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Workforce Development
ALN Graduate Diploma – Module 1

Introduction and professional context
Workforce development is the foci of this assignment, analysing theory to address the factors that impact ALN reform in Wales. Using Gibbs model of reflection (1988), I intend to critically reflect on this process in order to justify my own approach to effective implementation of ALN reform in workforce practice. 
I am a Nursery teacher with the additional role of shadow ALN Coordinator (ALNCo). The infant school in which I am based is set within in a deprived, industrial town of Neath Port Talbot (NPT). Current ALN statistics show that we as a setting have 40% of pupils on the ALN register, a rise from 37% the previous year, compared to the average of 28% in schools in Neath Port Talbot (NPT).
Considering these statistics and as an early year’s practitioner, I have seen a shift in the need for more focused support and intervention for pupils at entry level (pre-school /school age). With an increased focus on wellbeing and the individual needs of the child, our school as a faith school, strives to foster daily a ‘person- centred approach’. Along with the impending new Curriculum for Wales and new support initiatives for the early years we can look more closely at the bigger picture emerging in education today.
Background
Griffiths (2019) points out the significant change of Additional Learning Needs reform in Wales; fundamentally changing the way in which education reacts, supports and provides equality and inclusion for all students (up to age 25). Therefore, as frontline staff we must ensure that we are focused, enthusiastic and prepared in our approach to ALN and what the framework holds for us in educating the future generations.  
The ‘Additional Learning Needs and Education Tribunal (Wales) Bill was passed by the National Assembly for Wales on 12 December 2017 and became an Act on 24 January 2018 after receiving Royal Assent’. This Bill creates the legislative framework to improve the planning and delivery of additional learning provision, through a person-centred approach. This requires the identification of individual needs early on, putting in place effective support and monitoring, and adapting interventions to ensure they deliver desired outcomes.              
The Welsh Government illustrates the need to develop the workforce within three main development levels: 1) core, 2) advanced and 3) specialist skills development. Aiming to up-skills all practitioners in ‘person-centred practice’ as well as developing the role of the Additional Learning Needs Coordinators (ALNCos). Welsh Government Additional transformation programme (2017)
The Education Act 

The Education Act (1944) identified children with a disability as being ‘abnormal’. It wasn’t until 1978 that the Warnock Report brought about significant change with regard to ‘special educational needs’ SEN, followed later by Margaret Thatcher’s government forming the Education Act of 1981, setting out the terms of identification and assessment of children with SEN. 

Article 23 of the United Nations Convention on the Rights of the Child, (OHCHR 1989) recognises that...
“a mentally or physically disabled child should enjoy a full and decent life, in conditions which ensure dignity, promote self-reliance and facilitate the child’s active participation in the community.”
The adoption of person centred practice across the ALN workforce development is crucial if we were to put into action our full duties of adhering to the Law and applying children’s rights in practice. Most importantly, implementing Article 3 of the UNCRC in ensuring the best interests of the child are at the forefront of decision making that directly affects children (OHCHR, 1989).
Current system

It can be argued that our current system is no longer fit for purpose. This is supported by the Education Minister of 2016 (who????? doc) agreeing that it is around 30 years out of date with the current legislative framework for supporting children and young people with special education needs being based on a model introduced more than 30 years ago. This message is also echoed in Warnock’s findings, endorsing the principle of integration and recognising a ‘wider movement of ‘normalisation’... as far as humanly possible, handicapped people should share the opportunities for self- fulfilment enjoyed by other people’ (Riddell, 2006). Reflecting on Warnock’s endorsement it is this normalisation that can influence a change of mindset and practice that can ensure children with special educational needs (SEN) can no longer be pigeonholed by their label. 
Considering the need for reform outlined above, the Draft: Additional Learning Needs Code for Wales (2018) and Developing as a person-centred organisation schools are already in preparation for ALNET/ALN reform.

The adoption of a “Person-centred approach is being embedded in some practise, placing the child, the child’s parent or young person at the centre of all decisions” (Chp.3.21). Development of the use of one-page-profiles and the compilation of more in-depth detail around the ‘whole person’ will engage all professionals in the provision for the child or young person concerned. 

How school staff and stakeholders adhere to, and develop with the above changes, leads me on to my discussion around workforce development. This is an essential matter in identifying change and requirements.

Within my own setting, as frontline staff (managers, teachers and support staff) reflecting on our needs as a school, it was decided to prioritise the following three areas 1). Positive thinking 2). Up-skilling and 3). ‘Having a go’ approach, at the delivery of new implementations and concepts of Additional Learning Needs (ALN) support.  See Appendix 1 –Workforce development plan for a setting 2019/ 2020.
Despite the positive intention of the prioritisation of these three areas, you do not have to look far to stumble across negativity and inevitably forces against change. 
In order to critically reflect on my practice, I have conducted a force field analysis on ‘workforce development’. I hope to discuss the positive and negative factors that the ALN reform and changes will have on schools and their workforce.
Force field analysis: To up skill staff in readiness for ALN developments and reform. Figure 1 - A score of 5 is of highest significance, compared to a 3 which is of lesser value.  
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Main points for consideration

What are the Forces for change (driving)?
Professional development of staff
Reflecting on my research and drawing on my personal perspective, the professional development for staff over the last 5 years has been varied and limited. Factors such as: school budgets and external monetary issues county wide, time and human resources to name a few, having a role to play. I bring attention to Welsh Governments latest document ‘Investing in excellence: Our national workforce development plan 2019-21’ (WG, 2019). The three main sections of Investing in Excellence are: 1). Ensuring the right structural basis and support for workforce planning, 2). Cross-cutting areas (which will be my focus addressing ALN provision) and 3). Recruitment, early careers stages... pathways. The document has many thought provoking and appealing aims within its structure to facilitate the Welsh workforce in the development of reform and its new curriculum. Kirsty Williams AM addresses professional development as a key area in her foreword, describing the need for a ‘high-quality education workforce’ and ‘highly skilled teachers...in a wide range of additional learning needs (ALN) roles’. My school setting have been lucky enough to be part of the Pioneer Network for schools, developing the mathematics curriculum. While we have had some insight into this exciting multimillion-pound investment in Welsh Education, others have not. Where do we go from here when budgets are limited and resources are low? In order to implement these changes, we do need a ‘high-quality and skilled’ workforce to drive and implement these changes as Kirsty Williams AM (2019) suggests but better supported at frontline delivery. 

My consideration on the development of staff, initially was positive as the government are setting the standard for development of specialised roles to enable professionals to ‘raise standards, reduce the attainment gap...’.  These important developments set out by the Welsh Government give me confidence in what we already have started in our own school. Looking at collective planning as part of our School Development Plan, scheduling cluster groups (county level), acting on advice from the local authority, for example, completing the School ALN reform readiness survey*. 
Roles within schools will also be created to deal with the additional resources and man-power needed to realise the ALN reform. “A significant proportion of the announced 20million ALN transformation Programme funding will be used to develop the skills of the education workforce.” This is exciting for current SENCo’s (special educational needs coordinators) to become the new ALNCo’s (Additional learning needs coordinators) as the success criteria promotes the role of the ALNCo in Wales, raising awareness to all stakeholders as well as funding for the training of Education Psychologists to work within our local authorities. 
Increased development of professional skills
As educators we have an invaluable role to nurture and provide for the all children in our care. If we look at Additional learning needs in accordance with the United Nations Convention on the Rights of the child, it ‘reflects the need to respond to children’s affective development within its definition of education that should be available to all children.’ (Wall, 2011) 3rd Edition Pg.88, DCSF.  
In our school ALN reform has primarily influenced teachers/teaching support staff and their performance management targets, driving our need to develop ourselves professionally for the changes ahead. For example; how can reasonable and practical adjustments be made in order to manage the inclusion of pupils with ALN on a daily basis (within our classrooms). To access further training in order to gain experience and a greater depth of knowledge, of additional learning needs provision.  These adjustments may be as minor as enlarging a font for a pupil with MSI (multi-sensory impairment), creating a visual timetable for an ASD (autistic spectrum disorder) learner or creating initial IDP (individual development plan) for those with greater needs. 
This leads me on to my next focus, Initial teacher training programmes. If we want education in Wales to flourish we need existing and new teachers to be inspired and motivated. With ALN reform and Wales ‘Investing in excellence: Our national workforce development plan 2019-21’ (Nov.2019), we can unpick some of the arguments for and against this early training for new professionals. 
Initial Teacher Training (ITT)
ITT programme, has transformed over the last 20 years. From a National curriculum focus and new order updates, development of the Foundation Phase at Early Years/Key stage 1, before moving into the era of the new Curriculum (Wales) in 2022.

Among all of these as mentioned above, the need for a more focused additional learning needs training programme or period of experience is debatable. Does having more training in ALN during ITT programme make you a more effective teacher of ALN?  
On reflection and according to the International journal of instruction, inclusive education (IE) reform in Bangladesh is being motivated by “various initiatives such as policy reform, awareness creation and teacher development.” (Malak, 2013) When conducting an evaluation of responses from current Bangladeshi  students and of those newly qualified the general feeling was that with changes in attitudes of professionals at the earlier stages allowed them to be much more accepting and aware of the likely learning needs of students, therefore being more confident in the delivery of an Inclusive education. 

It is worth noting here that international teaching in a developing country such as Bangladesh means class sizes are extreme (up to 90:1) in comparison to those here in Wales. Class sizes alone would have a large bearing on teacher attitude, workload and stress. “Special teachers are needed for taking care of students with SEN because they assumed that regular teachers might not have time for them.” Therefore, we can see at this time, Bangladesh has some way to go in the promotion of and the inclusion of children to mainstream with additional learning needs. Further research articles can be found to contradict the opinion that inclusion and mainstream is best. The Secret Teacher (2015), reported in The Guardian newspaper that mainstream inclusion is not always what best suited to the child/ young person and debates why and how inclusion doesn’t always work. 
Consequently, what about the UK programmes for teacher training? We have a number of pathways into teaching from a PGCE (post graduate programme) and a BA Education with QTS (Bachelor of Arts in Education, Qualified Teacher Status). 

“Appropriate professional development, including that initial teacher training, is regarded as a corner stone of the development of inclusive education”. Teaching and Teacher Education, University of Leeds, Pearson, S. (2009)

Hence, once we read about the increased pressure on students and teachers and their experiences the article ‘Teaching and Teacher Education’ expresses how practitioners are ‘exposed’ to all difference influences, stemming from their own lives, their varied teaching placements and the many different learning difficulties they encounter along the path. 
“If inclusion is to become the core principle ...its future success may rest with the next generation of teachers.” Hodkinson (2005, p.15).  
On reflection, we can see why over the last two decades various literature has concluded that early career influences can impact on how we teach and deliver in accordance with national standards and priorities. In Wales the emphasis will be on engagement of prospective students to join ITT (initial teacher training programmes), promoting new accreditations (Education Workforce Council, Teacher Accreditation Board, 2017), through marketing, development of pay and conditions and attractive coaching and mentoring programmes as means of support. 
Knowledge breeds confidence in teachers (school staff) 
If professionals are given opportunities to up-skill, we can open doors to further training and skills to be disseminated throughout a school or a cluster of schools. To enable such development, we need to look at the workforce as a whole to determine what is important and appropriate in practice. ‘Workforce planning can help ensure services make the best use of the resources they have...’  (Bowen and Holtom, 2015).  As money is often the barrier to positive training experiences we have to look at in-house dissemination of information by the Headteacher, Additional learning needs coordinator or individual staff who attends training. Online resources have also become increasingly acceptable as a way of sharing best practice or giving /receiving of advice, via ‘hwb’ the multi-million pound investment from Welsh Government to enable educators, pupils and parents have access to free educational tools and materials.  Local Authorities and partners are striving to develop more information and resources to promote ALN and ALNET reform through the World Wide Web (WWW) and resource platforms like HWB. Further proposals may include linking with other key areas, such as the Health Board, in particular when Teachers are often seeking further advice /information to guide and direct parents /families. 
Leadership for collaborative working among staff
Innovative leadership and a whole school approach to ALN should be embedded in every school development plan (SDP). The need for a clear vision, in-line with the schools ethos and mission is vital in order to succeed. ‘School development planning is a vehicle by which change is generated...’ Cornwall.J et al. (2012)
Management and all stakeholders need to be involved and contribute in order for the message to be clear and effective. The following features embody what is meant by a committed approach within a school. 1). Staff who subscribe to a set of values that are key to inclusion. 2). Leaders committed to those values. 3). Leadership that distributes responsibilities for inclusion. 4). Governors and parents who are supportive of inclusive practice. Cornwall.J et al. (2012) pg.51.

I can recognise that within my own school setting these principles apply where staff embrace key roles, designated within ALN and inclusion. These include: the Head teacher – Additional learning needs coordinator, Shadow Additional learning needs coordinator (TLR – teaching and learning responsibility holder) and a long with an Additional learning needs higher level teaching assistant. Meetings are held, which is of great advantage for communication. As well as regular link governor sessions which as designed to be a critical friend with the analysis our practice and looking to the future.  
What are the forces against change (Restraining factors)?
Lack of training opportunities due to funding 
When we look at workforce development we should pay attention and draw insight from Government/ LA funding. Looking at the national and regional priorities filter through down into our schools which inevitably causes uncertainty. Will the 20 million pounds (ALN Transformation Programme) reach all schools, when and how will it look? 

With stretched budgets and the rising cost of education in Wales, it is no wonder that Head teachers are reluctant to send staff on courses. Alongside constant pressures to run new initiatives and manage an ever-increasing workload as well as looking forward implementing the new curriculum for Wales. From the perspective of an experienced teacher, it is easy to see that funding will have a detrimental effect on children in need of ALN support. The BBC reported (April 2019) that ‘School funding ‘down £500 per pupil’ over 10 years. This lack of funding per head in Wales, has led to budgets being ‘squeezed’ and increased parental concerns (Lewis, 2019). Thus leaving schools in a position where they are unable to spend money freely to support and develop pupils and teachers.  Professional development opportunities for staff are often the first to diminish as Head teachers battle the current economic climate. NPT budget also confirms cuts and difficult decisions being made for our local area by March 2020 (Jones, 2019).
With this in mind we (as teachers/ leaders) will be required to ensure that our staff can be up-skilled to deal with new inclusive demands and expectations allowing our pupils to progress and thrive as ‘ambitious, capable learners, enterprising, creative contributors, ethical, informed citizens and healthy, confident individuals’. (2015).
Attitudes of staff /colleagues (reluctant to change practice)

Expectation on staff to teach to an already over-loaded curriculum, attend training and deliver a highly-skilled inclusive classroom practice is a tall order, therefore, it is not difficult to come across pessimism within the profession. 
‘Attitude is a social entity that encompasses ways of thinking, ways of feeling and experiences that are developed in specific interdependent cultural contexts.’ (Vlachou, 1997). 
We are all products of our experiences, how teachers deal with the everyday and manage the constant juggling of roles that they are often less likely to be open to change. Within my own setting the main reasons for reluctance I feel is, the uncertainty or the fear of failing. Instead, we need to find out, seek further guidance and put forward any apprehension to management. 
We have been fortunate that during times of struggle, once staff have voiced concerns that management have shown to endeavour more innovative ways to diminish stress, by means of increased human resources where possible or adjustment of timetables of support. Ensuring inclusion for those pupils with additional needs are placed at the centre of all practice and allowed to access their right to learn.  
Following on from this, Vlachou (1997) cited Bromfield’s labelling of SEN/disabled as negative. Such labelling ‘has a negative effect because teachers have low expectations of their pupils... consequently the children are likely to underachieve’. This of course can be argued that due to having too many pupils with ‘a label’ a teacher can become overwhelmed by the work load and adjustments that maybe required. In my own experience and practice ‘a label’ gives you the opportunity to make reasonable adjustments for a pupil with the result that they have a greater chance to ‘achieve’ in their learning. 
In Conclusion

Workforce development with regards to ALN and additional learning needs reform is a huge undertaking. Welsh Government are well on their way to promoting and supporting education in order to move forward with implementation imminent during 2020.
My research has outlined the main driving forces of collaboration of services and resources along with developing confidence in the skills acquired. Primarily the motivating factors correspond with high-quality leadership and designated roles within settings.  
Additionally, I have outlined the main constraints such as attitudes of staff on the frontline, lack of time and funds for the training and supply cover needed to further professional development in the field of Additional learning needs. 
Drawing on my own experience and relations on the reform to date, we as teachers, as professionals are largely open-minded and can be enthused by change, however it is important for us to question the ideal beyond the classroom in order for a more informed delivery and learning for all pupils in our care. I feel that for those pupils with Additional Learning needs a skilled and positive workforce will only enhance and ensure progress within their learning throughout their school/young life. 
Numerous staff will have reservations along this development journey with regards to being fully inclusive of pupils with ALN. We (staff/ teachers) ought to be mindful that without concrete experiences themselves; even professionals will need continued support to be able to go forth with confidence. 
As stated in my opening paragraph, I overwhelmingly feel the need for more focused support and intervention for pupils at entry level (pre-school/school age). Ideally, Children’s Rights (UNCRC) and the significance behind the articles should be rooted within the teaching and experience of those going through the ITT. Further up-skilling of staff (and stakeholders), enabling training on a rolling programme or cycle, developing confidence and then providing critical effectiveness from regular monitoring within a setting. Monetary investment is crucial for the growth of confident, competent teachers who develop a further open-minded approach to how best pupils learn in accordance with any additional learning need. 

Schools should foster an environment for learning for all staff and stakeholders through cluster, small group or in-house training/ meetings. Experiences and feedback are essential to move forwards and not restrict progress. The role of the Head teacher in support of the role of ALNCo is fundamental in the recognition of policy and practice. 
Gibbs’ model of reflection promotes the ideology of describing, reflecting and evaluating. There will always be discussions and reflections within the workforce but how we go about using the information is personal to the professional and the individual setting. 
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