Continuing Professional Development 

The main purpose of this assignment is to discuss about the role of mentoring and performance development in the work place. It will define what CPD and self-reflection in health and social care settings. It will also discuss the mentoring and coaching used in place to develop skills of mentor and mentee. In addition, will discuss coaching within NHS and evaluate a policy linking to mentoring and at the end it will also provide the recommendations.  

What is continuing professional development (CPD) and why it is important? 
Continuing professional development which is also known as CPD is use in health and social care settings for professionals to maintain the knowledge and skills to increase competence and also the development of the health care specialists during the working life (CORU, 2013) 
Social Care Wales (2018) suggests that CPD is a holistic method to learn and acknowledge daily experiences as learning opportunities. The main essence of continuing professional development is effectiveness of professional work that health care staffs do in everything. It is also a personal commitment to continuingly updating the skills and knowledge as required in their professional.  Continuing professional development is vital to ensure that every employed in health and social care settings are working safely in a way that their most of the knowledge and skills are used in right way. It is also key to continue to have up to date knowledge and skills to bring the safe and effective service for people who are using service. In fact, it is important that every health care professional to take pride in their everyday job and responsibility for the professional development and understand how this can help to do job well (Social Care Wales, 2018) 
According to CPD (2020) continuing professional development  (CPD) helps to provide the following:
· Motivation and job satisfaction which helps to develop the knowledge and skills which have a positive effect on work that can help to feel fulfilled in the role 
· Provides evidences of learning and development to employers both current and future 
· Helps individuals to keep skills and knowledge up to date
· Helps individuals to often focus on how they can become a more competent and effective professional
· Training and learning build up the confidence and overall capability and compliments career ambitions 
· Provides an opportunity for employees to identify knowledge gaps and to resolve in a recognisable method for improvement

However health care is a field where constantly changing and developing therefore the skillset of staff need to be developing at the same pace for example, the employees working in NHS have increased and changed since the NHS have introduced in 1948. The largest group working in the NHS are nurses. This shows that how working environment has changed and became very advanced and how the demand has increased over the years means more medical skilled staffs are needed in workplace to care for patients. Dundee (2018) argue that the primary role of nurses in 1948 was to care for people and try to help ill people to become better whereas now nurses are in centred upon where helping to prevent an individual becoming ill is the first instance through education and nurses are the key priority to help and take responsibility for their own health and their family. They also involve in taking responsibility for decision making of patients care than they did before. The NHS is currently facing challenges and NHS is one of the most precious resource however it has historically been under pressure and that pressure is increasing for many reasons. These include social, political and economic pressures. The key challenges are: an ageing population, a growing population, evolving health care needs such as obesity and diabetes. the demand of staff and equipment  is high and staffs are leaving jobs due to over work and low job satisfaction (The medical portal, 2020) All these changes shows that NHS needs staffs with skills and knowledge. The CPD can motivates employees to aids in their improved productivity in workplace with the ability to learn and progress. Having CPD will enhance the healthy learning culture and improve the employee retention as staff will feel valued and employees will be loyal to the organisation (Burton, 2017) 

Britland (2017) explains that self-reflection in health and social care sector is very important for facing the challenges and improving the practices such as reflecting helps to develop the skills and review the effectiveness rather than just continuing the work the staffs always do. It supports to do work in more efficient way in the future. Self-refection is a really means looking in the mirror and describing what a person see. It is a way of supporting and assessing yourself to become better version of yourself. In any role, either at home or work self-reflection is vital part of learning (The Open University, 2020) 
Reflective practice in workplace is important as it allows to reflect on what has been done and why. It is about making it to the wider perspective of learning through reflection and learning (CIPD, 2020) Reflective practice can be done through reflecting of things and situations that has gone wrong and trying to think how that situation could have dealt differently (Whitehurst et al, 2017) There are many models to do reflections but it is necessary to understand that why you are asking these questions and how that can support you to reflect. The following model is one of the model which can be used to reflect in workplace. 

Nottingham, (2020) explains that reflective model is known as a framework for reflection in work and it motivates and planned the process to guide the act of reflection. As there are many model to reflect such as Gibbs and Johns so sometimes it might be confusing which one to choose. Therefore, it is necessary to select the one that you feel comfortable to reflect your experience. 
A reflective model which could help to reflect is Kolb’s Model on experiential learning which has four elements and they are: Concreate experience is a first stage where it is very important to think in details about what happened during an experience to reflect. Second stage is reflective observation where after the event must need to understand different perspectives such as thinking about both own and service user’s perspective. Third stage is abstract conceptualisation where analysing the experience and thinking that event in more detail and learning from the experience. Last stage is called active experimentation, this is where a person reflect on various ways to approach the situation and evaluate and plan on what could have done differently (Smith, 2013)  

Reflexivity is an individual exploration which involves challenging the personal beliefs and assumptions which you believe to develop in professional and personal practice (Timmins, 2020) 
According to Tremblay et al. (2013) it says that in recent years, reflexivity has recognised in many professionals education and training literature specially in the public health and social care fields and describe the reflexivity as “crucial for improving professionals education and practice because it enables professionals to integrate theory and practice, to transfer their experience into new learning and acquire new skills by building integrated knowledge bases” (Tremblay et al. , 2013) On other hand Landy (2016) argues that reflexivity is a skill which needs teaching and ongoing learning throughout the health care careers and yet training and teaching to develop reflexivity is either absent or underdeveloped within many health care sector. It is either have strong technical training but little understanding of reflexivity and its important in caring service users. 
Surbhi (2018) and Bites (2019) explain that in today’s health care organisations mentoring and coaching are the approach of the learning and developing strategy these days and to have proven to be more efficient in ways to developing and retaining staffs. However, mentoring and coaching are two different thing but it helps to develop the employees. A mentor is usually a senior person in organisation who has more knowledge and experience within the organisation and often advise and guide someone junior who is just started to work in the organisation. On the other hand, a coach is someone who operates specific time bound focus depending on the need of coachee. Coaching is a approach to an individual to supervised by a superior person to improve their competencies and capabilities. Coaching is for a short time while mentoring lasts longer and takes time. Coaching helps a person to see the bigger picture and grow and develop their skills while mentoring helps to develop the ability to motivate and encourage others which can eventually help you to become better manager, employee and team member (Surbhi, 2018) 
Bright (2020) suggests the benefit of mentoring can help staffs to grow and when staff have better training they perform better and bring additional revenue which make it easier for organisation to pay for coaching. Benefits of mentoring could help mentee to develop induction experience for new recruits also helps to improve self-confidence and commitment to the organisation. Mentor could demonstrate leadership and mentee can advantage of ongoing career development while organisation benefit to consider employee’s career goals (Crosby, 2014) 
Coaching and Mentoring both plays an important role in any organisation but health care sector such as NHS which is facing many challenges like a growing population, struggling with waiting times and ageing growth. Due to the high demand NHS is in shortage of staff and the staff are leaving the job due to low job satisfaction and working longer hours and stress. These challenges needs to be short it out as it shows why NHS is failing to motivate the health care staff. Therefore having coaching and mentoring in workplace is a way to go as it helps staff to improve and grow their skills and also organisation’s success. It is all about the commitment, drive and energy brought in the company by each staff that is why staff need to be motivated all the time. Currently the NHS Leadership Academy provides two national coaching and mentoring programmes and they are ‘Return to Work Mentoring programme’ and ‘ Ethical Mentoring programme’ (NHS Leadership Academy, 2020) 

Mentoring policy 
There is the policies procedure to support mentoring in the workplace and this mentoring policy has proposed to help those individuals who wish to develop their skills and become optimistic mentors. It helps to support guidance and information to prospective mentees within the trust to help them on how they can access to mentor and what they can expect in a mentoring relationship. This policy provides all the information on commitment requirements from mentee and mentor also explains all the process. It also states what CPD requirement need to provide to become a mentor. It explains all the responsibilities and commitments of mentor and mentee. Also, discuss about the code of ethics such as mentors will have to conduct themselves in a way that will respects diversity and supports equal opportunities. Responsibility of no harm to any clients. Policy also provides the record of data protection of both mentee and mentor as it is recommended that mentors must keep all the records of meetings and contacts with their mentee.  The policy also, provides clear roles and responsibilities for the policy and training, equality impact assessment, data protection and freedom of information. Lastly, it also provides the mentoring information form to capture and understand mentees needs (NHS , 2020) 

Recommendation 
1. Recommendation for myself could be I may have to take some coaching or mentoring training to enhance my skills in more professional way. Also, to develop my self-esteem and confident level 
2. Other recommendation may be self-reflect more often in order to progress and see the strength and weakness of myself and grow from there to improve my skills 

Reference for this recommendations is from my own template of viva panel reflection sheet. 
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