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Executive Summary 
For part1 the report will provide a critical assessment of potential benefits to Guy’s and St Thomas Hospital and the individuals of personally developing individuals in the workplace. This will be demonstrated by:
· Highlighting the importance of developing relationship at workplace. 
· Exploring the expectations, requirements and career development opportunities of people working in A&E department at Guy’s and St Thomas Hospital. 
· Recruitment and selection accordance with guidelines and career pathways.
· Sustainability and Career development strategies.
For part 2 the report will critically evaluate development vehicles available to the organization, explaining the extent to which they are appropriate in meeting the development needs of the individuals. This will be demonstrated through:
· Identifying the techniques or support structure within the Trust for managing performance and succession planning.    
· Identifying the techniques for supervision and formal appraisal to ensure fair and objective assessment/ appraisal.
· Identifying the methods to monitor evaluate and record individual feedback.
· Identifying the importance of confidentiality when reporting performance appraisal and mechanisms to providing appropriate feedback to individuals.
For part 3 a personal development plan (PDP) has been developed to meet the identified development needs and expectations. 







Introduction 
This report will provide an insight into the Accident and Emergency (A&E) department of Guy’s and St Thomas Hospital which sits on South Bank of River Thames. The Hospital is one of the UK’s most successful and busiest NHS foundation trusts. Being one of the busiest Hospital comes with a very busy A&E department. 
The main aim of Guy’s and St Thomas A&E department is to provide urgent care and improved health for all visiting patients through “education, research, and leadership development” (Guy's and St Thomas , 2019). The two Hospitals work in partnership and are recognized by the name Guy’s and St Thomas. 
The patient visiting the A&E department are provided with care and treatment, who may have injury, accident or develop an illness which requires urgent assistant from an experienced, qualified and specialist individual. The department operates on a patient priority basis. This is where the “most seriously ill patient are seen first” (Guy's and St Thomas, 2019).
Guy’s holds record to one of the biggest dental school in Europe and for opening a Cancer center worth “£160 million in 2016” (Guy's and St Thomas, 2019). In order to be able to provide care close to home the Hospital “opened a cancer center and a kidney treatment center at Queens Mary’s Hospital in Sidcup” (Guy's and St Thomas, 2019) in 2017. 
St Thomas is known to have one of the biggest critical care units in the UK and is home to one of the busiest A&E department in London. For Guy’s and St Thomas “patients are at the heart of everything” (Guy's and St Thomas, 2019) that they do, and they take pride in ensuring the best possible patient experience considering safety and high-quality care. In 2015/2016 Care Quality Commission (CQC) inspection the Hospitals achieved overall rating of ‘good’. On the other hand, the Evelina London Children Hospital and the Emergency department was rated ‘outstanding’. The hospital is furthermore proud to hold one of the “lowest mortality rates in the NHS” (Guy's and St Thomas, 2019). 
The key to success is 16,200 staff commitment. The organization is one of the biggest local employers, who encourage to develop and support all staff in order to deliver high quality, safe and efficient care. In 2017 NHS staff survey result the Trust was recognized as “one of the most engaged and motivated workforces in the NHS” (Guy's and St Thomas, 2019). 
Every year 150,000 patients visit the emergency department (A&E). To be able to meet the needs and demands of all visiting patients the Trust has” built a new dedicated emergency floor in order to bring together emergency services in a single area of the hospital” (Guy's and St Thomas, 2019). Roughly that’s around 420 patients every day.

The importance of developing relationships at the workplace.
Developing relationship at workplace can have many benefits to individuals and the organisation its self. Having a free mind set and open attitude towards others can help individuals to build relationship and better understanding towards other co-workers. This way the individual will be able to fit and adjust with ease which can benefit the organisation, as employees will be spending a good deal of time together.
Having positive workplace relationship will result in happier satisfied individuals with more productivity. There are many benefits to positive workplace relationship e.g. flexible to changes, innovative and creative.
Below is some factor that can be developed through building relationship at workplace:
· Team Cohesiveness: requires mature and professional relationship, as individuals tend to perform much more smoothly together if there is a personal factor in their relationship. “Team-building activities, shared after-work experiences and problem-solving successes can all contribute to team cohesiveness, strengthening workplace relationships in the process” (Ingram, 2019). 
· Psychological Factors:  this is where an individual seeks/feel sense of belonging in a group or accepted as part one.  Good workplace relationship will enrich employees experience by meeting their psychological needs for attachment/ connection. Individuals with poor workplace relationship are less likely to look forward to their job, resulting in higher chance of leaving their job. 
· Social Life: having a social life is very important as full- time employees will be spending a good deal of time with other co-workers rather, than their family and friends. Lack of personal relationship at workplace will leave a gap in balancing work and personal life.
· Personal Support: developing good workplace relationship can help individuals to find support system from other co-workers, when going through “stressful or discouraging times on the job” (Ingram, 2019). Employees with personal workplace relationship are more likely to recover/rebound from negative thing like poor performance review or gossip around workplace. Personal support at workplace will allow celebrating good cause like promotion, pay-rise, accomplishment of a project and much personal things like birthday spent at work.


Part 1
1.0  Exploring the expectations, requirements and career development opportunities of people working in A&E department (Guy’s and St Thomas Hospital). 
Working at Guy’s and St Thomas A&E department will open doors to many financial and non-financial benefits. Financial benefits meaning anything to do with pay and financial factors, will depend on your post, previous experience, qualification and filed of work. 

For example, working in A&E department as a Practice Development Nurse, the financial benefit would be your salary. Non-financial benefit would be your contact type, hours, who the employer is and the location of your workplace. 
Contract: Permanent, 
Hours: 37.5 hours per week,
Employer type: NHS, 
Site: Guys and St Thomas, 
Salary: £39,866.40 - £49,704 p.a.  (Guy's and St Thomas, 2019)

Some of the non-financial benefits include working with friendly and enthusiastic team while receive regular one-to-one appraisals and guidance when undertaking the new role. Individuals will also receive “encouragement and support for personal and professional development through available funding and excellent development opportunities in the trust” (Guy's and St Thomas, 2019). For continues growth and development of the Emergency Department services employees will have full support to share ideas and be influential in order to enhance their competence and skill sets. 
Below are some of the financial and non-financial benefits to working with Guy’s and St Thomas hospital, and reason why individuals should choose to work with the Trust:  
· Opportunity to join the best: Guy’s and St Thomas Hospital are “one of the UK’s most respected and successful NHS foundation trusts, a leading centre for medical research, innovation and education and training” (Guy's and St Thomas, 2019). A culture of excellence and a winning team with one of the UK’s busiest and largest in the country providing full range of local and community services, alongside specialist care for patients. Often the employees are at the lead of new idea and medical innovation to improve patients care. 
· Opportunity to work with outstanding colleagues: individuals will find opportunity to be around and work alongside “exceptional team of supportive colleagues” (Guy's and St Thomas, 2019). Employees will be inspired to grow and make positive impact by having the opportunity to observe other workers skill, passion and pride of their work. 
· Receive expert training: at Guy’s and St Thomas hospital all employees are provided with training and development opportunities. The trusts want employees to stay with them so therefore employees are provided with support and help in order to make individuals ambitions a reality.  
· Encouraged to be involved: The Trust is always open to ongoing development of new world-class services and facilities. Therefore, Guy’s and St Thomas are very keen on improving how care is delivered to the patients, take great care and response to patients’ feedback. All staff are encouraged to be “innovative, help  mentor local schoolchildren, take part in fundraising for their charity, to become a staff governor and to represent colleagues as a union rep” (Guy's and St Thomas, 2019). Employees are also encouraged to give their opinion in developing new ways of working.   
· Employees will receive exceptional benefits: all employees are provided with wide range of great benefits and services for example “sports and social clubs, staff gym and 25m swimming pool, on-site nursery and childcare vouchers, on-site cinemas, staff health and wellbeing programme, weekly lunchtime walking group, ride to work scheme, employees assistance programme, free staff counselling services, free stop smoking services, pension scheme and paid annual leave allowance” (Guy's and St Thomas, 2019).  Paid annual leave includes 27 days when you first start, 29 days after 5 years of service and 33 days after 10 years’ service.  
· Other non-financial benefits include enjoying a workplace where values matter, being part of a happy and motivated team while working in a positive culture and benefiting from great location. 
All the financial and non-financial benefits have been carefully developed to help balance the work life balance. For example, an on-site cinema, staff gym, on-site nursery sports and social clubs, have all been carefully developed to allow a good balance between work and personal life. By having an on-site nursery means you’re not too far from your little one or staff gym means you always have access to a gym to look after your health without having to worry about cost, time and travel.    
“Motivation can be defined as the processes that account for an individual's intensity, direction and persistence of effort toward attaining a goal. In most cases motivation stems from a need which must be fulfilled, and this in turn leads to a specific behaviour. Fulfilments of needs results in some type of reward, which can be either intrinsic or extrinsic” (Lambrou, et al., 2010). 

“Maslow’s theory of motivation is called the hierarchy of needs” (Call of the Wild, 2019) “comprising a five-tier model of human needs, often depicted as hierarchical levels within a pyramid” (McLeod, 2018). Below is an example of Maslow’s hierarchy of needs: 
[image: maslow's hierarchy of needs five stage pyramid] (McLeod, 2018)


Maslow’s hierarchy of needs has been met at Guy’s and St Thomas A&E department by providing individuals with:  
Physiological needs: good pay to provide shelter, clothing, food and drink etc. 
Saftey needs: Job security (contact type), secure and safe working enviroment.
Belongingness and love needs: part of a team, colleagues and patients
Esteem needs:  achieving by providing correct training and guidance, reputation, respect from others, appreciated and recognised for involvement.  (McLeod, 2018)
Self actualization: encouraged to take part, ongoing traning, development opportunity and promotion.  
1.2 Recruitment and selection accordance with guidelines and career pathways. 
At Guy’s and St Thomas Hospital they are many processes involved for recruitment and selection of right kind of people in accordance with the guidelines. There are many vacancies in the following sectors “Nursing and Midwifery, Medical and Dental, Allied health professional, Healthcare science service, Support service, General management and admin service” (Guy's and St Thomas, 2019). Below is an example of recruitment option conducted at Guy’s and St Thomas trust
Assessment center: assessment center is organized for wide range of posts and is designed according to the job role, how many available vacancies and number of applicants. Assessment centers can be an all-day event, but the aim is to have a morning and afternoon session which can approximately take 3 hours to complete. 
At the event individuals can expect anything from a “written test or a verbal OSCEI and a panel interview to assess” (Guy's and St Thomas, 2019) the candidate’s knowledge. An individual assessment will take place for a band 6 or above and interviews can last up to 40 minutes, that are based on the Trusts values and behaviors alongside the applicant strengths for the role. 
Band 2 and 3 Nursing assistance staff are invited to attend an examination center for the process of written numeracy and literacy test. All successful candidates will be invited to interview which can last about 30 minutes and are based on the Hospitals values and behaviors.   
Guy’s and St Thomas Hospital sees this recruitment and selection option, “as a fair and accurate way of selecting staff, as it provides different ways for you to show us your full potential” (Guy's and St Thomas, 2019). 

For example, recruitment is carried out every month for the process of Admin and clerical assessments- staff bank “covering general administrative roles across the trust” (Guy's and St Thomas, 2019). Advertisement and applications for the vacancy is accepted through the site. First the applicants are short listed, followed by a follow up call to successful shortlists in order to arrange a short telephone screening questionnaire. 

Successful telephone screening candidates will receive a follow up invitation via email for further assessment day lasting approximately 2 hours, where candidate will undergo key skills literacy, numeracy and IT tests. The time frame for the full process can be up to 3-4 weeks but if individuals “pass through the exercise at the assessment day, than they will be eligible to work through the staff bank, subject to satisfactory completion of pre-employment checks” (Guy's and St Thomas, 2019).       

Recruitment and selections accordance with guidelines and career pathway are an excellent approach to providing potential benefits to the Trust and individuals seeking personal development in the workplace. The process of recruitment and selection will allow the Trust to find best suited individuals in order to meet its full potential, success and growth. In the case of potential developing individuals, it will allow them to be at the right place at the right time in order to thrive and bring the very best to the Trust. 
Other recruitment and selection options accordance with guidelines and career pathway includes: 
· Work permit: if your eligible to work in the UK.
· Disclosing information about previous employer, criminal convictions CRB check, and if related to any existing employees. 
· Complete the application form: provide correct and accurate information and fill all sections to the best of knowledge. “Include education and training” (Guy's and St Thomas, 2019). Lastly include any supporting information requested. 
· Trust values: show understanding of the Trust values and reflect on the values throughout the application. 
· Pay: all job is banded with particular pay level which can be viewed on their pay scales chart. 
· References: provide reliable references first one being current employer.
· Equal opportunities: all applicants have equal opportunities as the information provided through the employment monitoring form cannot be seen by the “hiring managers and interview panel” (Guy's and St Thomas, 2019). The information provided is used for reporting purpose only. 
· Disability: encouraged and increased opportunities for disabled people.  
· Submitting application. Proofread and keep a copy to prepare for interview if shortlisted.  
1.3 Sustainability and Career development strategies. 
Career development strategies and sustainability is very important as “companies and government have started to recognize that sustainability is good for business” (UW SMGT TEAM, 2016). Career development will help discover new opportunities and be sustainable by conducting little planning and initiative in order to boost resume. Below are some of the way’s individuals can sustain and develop their career:
· Get internship: internship at an admired company or organization will allow opportunity to gaining practical experience, make connections and know how it feels to work with them beforehand, which could potentially lead to full time job.  
· Improve on people & business skills: build strong networking/people skills by doing short training courses, listening to top podcast, gaining experience where communication with diverse community is involved. To enhance people and business skills “improve interactions at work and in life, like how to read people, become a great conversationalist, and improve your body language and be more influential” (UW SMGT TEAM, 2016). 
· Volunteer: provides opportunity to showcase passion, commitment, gain valuable experience, explore different roles/ fields, gain people skills etc. volunteering is an excellent approach to career development and sustainability as it provides flexibility, new opportunities, wider view and confirms passion for work.  
· Recruit and retain top talent: to achieve long term success companies need to “recruit and motivate people who are able to respond to and shape the challenges of the future” (University of Cambridge, 2019). 
Additional career development and sustainability strategies include the following in order to enhance your career options or sustain organization and career path: 
· Ask for feedback
· Conduct regular self-assessment
· Set manageable goals and create a plan to achieve them
· Furtherer or continue education
· Develop a timeline, including milestones 
· Conduct a SWOT analysis
· Use SMART Goals 
· Hire Career Coach 
· Keep up to date with new changes or technology” (Karrera, 2017).
· Job shadow to broaden skills and increase your value.
· Explore all options to add variety and broaden skills.
· Attend classes and training sessions to increase knowledge, stay up to date with job and industry.  
· “Hold book club to develop knowledge in order to share terminology, concepts and team building with coworkers,
· Seek a mentor from different department which you’re interested in exploring. This will allow you to gain knowledge and provide new opportunities. 
· Utilize company programs.” (Heathfield, 2019) 
 Part 2  
2.0 Techniques or support structure within the Trust for managing performance and succession planning.  
Support Structure: For the success of the Trust it is vital to have a support structure in place in order to succeed in the long run. At the A&E department they have a hierarchical support structure in place for productivity, success and smooth operation. Hierarchical support structure has a pyramid layout and is best suited due to the advantages to the department operational needs and purpose. Major advantages of hierarchical support structure benefiting the trust are:
· “Employees recognize defined levels of leadership within the organization; authority and levels of responsibility are obvious” (Meehan, 2019). 
· Motivated to perform well as there’s opportunities for promotion to move up the hierarchical pyramid. 
·  Employees can move up the hierarchical structure by developing to become specialists. This will allow employees to narrow down and become expert in certain function. 
· Allows individuals to become loyal to their department and look out for the best interest of their area. 
Alongside the advantages there are disadvantages to hierarchical support structure as well. Some of the disadvantages of hierarchical support structure includes:
· Communication can be slow and less effective across different departments compared to a flat support structure. 
· Competition between departments may take place as decision will be made to benefit its own interest rather than the whole organization. 
· Slow to new changes and responding to clients due to increased bureaucracy. 
· Increase of cost due to multiple layers of management. 
Having a hierarchal support structure can motivate employees to perform well and develop through training to achieve promotion and move up the hierarchal structure. For example, according to Maslow’s hierarchy of needs motivation theory, employees can achieve self-actualisation by making career progression through “growth and development” (Call of the Wiled , 2019).  Below is an example of the hierarchical support structure in A&E department of Guy’s and St Thomas. 
Clinical lead: of Emergency department and Children’s emergency 
Nursing leads: Head nursing for acute medicine, consultant nurse for emergency medicine, emergency department matron, children’s emergency department matron. 
Service management: general manager, deputy general manager, service manager and assistant service manager (Guy's and St Thomas , 2019). 

Ways of managing performance and succession planning: Techniques or support structure within the Trust for supervision and formal appraisal is vital to managing performance and succession planning. For example, having a good support structure alongside supervision techniques will allow better management of employee performance and plan for success. Supervision techniques will provide the opportunity to keep track and monitor employee’s performance by providing regular development feedback to help them improve performance at workplace. This will also help prepare talented workforce to fill vacancy gap due to retirements or maternity leave using effective Human Resource Planning- HRP. 

2.1 Techniques for supervision and formal appraisal to ensure fair and objective assessment/ appraisal.

Supervision techniques: it is vital to have supervision and appraisal techniques in place, in order to identify any gaps and succeed in the long run. In health and socials care sector there are many types of supervision techniques, but the three most common ones are “clinical, managerial and professional supervision” (Care Quality Commission , 2013). 

· Clinical supervision technique allows staff the opportunity to review and reflect upon their practice alongside reviewing specific cases in depth. The technique also allows staff to identify gaps, training and development needs in order to make changes and modify the practice. The term clinical supervision is used to refer to supervision of all staff who care for others that use the services; this includes all register professionals alongside support workers.     
· Managerial supervision technique “is carried out by a supervisor with authority and accountability for the supervise” (Care Quality Commission, 2013). This technique provides employees the opportunity to review own performance, set priorities/ goals in order to meet service needs and goals. It is also there to identify and meet any training or continues development needs. 

· Professional supervision techniques are a lot similar to clinical supervision technique. This term is used when supervision is carried by another person from the same profession or group. The technique can provide staff the opportunity to examine professional standards and “keep up to date with development in their profession” (Care Quality Commission, 2013). 

The benefit of supervision to service users include receiving high quality care from staff who can manage the personal and emotional impact of their practice. The service provider can benefit from supervision by setting the “tone, values and behaviours expected of individuals” (Care Quality Commission, 2013).  

Appraisal technique to ensuring fair and objective assessment/appraisal: “Performance appraisal is one of the most complex and controversial human resource techniques. Participatory performance appraisal is an essential and proven attribute of an effective performance appraisal system” (Roberts, 2003). Performance review can be conducted weekly, monthly, annual. For example, at the end of a day or week you may look at set targets and see if they have been met. In the case of targets being met you may show appreciation of the hard work or just simply say well done for meeting targets. In the case of annual performance review, you may decide to promote someone for meeting targets and hard work.  

The purpose of a performance appraisal is to motivate employees by providing positive reinforcement of good performance and identifying areas for growth (Kokemuller, 2019). Some of the performance appraisal techniques include: 
· Assessment centre method
· Behavioural anchored rating scale
· Critical incident technique  
· Essay evaluation 
· Human asset account method 
· Management by objective 
· Paired comparison method 
· Rating scale 
· Trait focussed appraisal
· 360-degree feedback. (Roychoudhur, 2019).

It is vital to keep all employees updated with the service providers expectations to ensure fair and objective assessment/appraisal. For example, it is unfair to monitoring or judging employee’s performance based on unclear or outdated criteria. “Ideally, employee’s performance should be observed and recorded in a systematic manner over time to provide a fair picture” (Jamiesons, 2010). To manage and ensure fairness employer needs to ensure all criteria are up to date and clear to both employer and employees. 

Employer can ensure fair and objective assessment/appraisal by providing regular balanced criticism or feedback alongside listening carefully and being professional as well as courteous. Employer also need to show interest by providing employees the chance to express themselves and their perspectives to ensure fair and well balanced 360-degree feedback. The main purpose of fair and objective assessment/ appraisal is to determine “pay adjustments, promotions, terminations and training requirements” (Jamiesons, 2010). 


2.2 Methods to monitor evaluate and record individual feedback. 
It is vital to monitor evaluate and record individual feedback to be able to identify improvements needs and see whether set targets are being met. For example, allowing employees to produce Personal Development Plan (PDP) will provide opportunity to monitor evaluate and record employees feedback. By providing feedback in the form of PDP will help the employer identify and assess whether training or development is required. 
At Guy’s and St Thomas Hospital they hold “great importance on staff engagement as there is a positive correlation between this and staff motivation, commitment, involvement in change and ultimately a positive impact on the quality of patient care” (Guy's and St Thomas, 2018).
Well- established communication channels are present at the Trust e.g. monthly team briefing, regular email and regular face-to-face briefings are conducted in order to engage with staff who do not have regular access to computers etc. All of the mentioned communication channels help to monitor evaluate and record individual feedback.  
One of the other methods the Hospital has adopted to in order to monitor evaluate and record individual feedback is work closely with the “chair of staff side to ensure employees voices are heard” (Guy's and St Thomas, 2018). At the Trust all employees are encouraged to raise their voice, concerns and opinions in order improve the services.  
To improve quality, safety, efficiency of services and patient care all staff are encouraged to engage through the Trust’s transformation programme called ‘Fit for the Future’. Other method of monitoring evaluating and recording individual feedback includes:
· Staff survey- allows employees voices to be heard and acted upon in order to improve services, working environment and provide excellent care facilities. 
· Speak up guardian- indicated the Trust is “committed to creating a culture where everyone feels able and confident to speak up” (Guy's and St Thomas, 2018). 
In terms of service users there are many ways of recording, monitoring and evaluating feedback. At Guy’s and St Thomas Trust’s feedbacks are taken seriously by listening and responding to what service users have to say, in order to improve care and treatment provided.  Some of the methods include: 
· Communicating with a member of staff to raise any concerns, comment, question or to make complaint. 
· Raise a concern or complaint through staff, Patients Advice and Liaison Service (PALS), email or online form. 
· Complete a survey online to say what you think of services provided
Feedback doesn’t always have to be negative service users can also share positive experience. This will help motivate service provider to provide excellent service and go beyond expectations. 
2.3 Importance of confidentiality when reporting performance appraisal and mechanisms to providing appropriate feedback to individuals. 
Confidentiality: It is important to acknowledge be aware of how the “Trust collects, uses, retains, discloses and destroys personal information” (Guy's and St Thomas, 2019). As an employer it is their duty to protect personal information and take confidentiality seriously. The trust is committed and responsible for taking measures to ensure confidentiality and security of personal data, whether its stored electronically or on paper. 
“The Trust will store data in a range of different places. It is their duty to ensure data is kept safe and secure therefore all records are restricted so that only those individuals who have a need to know the information can get access. This might be through the use of technology or other environmental safeguards” (Guy's and St Thomas, 2019). 
For example, in the case of reporting performance appraisal the HR manager can communicate face-to-face, by phone, email or post to provide report/feedback. This will ensure keeping information highly private and confidential, as report or feedback can contain extremely personal information e.g. address, phone number, personal email address and next of kin etc. By safeguarding personal data, the employer is meeting Maslow’s hierarchy of Safety Needs (McLeod, 2018). 
Feedback mechanism: first it is important to recognise and understand who can provide feedback and available mechanism to be able to provide appropriate feedback to individual. “In professional life, your patients and anyone working with you as a member of the multidisciplinary team can give you feedback” (Hardavella, et al., 2017). Below are 4 identified feedback mechanism available:

· Informal feedback mechanism is usually in verbal form, provided on daily basis on any aspect of performance and conduct, by members of the multidisciplinary team.
· Formal Feedback mechanism: is usually in written form and “comes as part of a structured assessment; it can be offered by any member of the multidisciplinary team” (Hardavella, et al., 2017) but most likely by peers or superiors. 
· Formative Feedback mechanism: “provides opportunities to gain feedback, reflect and redirect effort prior to completing a final assessment” (Hardavella, et al., 2017). It is mainly conducted for learning purpose when making progress through development or in the process of gaining new skill at particular time. This type of feedback relies on continuous encouragement as it allows the chance to write or perform a task without it having a direct effect on formal progress. 
· Summative feedback mechanism: can be carried out to rank or judge individuals based on performance measures against particular standards which come with mark/ grade and feedback to explain individual marking. 
Other mechanism to providing appropriate feedback may include Self-evaluation or review using comparison scale that includes various areas of task and duties.
Part 3: Personal Development Plan (PDP)
	My development objectives?
	Priority and what do I have to do? 
	Support and resources required. 
	How success will be measured.
	Review date.
	Target/Achievement date.

	Pass my Theory and Driving. 
	Important short-term goal.
Read and practice theory daily for one hour.
Take driving lesson at list ones a week.
Pay close attention to the driving instructor and ask if un- sure about anything.
	Theory book for reading.
Laptop to practice Hazard.
Buy app on the phone to practice theory on the go.
Capital required to pay for the driving lessons. £20 per sessions.
Ask friends and family for top tips to help gain confidence.  
	Take test after reading a particular chapter from the theory book. 
This will help identify how much progress has been made and where further improvements are required. 
Passing theory practice test 3 or more times, then passing actual test. 
Ask driving instructor to give feedback at the end of each session about progress and where further training or development is required. 
Ask the instructor where my strength and weakness lay. 
Depending on the feedback I will be able to see where more concentration/ attention is required.  
Finally pass the practical test to measure my success. 
	End of each month
	In progress. Target of achievement in 6 months’ time (October 2019)

	My development objectives?
	Priority and what do I have to do?
	Support and resources required.
	How success will be measured.
	Review date.
	Target/Achievement date.

	Gain practical experience.  
	Vital for making career progress short-term. 
Carry out voluntary work.
Apply for more jobs.
Work with non-profitable organization (Charity). 
	I have my qualifications e.g. GCSE, NVQ, Diploma & Higher Education. 
Good recommendation.
Excellent CV and cover letter.
Employee feedback/ reference. 
Have access to internet to apply for jobs. 
Transport.

	number of voluntary opportunities available/ offered.
Number of short lists for interview dates. 
Passing interview and getting paid job to gain paid practical experience. 
How many non-profitable organizations provides opportunities to work with them.
Carry out at list 3-4 voluntary work including non-profitable organization.

	End of week for job application.
End of month for practical work carried out.
	In progress. 1-year time to gain relevant practical experience.  

	Complete my Degree in Leadership and Management. 
	Critical to future progression. Long-term Goal.
Attendee all my lectures on time.
Contribute in class.
Make good notes and listen very carefully with full attention. 
Read relevant books, journals and articles to help the process of assignment writing. 
Ask for lectures feedback on assignment before submitting. 
Stay organized and up to date with any changes to the course deadlines, sessions or facilities provided. 
Submit all work/ assignment on time. 
	Lectures input/ feedback and guidance. 
Student finance/ capital. 
Transport for commuting to UNI and back.
Online library catalog for reading and access to internet.
How to reference properly. help form library staff or access to Moodle.    
Laptop or computer for assignment writing. 
Help from assessments team when facing problem with assessment writing. 
Access to books, article and journals. 
Note pad and pen. 
	having full access to internet, online library catalog, books, articles and journals. 
Student finance being granted. 
Plenty of feedback, input and guidance from lecture. 
Being on time due to correct forms of transport. 
Being able to reference properly and correctly with or without help of staff. 
Having full access to laptop or computer.  
Being able to visit assessment team whenever required.
Take good notes effectively. 
	End of each semester (10 weeks of lecture session in a semester) 
	In progress.   Achievement target end of April 2020. 



Conclusion
Writing this report has allowed me the opportunity to understand the importance of workplace relationship and explore the exceptions, requirements and career development opportunities of seeking individuals. It has also help me to enhance my understanding and knowledge about the process of recruitment and selection process within the Trust. Furthermore, explore and understand long-term sustainability and career development. 
It is important to understand and acknowledge techniques or support structure available for managing performance and succession planning. The importance of identifying and understanding techniques for supervision, formal appraisal and methods to monitor evaluate and record individual feedback. Finally gain understanding about the importance of confidentiality when communicating or reporting performance appraisal. Most important of all this has been a great opportunity to develop a personal development plan (PDP) to work towards in order to enhance career and personal life.  
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