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Personal and professional development are essential components of organisational learning, where individuals can improve knowledge, develop competencies and adapt to changing workplace requirements. Senge (2006) argues that organisational learning involves more than developing individual capabilities; it requires organisations to establish environments that encourage shared learning, collaboration and continuous improvement. However, individual development strategies should align employees’ professional aspirations with organisational objectives while promoting long term organisational effectiveness.
This report examines the relationship between individual development and organisational learning through an applied case study involving Snep SPA, an organisation operating within the beauty and wellness sector. The study focuses on the proposed development of Andreea Pop as a new Brand Ambassador, under the mentorship of an existing representative. It explores how structured learning, appropriate development methods and continuous performance evaluation can support individual growth and contribute to team effectiveness.
The report critically assesses the benefits of personal development for individuals and organisations, examines approaches to managing individual development expectations and evaluates relevant professional development methods. Finally, it proposes a structured individual development plan, incorporating measurable objectives, appropriate learning activities and evaluation strategies to demonstrate how individual development can contribute to organisational learning.




[bookmark: _Toc242491474]2.0 Critical Assessment of Personal Development

This section critically examines the role of personal and professional development within the workplace and evaluates the potential for both the individual and the organisation. It considers how continuous learning can support employee capability, motivation and career progression while also contributing to organisational performance and the development of a learning culture. Relevant theoretical perspectives will be applied to the Snep SPA case study to assess how the development of a new Brand Ambassador could support both individual growth and wider team effectiveness.

[bookmark: _3whwml4][bookmark: _Toc242491475]2.1 Defining Personal and Professional Development

Personal development can be understood as the continuous process through which individuals improve their self- awareness, knowledge, attitudes and capabilities to achieve personal and professional goals. Professional development is more specifically focused on developing the knowledge, skills and behaviours required to perform effectively within a given role and to prepare for future career progression. Torrington et el. (2020) emphasise that learning and development can strengthen both individual competence and longer-term employability, while Giamos et al (2025) highlight the importance of development performance practices in supporting employees’ ongoing learning and future capability. These perspectives demonstrate that personal and professional development are closely related, as improvements in areas such as confidence, communication, decision making, and self-management can directly influence workplace performance.
Development should therefore not be viewed solely as formal training. It can also involve workplace experience, reflection, feedback, mentoring and self- directed learning. When these opportunities are aligned with organisational requirements, they can support both individual growth and organisational capability (Giamos et al., 2025; Torrington et al.,2020).

[bookmark: _2bn6wsx]Within the Snep SPA case study, Andreea’s personal development would involve areas such as confidence, time management and self-motivation, while her professional development would focus on product knowledge, customer communication, digital marketing and sales competencies. Developing both areas simultaneously is important because technical knowledge alone may not result in effective performance if the individual lacks confidence, adaptability or the ability to manage their own learning.

[bookmark: _qsh70q][bookmark: _Toc242491476]2.2 The Learning Organisation

The concept of the learning organisation refers to an organisation that continuously develops its capacity to learn, adapt and improve through the development of both individuals and teams. Senge (2006) describes a learning organisation as one in which people continually expand their ability to achieve desired results, develop new ways of thinking and learn collectively. His framework is based on five disciplines: personal mastery, mental models, shared vision, team learning and systems thinking. These disciplines suggest that organisational learning depends not only on formal training, but also on reflection, collaboration and the ability to understand how individual actions influence wider organisational outcomes.
This perspective is reinforced by Crossan el al. (1999), who explain organisational learning as a process through which knowledge develops from the individual level to the group and eventually becomes embedded within organisational practice. Similarly, Marsik and Watkins (2003) emphasise the importance of a learning culture in which knowledge is shared and supported through organisational structures and practices.



Örtenblad (2019) argues that the learning organisation should not be treated as a single universal model, because different organisations may require different approaches to learning depending on their structure, culture and strategic priorities. This provides an important critical perspective, as Senge’s model can be difficult to apply consistently in organisations where employees operate with high levels of independence or where learning practices are informal.
Within the Snep SPA case study, the development of Andreea can be linked particularly to personal mastery and team learning.  However, individual development alone does not automatically create a learning organisation. Learning must also be shared, reinforced and integrated into wider team practices.

[bookmark: _Toc242491477]2.3 Benefits of Personal Development for Individual

Personal development can provide significant benefits for employees by increasing competence, confidence, adaptability and career awareness. Torrington et al. (2021) suggests that continuous learning can strengthen employability by enabling individuals to respond more effectively to changing organisational and labour- market demands. This is complemented by Bandura’s (1997) concept of self-efficacy, which emphasises that individuals’ beliefs in their own capabilities can influence motivation, persistence and performance.
Development opportunities may also increase motivation when individuals perceive their progress as meaningful and personally relevant. Ryan and Deci (2000) argue that motivation is strengthen when individuals experience autonomy, competence and relatedness. However, Kohn (1999) challenges excessive reliance on external rewards, suggesting that rewards can sometimes weaken intrinsic motivation when individuals become more focused on the incentive than on the activity itself.
Goal setting can also support development when objectives are specific, appropriately challenging and accompanied by feedback (Locke & Latham, 2002).
Within the Snep SPA case study, Andreea’s development could strengthen her confidence in customer communication, improve her ability to manage time independently and increase her understanding of digital marketing and product knowledge. These improvements may support greater professional autonomy and provide a clearer sense of career direction. 
Nevertheless, development should remain realistic and appropriately paced. If expectations become excessive or poorly aligned with the individual’s capabilities, engagement may decline. Therefore, personal development is most effective when it combines meaningful goals, autonomy, feedback and opportunities for greater responsibility.

[bookmark: _Toc242491478]2.4 Benefits of Personal Development for the Organisation

Investment in personal and professional development can benefit organisations by strengthening employee capability, improving performance and supporting organisational adaptability. Torrington et al. (2020) emphasise that learning and development can enhance organisational effectiveness by improving the knowledge, skills and flexibility of the workforce. This is supported by Ordóñez de Pablos and Tennyson (2014), who highlight the strategic importance of human capital development in strengthening organisational capability, particularly in changing and uncertain environment.
From a learning organisation perspective, the value of individual development extends beyond the performance of one employee. Senge (2006) argues that organisational learning depends on the ability of individuals to learn collectively and contribute to a shared purpose. Crossan et al. (1999) further explain that individual learning becomes organisational learning only when knowledge is interpreted, shared and eventually embedded within wider organisational practices.


Within Snep SPA, the development of Andreea could potentially benefit the wider team through improves customer communication, stronger product knowledge and more effective digital promotional activity. As her confidence and competence increase, she may also require less direct supervision and become more capable of supporting other team members. However, these benefits should not be assumed automatically. Marsik and Watkins (2003) emphasise that learning requires supportive organisational structures and a culture that encourages knowledge sharing.
Therefore, employee development contributes to organisational performance only when individual learning is effectively transferred into team practices and aligned with wider organisational objectives.

[bookmark: _Toc242491479]2.5 Critical Assessment and Application to Snep Spa

The potential benefits od personal development are significant, but they depend on how effectively individual learning is transferred into workplace practice. Garvin (1993) argues that a learning organisation must be skilled not only at acquiring knowledge, but also at transferring and modifying behaviour in response to that knowledge. This suggests that development activities have limited organisational value if learning remains isolated at the individual level.
 Argyris and Schon (1978) distinguish between learning that simply corrects immediate problems and deeper learning hat challenges underlying assumptions and working practices. This distinction is relevant to Snep SPA because the development of a new Brand Ambassador should ideally encourage both improved performance and reflection on how customer engagement, communication and teamwork can be improved.
Psychological safety is also important in supporting learning. Edmondson (1999) found that individuals are more likely to engage in learning behaviours when they feel able to ask questions, acknowledge mistakes and seek feedback without fear of negative consequences. For Andreea, this means that mentoring and feedback should encourage open communication rather than focus solely on performance outcomes.
Overall, the case study demonstrates that individual development can support organisational learning when it is purposeful, monitored and integrated into everyday working practices. Development is therefore most valuable when employees are encouraged not only to gain new skills but also to share knowledge, reflect on experience and contribute to wider team improvement.

[bookmark: _Toc242491480]3.0 Managing Individual Development Expectations

Managing individual development expectations is an important part of effective workplace learning because employees may enter a role with different motivations, career aspirations and perceptions of what development should involve. Organisations therefore need to understand individual expectations while also ensuring that development remains realistic, achievable and aligned with organisational objectives. This section examines how development needs and expectations can be identified, how motivation and career aspirations influence employee engagement, and how individual goals can be aligned with the wider needs of Snep SPA.

[bookmark: _147n2zr][bookmark: _Toc242491481]3.1 Identifying Individual Development Expectations and Development Needs

Identifying development needs is essential for ensuring that learning activities are relevant to both the individual and the organisation. Torrington et al. (2020) emphasise that development planning should consider current capability, future role requirements ad the gaps between them. Similarly, Noe (2020) highlights the importance of needs assessment in determining which knowledge, skills or behaviours require further development.

Bibb (2016) argues that development should not focus exclusively on weaknesses, because existing strengths can provide a foundation for future growth and engagement. In the Snep SPA case study, Andreea’s previous customer service experience may therefore support communication and relationship-building, while areas such as product knowledge, digital marketing, sales confidence and independent time management may require further development.
Individual expectations should also be explored. Schein’s career anchor framework suggests that career decisions are influenced by underlying values, motives and perceived competencies (Schein, 1990). Understanding whether Andreea is primarily motivated by autonomy, financial achievement, professional growth of flexibility could therefore help shape a development plan that is personally meaningful.
However, development models should be used as guides rather than fixed classifications. Individual priorities may change as experience increases, so development needs should be reviewed regularly rather than treated as static.

[bookmark: _Toc242491482]3.2 Motivation, Engagement and Professional Aspirations

Motivation plays a central role in personal and professional development because employees are more likely to engage with learning when they perceive it as meaningful and relevant to their own goals. Ryan and Deci (2000) distinguish between intrinsic motivation, where individuals engage in an activity because they find it personally valuable, and extrinsic motivation, where behaviour is influenced by external rewards or pressures. Their self-determination theory suggests that motivation is strengthened when individuals experience autonomy, competence and relatedness.
This perspective is particularly relevant to Andreea’s development within Snep SPA.  Although financial rewards and sales incentives may encourage short term effort, relying too heavily on external rewards could limit deeper engagement with learning. Kohn (1999) argues that excessive emphasis on rewards can reduce intrinsic motivation by shifting attention away from the value of the activity itself. 
Bandura’s (1997) concept of self-efficacy also helps explain why confidence matters in professional development. Individuals who believe they can perform successfully are more likely to persist when facing challenges. Therefore, Andreea’s development should include progressively challenging tasks that allow her to build confidence through successful experience.
Professional aspirations are also important because development is more sustainable when employees can see a connection between current learning activities and future career opportunities. Schein (1990) suggests that individuals are influenced by underlying career values and motivations, which can shape their expectations or professional growth. Effective development therefore requires ongoing communication so that aspirations remain realistic and aligned with organisational opportunities.

[bookmark: _Toc242491483]3.3 Aligning Individual Expectations with Organisational Objectives

Effective development requires a balance between individual expectations and organisational priorities. Collings et al. (2017) emphasise that talent development is most valuable when it supports both individual potential and broader organisational objectives. Similarly, de Waal (2007) argues that performance management should connect individual contribution with strategic priorities rather than treating employee development as an isolated activity.
Within Snep SPA, Andreea may seek greater confidence, flexibility and professional independence, while the organisation requires consistent product knowledge, effective customer communication and contribution to team performance. These expectations can be aligned through jointly agreed objectives that recognise both personal aspirations and business needs. For example, improving digital marketing skills may support Andreea’s career development while also strengthen Snep SPA’s online customer engagement.

Recent research on development performance management also highlights the importance of integrating learning, feedback and future capability into performance processes rather than focusing only on short term results (Giamos et al. 2025). This is particularly relevant when supporting a new collaborator whose development needs may change as experience increases.
However, alignment should not mean that organisational goals automatically override individual needs. Unrealistic expectations may reduce motivation and engagement. Regular feedback and review meetings are therefore necessary to ensure that development remains achievable, meaningful and connected to wider organisational priorities.

[bookmark: _Toc242491484]4.0 Critical Evaluation of Development Methods

Different development methods can support employee learning in different ways, depending on the individual’s experience, learning needs and organisational context. This section evaluates selected approaches to professional development and considers their suitability for Andreea’s role within Snep SPA. Attention is given to methods that combine practical experience, guidance and reflection.

[bookmark: _Toc242491485]4.1 Development Methods and their Organisational Application

Professional development can take place through formal training, coaching, mentoring, experimental and self- directed learning. No single method is universally effective, as suitability depends on the learner, the role and intended outcomes. Kolb (1984) argues that learning is strengthen when individuals move through a cycle of experience, reflection, conceptualisation and application, making experiential learning particularly relevant to practical workplace roles.
For Andreea, formal training could support product knowledge and organisational procedures, while mentoring may provide ongoing guidance and confidence during her transition into the Brand Ambassador role. Coaching could also support specific performance areas, such as communication or digital marketing, by focusing on targeted goals and feedback.
Informal and incidental learning can also play an important role in workplace development. Marsik and Watkins (2001) explain that learning frequently occurs through everyday work experiences, interaction and reflections rather than only through structured training. This is particularly relevant within Snep SPA, where Andreea may develop practical skills through customer interaction, observation and regular discussion with her mentor. For Andreea, formal training could support product knowledge and organisational procedures, while mentoring may provide broader guidance and confidence during her transition into the Brand Ambassador role. Coaching could then focus on specific performance areas such as communication, planning or digital marketing.
However, development methods should not be selected simply because they are commonly used. Their effectiveness depends on how well they respond to identified needs and whether the learner has opportunities to apply new knowledge in practice. Therefore, a blended approach combining structured training with mentoring and practical experience is likely to be more appropriate for Andreea than reliance on a single method.

[bookmark: _Toc242491486]4.2 Comparative Evaluation of Training, Mentoring and Coaching

Training, mentoring and coaching can all support professional development, but they serve different purposes. Formal training is useful for transferring structured knowledge and ensuring consistency in areas such as product knowledge, organisational procedures and compliance. However, training does not automatically lead to improved workplace performance unless new knowledge and skills are successfully transferred into practice (Baldwin & Ford, 1988; Burke & Hutchins, 2007).
Mentoring provides broader developmental support through guidance, experience-sharing and ongoing encouragement. Evidence suggests that mentoring can positively influence career development, attitudes and professional outcomes (Eby et al., 2008). This makes mentoring particularly valuable for Andreea during the early stages of her role, when confidence and role understanding are still developing.
Coaching, by comparison, is generally more focused on specific performance goals and can be useful for improving targeted skills such as communication, planning or digital marketing. However, its effectiveness depends on clear objectives, constructive feedback and the learner’s active engagement.
A blended approach is likely to be the most appropriate within Snep SPA. Formal training can provide the necessary technical foundation, while mentoring and coaching can reinforce learning through practical application and feedback. Poorly structured support, however, may create dependency or inconsistency, so development methods should be reviewed regularly.

[bookmark: _Toc242491487]4.3 Selection and Justification of Appropriate Methods

For Andreea’s development, a blended approach combining formal training, mentoring and coaching would be the most appropriate. Formal training can provide essential knowledge about Snep SPA’s products and procedures, while mentoring can support broader professional confidence and role understanding. Coaching can then address more specific development areas, such as communication, planning or digital promotion.
This combination is appropriate because Andrea’s development needs are both technical and behavioural. Baldwin and Ford (1988) emphasise that learning is more likely to influence workplace performance when there are opportunities to apply new knowledge in practice, while Eby et al. (2008) demonstrate the potential value of mentoring for professional development. Kolb’s (1984) experimental learning model also supports practical application and reflection as part of the learning process.
Relying on only one development method may therefore be insufficient. A blended approach allows the balance between training, mentoring and coaching to be adjusted as Andreea’s confidence and competence develop, ensuring that learning remains responsive to both individual and organisational needs.

[bookmark: _Toc242491488]5.0 Individual Development Plan (IDP)

A structured development plan provides a practical framework for transferring identified development needs into measurable actions. This section outlines Andreea’s key development priorities, objectives, learning activities and methods of evaluation. The aim is to ensure that development remains relevant to both her individual aspirations and Snep SPA’s wider performance expectations.
[bookmark: _Toc242491489]5.1 Training Needs Analysis

A training needs analysis identifies the gap between an individual’s current capabilities and the competencies required for effective performance. Noe (2020) emphasis that needs assessment is necessary for determining whether development is required and for ensuring that learning activities respond to genuine performance requirements. Similarly, Pettinger (2013) links performance management with the identification of capability gaps and future development priorities.
For Andreea, the main development needs relate to product knowledge, digital marketing, sales confidence, time management and professional independence. Her previous customer service experience provides a useful foundation in communication, but further development is required to adapt these skills to the Brand Ambassador role.
A strengths-based approach should also be considered. Bibb (2016) argues that development can be more effective when it builds on existing capabilities rather than focusing only on weaknesses. Therefore, Andreea’s communication experience can be used as foundation while more targeted support is provided in less developed areas. These identified needs provide the basis for setting measurable objectives and selecting appropriate development activities.

[bookmark: _Toc242491490]5.2 Personal and Professional Development Objectives

Development objectives should be clear, realistic and measurable so that progress can be monitored effectively. Locke and Latham (2002) argue that specific and appropriately challenging goals can improve performance, particularly when individuals receive feedback on their progress. This provides a stronger foundation for the use of the SMART objectives within Andreea’s development plan.
For Andreea, one objective would be to improve product knowledge by completing introductory training and demonstrating accurate understanding of key product categories within the first two weeks. A second objective would focus on communication and sales confidence, with Andreea completing several supervised customer interactions and receiving structured feedback from her mentor.
Digital marketing development could involve creating and reviewing promotional content by week four, while time management objectives could include following a weekly activity schedule and meeting agreed priorities consistently. A further objective would be to increase professional independence by completing selected role-based activities with progressively less mentor support.
These objectives combine personal development, such as confidence and self- management, with professional competencies directly relevant tot the role. They also provide measurable indicators that can later be used to evaluate progress and identify areas requiring further support.



[bookmark: _Toc242491491]5.3 Development Activities, Resources and Implementation

The development plan should combine structured learning with practical experience so that Andreea can apply new knowledge within her role. Kolb (1984) emphasises that learning is strengthened when individuals move between experience, reflection and application, while Marsik and Watkins (2001) highlight the importance of informal learning through everyday workplace activities.
During the initial stage, Andreea would complete product and organisational training, supported by written guidance and digital learning resources. This would be followed by supervised customer interactions, observation of an experienced Brand Ambassador and regular mentoring discussions. Coaching sessions could then focus on specific development areas, including communication, digital promotion and time management.
Resources required would include access to Snep SPA training materials, product information, social media guidance, and scheduled mentor support. A six-week implementation period would allow activities to become progressively more independent as confidence and competence increase.
The plan should remain flexible, as development needs may change once Andreea begins applying new skills in practice. Regular review points would therefore be used to identify difficulties, adjust learning activities and ensure that development remains aligned with her both individual goals and organisational expectations.

[bookmark: _Toc242491492]5.4 Monitoring, Feedback and Performance Evaluation

Regular monitoring and feedback are necessary to determine whether development activities are producing meaningful improvement. Giamos et al. (2025) emphasise that development performance management should support continuous learning through feedback, reflection and future oriented development rather than simply judging past performance.
Andreea’s progress would be reviewed through weekly mentor discussions, observations of practical activities and comparison against the agreed development objectives. Kirkpatrick (2016) and Kirkpatrick’s evaluation model can support this process by considering the learner’s reaction, knowledge gained, behavioural change and eventual contribution to organisational results. A Training Needs Analysis was conducted to identify priority development areas (Appendix A), which subsequently informed the individual development plan presented in Appendix B.
Feedback should remain specific, timely and two-way, allowing Andreea to reflect on progress and identify further development needs. When objectives are not being achieved, learning activities or timescales can be adjusted. This approach ensures that evaluation supports continuous development rather than simply measuring task completion.

[bookmark: _Toc242491493]5.5 Contribution to Organisational Learning

Individual development contributes to organisational learning when knowledge and experience are shared rather than remaining with one employee. Senge (2006) emphasises that team learning depends on communication, shares understanding and the ability to learn collectively. Similarly, Crossan et al. (1999) explain that organisational learning occurs when knowledge moves from the individual level to the group and becomes embedded within wider organisational practices.
 In Andreea’s case, knowledge gained through training, mentoring and practical experience could be shared during team discussions, informal peer support or future onboarding activities. Lee et al. (2026) also highlight the importance of interpersonal relationships in team dynamics, suggesting that strong workplace relationships can support communication and knowledge exchange.

However, organisational learning requires more than improving one employee’s capability. Marsick and Watkins (2003) argue that supportive structures and a learning culture are necessary if knowledge is to be shared and applied effectively. Therefore, Andreea’s development would have wider organisational value only if the learning gained is communicated, reinforced and incorporated into team activities and future working practices.

[bookmark: _Toc242491494]6.0 Conclusion and Recommendations

This report has demonstrated that personal and professional development can create important benefits for both individuals and organisations when learning is purposeful, relevant and affectively supported. For the individual, development can strengthen confidence, competence, employability and career awareness, while organisations may benefit through improves performance, knowledge sharing, adaptability and stronger team capability.
The Snep SPA case study illustrates that effective development requires more than formal training. Andreea’s progress would depend on a combination of structured learning, mentoring, coaching, practical experience and regular feedback. Aligning her personal expectations with organisational objectives is also essential to maintaining motivation while ensuring that development contributes to wider business needs.
The proposed development plan provides a structured approach to identifying needs, setting measurable objectives and monitoring progress. However, development should remain flexible and responsive, as individual needs and workplace requirements may change over time.



It is therefore recommended that Snep SPA continues to encourage regular feedback, reflective learning and knowledge sharing within teams. By supporting individual growth while creating opportunities for learning to be transferred into practice, the organisation can strengthen both employee development and its wider capacity to operate as a continuous learning organisation.
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Purpose: To identify Andreea’s current strengths, development gaps and the support required for effective performance as a new Snep SPA Brand Ambassador.
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[bookmark: _Toc242491497]Appendix B - Individual Personal and Professional Development Plan


Development period: Six weeks
Role: New Snep SPA Brand Ambassador
Mentor: Alexandra – Brand Ambassador


[image: ][image: ]

















image2.png
Development

area Current strengths entified development need Priority Proposed support
Willingness to learn and mited knowledge of Snep SPA product Product training, digital
Product ) . . . : .
interest in the beauty/wellnes: nges, benefits and appropriate High materials, guided product
knowledge y
sector stomer recommendations study and knowledge checks
Previous customer-service Adapt communication to different Observation, role-play,
Customer . . . .
- experience and confidence stomer needs and improve Medium |mentoring and structured
communication . . . .
interacting with people nsultative selling feedback
Supervised customer
. Basic understanding of mited experience in direct selling and . interactions, coaching and
Sales confidence N " N N High N .
customer relationships rrecommending products independently gradual increase in
responsibility
eeds greater understan.dlng of Social-media guidance,
. . L . . . ‘omotional content, audience . ) 3
Digital marketing | Familiarity with social media . Medium |practical content creation and
ngagement and ethical product .
- mentor review
mmunication
Time Able to complete clearly leeds greater c.oljlﬁdence in p.rlorl.u;lng ) W.ee.k.ly agwny pla.n,
. dependent activities and maintaining  Medium prioritisation exercises and
management defined tasks 3 N "
nsistency review meetings
Professional Positive attitude and ay req.ulre reass.u.rance when . Mentonr.\g.,.progresslve
mpleting unfamiliar tasks Medium responsibility and

confidence

motivation to develop

dependently

constructive feedback





image3.png
Team
contribution

Previous experience working
with others

xpectations and knowledge-sharing
ractices within Snep SPA

interaction and shared
learning activities

Self-directed
learning

Motivated to improve

leeds greater independence in
lentifying and responding to future
arning needs

Low—
Medium

Reflective practice, self-
review and agreed
development targets





image4.png
Development

objective Development activities Resources/support Timescale Success measure Review method
. Snep SPA training Demonstrates accurate |Informal
Complete introductory .
Develop accurate . . materials, product understanding of key knowledge
product training and review N Weeks 1-2 .
product knowledge information and mentor products and their assessment and
key product categories . .
guidance appropriate use mentor discussion:
Observe customer
. . . Completes customer .
Improve customer interactions, participate in |Mentor observation, role- . y Observation and
. . interactions with
communicationand role-play and complete play scenarios and Weeks 1-4 . . structured
. . increasing confidence
sales confidence supervised customer feedback feedback
. and reduced support
conversations
Review existing . "
L . Social-media guidance, Produces at least three .
Develop digital promotional content and . . Content review
. . . examples and mentor ‘Weeks 2-4 appropriate promotional
marketing skills create sample social- and feedback
’ feedback content examples
media posts
Completes agreed
. Create and follow a weekly . . .
Improve time L Planning template and activities consistently  Weekly progress
activity schedule with Weeks 1-6
management L ‘weekly mentor discussion within planned review
prioritised tasks .
timescales
Increase . . Completes at least two .
N Gradually complete Mentoring, coaching and  Weeks 3— P! L Mentor evaluation
professional y P N . agreed activities N
progressive responsibility |6 and self-reflection

independence

selected Brand

independently





image5.png
Strengthen reflective

Record key learning
experiences, challenges

Reflection notes and

Identifies learning

Weekly reflective

other team members

peer interaction

with the team

-, Weekl oints and appropriate
learning and areas requiring review discussions v p N PProp! discussion
X future actions
improvement
Share useful learning or . . Shares at least two
o " Team discussions and N . Informal team
practical insights with By week 6 relevant learning points

feedback





image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





