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[bookmark: _Toc178801914]Introduction

With competitive workplace culture and high levels of job vacancies in the UK at an astonishing level of 1.1 million (Forbes, 2022; Bailkoski, R) and continually ever-growing within the 21st Century. Aswell as Individuals striving to develop themselves further, it is crucial that Organisations give back to their employees by listening to their needs and investing in their learning and development. This report will look closely at the importance of developing a learning organisation, as well as the positive and negative impacts that it can have on the individual and organisation, and how to manage Individuals expectations. The report will then move on to critically evaluate different development vehicles that an organisation has to offer and those that are most applicable and utilised within the Learning Disabilities Occupational Therapy Service. Finally, the report will include a Personal Development Plan that has been implemented within the Learning Disabilities Occupational Therapy Service, tailored with the aim to identify and meet the needs of an individual who works for the service. 



1. [bookmark: _Toc178801915]The Benefits and Barriers of Developing a Learning Organisation can have on the Individual and the Organisation 

“Organizations where people continually expand their capacity to create the results, they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is set free, and where people are continually learning to learn together.” (Peter Senge, 1990)
Firstly, we will explain what a learning organisation is. A learning organisation is a group of people, colleagues in this instance, who work together to enhance their knowledge, skills and capacities to create and achieve an end goal or product that really matters to them (Yadav, S; Agarwal, Dr. V 2016). A learning organisation can be hugely beneficial to both the individual and to an organisation when an individual’s learning, and development needs and goals are being accommodated and supported by their employer. Tools and processes should be put into place by an organisation so that individuals can achieve their goals within the workplace and ensure their needs are being met. Some of the many benefits that this can have on an individual include increased productivity within their role, more knowledge and experience, increased job satisfaction, boosts morale and gives the individual a sense of belonging and a sense of feeling valued within their role, increases individuals’ motivation, Improves relationships with colleagues. And lastly it improves goal setting and successful achieving of the goal as it keeps track of what an individual aims to achieve and gives a time indication of when they would like to achieve their goal. The benefits are endless to the individual and these are things that can be transferrable to other areas of their live and can potentially assist them in achieving promotions, new job roles and career development within their organisation. Not only does developing and investing into an individual’s learning needs have a positive impact on the individual, but the organisation too. Investing and developing on your employees the individual’s that help keep the organisation running can lower costs of additional recruitment and the need for additional recruitment, builds a good and well-known brand, learn new and enhance current skills and knowledge which could apply to other areas of the organisation, increases organisational profits, enhance decision making, deadlines being met and a positive workplace culture, these are just a few positive impacts, of many that is had on the organisation. Research conducted by McKinsey (McKinsey, 2019) states that organisations that invests and in developing their colleagues are 2.4 times more likely to reach their performance targets. As well as the benefits of a Learning organisation, there are also some barriers that need to be considered. These barriers can range from lack of motivation for growth and unwillingness to learn from the employees, lack of time, lack of resources, employees being focused on the short term rather than long term and the bigger picture, some employees just want to come to work, do their work and go home, this could be for reasons such as their coming to their end of their career and are just focusing on retirement. Another barrier faced when it comes to organisational learning is the complexity of the learning, such as digital learning, especially in older employees that aren’t as tech savvy, this can be extremely daunting and complex (TalkMe Team, 2023). Strategies can be implemented and put in place by organisations to minimise these learning barriers and enable the individuals to understand, have willingness and enjoy what they are learning. Firstly, identify the learning barriers, conduct regular assessment and understand everyone’s needs and learning style, gain feedback from your colleagues and make relevant changes, simplify method of learning, if possible, regular mentoring and support, and provide adequate resources to help employees learn and achieve goals (Risely, 2024), by identifying and overcoming these barriers individuals and organisations will be on their way to learning and development success. 


2. [bookmark: _Toc178801916]Importance of Managing Individuals Expectations

An expectation is something someone highly believes or assumes will happen. Having expectations is a part of life and it is normal to have expectations in all walks of life whether it be getting into a new relationship and hoping it will last, starting a healthy eating and fitness journey and expecting to lose so much weight and having expectations of climbing up the career ladder when working an organisation. Both Managers and their colleagues have expectations in an organisation. It is crucial within Learning Organisations that individuals’ expectations are managed well, from the moment they are offered the job right the way through their employment in an organisation. Managing Individuals expectations has huge importance and value in organisation, it can help maintain professional boundaries, increase productivity, encourage realistic and achievable goal setting, create better relationships with colleagues and clients, establishes accountability, creates effective communication, creates better understanding and minimises disappointment. Expectations in Organisations can be accommodated in various ways, these can be accommodated in ways such as being accountable and communicating early on in your employment what your expectations are, and goals you would like to achieve whilst at the organisation, this way you can form positive relationships with your manager or mentor and form realistic goals (Indeed Editorial Team 2024). Additionally, expectations within organisations can be managed by performing regular supervisions, performance development reviews and providing your colleague with polite reminders.  Both managers and employees should attempt to establish expectations early on in their professional relationship, for example if a manager of retail outlet employs a new individual to be a sales assistant working on a checkout, but said individual has only ever had experience working as a care assistant, then that manager shouldn’t expect the new individual they have employed to have much knowledge and ability to complete the job role confidently without some form of training or mentoring to begin. And the new colleague shouldn’t expect to be promoted to supervisory roles before other sales assistants with more experience and knowledge withing the sector, both are examples of unrealistic expectations, that if expectations and boundaries aren’t created and established early on can create friction and disappointment. 




3. [bookmark: _Hlk178795307][bookmark: _Toc178801917]Critically Evaluate Development vehicles within an Organisation, that are appropriate to the development needs of the Individual

Learning and Development is critical for successes in Organisations. Learning and Development within Organisations has high value as it proves to employee’s that they are worth the investment, and it ensures that employees are highly skilled and knowledgeable to be able to complete their job roles and be adaptable to learning new skills (HBR, 2022). In 2023, an article completed by Emily Gore (Emily Gore, 2023) for ELM Learning, found that some of the most effective Learning and development vehicles in organisations are those that are already very popular such as E- Learning, On the job training, Coaching/Mentoring and Interactive training, these are just a few of many she mentions in her article. Emily Gore also argues in her article the benefits and effectiveness of each of these Learning and development vehicle. She states that E-Learning is effective to employees in organisations as individuals can access courses and complete them at their own pace and complete quizzes at the end of each course to test the individual’s knowledge on subjects, E-learning is one of the most appropriate and utilised Learning and Development Vehicles within the Learning Disabilities Occupational Therapy Service, it enables individuals to refresh their knowledge and complete training around their main job role duties. It is also highlighted in article the high effectiveness of other development vehicles mentioned such as Coaching/Mentoring being beneficial and effective to individuals as it focuses on a 1:1 relationship between the mentor and the mentoree, which is invaluable to individuals whilst in organisation as they feel they have someone to guide and supervise them when needed. Her article also details the importance of choosing the right and appropriate Learning and Development Vehicle for your organisation and employees and this may mean adopting many Learning and development vehicles. Lauren Goff argues in her article, her very similar views to Emily Gore on what Learning and Development vehicles are most effective, both are almost identical. Although Goff highlights some additional and differing reasons of effectiveness for each vehicle. Goff argues that coaching and mentoring can promote knowledge transfer between the mentor and mentoree and can be greatly beneficial to a less experienced individual, she states that it can also enhance performance and growth. Although very similar to Gore’s views, Goff has included additional effective development vehicles such as Group Discussion. Group Discussion gives individuals opportunities to share ideas, experiences and give feedback, this encourages active engagement with work peers, teamwork and enhances problems solving skills.


3.1 [bookmark: _Toc178801918]Different Learning Development Vehicles and those most utilised to Individuals within the Learning Disabilities Occupational Therapy Service

Before the report looks at different types of learning development vehicles, it will give us a brief explanation of what a learning development vehicle is. Learning development vehicles are different methods and strategies that are used by organisations to enhance and expand individuals’ knowledge and capabilities (CIPD,2024).  There are many different Learning development vehicles to be had which support individuals in achieving their professional goals and successes. The Learning development vehicles used differ from each Organisation, as Organisations tend to work with development vehicles that are most applicable and appropriate to their sector of work. For example, within the Beauty industry, they are most likely to participate in regular in person training courses that give them new skills and knowledge to complete the most in trend treatments on their clients. This in return will keep and increase their knowledge and skills fresh and up to date with latest beauty trends, learn the importance of health and safety and can increase business revenue and custom (NHBF, 2019). As for the Learning Development Vehicles within the Learning Disabilities Occupational Therapy Service, there are many. As the Learning Disabilities Occupational Therapy Service is a small team within a larger organisation of Hywel Dda University Health Board and the NHS, most of our Learning Vehicle are those that have been implemented by the wider organisation. These vehicles include E-Learning which gives employees within the service and the wider organisation access and records all online and in person mandatory training modules such as Safeguarding Adults and Children, Consent, ILS (Immediate Live Support), Managing Violence and Aggression, Improving Quality and so on. Each employee will have their own profile of E-Learning and will have training and courses on their which are applicable to their job role within the Organisation. The wider organisation also adopts annual PDAR (Personal Development Appraisal Reviews), these are conducted 1:1 with the employee and their line manager and usually lasts an hour long each time, this gives the employee and manager an opportunity to discuss any concerns, needs, how they feel their year has gone, career goals and progression. As well as using the wider organisations vehicles, the Learning Disabilities Occupational Therapy Service, being a small specialist team within the organisation also implement their own vehicles of learning to suit the needs and job roles of the individuals working within the team. These such vehicles include monthly supervisions with a mentor to, opportunities for support workers to complete Level 3 and Level 4 Diplomas in Occupational Therapy, New employees can shadow/ be mentored by experienced employees, Regular in person training and webinars with specialist equipment companies, attend formal training with colleagues from other counties, Monthly peer support meetings and specialist Learning Disability training, all of which are valuable to each individual working in the service. Each of these development vehicle that are available in the service  enhance colleagues knowledge on Learning Disabilities and other medical conditions/ comorbidities that our patient group have, enhance our knowledge on specialist equipment that is available for patients that need it, it enables us to receive feedback and improve ourselves and the service for our patients and increases skills set by completing courses and qualifications that are available to us that can in return assist in career progression and promotions. 



3.2 [bookmark: _Toc178801919]Models to Evaluate Training and Development in the Learning Disabilities Occupational Therapy Service

Training and Development evaluation models are frameworks that have been created to assess the effectiveness, efficiency and outcomes of training and development methods within organisations (Gupta, D, 2023).  There are many Training and Development models that exist. Each Training and development models focus on different outcomes, but most include things such as did the individuals find the training successful, what did the individuals learn, how will the training impact the individual and organisation and if so, how could the training be improved. According to (Jonathan Deller; Kudo Surveys. 2020) The Kirkpatrick Model is the most influential learning model that is used globally. Being a part of the Learning Disabilities Occupational Therapy Service, individuals are regularly expected and encouraged to attend all training sessions that offered to them and refresh their knowledge and if they have a professional registration, they have a duty to complete revalidation when they are due. Within the Learning Disabilities Occupational Therapy service the main model to evaluate Training and Development is the Annual Performance Appraisal Development Review (PADR), this is conducted annually, 1:1 between an individual and their manager. There are numerous sections on the PADR form one of which is a section that highlights an individual’s training compliance percentage on their E-Learning, staff are expected to be over 90% compliant and competent with their ESR training, also states on the PADR paperwork other forms of training and courses and whether they have been completed, unfinished or ongoing. The PADR model in the Service is hugely beneficial as it enables the manager to monitor and action where the individual is at with their learning and training, but it also enables the individual to access support and advice if necessary. The PADR that the wider organisation implements and the one the Learning Disabilities Health Board uses, also incorporates a small PDP section, to highlight the learning needs and goals of the individual, these can be reviewed annually in each PADR to see if they have been achieved. The Learning Disabilities Occupational Therapy Service also keeps a record of Training and Learning on the individual ESR (Electronic Staff Record) profile- This keeps track of all the training the individual has completed, training outstanding, training ongoing etc. Individuals and their manager are notified monthly when there is 3 months and less left until a training course is due for renewal, it informs managers of each employee’s training compliance percentage. ESR is especially useful and effective in larger Organisations where it is harder to keep control and track of all employees 



4. [bookmark: _Toc178801920]Personal Development Plan (PDP) tailored to meet the needs of an Individual working within the Learning Disabilities Occupational Therapy Service

A Personal Development Plan (PDP) has been created and will be used to monitor and review an individual who works for the Learning Disabilities Occupational Therapy Service, professional goals within the service. The aim of creating this PDP is to ensure that the employee feels valued and heard by the service, that steps can be taken, and support be given in achieving workplace professional goals. The PDP that has been created for this individual is a clear, easy to follow PDP that will highlight each goal, what does the individual need to do to complete the goal, what resources are needed to achieve the goal, how will success be measured, how often should review’s take place and lasty target goal completion date. By using this PDP, the employee and their mentor can keep track of the processes, review and support when necessary and monitor if goal is being met by completion date. The PDP that has been generated for the individual has a similar format to the SMART objectives tool, SMART being the acronym for Specific- State what you plan on doing, Measurable- Providing a way to evaluate, Achievable- Within individuals scope, Relevant- Makes sense within job role and beneficial to organisation and Time-bound- When will the task be completed, task timeframe (Doran, George T; 1981). If this this format of PDP is successful in helping the individual achieve their workplace goals, it can hopefully be used for other individuals working within the service. 
A colleague employed by service is a 33-year-old male, who has been working for the Learning Disability Occupational Therapy Service as Support Worker for 1.5 years. He has gained invaluable knowledge through his times and his experiences whilst working through the service, but he feels he has some goals professionally he would still like to achieve; the PDP will highlight these and hopefully with support help achieve. 
	Goal
	What do I need to do?
	What Support/ Resources do I need?
	How will success be measured?
	Review/
Check In with mentor
	Target date for Completion

	Enrol and Complete Level 3 Occupational Therapy Diploma
	Ensure all job role competencies have been met and apply to get a place on the course.
	Authorisation from team manager to complete the course and to be allocated study leave to complete the course. A mentor will be required to support through the duration of diploma and sign off on physical observations.
	Gaining a Level 3 Diploma in Occupational Therapy and reaching a pay increment on 3rd year in post as a level 3 diploma is a required or be willing to work towards.
	After and during each module. As and when needed.
	12 months from start date.

	Wheelchair Assessment Training
	Ask manager about completing the course. Contact Artificial limb and appliance service (ALAS) to see if they have any available dates coming up to attend training.
	Support from manager and mentor. Authorisation of one day’s study leave to attend the course in Cardiff.
	Increased knowledge and skills from attending the course. Will allow to complete wheelchair assessments on our Learning Disability patients independently without it needing to be signed off. 
	After completion of 1 day course.
	One day after start date.

	Complete Level 3 & 4 Trusted Assessor Training (Allows to assess individuals, their needs, environment and prescribe low level equipment and treatment plans independent) 
	Gain consent from management to attend course when a vacancy becomes available. Apply to join course when a space becomes available.
	Study leave authorised by management to complete course.
	Will enable to assess our patients needs and environments independently, without supervision and prescribe low levels equipment and treatment plans to enable patients live more safely.
	On completion of both level 3 & 4 course.
	2 Days for level 3 and 2 days for level 4

	Increase Patient Satisfaction
	Create patient feedback surveys, liaise with patient, families and wider Multidisciplinary teams.
	Support from management and other disciplinaries within the service.
	Receiving feedback from patients and families who have completed the surveys. Making applicable, positive improvements to the Learning Disabilities Occupational Therapy service.
	Monthly reviews.
	12 Months

	Learn more and increase knowledge on sign language
	Ask speech and language therapists within the Learning disabilities service for additional training and tools
	Up to date training from Learning Disabilities speech and language therapists, support from manager, relevant tools and workbooks to keep track of progress.
	Being able communicate confidently and effectively with out Learning Disability patients who communicate via sign language. 
	After each sign language sessions with Speech and Language team, to track what has been learnt. 
	Once weekly signing sessions- Over the duration of 6 months.



Below is a PDP that the wider organisation of the Health Board uses for individual that want to access specific training and courses. 
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Upon review and evaluation of this report, Learning and Development is an integral part of achieving a successful Organisation, it shows individuals that they have value to and organisation and in return an organisation benefits in their employees having increased knowledge and skills set which translates into achieving a top-quality Organisation. The report highlighted and took a closer look at the importance of managing expectations within an Organisation, whether it be the employee or the managers expectations and it established that managing expectations are vital, especially early on in employment as it maintains a healthy professional relationship, boundaries and minimises disappointment on both parts. It has been identified within the report the most effective and beneficial development vehicle used in organisations, one of those being E-Learning, a development vehicle that is used daily and has been in use for many years in the Learning Disabilities Occupational Therapy Service. To finalise the report a Personal Development Plan (PDP) was created to highlight, manage, review and action an individual within the Learning Disabilities Occupational Therapy Service’ professional goals and needs, put side by side against the current PDP format that the Organisation currently utilises. Both PDP’s, the one that has been created and the one that is officially used by the organisation both have their advantages, but upon looking and reflecting on them both, the one that has been created for the purpose of the individual and this report is more person centred, rather than organisational centred. 
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PERSONAL DEVELOPMENT PLAN PROFORMA
Before any addtional Gevelopment is undertaken the member of Staff MUST have attained their minimum mandatory training





