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Introduction
This summary supports a proposal for a new curriculum (TDP) within the FTSE 100 business I work for.  This module brought new insights and made me question my own gap in knowledge to education, as a learning and development (L&D) professional.   With a new curriculum of education within Wales imminent, I feel it is imperative Welsh companies start considering own L&D policies and practices in line with changes.  This new Welsh curriculum will unlock new, exciting opportunities in pedagogy with an aim to enhance learning for all.  Key leaders and educators within the business need to be equipped with knowledge to match this changing approach (a).  
As an educator within work-based learning for 15 years, empirical evidence has led to a review of how education has affected, currently influences, and may impact a successful company like Admiral.  It is intriguing to imagine long term, how the new curriculum will affect the employment of future employees.  This proposal considers how TDP, focused for middle management development, can incorporate elements of the National Mission Wales whilst meeting business needs.  
Pollard (2008) refers to continual professional development and school improvement leading to a creation of a learning school.  With this in mind and taking into account the company’s emphasis on employee engagement and happy staff culture (Our Culture | Admiral Group plc, 2020), the audience will be management.  Managers who are provided with a learning environment comprising the seven steps highlighted in this book, could long term create a learning centred culture comprising with the new Welsh curriculum.  For example, if managers demonstrate similar behaviours as those within the new curriculum for Wales, this should cascade to the staff they lead and manage (b).   
Admiral L&D vs Education.
During the module, William,D (2013) four broad categories on why we educate was put into the following model 1.Personal 2.Employment 3.Culture 4.Social (PECS) (James, 2020).  


Fig 1 – Own beliefs			       Fig 2 – Perception of Admiral
Reflection on my own beliefs of education (Fig 1), sees similarity to the vision of the new curriculum in Wales (Education Wales, 2020).  Both focus on the individual and the notion, capable learners inevitably making a ripple effect to social, employment, cultural behaviours and success. Looking at workplace learning specifically, formal training methods are declining (Government Office for Science, 2017).  On the job learning is proving popular and effective, not just for transference of learning but for cost benefits and work performance.  This approach was tested by (Novoa, 2018) where learning was revamped to include heutagogy and pedagogy with positive results. Personal empowerment and blended learning can also reduce student drop out (Vergel et al., 2018).  From research and feedback from senior managers, it is clear practical learning is essential and accountability expected (c).    
The company’s L&D function made up of a central department (Admiral Academy/AA) and smaller training teams within bigger areas i.e. call centres.  It could be argued, the priority of knowledge and compliance takes precedent over personal development generally (Fig 2).  Due to the compliance and legislation a financial company must adhere to, it is understandable knowledge is at the forefront. (General insurers and insurance intermediaries, 2020).  However, once an employee receives a learning environment solely based on knowledge alone, the lowest level in Blooms taxonomy (Bloom, 1956) (Heick, 2020), it could result in disengagement once competence is proven.  Looking at how Admiral promotes L&D (education) to potential employees (Admiral Employee Benefits and Rewards, 2020), language connotes training is done to ensure best work.  Basic signposting is provided on how to self-develop with minimal information (appendix 1).  Interestingly, the signpost is to AA who only train management.  Yet, many candidates visit this site for volume recruitment i.e. call centres.  From experience, most management promotions within Admiral are organic, so I believe this could be perceived as false advertising once recruited.  Aviva in their promotion of education, is vastly different (appendix 2). Development has a dedicated page with lots of information provided.  Language used is exciting, modern and relevant, matching current climate with comments around coaching and ecosystems.  There is a distinction between everyday learning and leadership programmes portraying a value for education and career pathway.  Comparing the two indicates a lack of investment in L&D within Admiral purely from the differences in information provided.  
All PECS categories are equally important and if completed, one could achieve rich learning environments with excellent results (William. D, 2013).  There are opportunities for self-development but controversially, I would argue from empirical evidence, many training staff and management are not upskilled in basic training or coaching skills; or held accountable for lifelong learning. The new Curriculum for Wales will encourage 3-16 year olds to adopt this behaviour, which lead to the idea TDP will promote self-study to encourage ambitious learners.   The desire to learn, could lead to new creative ideas for the business.   
Businesses need to evolve with a rapidly changing world.  The focus on profits and strategy is essential for success, but there should be valuable investment in the education of staff if it were to include all four categories above PECS.  This proposal will look to assimilate the four aims of the new Welsh curriculum and PECS  to show proactivity in Admiral for future employees (a).  If managers are experiencing valuable learning experiences this should influence leadership skills and employee engagement.  If there are to be employees who embrace the four aims of the curriculum of Wales, leaders need to adopt similar standpoints to support staff development and the business (d).
Curriculum design
Curriculums are used to show content in a course, programme or subject.  Admiral uses curriculums on a learning management system (iLearn) and uses the term literally.  Courses are listed within a curriculum but if a learner does not complete them, there are no consequences i.e. performance management.  This again, in my opinion highlights a lack of investment and belief in the education of staff.  
The new curriculum for Wales sets four aims for children to achieve through subjects but does not give exact detail on how this will be achieved, there seems to be only generic information provided (Education Wales, 2020).  In my opinion, there is a lack of clarity of what should or should not be taught.  Every school could interpret aims and subjects differently, so how will success be measured?  Where is the benchmark?  On the other hand, schools having the freedom to create learning experiences catering to individual classes and communities could enhance learners’ engagement.  In Admiral, similar practices happen meaning duplicated session content.  When considering creativity, each department aligns content to their own department, but what is stopping the company from having a standard template on the basics and then allowing innovation for the needs of the learners?  This could stop duplication, increase collaboration and develop educators.  Comparatively, why is Education Wales not providing a template for schools as a benchmark and then allowing creativity.  Robinson (2010) advocates education is based on industrial times and follows a lineal approach.  It seems the curriculum gives a mixed message.  With aims set with general guidelines, a school could revolutionise education for their students and impact a variety of outcomes i.e. attendance, exam results and pupils voice, but the need is great for standardisation as a way to monitor and celebrate success.  
When looking at the original TDP Gold, previous plans were linear with little learning assessments matching Robinsons theory.  For example, learners attended talks with no checks on application of learning.  The 70:20:10 theory (McCall et al, 1996) states learning mainly happens from on the job application whilst the smaller amount comes from formal training so considering theory and the training needs analysis, there is a need for a pragmatic approach which teaches and helps learners solve problems to aid transference of learning (Bailey, S. 2015).  The new proposal for TDP will include practical assessments and content, educators will deliver subject matter by following a basic template with the freedom to deliver in own training style.  Novoa (2018) used an e-curriculum as the spine of work which supports my decision to use iLearn.  This will just check transfer of knowledge and offer learners a chance to find their talent or work passion.   Educators can also reflect on own practices as they design new ways of learning. 
A potential barrier to the success of TDP is the amount of time allowed to produce learning content yet Li’s (2019) case study confirmed the teacher, or trainer in Admiral’s case, should have expertise in a subject area calling it a bottom up approach which requires more time for research.  For example, it is common within Admiral for educators to be given new training content and given up to a week to learn, design and deliver the change.  It is not uncommon for training analysis to be absent, a top down approach, which is more theoretical than practical. An approach taken previously little to quantify success.  With the new TDP implementing a pragmatic approach with an audience expecting a higher level of learning, it is imperative research is done to ensure creditability and relevance (r&1a).  This has clearly been an adopted approach by Wales with the Welsh Education Minister "Schools should not rush into trying to plan for this. Schools should take space and time to understand the model of the curriculum," (Williams, 2020) (New plan for how children will be taught revealed, 2020)  
TDP will have three themes (e).  Point (h) shows subjects and what theme(s) they will compliment.  This integrated approach links to methods in the new curriculum for Wales.  The overlap of subjects with relatable evidence or case studies will make time away from daily roles relevant.  This method also supports the bottom up approach mentioned above (Li, 2019), providing effective research has been completed and subjects are not made from content designers empirism.  
Quantifying this application of learning is challenging compared to formal training but supports initial beliefs on educating as a personal journey first to impact work, life, society and beliefs.  On the other hand, a majority of the subjects will include ‘soft skills’ over ‘hard skills’.  Can the former be quantified if its qualitative data?  This question will be answered when completing research (r&1a).
Lots of pragmatic learning could be perceived as an integrated curriculum which (Ross, 2004) states as weak compared to a collection typology.  As the educators for this curriculum will be from Admiral, it could be argued their views and opinions are biased.  However, they are subject experts within their own departments and subjects covered are applicable to everyday roles.  Education seems to have followed the latter typology (collection) until recently, for example in key stage three and beyond there were specific subject lessons to attend.  Some information would naturally blend, for example, History and Religious Studies yet both subject curriculums may not collaborate.  From own experiences, lecturers who are seen as experts in their field do provide confidence in the knowledge being transferred. However, things change rapidly so one could question how up to date this expert is on the subject or are they complacent and missing new discoveries?  On the other hand, a new integrated system states a teacher can build relationships with children and gain knowledge themselves.  The learning can be shown to blend into other elements making the knowledge far more relevant and relatable to the learner.  I believe TDP will be integrated and collection.  Learners will have a variety of trainers to teach them and guest speakers will be included as subject matter experts (SMEs).  The guest speakers will give relatable accounts relevant to subject, for example, a Head of Department, so experiences shared will undoubtedly lead to the blend of topics covered overall.  Considering the history of education, traditional curriculums seem rigid and strict but with a new Welsh curriculum coming into force and taking the viewpoint of integration I believe if a country is willing to change approach, I have confidence in this proposal.
Delivery Methods
Delivery methods lead to the five learning theories and how they will fit into TDP.  Originally only four 1. Behaviourism 2.Cognitivism 3. Constructivism 4. Humanism with the fifth theory 5. Connectivism (Siemens, Downes) - Learning Theories, 2020) only being added in the last twenty years (x).  When considering which of the learning theories to include in TDP it is important to reflect on the content, the audience, and stakeholders.  Looking at the modules and tasks to undertake during TDP (g&h) the decision was made to blend all.   
Behaviourism includes awarding an ILM Level 5 qualification in Leadership and Management, the consequence of not completing the work will mean no qualification.  Educators will naturally provide praise for positive reinforcement in the learning environment but there will be a need to support application of learning post course.  Coaches will be used and regular updates to department managers should encourage both praise and consequences being applied if needs be.  This method alone is problematic and has shown to be ineffective for cognitive processing.  Behaviours are habitual so for a successful change, “Self, Peers and Boss/Coach” (Hills,2016) need to support the embedding of the habit for it to become natural.  
Humanism encourages educators to be authentic and focus on the learner, this matches a seven-step management framework used within Admiral where one step is “Leave your ego at the door” (Engelhart, 1995).    Building relationships will allow for self-reflection and critical thinking.  Educators and Coaches will be expected to coach via the Oscar model which focuses on an open question format (Gilbert and Whittleworth, 2009) promoting the learner to decide their goals and self-study.  Learners will also be required to apply for TDP and goal setting such as deadlines for ILM assignments will not be available highlighting connection typology.  Educators will need to manage relationships.  As this is a business and the learners are managers, due care will need to be taken in setting expectations and confirming what happens if concerns arise within the information pack.  This also shows a blend with behaviourism again as information will state consequences.
Cognitivism will be in design and delivery.  All content will be trained in an organised, sequenced and understandable way.  The content will also be classed as meaningful due to the amount of research expected before the curriculum goes live (r&1a).  Version control and train the trainer sessions will be completed (g&r&1a).  It is recommended hooks are used to stimulate cognitive processing.  Whiley, Houston, Smith and Ross (2018) simulated cultural hooks in young children through a unique experiment resulting in an increase in cohort numbers year on year.  It seems the more engaging the subject, the higher the positive reaction.  This fits into an Admiral CEO quote  

“People who like what they do, do it better” (Engelhart, 1993)
Hooks are used currently within Admiral but have been a recent addition.  Considering the content covered in TDP and the amount of work included on top of the learners day to day responsibilities, hooks as well as other cognitivism tools i.e. review quizzes will be utilised not only for the benefit of the learner, but for long term benefits of the curriculum.  If positive comments come from the people involved at pilot stage, this should mean future interest.
Connectivism will be used through a variety of sources.  Firstly, technology will be a key factor within TDP.  Using iLearn, Zoom or Microsoft Teams for coaching sessions and applying free online resources for example Nearpod allows learners and educators to embrace the digital.  Having different platforms allows for diversity but business critical information will remain confidential and generalised on external suppliers.  Secondly, there will be access to an online community for learners, coaches and managers.  Connections and networking could be argued as the key take away for this method (The Five Educational Learning Theories, 2020).  Generally speaking, this learning theory is current and relevant to modern living and learning but a concern for using this method is not the resources itself but the awareness or knowledge of the learner on how to use it (Shriram and Carlisle Warner, 2010).  To some extent, this can already be seen within Admiral.  From my perspective, iLearn is a good learning management tool but when discussing iLearn within current training sessions, there are a majority of learners who do not use this platform as a way to learn, self reflect or critically anaylse.  With this being said, it will be important to include guidelines for those who wish to take control of their learning.  Describing and promoting current formats such as Linkedin and google scholar could influence connections.  Lastly, learners will be from across the business and coaches from an unfamiliar department.  With this in mind, new opinions and outlooks on Admirals learning and leadership will naturally happen allowing critical analysis.  Promoting this recent method can give information about future employees learning experiences so Admiral can be proactive in how they teach, coach and manage (Bugawa and Mirzal, 2018).
Constructivism has been argued as the best option of learning due to its hands-on approach.  An interactive learning environment, making meaningful contexts should support the application of learning back in the workplace (Thompson, 2019). Research by Ertmer and Newby (2013), showed constructivism was more effective than behaviourism and cognitivism.  From this it has been decided to include a 4-week placement to a different call centre department for the learner to immerse themselves into a new environment and complete hands on learning (g). From doing this, educators and coaches can challenge thought process and promote debate.  ILM assignments expect learners to create innovative ideas from experiences to add value to the business.  However, this theory does rely on learners working unsupervised.  As these learners are adults, one could assume this would not be a problem but as TDP will be a choice, there is a chance intrinsic motivation could diminish for a number of reasons.  For example, no support from workplace, additional workload, personal circumstances in work or at home could lead to work not being completed. (Pollard, 2008. Pg 202).  This leads back to behaviourism and humanism.  Expectations need to be set, benefits promoted, and coaching relationships built so learners have confidence and trust in the pedagogy. 
Assessments
TDP is for all managers across the business wishing to participate, promoting inclusivity.  Training departments will be included in research and updated on the progression to prevent duplication of work and check relevance (i). Blooms taxonomy will be utilised for the objectives of the courses and tiers will match the level of knowledge (f).  For example, due to the experiences of learners, basic knowledge on a subject such as emotional intelligence is covered in previous compulsory management training.  As this is work based learning within a FTSE 100 business, expectations on return of investment will need to be proven.  
A variety of assessments will be used to confirm learning although some may be focused on qualitative data due to some subjects being focused on soft skills.  Assessments will be formative in training sessions with mainly summative methods as shown in (h).  ILM assignments will have human scoring but to ensure consistency and fair marking, 100% of assignments will be internally verified (k).  Summative assessments will also be completed in the form of presentations.  With learners aspiring to move into promoted roles, public speaking is an essential skill.  Completing presentations and written reports will hit some different learning theories as mentioned above.  
Norm-referenced will be used and criterion-referenced used in ILM marking matrixes as based on specific subjects.  The norm-referenced method will measure performance across the norm group but it has been decided to use this for the coach.  This can be seen as similar to teacher assessment (Pollard, 2008. Pg 404) but another matrix will be utilised to evidence what coaches have been doing to help talent spot and develop their TDP learner encouraging a coaching culture within the department.  
Assessments are there to support learning.  In this case, the summative options should prove application and potentially return of investment (ROI) due to the research projects expected for ILM.  In Scotland, the Assessment is for Learning (AifL) school shows a holistic view for assessments built into learning (Pollard, 2018. Pg 397).  I find this an interesting approach especially when there is so much media coverage on exams results and PISA. In my opinion, the AifL could not work within TDP purely because of the environment.  Business means money.  The L&D element of the company is classed as a cost sector, so ROI needs to prove worth.  (Ahmed, Ali and Shah, 2019) Looking at section (n), KPIs have been set as success criteria to show if the learning theories work and confirm application of learning, this is something not clear in the new curriculum of Wales.    
Coaches 
Originally, the decision was made to include mentors to support TDP and the educators.  Mentors will give a different perspective to the role, many managers will be aspiring to acquire.  However, when considering the role and responsibilities of a “mentor” and comparing this to the relationship and expectations needed for the learner in TDP it matched the term Coach (Reh, 2019).  Mentors are certainly available for support and guidance and do ask questions to help the learner obtain their goal.  However, a coach will empower the learner through questioning and will strengthen the new behaviour habits they wish to portray.  As a qualified coach myself, I believe the role of coach eventually evolves into mentor.  A coach is required for a shorter duration where mentors can become lifelong friends (Bourne, 2013).  The coaches will have knowledge of the OSCAR model due to mandatory management training.  Additional training and/or support will be available.  This decision will include additional workload and time constraints (m).  This could prove challenging as coaches will be from the assigned department of work placement, but coaching will promote empowerment and accountability highlighting just how beneficial it can be.  What could be argued as a short-term loss investing in employees leads to a long-term gain of actively engaged leaders who show emotional intelligence and resilience. (Bungay Stanier, Michael, 2016).  
This approach can be demonstrated through HEDITS Framework and works with the decisions made to include a coach within TDP (Dawber, 2019).  All three entities working together will result in a successful curriculum.  This model could also fit into the curriculum of education.  The role of HE institution/facilitator could be replaced with Teacher/School and parent.  It needs to be made clear, the role of coach is not being portrayed as a parent in TDP but it is interesting to note some coaches like parents may be uncertain and/or unaware of what the objectives and aims are.  For TDP, it is imperative, content is covered with coaches and support is provided. (m)
[image: ]
HEDITS Framework
(Dawber, 2019)
Hidden curriculum.  
When thinking of TDP, the hidden curriculum needs to be considered.  Liao, Thomas and Bell (2014) accounted a personal journey of a medical student.  The article discusses a learning environment which has severe consequences if a procedure is done incorrectly.  Comparing this to education and TDP, the pressure of life and death situations are rare but the source is valid as a hidden curriculum is still present.  TDP will promote all areas of emotional intelligence (Goleman, 1996) and reinforce the Admiral culture.  What does need to be considered is the mindset and emotional intelligence of the coaches, educators and departments.  If a coach does not have key characteristics mentioned, this could have a detrimental effect on the learner, on the contrary, coaches who are advocates of Admiral could force values and beliefs onto their learner without allowing opportunity to self-reflect or critically analyse.  The point of TDP is to give the learner the chance to expand their knowledge and challenge status quo.    On a positive note, managers who uphold the culture within Admiral may question mindsets effectively and teach the correct procedures and policies expected.  Regular meetings and feedback to the Project Manager could help prevent this blinkered view. (j)
Change management
TDP will be a new curriculum for the business and will be classed as a project.  It is important project steps are followed specific to Admiral expectations for example, considerations on the balance of time, cost and quality are required (Bolton Naybour, 2016).  The curriculum in Wales shows the basics such as leadership, stakeholder communication and implementation yet within the document there are no guidelines on standard of quality or cost.  Start date of the new curriculum is clearly stated with a timeline explaining the action plan.  Without guidelines for minimum standards for curriculum design of subjects, this leads back to previous concerns mentioned such as duplication of work.  Without costings, schools can have the freedom to dedicate what they can afford, but this could affect quality of teaching.  For example, a school in an affluent area could spend more money on resources than a school classed as underprivileged.  As a private company, Admiral has a healthy budget but as previously highlighted, my opinion on the investment into L&D is lacking.  This may affect TDP.  To overcome this, the leader of this project will need to manage the curriculum project via a change management model.  
Change management theories include Lewin and ADKAR (Lewin's Change Management Model: Understanding the Three Stages of Change, 2020) (Prosci, 2020). Lewins can be seen as simple due to its three step module. 1. Unfreeze 2.Change 3.Refreeze compared to the five step process of ADKAR. 1 Awareness, 2. Desire, 3. Knowledge 4. Ability 5. Reinforcement.  In my opinion, both models cover the necessary steps to bring an effective change.  ADKAR seems to focus on individuals during change because the first two steps are emotive.  This is not to say Lewin does not cover the personable side of change but with only three steps, project managers could interpret steps to fit their own experience rather than consider the first steps mentioned in ADKAR which I believe are most important in change management.  For example, if coaches and managers do not buy into TDP or rely on educators, who with learners for short periods of time, every day responsibilities may block change.  This becomes a negative reaction to the curriculum and result in resistance.  With this in mind, ADKAR will be utilised for TDP.
Stakeholders and communication
[bookmark: _Hlk43578963]After a conversation discussing change management with a Senior Manager, it was confirmed simply as effective communication (Martin, 2019).  When looking at the change models above, I concur, this is the common denominator.  (sh) shows stakeholders to be included in this curriculum through the power/interest model (Stakeholder Analysis: Winning Support for Your Projects, 2020).  This model was used to simplify stakeholder mapping and highlights who will need regular communication (sh).  As far as I am concerned, stakeholder management is one of the most important activities during the process of change.  Without support, there is immediately a lack of buy in and barriers are inevitable.  With stakeholder communication, one can discuss, gather feedback and deal with any concerns proactively with the focus being on driving performance and proving results.  TDP will use the model of effective communication of Michael Arglye (1972).  The seven-steps allow for both parties to exchange knowledge and check understanding.  From (j) a plethora of mediums will be used to communicate to ensure stakeholders have the right knowledge at the right time. Lasswell’s model (1948) was considered but the decision was made to use Arglye because it is a theory focused on the final understanding of a message and not just on the sending.  
Leadership 
The TDP leader will deliver the vision of this new curriculum to Admiral and manage the process.  When discussing Leadership and Management, one is not better than the other (Bridges, 2019) and if balanced correctly, can drive a high performing team.  When considering team members, Belbin (1969) can be considered for team roles and Tuckman (1965) for team development.  As a majority of the curriculum will sit within Admiral Academy (a long-standing team), team development and team roles have been established.  Belbin can help the leader consider individual strengths and assign roles and responsibilities correctly.  As a Belbin practitioner myself, this model leads to engagement and performance but considering Tuckmans team development, learning and assigning roles would not come into play until the third stage, norming.  Luckily, as mentioned, the majority of the team will be from one department so should be in later stages of Tuckman making assigning Belbin roles easier.   
Myers Briggs (MBTI) could be another tool used for the leader when building the team.   This personality theory gives the individual a four-letter personality type classed as preference (Myers, I. Briggs, K. 1945).  Even though MBTI has shown reliability and validity, recent speculations are rising because MBTI was not invented and proven by scientists.  As a MBTI practitioner myself, I would argue from training experiences, the subject is a good team builder.  This is not due to the accuracy of the typologys but to get team members to self-reflect and communicate.  MBTI cannot and should not be used to pigeonhole, assign roles or recruit team members.  One could even argue your type changes depending on external factors and even mental health in the moment of the person taking the test (Grant.A, 2013).  If it is used immorally, ethics are questioned because behaviours can change as explained above.  For this, TDP will an introductory session on MBTI for the team.  
Quality strategy
Quality Assurance is essential for this curriculum.  When considering education, a diverse set of guidelines, policies and procedures must be adhered for example, Childrens Rights, GDPR and Additional Learning Needs.  Within a workplace, some of these elements follow suit with additional areas such as employment law and financial legislation.  Work-based Learning (2020) have general principles (see appendix 3) when learning in higher education is in force.  After reading the document, there are similarities to what TDP is trying to achieve so it could be used as a template then changed.
Other quality strategies to incorporate into TDP will be set by ILM and employment law.  ILM already have set procedures for designing content, marking and processes such as plagiarism (ILM Customer Handbook (for ILM Centres and Providers), 2018).  
The company must follow the Equality Act 2010 including Equality and Inclusions.  When looking at Education Wales, (2014), it is interesting to note, content and/or topics can be used to ignite reflection on thoughts, values and beliefs, but awareness on how the topic is taught is consequential and could lead to complaint.  Comparing this information from educational sector to business, it is advisable for all educators to be aware of this.  Complaints in relation to the equality act 2010 can lead to financial loss if found justified against the company.  To prevent potential complaints for TDP, all educators will have compliant knowledge of the subject and content will be checked by Human Resources if relevant.  Peer to peer observations will also happen throughout the curriculum not only to monitor but to encourage learning and feedback.  TDP will ensure inclusivity by allowing all who wish to apply.  Application and selection will follow a fair process.
Additional learning needs (ALN) (l), is becoming increasingly important within a school setting with the passing of (Additional Learning Needs and Education Tribunal (Wales) Act, 2018) Within Admiral, ALN is known as Neurodiversity and is covered under the Equality Act 2010.  Within the company, additional measures are taken to provide reasonable adjustments and training is provided to staff on ALN basic behaviours and support resources.  The ALN covers people up to 25 years old for school settings.  The act does say training, so whilst in research, it is important to check if this applies to workplace learning.  On the contrary, the type of work place learning completed during TDP could be seen differently than one defined in an University or college setting, for example, apprentices get an apprentice wage compared to an Admiral employee who receives full pay even when on training.  
A risk assessment is provided to show potential issues (p).  Originally completed via a Pestle (see appendix 4), pareto was used (80/20 technique) to analyse the most problematic heading (Intelligence, Management and Theory, 2020).  Social seems to be the biggest challenge due to cultural changes TDP will aim to bring.  Solutions are included and will be reviewed regularly to remain preventative and proactive.
Conclusion
The National Mission displays a vision where schools will “develop as learning organisations” (Education Wales, 2017).  Admiral is first and foremost a business, so customers and profits are in the top two of three elements of its business model.  Staff is third, with the focus on providing great service to customers.  However, without education (commonly known as training within Admiral), attainment of competence and compliance will be unavailable, and staff would be unable to provide service. 
Forward thinking, this new education curriculum will impact young people who could be potential employees.  TDP will encourage managers to self-develop through a work curriculum linked to concepts set in education ready to further develop the business in an educational environment, future employees will expect.  
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Appendix 4 – Own PESTLE 
PESTLE on new curriculum TDP

PESTLE on new curriculum Welsh Curriculum


Employment


Culture


Social


Personal



Political


Economical


Social


Technology


Legal


Environmental


New CEO may not consider relevent


Labour costs as trainers working on design rather than delivery


Shared beliefs of trainers, departments and learners


Access to tech


GDPR


Climate change ie paper and plastic (all online)


Differences within departments and promotion of the curriculum


Results affected due to different way curriculum taught.  What is right?


Intrinsic motivation of learners


Trainer/learner ratio


Focus on workload





Cost of tech


Knowledge of tech


Hacking


Legislation/licences


Blended learning


ALN/Neurodiversity


H&S for children


Employment law


Coronavirus


Carbon footprint - travelling to different sites





Networking 


ILM Fees


Labour fees of managers being away from department


Return of investment


Workload of coaches as senior roles


Travel costs


Equality Act 2010



Political


Economical


Social


Technology


Legal


Environmental


Only happening in Wales instead of nationally.  


 Labour costs as teachers working on design rather than delivery


Shared beliefs of teachers and learners


Access to tech of child


GDPR


Climate change ie paper and plastic (all online)


protection laws


funding grants


Differences within schools/head teachers and promoting of schools


Results affected due to different way curriculum taught.  What is right?


Population growth


Teacher/student ratio


Focus on results and budgets


Immigration


Language


Cost of tech 


Knowledge of tech


Hacking


Legislation/licences


Blended learning


ALN/Neurodiversity


H&S for children


Employment law for teachers


Coronavirus





 Differences in school demographics could affect resource spend. 


  Econimic growth affects funding


PISA and ESTYN results pressures


Parent support


Vunerable family


Personal


Social


Employment


Culture


2

image1.png
Effective Collaboration: Holistic Support.

> The individual and their > Leaming environment

leaming preferences
no P > Resourcing

> Shared responsibility

The Learner

xpli
Need

Support that Managers.

> Behaviours and values

» Guidance and training





image2.png
B = heidi dawson@skycom - | & What s Bloom's Taxonomy? | & Admiral Employee Bene X | + v e

<« - 0O @ £ httpsy//admiraljobs.co.uk/empl

nefits/ * E L e

Training and Development

Training and professional development is extremely important to ™
to do

us, as we want e

ach and every staff member to be equippe
the best possible j

b. Learning new skills will be a key part of your
role and you'll be supported by dedicated trainers as well as your

managers.

You'll be able to request on the job training through our very own
Admiral Academy and access e-learning courses, allowing you to
learn in the way that best suits you.

dited provider of ILM courses, we also give you the

chance to e

n a nationally recognized qualification.




image3.png
2 Allabout you - Aviva pl X | +

& > O @ | @ AvivaPLCIGE | hips/Amwavivacom)careers/al-sboutyou/

All about you

‘Some of what you can expect fromus s an employer.

v itim =

Your development

At Aviva we buld igh performing eams by
offering game.<hanging earing and
development o.allourpeople.

Wehelp you stayrelevantinan ver-changing.
work through s site ofesrming solutions that
develop yourmind snd accelrst your vt

A felong esring mindsetis  crtical patof o nvestment i both
‘yourdevelopment and our collective success.

Some ofwht you can expect:

+ Agibal digial potloranytime, amymherelearing 1t
Showcases opportunties fornew expeiences, and supparts
proessional and persona devlopment.

+ Connected coleaguesthrough oline leaming commnitis.

- Agibl racuate and esdership development programe.

+ Apprenticeshipsand shorttrm placements.

+ Worl-cass externl development opportuniis.

Feedback and coachingis partof ur culur. Yol shapeyour own
experience b regulaly engaging n development conversations with
yourline mansge. ¢ okt s fo l the support and chalienge ou
nesd-its expected.

W' pssionste sbout using echnclogy and imnovation o help you
Keep your skl rlevant nthe complexand adaptve word of tday.
Ourfocus s on creating theworklore of th uture and elping you
focuson getingthe experiences you need tosucceed. .




image4.png
“« - O @ £ | https://www.gaa.ac.uk/quality-code/advice-and-guidance/work-based-learning b4 s 7 &

GUIDING PRINCIPLES

@ Workcvasea ieaming courses and opportunttes are designed and developed i partnership with employers, students and other stakeholders
(where appropriate) and contain learing outcomes that are relevant to work objectives.

(@) viork-based leaming consists ofstructured opportunites for leaming and is achieved through authentic activity and is supenvsed in the
workplace.

(@) viork-based leaming opportunites are underpinned by formal agreements befvieen education organisations, employers and students.

© ducation organisations and employers consider any speciic ssues in relation o the workplace environment and deal with them appropriately,
ncluding informal agreements where approprite

(© viorkcvased leaming is delvered through a meaningtul partnership betiween students, employers and the education organisation.

(O viork-based leaming opportunites enable students to apply and integrate areas of subject and professional knowedge, skils and behaviours to
enable them to meef course leaming oucomes.

(©) Paresundarstandand espcth espctve e, espaniies and opecaions fh et organsaion, amloyerand studer,and
sproprte aingand susor s proved unrs reured

© Ecucation organisations and employers acknowledge indiiduals have unique needs within the education organisation and i the workplace, and
collaborate to ensure opportunities are inclusive, safe and supported

(©) viork-based leaming opportunites are designed, monitored, evaluated and reviewed in partnership with employers.




