	· Kagan Training Day 3 and 4
· Level 4 Child Protection
· Lean Management
· How to engage reluctant families
· How to improve attendance 
· Concrete, Pictorial, Abstract (CPA) Maths
· Colourworks 
· Developing as a women in leadership
· Enabling learners (Welsh Government) 
· Data driven decisions to inform school action level.
· Cyber Security Training (RCTCBC) 
	· Arlen Training
· Team Teach
· Child Protection Level 3
· Coaching and Mentoring L7
· NAEL Wellbeing of staff and headteachers
· Journey of writing
· Excellence in Teaching (Nick Jones) 
· GDPR (RCT)
· Curriculum design and Assessment team pilot project (Welsh Government) 



IT Skills

· Word, Excel, Access, PowerPoint, Internet, Vision, RAMIS, SIMS, iTrent, My Concern, Hwb, and Email, Bromcom, Moodle, 

Personal Details

Driving Licence	Full/Clean
Health			Excellent; non-smoker
Interests		Netball, reading, socialising, 

References Are Available on Request
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SARAH HAGGETT PROFESSIONAL LEADERSHIP NEEDS ANALYSIS
	Identified Need and Target 
	Why? How has this need been identified?
	What benefits will this have for me? My staff? 
	How do I like to learn?
	What resources are available to me?

	Professional Leadership Standard 28 Develops and nurtures leadership potential in others to build the leadership capacity of the school. 
To Improve my coaching and mentoring skills
	I have identified that as a strong ‘red’ leader that I need ensure I develop those staff around me. By mentoring others, I hope that it will lead furthering my own personal development through self-reflection and continuous learning.
	To develop effective distributed leadership across the Federation, I need to ensure that I empower others to succeed and helps us achieve our shared targets and goals.
	I am goal orientated and want to have clear goal and objectives that I must achieve. I am most impactful when I know that my learning is linked to specific goals and or results.
I don’t like working in slow paced environments and therefore I work at a pace; however, I am working hard on ensuring this work is aligned with quality not quantity.
I set high standards for myself and those around me and I am not afraid to make tough decisions for the good of the Federation.
 I ensure that I capitalise on the skills and attributes of my colleagues and distribute tasks effectively when I feel they are ready to do so and have been appropriately trained and provide regular feedback to staff and seek my own feedback to ensure that I improve my own practice. 
	Level 7 Diploma for Executive and Senior Level Coaches and Mentors
Course Mentors
LA mentors
Reading materials and resources
IRIS 

	Professional Leadership Standard 34 Regularly reviews and reflects on his or her own practice, sets personal targets and takes responsibility for personal development.
To gain my Doctorate in Professional Practice from UWTSD.
	As somebody who works in education, I wanted to inspire those around me to continue to grow and develop not only professionally but personally too. I feel a great sense of responsibility to ensure that I am a role model and know that this will help me achieve my ultimate goals.
	I am hopeful that the research I undertake will be innovative and will transform educational leadership. Improving practices, processes, and outcomes not just in my Federation, but nationally also.
	
	Mentors
Lecturers
LA staff mentors.
Reading materials 
Moodle
Hwb
Fellow students



	Personal Colourworks 
Remember that not everyone operates at your pace. 
To take regard for my own workload and that of others to secure a satisfactory work/life balance.
	As part of my colourworks profile feedback with my coach it became apparent that my work pace was not conducive to creating a work life balance and that I was setting an unrealistic goal for the staff around me who did not work at my pace or period of time. 
	By creating a more balanced work life balance I am hopeful that the staff will feel more supported, and that motivation and morale will improve ad by allowing them to work at their own pace will develop their skills and confidence which in turn will lead to higher quality work and innovation.
	
	Colourworks profile
Colourworks organisation graph
Colourworks coach
Chrysalis mentor 
Self-reading- Surrounded by idiots, surrounded by bad bosses, Chimp paradox, Legacy 



Sarah Haggett Individual Personal Development Plan based upon Needs Analysis

	Overall, Success Criteria: 
To identify key targets based on the professional leadership standards and my personal colourworks profile to improve my identified targets for improvement.

	Targets
	Actions
	Intended outcome
	Who? What? When?
	Cost
	Evidence?

	1.To Improve my coaching and mentoring skills
(Linked to Leadership standards Developing & working with others No 28)
	1a.  To identify and complete a recognised coaching certification programme.
1b. To carry out conversational analysis of feedback- videoing sessions where appropriate
1c.  To update staff training materials- coaching and mentoring toolkit for staff to reflect changes that have been made in light of the Federations MER processes.
	1a.  Accreditation is gained.
1b. Conversational analysis videos demonstrate improvements in identified aspects for improvement.
1c.  All Staff use the toolkit, and it leads to an improvement in classroom pedagogy and pupil outcomes. 
	1a. Sept 25 - Sarah Haggett ILM Level 7 Diploma for Executive and Senior Level Coaches and Mentors
1b. Sarah Haggett- Staff colleagues -Termly
1c. May 25 –Sarah Haggett 
	£1000
	Update toolkit
Listening to staff analysis
Conversational analysis scripts
Conversational analysis videos
Coaching and mentoring minutes
Training evaluations
Mentor feedback
Certificates.

	2. To gain my Doctorate in Professional Practice from UWTSD.
(Linked to Developing & working with others No 34)
	2a. To apply for the Doctorate in Professional Practice.
2b. To complete and fulfil course requirements.
2c. To use the skills acquired from the Doc Prof to impact positively on my professional practice. 
	2a. Approved for Doctorate in Professional Practice.
2b. Course requirements fulfilled and passed.
2c. Performance management evaluations carried out by Local Authority demonstrate improvements.
	2a. Sarah Haggett Sep 25
2b. Sarah Haggett/Dissertation tutor 6 years- 2031
2c Sarah Haggett PM mentor Yearly
	£9500
(£7000 bursary)
	Doc Prof application form.
Module essays and dissertation.
Tutor feedback
Federation Performance Management targets and evaluations.


	3. To take regard for my own workload and that of others to secure a satisfactory work/life balance. (Linked to colourworks Remember that not everyone operates at your pace)
	3a. To carry out an activity log and consequently an action priority matrix.
3b. To create a work schedule to create an achievable workload.                                                                                   
3c. To take regular breaks throughout the working day.
3d. To create personal time for self-care, family time, gym etc 
3e. To create a work environment and ethos where work life balance is a priority. 
3f. Review staff workloads throughout the year through performance management.

	3a. Priorities are clearly identified, and non-essential tasks eliminated. 
3b. Tasks are planned for, achievable workloads set and no working outside of work hours.
3c. More productive and time efficient in work.  
3d.  Mental and physical health improves.
3e and 3f. Workload reviews are positive, and all staff report they have an improved work-life balance. 
	3a. Sarah Haggett, March 25
3b. Sarah Haggett March 25
3c. Sarah Haggett, (immediately) 
3d. Sarah Haggett, (immediately)
3e. Sarah Haggett, SLT September 25
3f. Sarah Haggett, SLT, all staff (Termly PM reviews) 

	£1000
	Activity log
Priority Matrix
Performance Management targets and review
Timetable
Federation vision and values revisit
Occupational Health referral data 
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