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[bookmark: _Toc500943471][bookmark: _Toc145881992]INTRODUCTION 
Applying the knowledge and skills from the module will show how to apply building relationships and success in the workplace, and how this can help create a better working environment where successful collaboration between individuals within the same workplace is much more likely to occur.
Critically assess the potential benefits to the organisation of developing individuals in the workplace. Manage an individual’s expectations in respect of personal development. Critically evaluate development vehicles available to an organisation appropriate to the development needs of the individual. Generate a detailed plan to meet the identified development needs of an individual in the workplace and evaluate how this would be used to manage performance.


[bookmark: _Toc145881993]Section 1: Developing the Learning Organisation 
Training has great returns. Training not only helps employees acquire skills, but it also shows them how important they are. As technology evolves and workplace methods evolve, professionals must adapt in terms of knowledge and abilities to keep up. Training is one of the most effective strategies to improve knowledge and abilities. Providing staff with relevant and consistent training can assist increase workplace performance and efficiency.
Jennifer Herrity. (2023, March 29)
I am the manager of the Paediatric Physiotherapy service (Children's Physiotherapy) that treats infants, kids, and teens aged 0 to 19 who are experiencing developmental delays as a result of an injury, sickness, or disability. We aid in enhancing or regaining mobility, strength, function, and independence. We have extra professional knowledge and experience in child development, movement, and childhood disabilities in addition to our speciality talents. I manage physiotherapist, physiotherapy assistance and admin staff. 
(Physiotherapy for Children (Paediatric Physiotherapy) (n.d)
What is personal development? 
Personal development is the process of improving yourself by making adjustments that improve all aspects of your life as well as your physical and mental health. It's a strategy for realising your potential and attaining your goals in order to enhance both your own life and your interactions with others. Many people work on their personal growth to change how they live and what they know so that they can have more options in life. People may decide to concentrate on certain traits, such as improved communication or interpersonal skills, or on leading more meditative, healthy lives.
(Personal VS Professional Development: The guide | indeed.com UK (n.d.)
What are the potential benefits?
Both my organisation and my employees can gain from developing and putting into practise good staff training. Even with a modest training budget, investing in my personnel can help me cut costs within my company while also boosting revenue and profits. Developing my personnel and enhancing their abilities through training can:
· increase productivity.
· enable skills development and spread the skills mix across your teams and organisation.
· improve the quality of work.
· establish a clear standard for trained members of staff.
· give staff more responsibility and ownership of their job role.
· reduce faults, waste, or customer complaints with streamlined processes and more competent staff.
· offer development opportunities for your employees.
· positively affect staff morale and motivation
(Staff training (n.d.))
[bookmark: _Hlk145536136]How would the organisation benefit?
In order to maintain high standards of care quality and to protect the safety of those receiving and providing care, training workers is crucial in the health and social care sectors.
Training carers aids in instilling the behaviours, attitudes, knowledge, and abilities required to provide high-quality, safe, person-centered care. It enables them to take the appropriate precautions to reduce risk and gets them ready to act appropriately should a danger arise while providing care. This contributes to everyone's safety from harm.
(Importance of staff training in health and Social Care (n.d.))
A case study on the effectiveness of a postural care training programme aimed at improving knowledge, understanding and confidence in parents and school staff also proved training is beneficial to the organisation and the individual.
There were three components made up the postural care training programme: a 2-hour interactive workshop led by physiotherapist therapists, a follow-up home or school visit, and a follow-up phone call were carried out. The findings following this imply an improvement in the school staff and parents' knowledge, comprehension, and confidence in their ability to care for children who have major physical postural care deficiencies. 
The patient would not receive the optimal care or treatment if the physiotherapist lacked the knowledge or skills to teach the parent or school staff, and their symptoms would worsen over time. 
This would affect the NHS since additional treatment or care would need to be arranged, consuming up the physiotherapist's time and increasing the expense of seeing other patients. 
The patient would benefit from the program's increased efficacy in treating the patient's symptoms and potential improvement as a result of the school and parents' increased confidence in the program's implementation.
(KE;, H.S.E-W (n.d.))
Disadvantages of training to the organisation? 
For the company, running a training and skill-development programme requires both time and money. The HR staff may have to pay for a trainer, put in equipment, and upgrade the infrastructure. Will eat up time that staff could be using for office-related tasks, which reduces productivity. As a result, the personnel may become less motivated and more stressed out.
A skilled and ready employee is willing to leave one company for another that provides competitive benefits and pay. There are many rivals on the market, and they all want workers with comparable or more sophisticated abilities. If a worker gains extensive knowledge and experience, they may be able to switch to a higher position. One of the most dreaded Disadvantages of Training and Development for an organisation is whether or not an employee stays after training.
How would the individual benefit?
A few of the benefits to the individual are listed below.  
· Improve skills and knowledge -Programmes for training employees assist them gain the knowledge and skills they need to keep up with the many changes occurring in this industry. These improvements will have a favourable impact on employee productivity, which can boost an organization's profitability and effectiveness. Employees may receive training in a variety of topics, including safety, human relations, and work ethics. 
· It satisfies the recommendations of performance appraisals - Training programmes can be set up for staff members to help meet this demand when employee performance reviews for an organisation indicate that there is a need for improvement on a particular topic or ability. Therefore, training can focus on a specific issue and work towards a resolution.
· It shows employees they are valued - Employees will feel more invested in by the organisation if training programmes are implemented at work. Your staff members will not only improve as workers as you continue to educate them new abilities and skills, but they will also feel like more productive team members. Both their disposition and their productivity at work will increase as a result.
(The importance of training employees: 11 benefits | indeed.com (n.d.))
Disadvantages of training to the individual? 
After their shifts are over, employees are frequently invited to take part in the skill development programme. Since they are less likely to spend it with their families, this extra time is difficult to manage.
Employees are human beings with a limit on how long they can stand and listen. The likelihood is that if a training session lasts longer than usual, the participants will become weary and uninterested. When training sessions are held with repetitive data and theory concepts, the identical problem may occur.
(Myayan.com, 2022)

[bookmark: _Toc500943476][bookmark: _Hlk145513776][bookmark: _Toc145881994]Section 2: Manage the individual's expectations in respect of personal development
When working with people, one of the most crucial factors to take into account is what they can anticipate from the experience. If you make this known from the beginning, you will reduce the likelihood of disappointment or misunderstandings.
As a manager I expect my staff members have a positive outlook that rubs off on others and creates a fun environment at work. Having a joyful work environment can boost employee morale, which can enhance everyone's experience. Employee attire should be appropriate for the workplace because it can help to convey a professional image of the business to clients and other members of the public.
Being punctual, dependable, able to help others and has the desire to grow. Being able to communicate effectively, meet deadlines, be self-motivated and to learn from mistakes, are all important qualities I expect my employees to have.
(10 expectations employers have for employees | indeed.com (n.d.-a))
Making sure that all new employees are fully aware of what is expected of them when working for your firm by taking the time to build a clear and simple procedure for outlining employment expectations, starting at the job interview. 
I will always review a newly hired employee to identify how their expectations from the job interview and onboarding compared to working for the company during their first few weeks on the job. This is to ensure that they are at ease with the expectations, respond to any queries they may have, and provide clarification on any ambiguous information.
(Setting employee expectations from the first interview - indeed (n.d.-c))
To be able to manage these expectations I need to first define clear and detailed expectations before communicating them to my employees. For every position, I need to make a list of the expectations for the following four categories: position responsibilities, work hours, leadership, and advancement.
Below are some other methods of managing expectations.
George T. Doran developed the SMART goal structure in his 1981 paper "There's an S.M.A.R.T. Way to Write Management's Goals and Objectives."
· Specific: What end result are you looking to achieve? Is it specifically defined?
· Measurable: Can you measure the success of this goal with data? How will you measure it?
· Attainable: Is this a realistic goal to set? Do you have what it takes (resources, knowledge, skills, support) to achieve success?
· Relevant: Is this goal aligned with your team and the company’s broader objectives? Will it bring relevant value to your organization?
· Timely or time-bound: When do you plan to achieve this goal? Is it the right time to do so?
Employees can simply create difficult yet realistic goals by responding to these questions and checking off each letter of the SMART goals acronym. As a result, everyone participating finds the goal-setting process to be less intimidating.
(Officevibe, 2023)
After extensive research on the philosophy of goal setting, Drs. Edwin Locke and Gary Latham identified five prerequisites for our success in achieving our goals. 
We have our current understanding of goal setting thanks to Locke's groundbreaking study on motivation and goal setting from the late 1960s. He demonstrated in his 1968 paper, "Towards a Theory of Task Motivation and Incentives," that employees are motivated by specific objectives and helpful criticism. He continued by emphasising that achieving a goal is another important source of motivation, which enhances performance.
There are five goal-setting guidelines that, in accordance with Locke and Latham, can increase our chances of success:
1. Clarity.
2. Challenge.
3. Commitment.
4. Feedback.
5. Task complexity.
Set definite, difficult goals and make a commitment to reaching them when using this technique. Don't forget to evaluate your personal progress as well as the performance of others in accomplishing their goals. Additionally, take the task's complexity into account and, when necessary, divide your goals into more manageable pieces.
(Home (n.d.))
[bookmark: _Hlk145513736][bookmark: _Toc500943481][bookmark: _Toc145881995]Section 3: Critically evaluate development vehicles available to an organisation appropriate to the development needs of the individual.

Development vehicles in the workplace refer to various methods and opportunities that enable individuals to enhance their knowledge and skills. Here are some common development vehicles: 

•	Coaching on a one to one basis
•	Observing others in their work and picking up tips (-Job shadowing)
•	Delegate activities to broaden knowledge & widen skill sets
•	Get involved on project work
•	Temporary transfers, job swaps or secondment into other areas – it could be mutually convenient 
•	for other managers to swap staff so that two areas gain from ‘multi-skilling’
[bookmark: _Hlk145882635]•	Background reading/research/watching videos/internet to strengthen knowledge base
•	Studying for professional qualifications/undertake accredited distance learning
•	Visits to different areas of the business
•	One to one or group meetings with key players in different areas, to understand roles, 
•	responsibilities, and inter-departmental relationships
•	Attend formal training courses in key soft skills
•	Attend technical/product knowledge training
•	Undertake E-learning
•	Performance development reviews & regular one to one’s
•	Networking/Attending relevant External Business Events
•	Get involved with relevant business groups/forums/committees/task force
•	Act as a team representative at wider business meetings
•	Utilising 360 degree feedback
•	Participation in Action Learning Sets
•	Role plays & simulations/Model office environment
•	Using Diagnostic tools (e.g. Myers Briggs, Belbin, PQF etc)
•	Join a professional body
•	Conduct benchmarking exercises 
•	Manage others

(Development vehicles (n.d)

Below are seven of the best types of employee training methods:

•	Case Studies
•	Coaching
•	eLearning
•	Instructor-Led Training
•	Interactive Training
•	On-the-Job Training
•	Video-Based Training

(Gore, 2023)

How do you determine the appropriate vehicle?
Understanding the organization's present and future capability requirements is the first step in determining the learning and development (L&D) needs. Next, the degree of skills, attitudes, and knowledge that are already held must be evaluated. Formal and informal procedures can both be used for this evaluation. Making judgements based on this research will enable organisations, teams, and individuals to decide what learning is required. In the context of the larger organisational strategy, these gaps should be interpreted and given priority.
Identifying the appropriate development vehicle depends on the individual’s needs and goals. There are several ways to develop oneself within the workplace.
Training - This approach combines lectures, practical exercises, videos, podcasts, simulations, and individual and group tasks to build employee abilities.
Coaching - Senior staff members often collaborate one-on-one with less experienced workers in this technique of skill development.
On the job training - The fundamental objective of on-the-job training is to give the employee everything they need for self-study while they are at work. When employees finish the tasks they are given, they either learn how to use something or apply the techniques.
(Valamis, 2023)

[bookmark: _Hlk145874795]

Continuing Professional Development
The CPD Cycle is essentially a very useful tool that aids in organising your annual CPD plan, learning objectives, and results to ensure that the training you complete is appropriate and valuable for your ongoing Continuing Professional Development obligations. You may improve your professional competence by using the CPD Cycle, which also makes it simple for you to efficiently manage your CPD learning and stay current on market trends.
When organising your professional development learning activities for the year, it's crucial to consider the CPD Cycle's five major stages.
The NHS offers a variety of training programmes to help you grow as a person.  We also have training requirements that must be met. This is handled on a monthly basis and can be done in person or online. We adhere to the CPD cycle, do annual evaluations, and conduct PDRs (personal development reviews).
Continuing Professional Development
The CPD Cycle is essentially a very useful tool that aids in organising your annual CPD plan, learning objectives, and results to ensure that the training you complete is appropriate and valuable for your ongoing Continuing Professional Development obligations. You may improve your professional competence by using the CPD Cycle, which also makes it simple for you to efficiently manage your CPD learning and stay current on market trends.
When organising your professional development learning activities for the year, it's crucial to consider the CPD Cycle's five major stages.
Stage 1 - Identifying Your Needs - The first CPD cycle stage has to do with the process of figuring out where your skills and knowledge are lacking.
Stage 2 - Planning - The next stage is to build a set of precise objectives that will help you break down and choose which activities and subjects will assist your overall development objectives once you have recognised your skill gaps and areas that require improvement.
Stage 3 - Acting/Doing - Attending various learning activities, such as appropriate CPD authorised training, educational events, online courses, and webinars that support you in achieving the learning objectives listed in your requirements analysis, are the following phases in the CPD Cycle.
Stage 4 - Reflecting on your learning - It's crucial to evaluate the effectiveness of the activity after completing any training programmes or other forms of CPD.
Stage 5 - Implement your new learning - Applying your newly acquired information and abilities to your current workplace is the final step in the CPD Cycle, which concludes the entire cycle.
(Cpd, 2021)
A excellent approach for employers to monitor development and discuss growth is through appraisals. The written part is sent to the employee ahead of the meeting and often consists of a number of inquiries about accomplishments, performance, and goals. It's also a good idea for the employee to familiarise themselves with the mission statement of the business and job description to make sure their objectives line up. 
After completing  the written portion of the process, a formal meeting is scheduled. Usually, with the employee and supervisor will talk about what has been written down and their opinions on how they are doing, including any areas of improve or prospective advancement prospects.

Benefits of appraisals 
Employers:

· Productivity 
· Retention
· Performance
· Commitment
· Feedback

Employees:
· Questions 
· Accomplishments
· Strengths & weaknesses
· Responsibility
· Expectations
(Rolfe, 2017)

The best development vehicles we use with in the NHS are:
Job shadowing – with new physiotherapists we use this approach not only for the physio to have learn but also for the patient to get to know their new physio. 
Mentoring - With this approach, management or senior leaders take on junior staff members to help them learn critical abilities that they may be lacking.
Cross-Training - trains team members how to carry out their coworkers' jobs. Cross-training can boost morale and increase job satisfaction while helping you build a flexible team.
Self-study - Background reading/research/watching videos/internet to strengthen knowledge base.
Always evaluate the success of any training given to your employees. Are employees using what they have learned? And does it benefit both their function and the entire organisation? 
A widely recognised tool for assessing and examining the outcomes of educational, training, and learning programmes is the Kirkpatrick Model. Reaction, Learning, Behaviour, and Results are the four stages of evaluation that make up this system. The efficiency of a training programme is more precisely measured at each level of the model that follows.
[image: ]
Reaction - You want individuals to consider training to be worthwhile. You can gauge how well they took to the training by looking at how involved they were, how actively they contributed, and how they responded to it.
Learning - focuses on gauging how much and how little employees have learned. In the New World version of the instrument, this assesses how driven they are to make changes, how confident they are that they can do it, and what they believe they will be able to do differently as a result.
Behaviour - This clarifies how effectively people use their training. Additionally, it can show where people might require assistance. However, behaviour only modifies under a favourable environment.
Result - At this stage, you evaluate your training's outcomes. This includes results that you or your organisation have determined are beneficial to your team members and your business and that show a strong return on investment.
(Home. Mind Tools, (n.d.))

[bookmark: _Toc145881996]Section 4: Development Plan 
[bookmark: _Toc145881484][bookmark: _Toc145881997]Employees can improve both personally and professionally with the aid of an effective instrument called an employee development plan. Plans for career development assist teams in achieving organisational objectives and maintain their motivation, effectiveness, and success. Plans with specific actions enable workers to hone abilities, increase productivity, discover new things, and broaden their knowledge and networks. Below you can see an appraisal and PDP I have carried out on an employee. 
[image: ]
APPENDIX 3

PERSONAL APPRAISAL DEVELOPMENT REVIEW FORM
(INCLUDING PERSONAL DEVELOPMENT PLAN)

SECTION 1: PERSONAL DETAILS

	Reviewee Name:
	Job Title:

	Deb Mansel

	Specialist Paediatric Physiotherapist

	ESR No:
	Department:
	Delivery Unit/Corporate Directorate:

	111222333
	Hafan Y Mor, 
Singleton Hospital
	NPT Locality

	Reviewer Name:
	Due Date of PADR Review
	Actual Review Date:
	Name of Professional Body:    (If Applicable)

	Rachel Witheridge 
	
21.06.23
	June 2022
	CSP

	Date of Revalidation (NMC/HCPC):  
(If Applicable) 

	Discussion regarding     Yes           No




revalidation held:                    

	To be completed at the end of the discussion: Rating of overall performance 

	Unsatisfactory 


	Satisfactory


	 Good


 Band 8c and above

	X


Incremental Progression agreed                Yes          No                     Not Applicable








	Band 8c and above

Increment earned/re-earned                       Yes             No	Not Applicable     x X

 








PADR CHECKLIST:
	
	Y

The completed copy to be retained by Reviewee.

	
	

	
	A copy retained by the manager.Y


	Y


	
	PADR recorded on ESR 

	

	
Where pay progression is considered inappropriate contact your Senior HR Manager.




SECTION 2: VALUES AND BEHAVIOURS 

How is the employee demonstrating the values and behaviours of the Health Board? Refer to the ABMU Values & Behaviours matrix to aid your discussion. 

	Caring for Each Other in every human contact in all of our communities and each of our hospitals.


	· Supporting other members of the team during very challenging and emotional periods of the COVID19 pandemic. Being sensitive that all members of the team are experiencing the effects of the pandemic in different ways and will need different types of support at different times. Being a listening ear. Supporting peers during rapid changes in service when moving into lockdown/ out from lockdown. Appreciating that people accept change at different paces and to different degrees. Facilitating quieter team members to have a voice, whilst encouraging positivity.
· Investing time to build relationships with families and developing trust so that sensitive and at times frank conversations are more easily received and engagement in their child’s therapy is maximised. Exploring this further at a theoretical level within my chosen MSc dissertation project, specifically around how therapists develop and maintain therapeutic alliance with the families we work alongside. E.g HA, RM.
· Develop working relationships with peers so that we can give/receive constructive feedback to better outcomes for the children we work with. Work to forge synergy within the team. E.g within PT, within ICP, MDT, within Neonatal teams. ICP catch ups occur monthly and feedback from peers has been positive.
· Supporting smooth transition to digital first contact/triage services – addressing any anxieties that peers of parents may have and providing reassurance by being accessible.



	Working Together as patients, families, carers, staff and communities so we always put patients first.


	
· Ongoing work bridging service between neonatal and community services – positive feedback from Community Consultant. Participating in weekly GMA panel and new neonatal MDT clinic launched this year for at high-risk infants.
· Consulting with parents to develop their skills and confidence in managing their child’s needs. E.g developing coproduced goals, VC has positively impacted children like DE, DM.
· Utilising TIs to support therapy intervention – so that resources are utilised prudently. 
· Joint working with outside agencies for better outcomes for the child. E.g CP Cymru joint virtual consultations. Early referral to Better Start Programme. Liaising with Wheelchair services, ALAS.
· Case studies of ICP joint working e.g JD feeding
· Advocating joint working in real terms at the front line of practice despite the challenges produced by the pandemic. Communication has been key. E.g preschool cases with HR.
	

	Always Improving so that we are at our best for every patient and each other.


	

· Continued learning and integration of relevant knowledge into practice e.g Early Assessment and Intervention course for babies when addressing the needs of high risk infants.
· CPIP competencies and refreshers as part of trainer role.
· ALNet training and upskilling in response to change in legislation.
· Producing ALNet training package for reception and nursery classes
· Participating in special interest all wales networks e.g CPIP and Neonatal Therapies
· Integrating MSc learning into practice and sharing (where there’s an appetite).
· Working within local and national policies and guidelines e.g sickness, NICE, GDPR, documentation, Infection control, documentation, risk assesments etc.
· Quality Improvement projects – integration of VC as part of practice going forwards, triage processes, patient satisfaction questionnaires, referral pathways, care aims caseload management matrix.
· Practicing preventative healthcare- being proactive vs reactive – up skilling those closest to the child. Neonatal work. 
· Informally, keeping EBP on the clinical agenda e.g via whatsapp group
· Introducing Rosie the doll to help out within virtual sessions!





SECTION 3: PERFORMANCE 

	Core objectives (From Previous PADR) 

	Discuss progress made in achieving core objectives and how the reviewee has done this in relation to the HB values and behaviours
1. a) CPIP clinics at HYM by June 2020 – on hold due to COVID, COMPLETE
b) all chidren GMFCS IV-V will follow CPIP pathway – complete given pandemic, COMPLETE
c) audit effectiveness of CPIP reviews on early identification of hip migration – no audit yet, but case studies emerging. ONGOING
2. a) audit on neonatal refs into core services – recorded but not collated, need to book time. ONGOING
    b) data collection of outcome of babies who received GMA- has it led to earlier input? ONGOING
    c) Improve knowledge base within neonates- ongoing some progress made.
    d) pilot early intervention block - ? virtually via Teams to be discussed
3. Implementing an in house leadership course e.g footsteps – MSc module transforming services and care through leadership has broadened my awareness. COMPLETED
4. Better caseload throughput – complex preschool caseload limits this at present.
AMBITIOUS: Complete MSc by 2022- DISSERTATION NEXT!
5. Work/life balance- most challenging time at work. Complex conflicts of emotions. Resilience has been severely challenged. Constant need to avoid burnout and to prioritising wellbeing. I have struggled with this, but continue to work at it.
6. PADRs of others are up to date- Gary
Supervision of Stuart, Jody, (Hannah)


	

	Ambitious objectives (From Previous PADR)


	Discuss progress made in achieving their ambitious objectives and how the reviewee has done this in relation to the HB values and behaviour:

SMART: Within the next 3 years (once children are in full time education), I would like to have enrolled in a Masters or Diploma Post Graduate course in Advanced Practise. ACHIEVED

I have completed the taught components of my MSc Advanced Practice- Study Skills (66), Research Methods (87) and Neurorehabilitation Modules (77), Patient Safety and Clinical Risk (86), Transforming systems and care through Leadership (62)…then dissertation by Sept 2022! 


	




SECTION 4: MANDATORY AND STATUTORY TRAINING

	Mandatory and Statutory Training (See Guidance for Statutory and Mandatory Training Topics)x


	Incomplete
	Complete

	Discussion (to include reasons for incomplete mandatory training, plan for completing mandatory training, learning and reflection from completed training) 

92% compliance.

I find keeping up with my mandatory training a challenge in light of my heavy caseload and hours of work, but understand its priority. 



*Where the reviewee has failed to complete Mandatory and Statutory training, pay progression   will be withheld unless they have been prevented from undertaking the training through no fault of their own.

SECTION 5: SETTING OBJECTIVES FOR NEXT 12 MONTHS

	Your objectives will need to be specific, measurable & achievable (SMART).  

Your core objectives will need to be realistic and achievable and will be specific objectives within the current remit if your role 

Ambitious objectives should stretch your boundaries but should be achievable within an agreed deadline(s) and be within your control.

When reviewing progress against these objectives, evidence could include: reflections, training programme, agenda, discussions & shadowing others.


	Core or Ambitious
	Target Date
	Action Proposed by Reviewee
	Record Summary of Progress
(How this will be achieved)

	Objective 1
	
	
	
	

	By next review:
a) structured CPIP clinics will be running effectively at HYM (by all relevant qualified community PTs & assisted by TIs)

b) all children GMFCS IV-V will follow the CPIP          pathway at HYM(starts age 2) 

c) we will be able to audit the effects of introducing CPIP on early identification of hip migration in children with CP

	Core
	














?June 2022





	? during limited face to face services – emphasis on timely x-ray requests as priority.

Once services are ‘opened up’ – place emphasis on using CPIP as basis for reviews for our CPs rather than an additional assessment.

This will need change to current processes.

Ongoing

Spreadsheet up & running DH assisting
	Completed








Completed (dates booked)




Incomplete – HANDOVER TO KW/ WLG

	Objective 2
	
	
	
	

	By June 2020, 
a)I will have completed an audit of neonatal referrals (age, number and nature) into core physiotherapy since the change in the format of the Enhanced neonatal follow up service. Include process mapping.

b) data collection which collates outcomes (and input received) for the babies who were assessed using the GMA may inform the future management of such referrals (‘high risk babies’). 

c) Improve my knowledge base within neonates/ very early years as a speciality by attending relevant training and practical experiences. ? Advanced GMA, 
Brazelton course

d) pilot advanced neonatal early intervention programme/ group for first 6 months of life (as scope allows)

	core
	
	Book in days to complete.

Ongoing

Spreadsheet accessible, notes on referrals sheet







As above











Ongoing- partially achieved. Attended Early assessment and intervention course hosted by CP Cymru Feb 2020





?scope to carry out in short term via Teams
	AUDIT COMPLETED, BUISINESS CASE SUPPORTED
POST ACCEPTED

Ongoing





















Need time on the unit as able but do not want to undermine business case/ need for funded role
COMPLETED




To be discussed

	Objective 3 
	
	
	
	

	By June 2020, I would have completed an ‘in house’ leadership course and would have implemented skills gained to develop my role specifically within Early Years. 

	Core
	June 2020
	Completed MSc Module in transforming care and services through leadership – assignment due 

Would like to attend footsteps when able
	COMPLETED
?Academi Wales

	Objective 4 
	
	
	
	

	Better caseload through put and more manageable numbers to facilitate this through better time management and realistic expectations of my capabilities

Within the next 3 years I would have completed my MSc Advanced Practice at Cardiff University.
	Core











Ambitious
	June 2020








	Now more mindful of this
Ongoing









3/4 years complete
	Wider adoption of care aims needed

	Objective 5 
	
	
	
	

	Mandatory (all staff)
Discuss work/life balance, awareness of Well-Being Service, current workload.
	Core
	June 2020
	most challenging time at work. Complex conflicts of emotions. Resilience has been severely challenged. Constant need to avoid burnout and to prioritising wellbeing. I struggle with this at times.

	

	Objective 6 
	
	
	
	

	Mandatory( if you manage staff)
To ensure PDRs are completed for all staff who directly report to you and ensure ESR updated.
	Core

	June 2020
	Complete
Gary PADR up to date
Supervision- Jody, Stuart, Hannah
	Need to clarify if I am taking Gary’s PADR back or not with WLG

Also, supervision


 (Continue on separate sheet if necessary)

SECTION 6: PERSONAL DEVELOPMENT PLAN (PDP)

	Agreed development 
need
	What activities do I need to address my development needs?
	What support/resources do I need?
	Target date for completion/ review

	Leadership ‘in house’ course/ MSc module

	Footsteps
	
	completed

	
Better wellbeing strategies as part of my working week

	Yoga, mindfulness sessions in lunch time
Headspace app
Outdoors as much as possible.
	
	N/A at present

	Any relevant course on specific outcome measures (esp within CP and Early Years) e.g Mini AHA for preschool hemis

	To request as they become available
	
	Completed Early Assessment and Intervention course Feb 2020

	Early Years/ Neonatal courses inc. Alberta Infant Motor Scale, Hammersmith, Advanced GMA, participation outcome measures eg. CAPE
Brazelton
	
	
	Completed Hammersmith online

	Spend time at SCBU and other neonatal units to build experience and confidence- explore 

Attend neonatal neuro conference & evening lectures

EI Smart training – await availability

	Liaise with Angharad (hywel Dda) and Amanada
	
	COMPLETE, link with UHW

Developing links with Dr Sally Jury over joint VCs 



SECTION 7: REVIEWEE & REVIEWER SIGNATURE

	REVIEWEE ADDITIONAL COMMENTS: (Not Compulsory)

	
The last 12 months have been the most challenging for me during my career in healthcare- as it has been for most of my peers, I’m sure. The COVID19 pandemic has presented significant professional and personal challenges, but also opportunities for growth.

I have experienced periods of severe anxiety at the start of the pandemic and have had to learn how best to manage these periods. I continue to learn about myself and hope to be better equipped for times of anxiety in the future. I have always strived to perform at my very best and it is important to me that those who I work alongside (peers and patients) feel that I have given my best. However, my ‘reserves’ have been depleted regularly of late and I am developing an appreciation of the need for balance and reserving / replenishing energy for what I deem as most important in my life- both at work and at home.

I have thoroughly enjoyed the opportunities for learning that my MSc in Advanced Practice has offered. However, prioritising it with current work and life pressure is an ongoing challenge. Logistically finding time for self-study is difficult.
 
I’ve enjoyed playing a small part in developing our digital services- it adds another dimension of possibilities to our practice, which is exciting as part of our ‘skill box’.
I’m passionate about maintaining and improving the quality of the services we provide to our families. 

Looking forward, I would like to better my leadership skills in order to be working at the top of my band 7 capabilities. I am aware that a steady rhythm to my work is needed to be a reliable and consistent influence on the team.

My PADR is always a welcomed opportunity to clarify my career direction and I very much appreciate the support offered by Rachel and previously, Beccy. By next PADR I hope to be more confident in my direction and ability to better define my role within early years physio at SBUHB. 


	Reviewee Signature
	D. Mansel
	Date:
	21.06.23



	REVIEWER COMMENTS:  Please add any further supporting information if required.

	


	Reviewer Signature
	R.Witheridge.
	Date:
	21.06.23




Because they clearly define each employee's expectations, employee development plans are advantageous to both the employee and your company. Employees can also designate specific professional milestones or goals they want to reach and measure their advancement as they work towards achieving those milestones. Apart from that, employee development strategies can help your organisation thrive and grow. You may start training and preparing your current personnel right now, for instance, by assessing the company's future needs. Employees also choose to work for companies that are interested in their development. Employees like working for your company more when they are confident that you have their best interests in mind. As a result, your workforce retention rate will increase, and your teams and working relationships will become stronger.
(Employee development plan (with template and 2 examples) - indeed (n.d.))
[bookmark: _Toc145881998]
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