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	Target
	What I have done in this assignment...

	1
	Develop your paragraph structure to make more persuasive arguments
	I have tried to develop paragraph structure to make more pursuasive arguments

	2
	In your conclusion. Link your findings to your literature review.
	I have tried to link the lit review in the conclusion



How a school develops one aspect of its SDP: a report that critically reflects on the actions, 
impact and evidence base


Introduction
The school is located in a deprived area of South Wales. It is a large school, with 1200+ pupils aged 11-18. 25% of pupils are eligible for Free School Meals (eFSM), compared to the national average of 20%. Around 8% of pupils have Additional Learning Needs (ALN), 5% of whom are statemented. Around 12% of pupils have English as an Additional Language (EAL) - the national average is 3%, and the Local Authority (LA) average is 5%. 30% of pupils are Black, Aisian and Minority Ethnic (BAME), compared with the national average of 12% (My Local School, 2022). According to the school’s Estyn report, (2015) about 40% of pupils live in the 20% most deprived areas of Wales.
Therefore, it is understandable that the school faces several challenges and has a wide range of pupils from different backgrounds to support and educate. The three-year School Development Plan (SPD) therefore also includes action points that cover a wide range of areas within the school, over short and medium-terms, and the long-term vision they are aiming for.

The school’s SDP includes seven projects under three key priorities. These include: providing support for pupils to become engaged; reducing the attainment gap between girls and boys and with eFSM pupils; and for staff wellbeing. The area that I will be focusing on is staff wellbeing as the school cannot function adequately if there is no support for the staff. 


Literature review
The main purpose of an SDP is to improve student achievement across the whole school (Van Der Voort and Wood, 2014) over a stated period of time, using measurable outcomes (Meyers and VanGronigen, 2019). However, it has often been the case that there may not be enough time during the school year to develop that plan (Reddekopp, 2007). In 2022, the Welsh Government published a replacement for their 2014 guidance document (Welsh Government, 2014) to allow growth of Curriculum for Wales, with more focus on accountability from school governing bodies, and self evaluation by schools through a more transparent development process (Welsh Government, 2022). As stated in this guidance, along with a second report (Welsh Government, 2023), it was recommended that the wellbeing of teachers and pupils should be part of a school’s SDP, along with a measure of how successful the implementation of Curriculum for Wales had been. 

An effective and successful SDP must include input from all stakeholders, including staff, pupils, parents, and governors (Reddekopp, 2007), and must take into account actual conditions of the school and classroom (Ruddy and Prusinski, 2012). The whole school staff need to work together, and the Senior Leadership Team (SLT) need to communicate efficiently with all other stakeholders (Van Der Voort and Wood, 2014).

To develop an SDP, school leaders must first identify an area of concern, or something that needs improvement. Then, questions and processes that are essential to solve or answer the area can be developed. To establish a full picture of the issue, SLT gather and organise data from a variety of sources, including interviews and surveys. After the data has been analysed, actions can be implemented, and their impact on the learning outcomes of the school can be measured and evaluated (Barnes, 2014, cited in Dunaway, Kim, Szad, 2012, p.160; Bickmore, Roberts and Gonzales, 2020). These improvements may be carried out over a short cycle of two or three years, but still have a long-term goal in mind. The shorter cycles allow schools to target the root cause of problems, by addressing issues in real time (Meyers and VanGronigen, 2019 and 2021). As projects that form the SDP are completed, the outcomes need to be evaluated to assess the impacts. These may be positive outcomes, but there may still be room for improvement which can be looked at in the future (Van Der Voort and Wood, 2014). 

The Covid-19 pandemic caused a shift in education – it impacted staff and pupils across the UK, with some areas experiencing a first lockdown of up to six months (Holt and Murray, 2021). This meant that the school system had to change rapidly to allow learning to continue at home, virtually, where staff and pupils had to learn to use new platforms and technology whilst coping with the pandemic and the personal challenges it created (Rolf et al, 2023). The stress of teaching in this way, as well as looking after ill family members, and the worry of catching Covid themselves led to increased anxiety levels and burnout for some school staff. It was a difficult time for many pupils too. Some were not supported in their education at home, others had to care for family members (Quinn and Russo, 2022), and there were a number of children across the UK, and in School Y, who had no access to wifi at home (Reimers, 2022), so teachers had to print out work and drop it off to the houses. Despite this, the attainment gap between the more disadvantaged pupils in the UK has increased significantly since the pandemic started in 2020 (Holt and Murray, 2021). 

In recent years, numerous studies have shown that the health of teachers, both mental and physical is a concern due to the impacts they have on staff absences. There has been a high level of work related stress and anxiety, caused by many elements, including an unmanageably high workload, and intense performance management (Evans et al, 2022). Teacher X said the impact of these elements has become more apparent in School Y’s teaching staff since coming out of Covid-19 lockdowns. 

Hattie (2009) noted that the quality of teaching contributes greatly to the success of pupils’ learning. Retaining these teachers is important for the school, and to do this, teachers’ wellbeing must be a priority of the school. McCallum’s research (2021, p.718) found that there was too much emphasis on results, and not enough “holistic development” of pupils, which resulted in a high turnover of teaching staff. 

School Y recognised the need to improve staff wellbeing, so implemented a number of initiatives during the lockdowns that were successful, and have since been continued within the school (School Y, 2022, see appendix 1). The initiatives hoped to improve teacher resilience and reduce stress as researched by Brooks, Creely, and Laletas (2022). Their research showed that support from school leadership was vital to minimising stress and teacher burnout, and that by creating a supportive workplace, teacher satisfaction improved, and stress was reduced.


Developing an action point
In 2021, the Welsh Government produced six research studies on the impacts of the Covid 19 pandemic on the Welsh education system. The final report (French et al, 2021) focused on the impact of the pandemic on the health and wellbeing of pupils. It was recommended that schools should “embed” health and wellbeing as a part of the curriculum, and that Local Authorities needed to provide financial support to schools to allow them to develop health and wellbeing for all stakeholders (French et al, 2021). In 2023, Tes published the results of a staff wellbeing survey of nearly 6000 members of school staff (Tes, 2023) comparing the results from 2022 to 2023 – still in the pandemic, to after the pandemic – to see if schools had made improvements since the end of the pandemic, and the areas that still needed to be worked on. The report found that there are some areas where schools are supporting staff wellbeing, but there are many areas in which it could be improved further.

In School Y, the annual wellbeing survey is due to be sent to staff again soon. Staff are asked to self-evaluate their work and performance. The in-school results will be analysed to enable the evaluation of areas in which improvement needs to take place, following the recommendations of various researchers, including Bickmore, Roberts, and Gonzales (2020). One of the areas that is looked at is staff absences: the number of days and reasons for absences. This data will be compared with the data from 2022, but also from before the pandemic as this will show more clearly how the school may go about improving absences over the next year. As staff absence is often one of the bigger indicators of poor wellbeing, it is a key area of focus for any school. Improving support for all staff in terms of wellbeing should reduce overall stress levels, which should reduce the number of staff absence. This would also be beneficial to the pupils, as it would provide them with more consistency in their learning. 

Schools across Wales are also struggling with pupil absences – a report by the Welsh Government showed that there has been a significant increase in absences, especially those eFSM pupils. Data from 2014/15 shows that approximately 7.5% of eFSM pupils were consistently absent from school, compared with 21% in 2021/22, whereas the figures for non-FSM pupils were 2% in 2014/15 and 6% in 2021/22 (Welsh Government, 2022). This poses a big challenge for teachers and pupils, as so many lessons are missed, those who are absent have a lot of work to catch up on, teachers may feel they cannot move on without those pupils having caught up, and pupils with few absences may feel held back. Despite these changes, teachers are still expected to reach the same outcomes by the end of the academic year, and pupils are still expected to reach the same grades as previous years.

School Y implemented initiatives such as streamlined and consistent book marking and a consistent homework policy to try to reduce teachers’ workload (School Y, 2022). Homework is now a revision tool for pupils where they are to spend 5-10 minutes reviewing the main points from each lesson in the backs of their books. It is accessible to all pupils as there is no need access to a computer as it is to be done in their books with work from the lessons. Both initiatives have been well received by the majority of staff. 

A Wellbeing Charter was put in place following the suggestions and results of the staff wellbeing survey. As circumstances and outcomes of the wellbeing survey data change in the future, the charter can be refined to respond to meet the needs of the staff. One outcome of the 2022 survey showed there was a need for accessible ‘wellbeing pods’ around the school. These were placed strategically across the school and include a water fountain or tap, a kettle, fridge and microwave. This is because the staff room was too far away and not large enough for the staff. Due to this, and the short timetabled break, staff were unable to reach the staffroom and make themselves drink and get back to the classroom in time for the next lesson, which resulted in staff sometimes not drinking during the day.
An area for staff wellbeing was created on the school website, with links to helplines and counselling sessions, either with the LA or NHS counselling services. It also had an area for staff fitness clubs and preventative workshops. Another result of the wellbeing survey showed that staff wanted these clubs after school to de-stress – these have been put in place, and more are being planned for future. This shows the staff that their suggestions are listened to, and that their worries are taken seriously. It also shows that the SLT are doing what they can to prevent and minimise stress before it becomes a problem. The outcomes that the SLT are hoping to see from the wellbeing area of the SDP is fewer days of staff stress-related illness, a more resilient and happier staff, who work together well. 


Reflection and evaluation
Overall, the SLT are putting a lot of effort into staff wellbeing. It has been recognised that the current conditions of education are very different to pre-pandemic conditions, and that the pressures have increased. The wellbeing area of the SDP specifically targeted teacher workload, and is preventative rather than prescriptive. The wellbeing charter on the school website is very useful, and staff are directed to it every Monday morning during staff briefing. Also, announcements regarding drop-in counselling sessions, provided by the LA, also happen regularly during staff briefing. The creation of the wellbeing pods was in direct response to staff request during the Covid-19 lockdowns. This all shows that the SLT are listening to staff, and are supportive, and are working to prevent stress related absences and illnesses. 

It seems to be working well. Staff also work together very well and look out for each other, especially in their departments. SLT are concious that asking staff to complete too many wellbeing surveys as this also takes time and adds to the workload, so have restricted it to one a year. Teacher X said that while it is important to know if they are working towards improving working conditions for teachers, it can be hard to measure it without asking the teachers to do more work, but that all teachers know they can speak to Teacher X if they need to. 

School Y still has plenty of work to do to improve staff wellbeing. There are still a high number of staff absences, but various teachers around the school said the implementation of the homework and marking initiatives has helped greatly to reduce the workload. 

Overall, the school is doing what it can to improve things with the budget they are given by the LA. If SLT wanted to more robustly monitor staff wellbeing, a weekly check in could be implemented. The staff could be asked to fill in a quick 1-10 survey of how they are feeling at the same time each week. This would allow the SLT to see trends and changes in staff wellbeing as it happens, and would be more able to check up on staff to help to prevent or minimise stress and anxiety. A drawback to this approach may be that some staff would not want others to know they were struggling, so would not fill in the survey, making it not as effective as it could be. Others may be happy to fill it in but may not want any follow up support or someone to check in on them. 
In another school in the area, ‘Wellbeing Wednesdays’ are used. This is when, once each half term, the school day finishes one lesson early and staff are encouraged to go home and do something they enjoy.
Setting up some creative clubs, such as craft or painting, may appeal to some staff more than physically active clubs – both of which allow staff to switch off from work and focus on something completely different, reducing stress levels.


Conclusion
In conclusion, the pandemic highlighted the need for work on wellbeing – an area that has been neglected for a long time.
School Y is working hard to ensure the better wellbeing of all staff, and SLT are welcoming of suggestions staff may have to improve the staff wellbeing. Having short term projects as well as long term goals is an efficient way to improve the school (Meyers and VanGronigen, 2019 and 2021). As each project is completed, the school gets closer to the long term goal (which is also always growing and changing along with the school), creating a better education for pupils, and a better working environment for all staff. 
However, there is no quick fix to staff wellbeing, and initiatives that work for some members of staff may not work well for others. SLT needs to know their staff and be willing to make changes to suit a diverse range of staff. It will take trial and error and time to get it right (Van Der Voort and Wood, 2014), but the important thing for School Y is that they have started, they are willing to listen (Reddekopp, 2007), adapt, and respond to the challenges their staff face, and are commited to creating a better school environment for their staff and for their pupils.
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Appendix 1

Outstanding staff wellbeing
Further improve staff wellbeing to support resilience:

• Wellbeing staff charter implemented 

• PPA time for staff 'paid' back when taken for rarely cover in a timely manor when it can be accommodated by the school.
• Further improvement of staff facilities including localised wellbeing pods and shower facilities
• Deliver a proactive range of prevention workshops and activities to reduce stress and improve employee wellbeing through for example the Helping Hands Service (LA) within available resources.
 
• Diagnostic marking and Homework policy consistently implemented across departments to reduce workload
• Impact of Wellbeing Charter evaluated by the staff wellbeing committee. Charter refined if required.
• Personnel Manager to refer all cases of Violence and Aggression, Stress and Musculoskeletal Disorders to Occupational Health/Stress Management for the provision of staff support/information packs, and re-refer to occupational health if employee has not returned to work after 28 days 
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