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Background on the Curriculum for Wales 2022

The new curriculum is changing and will affect young people aged 3-16 years old. It will be assessible in January 2020 and implemented across Wales by 2022. The Digital Competence Framework was the first element that was introduced back in 2016. 

The Department of Education (2015) explained Professor Graham Donaldson conducted an independent review of the curriculum and assessment arrangements in Wales, ‘Successful Futures’ in February 2015, after being asked by the Welsh government  to review the curriculum arrangements in schools in Wales. Donaldson and his team had meetings across Wales, talking to young people, parents/carers, businesses, community groups, as well as a variety of schools. They also looked at Estyn reports, Welsh government policies and other reports. The review included asking people to talk about what was working best and what needed to change. 

Here Donaldson identified that teachers would like more power to make decisions about how to teach and what to teach within the curriculum and that current assessment arrangements were not working well to support children’s learning (Department of Education 2015).

Donaldson discovered that children and young people thought the curriculum was outdated, especially in regards to technology, software and digital skills. They wanted a more focused approach on life skills, personal confidence, basic skills, work sills, career advice and health and well-being, as well as for lessons to be more fun, interesting and not something taught just to pass assessments. Donaldson also suggested that literacy, numeracy and digital competence should be developed across the whole curriculum (Department of Education 2015).

According to the Department of Education (2015), Donaldson believed that modern society and the workplace already demands high levels of digital skills, which will only increase in the future, therefore should be embedded in children’s learning. Children and young people need to have a range of ‘wider skills’ necessary for modern life and work, these include: critical thinking and problem solving, planning and organising, creativity and innovation and personal effectiveness; these should be built into all the areas of learning and experience.

The Department of Education (2017) says the change has come due to believing young people need to be adaptable to change, capable of learning new skills throughout their life and equipped to cope with new life scenarios. Technology is advancing as is globalisation ,transforming the way we live and work, which impacts the way children and young children need to learn. The new curriculum will give schools and teachers more flexibility to respond to their environment, using the new curriculum to promote high achievement and engage the interest of all children and young children to help them reach their full potential, this will be by making learning more experience based and giving teachers the flexibility to deliver more creative ways to suit their learners.

The new curriculum is emphasised on equipping young people for life, helping them gain the ability to learn new skills, applying their subject knowledge creatively and being able to adapt as the world changes. It aims to help young people prepare for opportunities and risks that an online world presents (Department of Education 2017).

The role of the educational leader while implementing change
Changingminds.org (N.D) explains, in the 20th century, psychologist Kurt Lewin identified three stages of change that are still the base of many approaches today; the approach is known as ‘Lewin’s freeze phases’. Lewis believes the first step for change is talking about the future. This may require ‘push methods’ to get employees moving. The next stage is the transition, where leaders need to explain the change and explain to their staff that it is a journey, not just a simple step and so they need to emphasize  that the team may need to go through several steps before achieving their goal, which takes time. In this time ,staff may need coaching, counselling or other psychological support. 

The next stage is to refreeze the change. This means putting down roots and establishing the new place of stability. This could be problematic if change often occurs in an organisational, so a ‘slushiness’ approach, where freezing not being used may be acceptable, on the other hand this may be hard for employees to settle with as consistent change is hard work, so therefore employees may adopt a low level of efficiency and effectiveness as they know a new change will come around soon and so they feel there no point in implementing this one. 

In regards to implementing the new curriculum, the headteacher could take this approach by explaining, to their staff, the key changes in the new in the curriculum, why the government feels like we need this change, what it means for their school, pupils and parents/carers, how it is going to affect the teaching, how it is going to benefit the school and any queries the staff may have. Staff may feel uncomfortable to take on a new challenge, therefore the headteacher should offer on-going support to their staff and be open to listen to any concerns and queries. This may be beneficial as it helps the staff understand what is going to happen within their school and helps them feel more involved in the process. If they do have any concerns, then this can be addressed and will hopefully help them feel more at ease. After this, the staff may be more motivated to help implement the change.

Fullan (2009) says there are six secrets to educational change; firstly, love employees as much as “customers”, which in educational terms means building trust with employees as well as learners. Two is ‘connecting peers with purpose’, meaning knowing where your employees’ skills are so you can develop and use their skills purposely. three is ‘‘capacity’ building prevails’, meaning we need to ensure employees are offered training to become future leaders and building succession so other people can move into a role if needed, resulting in everything staying the same and resulting in the ‘business’ to remain in capable hands.  Conversely there might be some insecurity here about sharing roles as some might see this a threat to their job. Four is ‘learning is the work’, meaning it is important to role model that everyone is a learner and no one knows everything.  

This strongly links to Marquet’s (2016) suggestion on how we should approach leadership. He believes leaders need to ask for staff’s input to learn from them. Leaders need to be able to say “I don’t know” as learning starts with not knowing. Leaders and staff can therefore learn together and feel part of a solid team. Staff are often told what to do by someone in a higher position, and will often do as they are told, even if they know it is not right, so therefore leaders need to listen and let staff use their own initiative, holding their own power without being told what to do constantly. This will in turn ‘activate staffs thinking’ and enable them to use their own knowledge and skills. This also builds accountability, trust and enables employees to progress in their career. Marquet (2016) suggests we may still need to check in with ‘leader’ and say “I am going to do this”, to let them know what they are doing. We should also not put blame on other people; we need to use “we” as this indicates a collective team. 

Headteachers could implement this approach while implementing the new curriculum by ensuring that there is on-going training available for all their staff to progress in their careers. Headteachers should role model and make it clear to their staff that they are constantly learning themselves too, so therefore are open to suggestions from other staff and that they are going to be working together to implement the new curriculum as a team, learning along the way together. This could help the staff gain accountability and enable them to use their own knowledge and skills to help implement the new curriculum in the school. 

Fullan (2009) the six secrets to Educational change, suggests the fifth secret is ‘transparency rules’, meaning understanding that employers can’t share everything but building trust with employees to ensure that they are doing the best for them. Six is ‘system learning’ meaning change is acceptable and flexible and so if it does not work, it can be changed. Nevertheless, some of these points are represented in a more business manner, rather than educational side. 

Kotter (2011) believes if someone is resistant to changes happening in the environment, leaders need to let them go as they will destroy their effects to implement the change. This could be upfront or not and could be through winning other people over when they think the change is not an effective, or not doing what they have been asked to purposely. It is questionable whether this is the right attitude to adopt. Perhaps approaching it differently will be more helpful, for example by explaining why the change is happening, and asking them to share their concerns, and aiming to work through them as a team.

If headteachers take a participative manner this means encouraging people to express their concerns, record ideas and suggestions, looking for ways to build on ideas and suggestions, being tactful in expressing concerns about a suggestion, and showing appreciation for suggestions. 

Spillance (2005) argues that there should not just be one individual seen as a ‘Heroic of leadership’, as this problematic and points towards leadership being an individual’s responsibility, however a single person does not single handily lead others to greatness, it involves many individuals with various tools and structures to do this. 

Leadership practice is viewed as the interactions of the leader, followers and their situation. It is not the leader’s knowledge and skill, but instead about the interactions between people and their situation which is very fundamental. 

Hatcher (2005 quoted in Lumby, 2013) justifies why distributed leadership is so important. Achieving the engagement of a wider group of staff is more effective in implementing change, secondly, the skills and experiences of a more diverse range of people are necessary to create a successful leadership, it allows others with relevant experience to share these (Hatcher;2005; quoted in Lumby, 2013)

Leaders need to be comfortable enough to share their authority and power; this may take place over time but the first step is to gain self-awareness and a sense of security. Leaders then need to be able to trust their staff with important work involved in leadership(Lumby, 2013)

Nevertheless, Lumby (2013) says this does not just have to involve those with a ‘leadership’ status, but should involve all of members staff involved in the change, however I agree that getting the whole team on board will be more effective in implementing change so everyone feels involved and has an input on what is impact them.

Another leadership style headteachers might adopt is ‘Transformational leadership’ which is seen as leaders considering and supporting ‘followers’, Bass (1985 cited in Tims et al 2011). It is also about self-efficacy, meaning that staff believe their actions will impact their environment positively (Bandura 1977; cited in Tims et al 2011), and optimistic, meaning staff believing positive things will happen (Scheirer and Carver 1992; cited in Tims et al 2011).

Transformational leaders’ attitudes affect the whole team e.g. if they have a particularly stressful day and therefore are stressed and tense, the whole team will be impacted, effectively effecting their performance. Therefore, in terms of implementing the new curriculum, the leaders need to be on board themselves to be a good role model (Tims et al 2011).

Transformational leaders have four components, one being inspirational motivation, two being idealized influence, three taking into consideration individual considerations and four being intellectual stimulation, (Bass and Avolio, 1990; Chemers, 2000; Den Hartog et al., 1997; cited in Tims et al 2011)

Bono and Judge (2004; cited in Tims et al 2011) says inspirational motivation is about optimism and enthusiasm about the future. Idealized influence refers to the behaviours such as showing that this change is beneficial for the whole group, not just themselves, as well as being a good role model.

Inspirational motivation and idealized influence are said to go together and is referred to as ‘charisma’. Charismatic leaders have a positive influence on their followers and can change the self-focus of the employees to a more collective focus (Yorges, Weiss and Strickland 1999 cited in Tims et al 2011).

As a result of these, the followers become more involved with the vision of the leader and willing to make sacrifices for the vision to be met (House and Howell 1992 cited in Tims et al 2011).

Transformational leaders need individual consideration referring to coaching, supporting and stimulating. The leaders need to acknowledge their followers’ feelings and emotions and their need to grow and develop themselves (Den Hartog et al 1997 cited in Tims et al 2011).

Intellectual stimulation refers to leaders challenging their followers to see problems from a different perspective, this activates the followers thinking within the organisation and the employees become more involved. Employees feelings of involvement, cohesiveness, commitment and performance are enhanced by the transformational leadership style (Samir, House and Arthur 1993 cited in Tims et al 2011).

Tims et al (2011) says an employee who receives support, inspiration and quality coaching from the leader is likely to experience work as more challenging, involving and satisfied and therefore highly engaged with work tasks. Samir et al (1993 cited in Tims et al 2011) says it sets high expectations for followers and gives them the sense that the leader has confidence in their abilities to meet their expectations. Bandura (1977 cited in Tims et al 2011), suggests delegating inspiring tasks to their employees and giving them more opportunities, boosting their self-efficacy because of the positive feedback they will received about their efforts and performance.

This approach could be useful as, if the headteacher is fully on board and believes that the new curriculum could positively change the schools in Wales, this could have a ripple effect on staff and hopefully make them more willing to implement it too and adopt the same vision. Not all headteachers may agree with the new curriculum, however, but despite this they have to implement it in their schools and try to get their staff on board. Perhaps here the headteacher should not share their views or concerns with their staff, remaining neutral, conversely should someone be implementing something they do not agree and making others believe this is best, when they don’t themselves?

‘The Path goal theory’ argues that leaders should adopt a style based on achieving their goals/objectives. This adopts the contingency model which is being able to change your leadership style based on the situation. It says it reminds leaders that the purpose of leadership is to make sure employees facilitate the success of employees (EPM 2019)

According to EPM (2019), this theory says leaders aims should be to motivate their team by ensuring goals are made clear and rewards are desirable. Leaders need to make sure the path to the goal is clear by removing obstacles and by providing support and guidance along the way.

Leadership styles they may use are; directive, supportive, participative or achievement oriented, although more than one style may be used at the same time. This depends on the employees characteristics and should be picked based on boosting employees performance, (EPM 2019).

EPM (2019) says using the directive approach is telling their employees exactly what to do, how they should do it and the deadline in which it needs to be done. This can be done by leaders making rules and regulations. Whereas a supportive approach may be used by ensuring there is a warm and friendly environment and show concerns to any queries by being approachable, resulting in the workplace being more pleasant. 

An achievement-oriented approach means leaders expecting their employees to strive for excellence by setting high expectations to reach the goals they have set (EPM 2019).

Some advantages of this style is that it shows how styles can influence employees’ motivation and it highlights the role of leaders to help their employees achieve. The theory, however, is very complex and studies have shown that we are unable to prove that it works in the real world. It also suggests that it is the leader’s responsibility for the employees to achieve and may end in the employees replying on the leader, instead of using their own accountability (EPM 2019). I agree that this is very complex and in schools, this means that the headteacher will have to adopt many learning styles which is adding to their workload.

Lumby (2013) says schools need leaders and managers. Cuban (1988 in Bush 2007 cited in Lumby 2013) says leadership is influencing others in achieving desirable ends. They are people who shape the goals, motivation and actions of others. Sometimes leaders may initiate change to reach existing and new goals. Whereas managing is maintaining efficiency and effectively current organisational arrangements. While this involves leadership skills, the overall function is towards maintenance rather than change. 

Baker (2001:470 cited in Connolly et al 2017) says that distinguishing between them is  important, distinction between them will help those developing their management and leadership practice to understand their own role, as well as allowing the importance of educational management to be acknowledged and its status to be raised. 

Connolly et al (2017) says educational management involves carrying the responsibility for the proper functioning of a system in an educational institution in which others participate. It often involves an organisational hierarchy. They carry the responsibility but not always entail actions, although may frequently prompt them, whereas educational leadership is influencing others in an educational setting to achieve goals and involves actions of some kind. This requires authority which may be seen as having a hierarchical relationship with others.

School failure is often pointed to education leaders, however perhaps we need to review if the failure of the school is due to the failure of the education managers, as together they are fundamental in the everyday running of a school (Connolly et al 2017). Leading on from this, perhaps we need to look at how the Welsh government is supporting educational professionals with this change and later if this was effective or not. 

Guy Claxton cited in Turnbull (N.D), argues that the ‘production line’ model is deeply embedded in the education system. It is seen as something that is ‘done’ in the same way as a product is assembled. Students are sent down the production line in batches according to their age, and then a variety of ‘technicians’ add particular knowledge to ‘their subject’. Quality control makes sure the ‘products’ are regularly tested and graded. The workforce needs to be monitored for effectiveness so therefore external forms of quality control is called to ensure that everything is being carried out as ordered. The model is dependent on it being ‘manged’ to ensure it runs smoothly. The primary role of the senior person in education ‘factory’ is to manage the process.

The Welsh government guides educational leaders and suggests a standardised set of qualities to be a leader. This means that leadership is defined by having the highest or intangible level of competence, however this may appear in other people in different contexts or people (Turnbull N.D).

Leadership should not be limited to behaviours (Turnbull N.D). Daniel Goleman cited in Turnbull (N.D), says great leaders work through emotions. It is about being able to share a vision and being able to inspire and engage people to work towards the same vision. This requires a more emotional level.

It is leadership, rather than management that can motivate people to become high achievers and to achieve organisational goals. It is again leadership rather than management that handles relationships in an open straightforward manner, valuing people as individuals. It is leadership that encourages people to understand and accommodate necessary change, not management (Turnbull N.D). This suggests that it is headteachers’ responsibility to get everyone on board in their schools about the new curriculum.

The Department of Education (2015) says the most effective school systems emphasize the importance of good leadership at all levels. The best leaders have a strong emphasis on improving learning and teaching, as well as supporting their staff to improve their own skills. In order to do this, schools need collaboration amongst professionals, the provision of opportunities for sharing best practices and the ability to be reflective on their practice, have a good use of research and model distributed leadership.

The Welsh government published a ‘Revised professional standards for education practitioners in Wales’ in 2011, where a document sets out clear expectations of a practitioner at each level in their career, as well as aiming to help them identify what they need to improve to progress in their career (Department of Education 2015). This is suggesting there is a hierarchy which involves different job roles holding more responsibility as you ‘progress’.

Mentoring in schools districts means assigning mentors to newly hired staff during the first three years, in order got the mentee to feel supported (Carr et al 2017). Alleman (N.D cited in Carr 2017), identified nine mentor functions: giving information, providing political information, challenging assignments, counselling, helping with career moves, developing trust, showcasing the mentees achievements, protecting, and developing a personal relationship/friendship.

In schools, a coach will help individuals with individualized professional guidance through conversations about methods and performance (Lofthouse, Leat, and Towler cited in Carr 2017). This often begins with the individual identifying his/her challenges and talents, and then together setting a plan to achieve their goals and targets. This will be over several discussions where objectives, expectations, and strategies are made. The goal is to remain positive and productive so the coachee can grow individually and professionally.

Coaching assumes an inquiry-based model as the coach helps uncover the coachee’s expertise, needs and concerns. This includes a teacher-to-teacher discussion that offers feedback on their strengths and identify the areas they need to improve on. The coach will ask questions to encourage the coachee to review their methods and design a plan for them to improve.

In mentoring, the more experienced teacher leads the evaluating and goal setting, whereas in coaching, the coachee has more involvement with the targets that will be set (Carr et al (2017).

I think schools leaders should offer a mix of coaching and mentoring to all staff because the new curriculum is a massive change and many new concepts are being introduced; it is as if practitioners are taking on a new role, which could be overwhelming. Coaching may also be beneficial as this offers practitioners feedback about their strengths and where they need to improve in their practice in the classroom. This should be over a sufficient period of time as the curriculum continues to be introduced to all ages and until it is fully implemented comfortably.

The implantation and operation of the new curriculum 2022

The new curriculum was developed by practitioners through a pioneer’s network, which represents all types of schools in Wales. The network worked closely with key experts and key stakeholders. They have researched best practices and curriculum models, considered expert advice to take forward the findings and recommendations from ‘successful futures’, 
There have been queries about whether this was a true representation of all schools. I also question if all parents were happy for their child’s school to participate and how they were informed. What would have happened if a parent was not happy with this decision?

Department of Education (2019) says the Welsh government undertook lots of effort to communicate about the new curriculum via social media, which this included e-newsletters to schools, the curriculum for Wales blog and through a developed campaign website called ‘Education is changing’ which was also supported by live Q&A sessions from the minister of education via social media channels and a live broadcast of the key events. 

A draft of the curriculum 2022 was put on the Welsh government’s website and was open to all to view and provide feedback. National Education Union (2019) says the draft curriculum was published in April 2019 for comments by July 2019;this was too short to receive any feedback, especially being a busy time period for schools.  

The Welsh government commissioned Wavehill, an independent research organisation to conduct an analysis on understanding the views from the feedback. This was done through qualitative and quantitative research e.g.; the online questionnaire asked several questions, including open questions asking participants to extend their answers (Department of Education 2019)

The authors then picked up on the themes and issues that were raised. The analysis was then able to explore how many times a theme or issue came up and this was then mapped against the relevant areas in the new curriculum. This was said to allow them to have a broad picture of the views expressed by the responses (Department of Education 2019).

Department of Education (2019) says the respondents are said to have represented a broad range of stakeholders with an interest in education, including torchers, school leaders, parents, special interest groups and public sector organisations. The Welsh government also held workshops as part of a broader events programme that was designed to explore the curriculum guidance and collect feedback. Alongside this were focus groups which were also held to collect more specific views of a broader communities groups.

The Welsh government received 1,680 contributions online and via email from a diverse range of individuals (Department of Education 2019).

Figure 2.1 from Department of Education (2019), shows the number of responses from schools (Please see appendix 1).

Figure 2.2 from Department of Education (2019), shows the additional number of responses from individuals and organisations supporting schools (Please see appendix 2).

The Welsh government also asked for the views of children and young people. This was through an online survey, facilitated focus groups at schools and youth groups, or by a youth leader using a toolkit. 423 participants took part in total, these included young people from protected characteristic groups, including children with specials needs, and young people from a LGBTQ and impaired hearing group and a religious group (Department of Education 2019)

Dynamix was used, a Welsh social enterprise that gives people a voice using participative activities to engage them inclusively. It uses consultative, participative activities to enable participants to feel able to give their opinions. This offers them to give their opinion in a variety of ways such as: verbally, visually or in written form so that participants feel confident enough to participate and understand their views matter, (Department of Education 2019)

After reviewing some of the activities for the children and young people, as well as the online survey questions, they did not seem appropriate for children and young people, especially the younger children. This came up as a concern in the report (Department of Education 2019). 

I think the focus groups were of a good size as they were small, ensuring everyone in that group would have a chance to express their views and they may have felt more comfortable being in a small group. Some children, however, may have still found this intimidating and may have been aware that it was not confidential. Children may have also felt as if they could not ‘opt out’ of participating from the focus groups- I question whether they were asked and how.

Results also showed that practitioners are concerned with issues such as time, resources and support the teachers will receive in order to successfully implement the new curriculum. Respondents also felt that teachers and schools do not have enough skills and confidence to design a new curriculum as they do not have an specialist expertise, and believed it would increases their work load (Department of Education 2019).

Some respondents felt giving teachers and schools more freedom could become problematic as the curriculum was not prescriptive enough. This means that it could result in increased differences of quality of teaching and learning within and across schools. These respondents felt this could have implications for equality of opportunity outcomes across schools, (Department of Education 2019).

The Department of Education (2019) states this also does not give us a representation of all views and is only a small representation of views of people who will be affected. I think all the opportunities for potential participants seemed to be online, which could have meant not everyone who wanted to had a chance to as they did not have access to a computer or internet.

I do believe it was a good approach to gather the views of everyone who will be impacted, as this makes everyone feel involved, listened to and part of the change, and therefore more willing to implement the change when it happens. 

The demands this puts on education leaders

Wales largest education union (2019) has said that the Welsh government needs to ensure arrangements are put in place for intensive training and development to support education professionals. David Evan’s, Wales secretary of the National Education Union, says they need to address the impact it will have on professionals,  namely increased stress levels. Also, the education union stress the need for adequate funding and professional learning for education professionals. They believe the curriculum and assessment planning has been handed to schools with limited non-contact time and resources and insufficient support.

The Welsh government has said there will be an additional INSET day and there will be a total of £44m specifically set aside to support school and teachers to prepare for the new curriculum. Despite this, the National Education Union (2019) believes another 3 additional INSET days would be beneficial and should carry on until the curriculum has rolled out across all age ranges, and up to the year 2026 as a minimum as the support should be on-going. They say the Welsh government needs to support headteachers on how to use the INSET days efficiently, and the role they could play in the preparations for the new curriculum. 

Headteachers will be expected to set achievement outcomes for each progression step-this will be flexible, but they need to refer to the guidance. The schools’ duty is to provide a curriculum that enables learners to reach or go beyond the achievement outcomes set by the school. While this offers accountability for the schools and allows schools to be involved in what they teach their pupils, I question if this is this too much responsibility and pressure on headteachers and whether there enough support for them and their staff. 

Summary

The new curriculum 2022 will impact how schools teach across Wales. It aims to prepare children for modern society and enabled children to learn a range of wide skills which are necessary for modern life. 

Some are concerned if headteachers and staff are competent enough to design the new curriculum without any expertise and feel like there is very little support from the new curriculum guidance, which is said to be too flexible. The government is offering extra INSET days to support schools and teachers to prepare for the new curriculum, however the National Education Union (2019) believes this is not enough, and that the government should provide INSET days until the new curriculum is fully implemented across all age ranges, as well as for a further few years after. The Welsh government has also promised £44m to be set aside to support schools and teachers to prepare for the new curriculum, however there is question whether this is enough to fully support schools, for suitable training and to fund necessary resources.

There is also debate around whether the new curriculum will cause too much variation between different schools, which I think could possibly cause competitiveness between schools. 

The government points to headteachers having the responsibility to sign and implement the new curriculum within their school, and to get their staff on board. In order to do this I believe headteachers need to open and honest with their staff, perhaps by arranging a meeting with their staff, going through the new curriculum, pointing out the key changes, explaining why the government believes the new curriculum is beneficial and what it means for their school and how it is going to impact their teaching within their school alongside potential benefits. During the meeting, headteachers could discuss any concerns staff may have and address them appropriately. Headteacher should make it clear that this is new to everyone, and they are all learning together. Follow up meetings should be arranged so staff can discuss, review and provide feedback. Staff should also be given opportunity to speak to the headteacher in between the scheduled meetings. Headteachers could also offer mentoring and/or coaching to their staff.

Headteachers could also involve their staff in designing the curriculum, enabling staff to use their knowledge and skills and to build accountability and trust between the headteacher and the staff. This will help ensure staff feel part of the change within their school and so hopefully they will be more willing and confident to help implement it. 

The headteachers approach on implementing change and their attitude will have a ripple effect on staff and how they feel about the implementing the change.
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Image from Department of Education (2019) Curriculum for Wales 2022 Feedback Analysis {Pie chart- Figure 2.1}, Wavehill, pg5
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Image from Department of Education (2019) Curriculum for Wales Feedback Analysis {Graph- Figure 2.2}, Wavehill, pg5
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Figure 2.1: Number of responses from schools
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Figure 2.2: Number of responses from individuals and organisations supporting schools
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