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[bookmark: _Toc243576551]Section 1:	Introduction

Swansea Bay University Health Board (SBUHB) provides NHS services to around 400,000 people and employs over 14,000 staff (SBUHB, 2026).  The Library and Knowledge Service supports patient care, research, education and continuing professional development (CPD).  As a Senior Library Assistant working across four hospital libraries, I have seen how staff learn through formal training, helping colleagues and dealing with everyday problems.  Staffing pressures can also limit these opportunities.

This report examines the benefits and drawbacks of employee development, staff expectations, performance management, appraisal and different learning methods.  The Library and Knowledge Service, where I work, provides the main example, and the report ends with a Personal Development Plan for my own needs.

The Chartered Institute of Personnel and Development (CIPD, n.d.) describes personal development as improving knowledge, skills and behaviours.  Armstrong and Taylor (2023) link performance management to objectives, feedback and reviewing progress, while Senge (2006) identifies five disciplines of a learning organisation: personal mastery, mental models, shared vision, team learning and systems thinking.  These theories offer a useful starting point, although putting them into practice can be difficult when workloads restrict learning opportunities.  In my experience, providing training does not always mean staff have the time or support to apply what they have learned.  This raises questions about how SBUHB puts its values of Caring for each other, Working together and Always improving into practice.
[bookmark: _1ci93xb]

[bookmark: _Toc243576552]Section 2:	Benefits of Developing Individuals

[bookmark: _Toc243576553]2.1 What Personal Development Means

Personal development involves improving knowledge, skills and behaviours through training, experience and reflection (CIPD, n.d.).  Senge (2006) links this to personal mastery, where individuals continue developing their abilities and reflecting on their performance.  Learning can benefit employees, although organisations may gain little if staff lack opportunities to apply their knowledge or share it with colleagues.

Within SBUHB, statutory and mandatory training is recorded through ESR.  By early 2026, compliance had reached 88.39% exceeding the Welsh Government target of 85% (SBUHB, 2026).  This suggests that staff are completing their required training.  The figures tell us little, however, about whether that learning changes everyday practice or improves services.

[bookmark: _Toc243576554]2.2 Benefits to the Employee

Personal development can improve confidence, employability and career prospects.  Becker's (1993) human capital theory views education and skills as an investment in an individual's abilities.  These skills may also be transferable, allowing employees to pursue opportunities with other employers.  I have experienced this through completing my ILM Level 4 and HNC, which improved my understanding of leadership and management.  Building on this through Level 5 has made me more confident about considering management and service improvement roles.

Herzberg (1968) separates hygiene factors, such as pay and working conditions, from motivators including achievement, recognition and growth.  His theory suggests that development can contribute to job satisfaction.  However, the original research involved a limited professional sample, so its findings may not reflect every employee's experience.  Within SBUHB, the Managers' Journey connects development with personal objectives and Personal Appraisal and Development Reviews (PADRs) (SBUHB, 2026).  Its usefulness depends partly on whether employees can put their learning into practice.


[bookmark: _Toc243576555]2.3 Benefits to the Organisation

Developing employees can help organisations retain specialist knowledge and maintain services.  CIPD (2023) identifies staff retention as an ongoing workforce concern, while Rothwell (2016) links succession planning to preparing employees for future responsibilities.  This is relevant to the Library and Knowledge Service, where only a few staff may have experience of MEDLINE and CINAHL searching or managing OpenAthens accounts.  If those employees are absent or leave, services could be disrupted.  Sharing these skills would reduce that risk, although training colleagues also takes time away from daily work.

Senge (2006) associates team learning with sharing experiences and building a common understanding.  Across our four hospital libraries, staff sometimes approach similar tasks differently.  Sharing good practice could improve consistency while recognising that sites such as Cefn Coed have different service needs.  Greater knowledge across the team may also improve the information support provided to NHS staff involved in patient care, research and professional development (SBUHB, n.d.-b).

[bookmark: _Toc243576556]2.4 Possible Drawbacks

Staff development requires time and resources.  In a small library team, releasing someone for training can increase workloads for colleagues who still need to manage enquiries and document requests.  Unequal access may also cause frustration.  Benson et al. (2004) found that employees who completed degrees were more likely to leave if they were not promoted, which supports Becker's (1993) argument about transferable skills.  Their research involved an American company, so the findings may not fully reflect employment conditions within the NHS.

My Level 5 studies have improved my understanding of management, and I would like opportunities to use what I have learned.  If these remain limited, I may eventually consider other roles.  This creates a challenge for employers, as investing in development does not necessarily mean they will retain the employee.




[bookmark: _Toc243576557]2.5 Values, Beliefs and Attitudes

SBUHB's values of Caring for each other, Working together and Always improving suggest that employee development should be encouraged (SBUHB, n.d.-c).  Schein (2010) explains that an organisation's stated values may differ from its everyday practices.  For example, when study time is cancelled because of staffing shortages, employees may begin to question how much their development is genuinely supported.

Beliefs about who should receive development can also influence opportunities.  Some support staff may feel that leadership training is mainly intended for clinical or senior employees.  My progression from Library Assistant to Senior Library Assistant, followed by leadership study, has shaped my belief that everyone should have fair access to development.  Senge (2006) links shared vision with employees feeling included in organisational goals.  Managers can encourage this by listening to staff, providing useful feedback and making PADR discussions meaningful.
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[bookmark: _Toc243576559]3.1 What Employees May Expect From Development

Development can raise expectations of promotion, recognition or greater responsibility.  Rousseau (1995) describes the unwritten expectations between employees and employers as the psychological contract.  When these are not met, employees may lose trust, particularly if they believe training should lead to opportunities that were never promised.

Vroom's (1964) expectancy theory links motivation to three factors: expectancy (effort improves performance), instrumentality (performance brings rewards) and valence (the value of those rewards).  Staff may become less motivated if training leads nowhere.  However, the theory assumes relatively rational decisions and may overlook emotions or personal circumstances.  My Level 5 studies have encouraged me to consider NHS management roles, although I recognise that progression depends on vacancies and organisational needs.

[bookmark: _Toc243576560]3.2 Where Expectations Come From

Expectations develop through management discussions, previous experiences and how colleagues are treated.  Guest (2004) links employment relationships to fairness and trust.  If one employee receives support for a qualification while another is refused without explanation, this may create resentment.  As Rousseau (1995) suggests, expectations are often based on individual perceptions, which managers may not fully recognise.

Senge (2006) describes mental models as assumptions influencing how people interpret situations.  An employee may view a qualification as a route to promotion, while their manager sees it as development within their existing role.  Under NHS Agenda for Change, pay bands depend on job evaluation rather than qualifications alone (NHS Employers, 2024).  Although SBUHB's value of Always improving encourages development (SBUHB, n.d.-c), staffing and funding restrictions may limit opportunities.  Clear explanations and fair decisions can help manage disappointment.




[bookmark: _Toc243576561]3.3 How Managers Manage Expectations

Managers need to understand employees' ambitions and communicate what development can realistically offer.  Rogers and Farson (1957) describe active listening as understanding what someone is communicating.  An employee requesting training may also be seeking recognition or career progression.  Listening carefully can uncover these concerns, although busy workplaces may limit time for individual discussions.

Locke and Latham (2002) argue that clear, challenging goals supported by feedback can improve performance.  In the Library and Knowledge Service, PADR objectives might include developing literature searching skills or contributing to a service improvement project.  These are achievable activities that managers can review.  Promotion to Band 5, however, depends on vacancies and recruitment decisions.  Goals also need flexibility to accommodate changing service demands.

CIPD (2026) supports regular performance discussions rather than relying entirely on annual appraisals.  Short conversations throughout the year could help library managers identify difficulties and discuss career plans.  Their value depends on whether concerns are addressed and agreed actions are followed through.

[bookmark: _Toc243576562]3.4 A Short SBUHB Workplace Example

Within the Library and Knowledge Service, an employee progressed from a trainee position to a senior specialist role while completing an SBUHB-funded postgraduate qualification.  They later left the NHS.  Becker's (1993) human capital theory suggests that qualifications increase employment opportunities, while Benson et al. (2004) associate promotion with improved retention.  This example questions whether promotion alone is enough to retain staff, as pay, personal circumstances and career ambitions may also influence decisions.

The specialist post was subsequently withdrawn, affecting another employee who had hoped to apply and later moved into management outside the NHS.  Senge's (2006) systems thinking considers how organisational decisions affect one another.  Although financial pressures may have influenced the withdrawal, losing the post reduced internal progression opportunities and raises questions about workforce planning.

This experience has influenced how I would approach leadership.  I would encourage development while being realistic about available opportunities.  Regular career discussions could also help managers recognise retention concerns and support employees in making informed decisions.


[bookmark: _Toc243576563]Section 4:  Performance Management and Appraisal

[bookmark: _Toc243576564]4.1 Performance Management and Appraisal

Performance management and appraisal are closely linked, although they serve different purposes.  Armstrong and Taylor (2023) describe performance management as an ongoing process involving objectives, feedback and development.  Aguinis (2023) connects individual performance with organisational goals.  Appraisal forms part of this process, usually through a formal review.  Relying on annual meetings alone may leave problems unresolved, which supports Cappelli and Tavis's (2016) argument for more frequent performance discussions.


[bookmark: _Toc243576565]4.2 The PADR Cycle at SBUHB

SBUHB's PADR completion rate increased from 72.5% in March 2025 to 77.25% in March 2026, remaining below the 85% target (SBUHB, 2026).  This suggests progress, although arranging reviews may be difficult when staffing pressures affect managers and employees.  Online mandatory training can be completed individually, while PADR requires both parties to make time for a discussion.

The PADR cycle involves preparation, reviewing performance, identifying development needs, agreeing objectives and recording outcomes (Appendix B).  My review with the Library Services Manager covers service priorities and my own development, including future career opportunities.  Agreed objectives also need follow-up throughout the year to keep development on track.




[bookmark: _Toc243576566]4.3 Preparation, Feedback, Objective Assessment and Recording

Preparation allows managers and employees to reflect on achievements, difficulties and development needs.  Pendleton et al. (1984) suggest a structured feedback approach, beginning with the employee identifying what went well before discussing improvements.  I have found this useful in a library setting because it encourages staff to reflect and contribute to the discussion.  Following the structure too strictly, however, may make feedback feel unnatural.

Objectives should be measurable and realistic.  Asking a library assistant to improve customer service gives little direction.  A clearer objective would be to complete three supervised literature searches within six months.  This reflects Locke and Latham's (2002) goal setting theory, which connects clear objectives and feedback with improved performance.  All assessments still require evidence, as a manager’s overall impression may influence their judgements (Gifford, 2016).

Accurate recording matters because PADR discussions may include personal concerns and career ambitions.  In a small library team, employees need confidence that information remains confidential and is accessible only to those with a legitimate reason.


[bookmark: _Toc243576567]4.4 Problems with Appraisal

Appraisal can be affected by bias and inconsistent judgements.  DeNisi and Murphy (2017) identify continuing concerns about performance ratings and employee reactions.  A manager might give too much weight to a recent mistake or allow their general opinion of someone to influence the assessment.  Folger and Cropanzano (1998) link fairness to how decisions are made and explained.  Employees may accept difficult feedback more readily when they understand the evidence and can express their views.

Senge's (2006) systems thinking suggests that performance should also be considered within the wider organisation.  For example, delays in supplying journal articles may result from IT failures or staffing shortages.  Holding an employee responsible without examining these circumstances could produce an unfair assessment.

[bookmark: _Toc243576568]4.5 A Toulmin Analysis

Toulmin's (2003) model provides a way to assess whether PADR improves performance and development.

Claim: A well-conducted PADR can support employee performance and development.

Grounds: The 2023 NHS Wales Staff Survey reported that 80% of respondents had received an appraisal or similar review.  Of those, 15% said it had definitely helped them improve their work, while 23.8% reported agreeing clear objectives and 23.9% felt their work was valued (Health Education and Improvement Wales [HEIW], 2024).

Warrant: Appraisal may improve performance when staff receive feedback, understand objectives and discuss their development.

Backing: Armstrong and Taylor (2023) and Aguinis (2023) connect performance management with feedback, objectives and employee development.

Qualifier: In many cases, PADR is more effective when discussions are meaningful and progress is reviewed regularly.

Rebuttal: Completing an appraisal does not prove improved performance.  The findings suggest that many employees receive an appraisal without feeling it has helped them develop.  These figures reflect staff perceptions across NHS Wales, not SBUHB specifically, and counting only "definitely" responses may understate some benefits.

SBUHB's 77.25% completion rate measures participation rather than effectiveness (SBUHB, 2026).  Managers should therefore consider the quality of discussions, follow-up actions and whether agreed objectives lead to improvements.



[bookmark: _Toc243576569]Section 5:  Development Vehicles

[bookmark: _Toc243576570]5.1 Different Development Methods

Employees develop through qualifications, e-learning, mentoring, coaching, shadowing and workplace projects.  Lombardo and Eichinger's (1996) 70:20:10 model suggests that much workplace learning comes through experience and relationships.  These proportions are a guide, as development needs vary between individuals and roles.

Within SBUHB, ESR e-learning provides an accessible way to deliver and record mandatory training.  Developing leadership confidence may require more discussion and practical experience.  Across four hospital libraries, arranging mentoring or shadowing can be difficult when staff work at different sites and cover must be maintained.  Appendix C compares seven development methods by time, cost, transferability and alignment with SBUHB's values.

[bookmark: _Toc243576571]5.2 Matching the Development Method to the Individual’s Needs

Development methods should reflect the knowledge, skills or experience employees need.  Kolb (1984) describes learning through experience, reflection, conceptualisation and experimentation.  This suggests that employees benefit from opportunities to test ideas in practice.

Honey and Mumford (1992) identify different learning styles, although these should not be treated as fixed categories.  Coffield et al. (2004) questioned the evidence supporting learning-style approaches.  A knowledge gap may suit formal training, while coaching could help someone build confidence.  Shadowing or project work may develop practical decision-making skills.

Sustainability also deserves consideration.  Virtual mentoring and online learning can reduce travel between hospital sites, supporting the Welsh Government's (2025) NHS Wales decarbonisation plan.  Face-to-face activities remain useful for observation, discussion and building working relationships.

[bookmark: _Toc243576572]5.3 My Level 4 Development as an Example

My ILM Level 4 improved my management knowledge, particularly communication, delegation and chairing meetings.  I also completed an HNC Level 4 in Applied Leadership and Management Skills in the Workplace at UWTSD, developing my academic reading, reflection and understanding of management theory.  Both qualifications contributed to my development, although practical experience remains necessary.

Working across four hospital libraries has also allowed me to apply my learning through coordinating cover, prioritising tasks and responding to staffing shortages.  These situations require communication, organisation and practical problem-solving.  Kolb's (1984) learning cycle helps explain how reflecting on these experiences can improve my approach to future workplace challenges.  However, working independently does not provide the same experience as managing staff, which remains an area for further development.



[bookmark: _Toc243576573]5.4 Comparing Two Development Methods Using Pearson’s RED

Pearson's (n.d.) RED model supports critical thinking through recognising assumptions, evaluating arguments and drawing conclusions.

Recognise assumptions: Choosing another qualification assumes management knowledge is still my main gap and that an award will improve my prospects.  Mentoring assumes someone with suitable experience has the time and willingness to help, which may be difficult across four hospital sites.

Evaluate arguments: Becker's (1993) human capital theory supports education as an investment in capability and employability.  Kram (1985) links mentoring with career development and personal support.  Qualifications strengthen knowledge and credentials, while mentoring offers experience and judgement that are harder to learn from a textbook.  The choice also depends on whether a qualification is required for the intended role and whether suitable mentoring is available.

Draw conclusions: My ILM and HNC helped build my management knowledge.  That need has now changed.  Mentoring, shadowing and larger workplace projects would give me opportunities to develop practical management experience and prepare for future responsibilities.  These approaches would build on my existing qualifications and could be reviewed through my Personal Development Plan.

[bookmark: _Toc243576574]Section 6:  Individual Development Plan

[bookmark: _Toc243576575]6.1 Strengths and Development Gaps

Working in the NHS for over 25 years, mainly within library services, has given me a good understanding of health board systems and the pressures staff face.  I now work across four hospital libraries, including more frequent cover at Morriston.  This has strengthened my ability to work independently, prioritise competing demands and maintain services when staffing is limited.

My Level 4 qualifications and current studies have developed my understanding of leadership and project management.  I have gained considerable workplace experience, although I still need more direct involvement in management decisions, projects and service improvement.  These are areas I want to develop as I work towards a future role in NHS management, administration or project support.  University professional services is another possible career path.  My full Personal Development Plan is included in Appendix A.

[bookmark: _Toc243576576]6.2 Development Objectives

Locke and Latham (2002) suggest that clear goals and regular feedback can help improve performance.  I have identified six objectives based on my current experience, the areas I need to develop and my longer-term aim of moving into a management role.

1. Complete Level 5 of the BA Applied Leadership and Management in the Workplace with an average mark of at least 60% by December 2026.

2. Arrange two half-day opportunities to shadow someone working in NHS management, administration or project support by June 2027.  I would record what I learned in a short reflective log and consider how it relates to the PRINCE2 approach.

3. Produce a simple systems map by March 2027 showing how staffing, training, technology and workload affect the Library and Knowledge Service.  I would use this to identify one area where improvements might be possible.

4. Work with colleagues to develop a shared procedures log for the four hospital libraries, aiming to record at least ten useful procedures by June 2027.

5. Take responsibility for a small improvement within the Library and Knowledge Service by September 2027.  This could involve improving how information or procedures are shared between hospital sites.

6. Review six vacancies in total, drawn from NHS Band 5 and Band 6 roles and university administrative positions, by March 2027.  I would identify five common requirements and compare these with my current skills and experience.

These objectives reflect what I would like to achieve over the next year.  Some will depend on staffing levels and the support available from my manager.  I will review my progress through PADR and adjust the timescales where necessary.

These objectives reflect what I would like to achieve over the next year.  Some will depend on staffing levels and the support available from my manager.  I will review my progress through PADR and adjust the timescales where necessary.

[bookmark: _Toc243576577]6.3 Methods and Support

My degree provides formal learning, while shadowing and project work would give me experience of how decisions are made and services improved.  These methods fit the 70:20:10 model associated with Lombardo and Eichinger (1996), which recognises learning through experience, relationships and formal education.  The proportions are not fixed, and their usefulness depends on individual needs.  Kram (1985) also links mentoring to career development and personal support.

I find that I learn more effectively when I can connect academic ideas with practical tasks and reflect on what happened.  Kolb's (1984) learning cycle helps explain this approach.  However, Coffield et al. (2004) question the evidence for fixed learning styles, so I would not assume that one method will always suit me.  To achieve my objectives, I will need support from my manager, time away from daily duties and access to experienced colleagues.  Staffing pressures may affect what can realistically be arranged.

A cross-site improvement project could also support SBUHB's values of Working together and Always improving.  Involving colleagues from different libraries may encourage shared practices and better communication.  Its success would depend on staff participation and whether any improvements can be maintained alongside daily workloads.

[bookmark: _Toc243576578]6.4 Monitoring and Evaluation

I will review my progress monthly and discuss my objectives through PADR, recording achievements, difficulties and agreed actions in Appendix A.  Regular reviews should help me identify where further support is needed and make changes when circumstances affect my plans.

Kirkpatrick's (1994) model considers four levels of evaluation: reaction, learning, behaviour and results.  I could assess reaction through feedback from colleagues or mentors, and learning through Level 5 marks and reflective records of shadowing.  Changes in how I approach decisions would provide evidence of behaviour, while measurable outcomes from the cross-site project could indicate results.  However, the model was developed for training programmes, and improvements in a busy NHS service may have several causes.  It may therefore be difficult to establish how much progress resulted from one particular activity.


[bookmark: _Toc243576579]6.5 Reflection

Preparing this plan has helped me recognise how my development needs have changed.  I have spent several years building my knowledge through qualifications, and I now want more opportunities to take responsibility, make decisions and learn from experience.

Senge (2006) links personal mastery with understanding current abilities and working towards future goals.  My NHS experience has given me a good foundation, although I recognise that working independently is not the same as managing people or leading a service.  I still have areas to develop.  Taking on new responsibilities, listening to feedback and reflecting on the outcomes will help me judge whether I am ready to progress.



[bookmark: _Toc243576580]Section 7:  Conclusion and Recommendations

Developing employees can improve confidence, motivation and career opportunities while helping organisations maintain skills and prepare for future needs.  The benefits depend on how learning is supported and used.  Within SBUHB, staffing pressures and limited progression opportunities may reduce the value of development, particularly when employees gain qualifications but have few opportunities to apply them.

Employee expectations also need careful management.  Rousseau's (1995) psychological contract suggests that unmet expectations can damage trust, while performance management provides opportunities to discuss objectives and career ambitions.  PADR can support this process when managers provide useful feedback and review progress throughout the year.

Senge's (2006) learning organisation theory suggests that development should involve sharing knowledge and improving how teams work together.  Within the Library and Knowledge Service, specialist knowledge can remain with individual employees, creating risks when staff are absent or leave.  Addressing this would support SBUHB's values of Working together and Always improving.

Based on these findings, I recommend four actions:

1. Link funded qualifications to development plans.  Before funding is agreed, employees and line managers should discuss through PADR how new skills could be used, such as leading a small project, and consider realistic progression opportunities.  This may help address the retention risk identified by Benson et al. (2004).

2. Introduce a mid-year PADR review.  A short, structured discussion six months after the annual review would allow managers and employees to revisit objectives, discuss development needs and identify barriers.  This reflects Cappelli and Tavis (2016), who support more frequent performance conversations.  Keeping the discussion brief would make it more manageable during staffing pressures.


3. Map specialist knowledge across the four libraries.  The Library Services Manager could identify tasks, such as MEDLINE searching or OpenAthens administration that depend on individual employees.  A second member of staff could then be trained in each task within twelve months.  This supports Rothwell's (2016) approach to succession planning, although protected training time would be needed.

4. Recognise informal development.  Mentoring, shadowing and project experience could be recorded during PADR alongside ESR training.  This would provide a fuller picture of employee development, reflecting the 70:20:10 model associated with Lombardo and Eichinger (1996).

Preparing this report has also helped me recognise that my next stage of development should focus on gaining practical management and project experience.  Applying what I have learned through university will help me assess my readiness for future responsibilities.
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[bookmark: _Toc243576582]Appendix A:  Personal Development Plan (PDP)
					
	Development Area
	Objective (SMART)
	Development Vehicle
	Support/Resources
	Measure of Success
	Review Point

	1. Management knowledge
	Complete Level 5 of the BA Applied Leadership and Management in the Workplace with an average mark of at least 60% by December 2026.
	Formal qualification
	UWTSD tutors, agreed study time
	Level 5 completed and results recorded
	December 2026

	2. Project management experience
	Arrange two half-day opportunities to shadow staff in NHS management, administration or project support by June 2027.  Record observations and consider links to PRINCE2.
	Shadowing and reflection
	Manager, relevant NHS colleagues, release time
	Two sessions completed and reflective log produced
	June 2027

	3. Systems Thinking
	Produce a simple systems map showing how staffing, training, technology and workload affect the Library and Knowledge Service by March 2027.
	Self-directed learning
	Senge (2006), workplace examples, manager feedback
	Completed map and one possible improvement identified
	March 2027

	4. Knowledge Sharing
	Work with colleagues to develop a shared procedures log across the four hospital libraries, recording at least ten procedures by June 2027.
	Workplace learning
	Colleagues, Microsoft Teams, existing procedures
	Shared log containing ten useful procedures
	June 2027

	5. Leadership Experience 
	Take responsibility for one small service improvement by September 2027, building on the systems map and procedures log.
	Workplace project
	Manager, colleagues and available time
	Improvement completed and short evaluation produced
	September 2027

	6. Career Planning







	Review six vacancies from NHS Band 5 and Band 6 roles and university administrative posts by March 2027.  Identify five common requirements and compare them with my experience.
	Desk based research and self-assessment
	NHS Jobs, university recruitment websites
	Six vacancies reviewed and five requirements identified
	March 2027
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[bookmark: _Toc243576584]Appendix C:  Comparison Table of Development Vehicles

	Development Vehicle
	Direct Cost
	Time Away From Role

	Best Suited To
	Transferability
	Evidence/Theory

	Qualification (e.g. ILM, HNC, degree)
	Can be high.  My own study is funded through Student Finance Wales rather than SBUHB.
	High overall, as study continues over months or years. Some study can be completed during agreed quieter periods at work where service demands allow.
	Knowledge gaps; formal accreditation; career progression
	High - qualifications and knowledge move with the individual
	Human capital theory links education with increased knowledge and employability (Becker, 1993). Transferable qualifications may also increase opportunities to move elsewhere (Benson et al., 2004).

	Mentoring
	Low
	Low; for example, an hour each month
	Career direction; confidence; organisational understanding
	Moderate
	Can provide career and psychosocial support (Kram, 1985)

	Coaching
	Low if internal potentially higher if external
	Low
	Confidence; behaviour; specific performance or development needs
	Moderate
	Can support focused development through discussion, feedback and review

	Shadowing
	Very low
	Moderate; often involves half-days away from normal duties
	Tacit knowledge; understanding other roles and decision-making
	Low to moderate
	Consistent with workplace and experiential approaches to learning

	E-learning (ESR)
	Very low
	Low; can often be completed at a workstation
	Statutory and mandatory training; factual knowledge; system updates
	Low
	Provides structured and trackable learning, although application depends on workplace practice

	Project work
	Low direct cost; mainly staff time
	Moderate; must be balanced with normal workload
	Leadership; project management; service improvement; applying theory
	Moderate to high
	Closely aligned with experiential learning (Kolb, 1984)

	On-the-job training
	Low
	Low; learning takes place while working
	Procedures; systems; local practices
	Low to moderate
	Consistent with the workplace-learning emphasis of the 70:20:10 model (Lombardo & Eichinger, 1996)






[bookmark: _Toc243576585]Appendix D:  SBUHB Values Mapped to Senge’s Five Disciplines

	SBUHB Value
	Related Senge Discipline
	Where It Appears In The Report
	Where Practice May Fall Short Of The Value

	Caring for each other
	Mental models - questioning assumptions about colleagues’ expectations; team learning
	Sections 3 and 4.4
	Development expectations may remain unspoken, while poorly managed appraisal conversations can affect perceptions of fairness

	Working Together
	Team learning - sharing knowledge across sites; systems thinking
	Sections 2.3, 5.1 and Appendix A
	Specialist knowledge may remain with one person, while sites can develop different ways of working

	Always Improving
	Personal mastery - individual learning, shared vision - improvement that staff understand and support
	Sections 2.1, 2.5 and 6.5
	Development may take place without a clear progression route, while informal workplace learning can remain unrecorded

	Underpinning all three values
	Systems thinking - connecting the other disciplines
	Sections 2.4 and 7
	Development, retention, funding and succession may be considered separately rather than as connected workforce issues
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