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Introduction:

To care and support children with complex disabilities and challenges requires a specific set of skills and certain level of training, in order to meet organisational, interpersonal and developmental demands. These children often require personalised care plans which are specific to their needs, working alongside other healthcare professionals to ensure the best quality of life possible. Support workers often described as frontline workers, provide clear communication, on-going adaptive support and behaviour management, and socialisation within the community. Our main goal is to provide safety and experiences to those using the service, promoting their growth and development. 
Within these settings, effective workplace relationships are valued as they display trust, communication, shared understanding among the staff team, and professional competence- deeming central to successful care and delivery. This report will go on to explore the way organisations can systematically develop their staff team to maximise both Organisational performance and Customer Value, where the ‘Customer’ encompasses, Children, Families, Regulatory bodies and commissioning authorities. 

2. Critically Assessing Potential Benefits of Developing Individuals in the Workplace.
Developing individuals within the workplace environment is widely seen as a strategic approach which enhances organisational capabilities, improves quality of service and deliverance, strengthens workplace culture and creates inclusive atmospheres. (Armstrong & Taylor, 2020). Within healthcare, for Children specifically with complex needs, these benefits could be amplified due to emotional, behavioural and the clinical complexity of the work itself. 
Our goal as an organisation is to enhance the quality of life for the Children and Families/Guardians. All staff members are fully trained in the relevant subjects required when working and receive structed training in communication strategies, sensory based approach, Positive behaviour support (PBS), Autism and Epilepsy training, Safeguarding, Trauma informed care, and Clinical skills such as PEG feeding and Stoma Bags, in order to fully meet every child’s needs and requirements. 

Challenging behaviour in children with disabilities can often arise from communication challenges, sensory distress and or triggers, and unmet needs. Skilled staff are fully trained in order to be able to deal with these situations confidently and competently as a 1-1 or 2-1 situation. Training provides the education to enable the fast recognition of triggers, implement proactive strategies, using de-escalation tools and techniques and react safely, efficiently and ethically to these barriers.
Development investment results in fewer physical interventions, reduced risk of injuries, and compliance with regulatory frameworks (NICE, 2015).

There is an emotional labour associated with caring for children with complex disabilities, often leading to staff stress, burnout or compassion fatigue (Skirrow & Hatton, 2007). Developmental programmes, including reflective practices, supervision, and mental health awareness, can strengthen resilience and reduce a high staff turnover. High turnover of staff is common in healthcare due to the demands of the job, the long hours required, and the difficulties faced within these complex needs.
Planned team bonding exercises can strengthen team relationships, providing inclusive atmospheres to develop relationships further. This can also include team training, case reviews, debriefs and collective problem solving,         
Support Workers are often known to leave roles due to feeling undervalued, lack of training/support, unclear progression pathways, and unfair treatment. Organisations that invest time and effort into reducing the number of turnovers in staff are able to boost morale and retain expertise. This is particularly important in Healthcare as Children often build relationships with staff members and consistency is key to the routines in their daily lives. Compliance and Professional standards, Regulatory bodies such as CQC and local safeguarding authorities, require organisations to have evidence of the training provided and competency. Regular reviews and compliance checks are expected to be abided to. Developing individuals reduces regulatory risk and increases the organisation’s credibility and reputation. 
Cultural Transformation: Meaning a workplace that priorities development fosters a culture of learning, inclusion, openness, accountability and high-quality performance. Which leads to improving professional relationships, encourages staff to speak out and use their voice, and often creates a better organisation outcomes and innovation throughout. 
Critical Conclusion: The development of individuals in complex-needs healthcare settings is not optional. It is vital and strategic necessity, which enhances the care quality we provide, strengthens workplace relationships. Creates safe working environments, boosts retention and supports regulatory compliance. 

3. Managing an Individuals Expectations in Respect of Personal Development
In order to maintain motivation, alignment and realistic career progression, managing expectations around personal development is crucial. 
Unmanaged expectations may lead to frustration, disengagement, or perceptions of favouritism. In contrast, clear communication around development processes enhances trust and ensures transparency (Bratton & Gold, 2017).

Staff must be aware and understand the importance of clear development expectations. Within Healthcare settings staff members must have a clear understanding of the core competencies, and specialist competencies as well as the baseline expectations. Following frameworks such as the Skills for Care “Core and Mandatory Training” help identify this. Support Workers may set goals to progress their careers into Behaviour specialists or senior management roles; transparent communication means they can understand and access available career pathways, required qualifications, expected timeframes and organisational capacity to support development.
Using supervisions, appraisal meetings, debriefs and supervision sessions help to co-create developmental goals. Using this approach can help support the staff member to work closely with the guidelines supporting the organisation. 
Demonstrating an open-door policy can help staff to feel that they are able to come have honest, open conversations about anything work-related, as well as providing more personal support for issues arising in personal lives. This allows staff the chance to be honest about how they are feeling, any issues they are experiencing, which can lead to conversations about capabilities, confidences, timeframes achieved and maintained. Regular feedback and reviews should be given through evidence-based information, in a timely regular manner, balanced, and linked to personal developmental goals that are achievable within the company and within that person’s abilities. By using structured feedback frameworks such as Gibbs reflective cycle or the AID model, this can promote and support clarity, along with providing constructive and honest feedback. 
Setting and managing boundaries are important as its vital to clarity what development activities the organisation can offer, which are optional and what is expected and seen as requirements. 
Encouraging Self-Directed learning/education can help workers to take responsibility for part of their own personal education and development. This can be achieved through reading and taking it upon themselves to educate further on a subject, attending workshops, asking questions and advise to broaden their understanding, reflective practice methods and applying their skills. 
Ethical Considerations: Developmental expectation management must be Equitable, culturally sensitive and appropriate and free from bias. Workers should all feel accepted, supported and respected throughout their workplace. Effective management of individual expectations ensures clarity throughout, fairness, and aligns within personal aspirations and organisational requirements; aiming to reduce conflict, enhance engagement and strengthen professional relationships.

4. Critically Evaluating Development Vehicles Available to Organisations
Organisations working in Healthcare settings can access a variety of development vehicles which are formal accredited or non-accredited training.
Training Courses: These are mandatory and specialist training such as; Safeguarding, PBS, Manual Handling, Medication competency and administration, Autism/Challenging Behaviour, Trauma-informed practice, Communication barriers, Epilepsy Awareness and Oxygen handling and First Aid. 
Experiencing on the job support and mentoring is important as this can provide a new member of staff with reassurance, more confidence and the chance to ask questions and advice. Allowing skill transfer, and real-time learning. Reflective practice sessions are important as it allows staff to take a structured reflective approach on incidents, triggers, interventions and teamwork, giving staff the chance to improve their self-awareness, emotional intelligence and resilience.  Supervision and Appraisal Meetings can support performance discussions allowing a collective plan to take place to support areas for development, identify strengths and look at progression plans. 

Performance Appraisal is Evaluating an employee’s current and/or past performance relative to his/her performance standards. Which is not to be confused with Performance Management; being the process employers use to make sure employees are working towards organisational goals. The differences between the two, is that Performance Management is ‘The System’ and Performance Appraisal Focuses on ‘The Person.’
‘the policies, procedures and practices that focus on employee performance as a means of fulfilling organisational goals and objectives’ (Lowry (2002) in Marchington and Wilkinson (2005: 187-8))
Multi-disciplinary Team (MDT) learning: would be Joint learning across professionals, such as Occupational therapists, Social Workers, Support Staff, Psychologists, Teachers, Speech and Language Therapists, Allowing a holistic approach and understanding, providing knowledge transfer to reduce risks and barriers.
E-learning Platforms are important in this day and age as it provides flexible training modules which are accessible anywhere and ensure up to date relevant subjects in order to comply with regulatory requirements, as-well as being cost effective and easy to update.
External Coaching or Specialist Behaviour Support Services allow expert external professionals offer specific skilled development, allowing staff to expand expertise and objectivity. 
Qualifications and Apprenticeships: NVQ’s, Diplomas, or degree level apprentices in health and social care can provide professional recognition, improvement of retention.
Peer learning and Knowledge sharing, means holding informal team meetings, discussions and learning groups. Allowing relationships to build in the workplace, encourages collaboration. 
A blended approach using multiple development vehicles is most effective in a health care setting. Organisations must critically select methods based on an individual needs, using a comprehensive approach to meet the requirements necessary. Improve workplace dynamics and strategic objectives.

5. Development Plan for a Support Worker and Evaluation of Its Use in Performance Management.
The following plan is designed specifically for my role as a senior support worker, supporting children with complex needs and challenging behaviour ongoing. 

This is based on observation from my senior members of staff, holding discussions through supervisions, having regular feedback.
- Develop a deeper understanding of Positive Behaviour support through the use of training courses and workshops I’m able to access. 
-Improve my communication competencies such as use of British Sign Language and Makaton, allowing me to support the children more effectively. Increase my levels of confidence in more unfamiliar areas in work, along with de-escalation techniques. 
-Grow a better emotional resilience, and more transparency in reflective practice. 
- Stay up to date with Paperwork and documentation, improve my reporting skills.
- Gain a greater role clarity and leadership skills. Complete Health and Social Care Level 3. 

Personal Development Plan 6-12 months completion time.

1. Improve Behaviour Management Skills
I Will: Attend PBS training courses and workshops, Shadow Behavioural Specialists during sessions and crisis interventions, reflect in a more transparent analytical way when documenting incidents and strategies. 
To measure success: I aim to reduce number of incidents during sessions, as well as aim to increase escalation strategies. Ask for supervisor feedback to keep comparisons and identify areas for improvement. Use and demonstrate use of behavioural strategies.

2. Develop Communication
I will: Complete Health and Social Care Level 3 qualification. Attend further BSL and Makaton courses. Attend weekly practice sessions with peers and senior members of staff. Observe Speech and language therapist  (SLT) sessions when they are accessible to myself.
To measure success: Confidently demonstrate the use of communication aids within sessions and among peers. Ask for feedback from SLT and higher authorities. Improve child engagement indicators and develop stronger relationships with families.

3. Strengthen emotional resilience
I will: Ask for monthly reflective supervisions from senior members of staff, asking for direct honest feedback in order to identify areas of improvement. Use Gibbs reflective cycle post-incident to develop a better clearer understanding. Participate in a well-being programme. 
To measure success: Track stress indicators and patterns and aim to have improved emotional regulation during challenging behaviour. Perfect and improve techniques and strategies to aid in challenging behaviour. Self-report scales and feedback comparisons. 

4. Reporting and Documentation
I will: Attend training for improved incident reporting standards. Checklist development plans. Peer review of documentation.
To measure success: This aims to have fewer errors/omissions during sessions and through documentation. Aims for Positive audit outcomes and improved manager feedback. 

5. Growth in leadership capabilities
I will: Complete and attend an introduction to supervision short course. Lead a team handover meeting monthly at the Office, having discussions about areas of improvement as a team, as well as the chance for staff to voice their opinions and thoughts. Continue to mentor/shadow new members of staff into the company and hold regular supervisions, keeping up to date with the regularities. 
To measure success: I will ask for feedback when demonstrating leadership behaviours. Use 360-degree feedback and make use of appraisal progression from senior management. 

5. Using the Plan to Support Performance Management 

Performance management within Health and Social Care is very effective when designed as supportive rather than punitive. The developmental plan demonstrates the following:
Creates clear expectations for staff members: Objectives are SMART, Measurable and Transparent.
Promotes Accountability: Managers and staff members share and hold responsibility for their own progress and expectations of the role.
Supports Personal improvement: Regular feedback and reflective sessions ensure that the plan evolves with continuous changes. 
Aligns with individual growth with Organisational Goals: Develops behaviour Management skills which will directly improve the child’s health and well-being, achieving better outcomes.
Encourages reflective learning: Critical reflection integrates theory and practice which will strengthen professional judgment and delivery of care.
Appraisal and Progression: The plan focuses on personal growth and chance for potential promotion if plan is adhered too correctly and the correct improvements are made.

6. Conclusion 

This report has identified how developing workplace relationships while supporting individual’s in health and social care, especially when working with children with complex needs, directly strengthens organisational performance, workforce resilience and the quality of care the service delivers. By investing in the developmental strategies, such as training courses, mentoring, reflective practice, and experimental learning, organisations can create positive environments where staff feel valued, supported, capable and empowered in order to achieve their best potential. 

Managing expectations, evaluating development vehicles accessible in HSC, and designing detailed development care plans, ensures that staff growth remains aligned with organisational capacity and children’s well-being and needs. A development-oriented culture enhances collaboration, reduces high turn over of staff, burn out, increases the competence, and ensures compliance within regulatory standards. Within complex health care environments these factors are not option, they are deemed vital to the success of maintaining safe, compassionate and effective services. 
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