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	Targed/target
	Yr hyn yr wyf wedi'i wneud yn yr aseiniad hwn
What I have done in this assignment...


	[bookmark: cysill]Targed/Target 1
	Improve the flow of discussion by using the Manchester Academic Phrasebank - it might help.
	I have taken on this target and used the Manchester Academic Phrasebank in many areas of the assignment. 

	Targed/Target 2
	Always offer an analytical comment after you have reported some data - take a moment to look more closely at something.
	I believe I have analysed the data and made comments about it to the best of my ability. 




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

Introduction 
This assignment will critically reflect on the actions, impact and evidence based on one aspect of a specific School Development Plan (SDP). A SDP is a strategic way to implement short and long-term targets for actions that can be set in place to improve the school (Welsh Government, 2014). These actions can be recommendations from an Estyn inspection, along with what the school wants to address and prioritise. 
The school that will be discussed throughout this assignment will be anonymised adhering to The British Educational Research Association (BERA, 2018). The BERA (2018) guidelines and principles state that when conducting research, the researcher must remain ethical and that their actions are justifiable, ensuring the school and members of staff remain non-identifiable. Therefore, the school and staff will be referred to as ‘School X’ or ‘Teacher X’ within this assignment. The latest Estyn report of the South Wales school was completed in 2018, with 582 pupils enrolled at the time. The Estyn report (2018) rated the majority of the inspection areas as ‘good’ with ‘wellbeing and attributes to learning’ as ‘excellent’. As the report mentions how the pupils have many supportive opportunities for emotional well-being (Estyn,2018), this assignment focuses on a target in the SDP of what existing strategies of staff well-being are in place and how they can continue to promote positive staff well-being as a school. 


Literature Review 
A SDP is created in schools in order to evaluate and assess performance and provide a strategic plan for areas of improvement and subsequently, taking appropriate measures in order to raise standards in the school. (Welsh Government, 2022; Department of Education, 2023).

A whole-school approach is commonly used in a SDP, which is planned and implemented by the senior leadership team. The process of a whole-school approach consists of four steps: scoping stage, action plan, implementation and lastly evaluation (Welsh Government, 2021). This process of planning is considered as strategic by Chang (2008), as the type of planning works as an ‘input, process and output’ system to interpretate the best possible strategies for the SDP. In order to assess what changes or improvements should be made to the school, there are many resources available to support, such as a self-evaluation. The schools self-evaluation provides the opportunity for staff within the school to reflect on areas that could be improved, for example; professional learning, the curriculum and well-being of learners and staff (Welsh Government, 2021). 

The legislation (The Education (School Development Plans) (Wales) Regulation 2014) provides a schedule of contents that all schools should follow in order to create their SDP, including how the school anticipates to meet their targets for the current year, as well as the following two years. However, Crandall et al. (1986) states that schools must be ‘flexible’ and ‘strategic’ when planning their school improvements, due to possible sensitive circumstances in the school and wanting the best outcome. A recent example of schools needing to be flexible included the coronavirus pandemic, where there was disruption to the learning environment and as the Estyn Report 2021 outlined, this inevitably had a knock on affect as the ‘pandemic undoubtedly slowed progress’ (Senedd Cymru, 2022). This would require SDPs to have the element of flexibility in order to address key areas that would have had been impacted by online teaching as well as personal matters such as well-being and mental health.

Critics of the SDP, such as MacGilchrist et al. (1995) have argued the implementation of the development plan as being a ‘reflection’ of the staff and their ownership and their involvement of this, hence the differences in detail and formation in each school. However, Bennett et al. (2000) questions this hypothesis and found that during their research and study, nearly all SDPs were dependant on the Headteacher. 

As mentioned previously, the SDP investigates short and long-term targets (Welsh Government, 2014), which therefore, should provide actions on how they ‘intend to develop its staff’ and ensure the staff and learner’s well-being needs are met (Welsh Government, 2021). In contrast, it had been suggested by theorists such as MacGilchrist, B. and Mortimore, P. (1997), that some SDPs had not shown much focus on the students in the classroom and whether any improvement plans had had an impact on their learning. In more recent years, the view on SDPs differs from that of The Well-being of Future Generations (Wales) Act 2015 who focus on ‘a healthier Wales’. The goal is interpreted through understanding choices and emotions to be able to improve a healthier future for individuals. Although this act is in relation to the upbringing of the future generations, it can still apply to staff within a school. Staff’s well-being is essential in order to be able to act as role models for the students (The Well-being of Future Generations (Wales) Act, 2015).

In 2020, Lester et al., (2020), detailed that members of staff in schools did not particularly report their mental health or share any struggles. It should be stated that this journal (Lester et al., 2020) was written before the pandemic and therefore, does not take into consideration the impacts of the pandemic and on staff well-being. Brooks et al., (2022) case study found that teachers’ well-being declined during covid, due to the change of environment, online teaching, leadership support and the unknown. Through finding literature for this discussion, it has been found that there is a lot more research around staff well-being during and after the covid pandemic and proving the importance of a healthy well-being environment, resulting in positive student academic well-being (Cefai and Cavioni, 2014; Roorda et al., 2011). 


NASUWT The Teachers Union completed a well-being survey between December 2021 and January 2022, where 11,857 teachers responded. The results of which back up Brooks et al., (2022) case study. The findings of the report provide valuable insight into the current well-being issues faced by teachers. This is demonstrated by 90% of teachers outlining they have experienced more work related stress in the last 12 months and 91% of teachers reporting that their job has adversely affected their mental health in the same time period (NASUWT, 2022). Furthermore, it has been suggested that not having support and not implementing measures in place for staff well-being, can result in a ‘burnout’, due to the staff over working and suffering from severe stress (Abramsky et al., 2023; Milfont et al., 2008; Naghieh et al., 2013). It has also been found by Milfont et al. (2008) and Naghieh et al. (2013) that severe work stress can be the main association of staff in schools to have a high amount of sick leave and can suffer not only from poor mental health, but can impact on their physical health too. In contrast, Farber (1984) believes that stress does not necessarily have to cause a negative impact but can possibly be motivating for some individuals. 

To summarise, it is evident that staff well-being is a key consideration for schools. The SDP should ultimately review current well-being strategies and provide new measures in order to ensure that staff feel relaxed, comfortable as well as having the necessary support.  


Action Plan
As stated above, a SDP is often created and used in schools to evaluate and assess performance and provide a strategic plan for areas of improvement (Welsh Government, 2022; Department of Education, 2023). School X highlighted well-being as a particular priority in their SDP. The plan focused on 4 key targets which included well-being as target 2 (School X, 2022). 

The well-being target aimed to review and update approaches to pupil and staff well-being. It was stated that ‘pupil and staff well-being was a priority before and during the pandemic’ (School X, 2022). When developing the SDP, the school focused on 4 key aims under the target of well-being. The particular focus of this assignment is ‘aim 3’ which includes conducting a review of existing strategies and the continued promotion of staff well-being. Under this falls two key actions, which include reviewing suitability of the existing staff well-being toolkit and review/revising measures with the aim of introducing alternative strategies. (School X, 2022) 
In order to understand what measures and strategies School X had in place beforehand, some teachers provided information, data and their opinions to help with the knowledge and understanding of the SDP. 

Goldstone (2022) believes that by allowing stakeholders, such as teachers, learners and parents to participate, engage and be updated with the SDP, it can form a ‘vital part of inclusive leadership and school culture’. However, there are potential downfalls with the expectation of all stakeholders playing a role in the SDP. As Bridghouse and Woods (1999) outline when a school is exposed to poverty, stakeholder commitment may not be as secure as other areas. Therefore, it is common in these areas that children lack continued and consistent support at home, which in turn may lead to a lack of engagement with the SDP.

Following the implementation of the SDP, School X has clearly taken its staff well-being as a priority and acted upon its commitment to reviewing and updating measures. One example is School X recently reviewed their staff room and made changes to make the room more welcoming for the teachers. Before covid, Teacher X explained how the staff room was not very populated, with under half of the teachers spending their break and lunch times there and others opting to use classrooms, due to the space being unaccommodating and unsocial. Following on from this, due to covid restrictions the teachers became accustomed to using their classroom or cars as places to relax during breaks, including Teacher X, who outlined how lonely this was and how it had a negative impact on mental their health. A negative factor had also seen the space become derelict due to the lack of usage during the two years where covid had an impact on teachers mobility and access to areas within the school. Following the pandemic, the teachers created a welcoming space by introducing positive signs and messages, cushions for comfort on seating and indoor plants to increase the oxygen and well-being of the space. To support this, Elsadek and Liu (2021) explains how indoor plants provide comfort and relaxation to a staff room or office, therefore creating a positive and calming area. Teacher X mentioned that by prioritising staff well-being as an aim in the SDP, staff felt that they were being cared for and their voices were being heard. The success of this is evident with almost 100% of the teachers using the space during breaks and lunch.

In order to promote positive staff well-being, the staff themselves have planned activities and social events (such as a quiz night). This was discussed with Teacher X, including the success of these type events pre covid and after the covid pandemic. Following the coronavirus pandemic, it was outlined to be key for teachers to undertake such activities to build trust among staff, workplace comradery and provide a space that enabled staff to relax. However, it has been stated that there is no requirement for the staff to attend these planned activities. The staff have a common understanding that social settings might not be for everyone and all staff’s wishes are taken into consideration. 

The action for School X was to review suitability and the impact of the current well-being toolkit for staff (School X, 2022). In order to do this, the senior leadership team took responsibility by creating a charter. The charter that School X are currently in the early stages of developing, is inspired by the Education Staff Wellbeing Charter produced by the Department for Education (2022). The purpose of the charter is to show staff the school’s commitment to promoting and protecting their well-being (Department for Education, 2022). To be able to produce the charter, School X researched promoting well-being for staff in schools and decided to influence their charter based on Mental Health at Work (2023). This organisation provides toolkits, a range of resources and blogs for the staff to engage with (Mental Health at Work, 2023). Teacher X explained that due to the early stages of the charter, the senior leadership team are still researching and finding correct resources to include, but has mentioned that this will stay as a priority in the SDP. On the other hand, it is difficult to know if the charter that School X is producing will work in the school. The reason for this could be that some staff may believe that mental health is a taboo subject, therefore not engaging with their feelings and not becoming involved with the charter and its aims. 


Reflection and Evaluation
Reflecting on the SDP, it is clear that School X has implemented positive changes and strategies to promote staff well-being. However, after reviewing the SDP and listening to staff’s opinions in the school, it has become apparent that the school does not provide a Well-being Officer who could help support the staff and learners. It is believed that providing a Well-being Officer in the school could help meet part of the aim for promoting positive staff well-being. According to NASUWT The Teacher’s Union (2022), 66% of teaching participants stated how their school does not provide an on-site Well-being Officer that the staff and learners can talk to. Having an in-house Well-being Officer in the school could provide teachers with access to an individual with whom they can discuss problems and feelings in a confidential environment. This could potentially involve regular check-ins, which could include a discussion on current problems, as well as providing key coping strategies and feeding back to senior leadership with solutions that could improve staff well-being throughout the school. Although, particular consideration should be taken to the cost of providing a well-being officer, as this would need to be included within the SDP. 

Another potential area for improvement connected to well-being could be linked to the Planning, Preparation and Assessment (PPA) time that staff are allocated (normally on a weekly basis). This time should ideally be used by staff to plan future lessons, catch up on marking and create resources. NASUWT states that staff are entitled to a ‘minimum of 10% of timetabled teaching time’ and time should be blocked out in no less than thirty-minute slots (NASUWT, 2023). Following personal observation and talking with staff at School X, it has been found that many teachers who are on the senior leadership team or have other responsibilities in the school, tend to use their PPA time to engage with these responsibilities. It has been mentioned by staff at School X how this can affect their workload, therefore causing more stress due to the lack of available time during the school week. School X could consider adopting clear policies around how to utilise their PPA time and advocate for no other tasks to be completed during this time. 


Conclusion
To conclude this assignment, by understanding the process and involvement of a SDP, it has shown the importance of what staff, stakeholders and learners provide for their school, in order to work towards the essential improvements. 
As previously mentioned, School X has identified four key areas to improve on with well-being the chosen focus within this assignment. School X (2022) aimed to review existing strategies and renew/revise measures with a set timeline of Spring 2023. By understanding the action plan that School X has produced, it is clear that they are progressing well which could be evidenced by the updates to the staff room and scheduling activities, with the aim of providing staff the ability to relax in a social setting. However, further improvements could be made in the form of ensuring staff maximise their PPA time, as well as setting a well-being officer in place to manage all things well-being within the school. The well-being of staff could be deemed a priority as stated above, 91% of teachers reporting that their job has adversely affected their mental health (NASUWT, 2022). 

In future practice, it would be important to become involved in the SDP, for example completing the self-evaluation and providing possible areas of improvements to the school’s senior leadership, such as becoming involved in well-being workshops. This therefore can achieve many standards of the Professional Teaching Standards and in particular, achieve ‘supporting formal leadership roles’, by understanding the responsibilities involved in the SDP for the school’s vision (Welsh Government, 2019).
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