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I acknowledge the use of AI ( Chat gpt) for the structure of my assignment.
The prompt I used was – Could you please create me a structure for my assignment and attached the criteria. I have kept the original incase it is needed as evidence.
 I confirm I have not presented any AI generated text as my own work.

C. Parvin 
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[bookmark: _Toc242638796]Introduction
Developing people is a key part of any learning organisation because performance depends not only on formal processes and systems, but also on the skills, confidence, relationships and adaptability of those delivering the services. This report explores that principle within NHS Vocational Training, a small training and employment service that supports unemployed adults through a 12 week programme focused on employability skills, preparation for NHS work and practical work experience. Participants often join with different employment backgrounds, levels of confidence, digital abilities and understanding of healthcare environments. As a result, development activities must be structured enough to maintain service quality while remaining flexible to meet individual needs.
This report focuses on four areas. First, it critically examines the benefits of individual development for both the trainee’s and the organisation. Second, it explores how development needs can be identified and how expectations around progression and employment outcomes can be managed realistically. Third, it evaluates a range of development methods, including formal learning, coaching and mentoring, experiential learning, and digital or self directed approaches. Finally, it presents an individual development plan (IDP) for an anonymised participant and assesses how this plan can contribute to performance management. The discussion views development as a connected process in which accurate identification of needs informs realistic expectations, suitable learning activities, measurable goals, ongoing monitoring and evaluation. The arguments are examined by questioning assumptions, assessing the relevance and strength of evidence, considering alternative perspectives and drawing balanced conclusions. This approach reflects Pearson’s RED model and Toulmin’s (2003) view that effective arguments should be supported by evidence and justification rather than assertion alone. The report therefore argues that development is not automatically valuable but generates organisational benefits only when learning is successfully translated into improved behaviours, relationships and performance.





[bookmark: _Toc242638797]Benefits of Developing Individuals within NHS Vocational Training.
[bookmark: _Toc242638798]Individual and professional development
Learning and development refers to both planned and informal activities that help trainee’s gain the knowledge, skills, behaviours and abilities needed to improve their current performance and support future growth. Continuing professional development (CPD) builds on this by encouraging people to maintain and enhance their skills throughout their careers. Senge (2006) suggests that learning organisations strengthen their effectiveness through personal development, shared learning and systems thinking, rather than viewing training as a one off activity. Within the NHS Vocational Training department this means that development should not only support participants in building their employability skills but also strengthen the team's ability to prepare individuals for successful employment within healthcare settings.
[bookmark: _Toc242638799]Benefits to the Trainee
A key benefit of development is improved competence. Participants who understand workplace expectations, communication practices, digital systems and employability requirements are better prepared to make a positive contribution during their placements. However, competence involves more than simply having knowledge it also requires the ability to apply that knowledge effectively in real workplace situations. This distinction is important because a participant may successfully complete mandatory or classroom based training but still lack confidence in a fast paced working environment. For this reason practical experience and regular feedback should be used alongside formal learning to support effective development.

Development can also help build confidence and self belief. Bandura (1997) suggests that self efficacy affects whether people are willing to take on tasks, continue when challenges occur and bounce back from setbacks. Within Vocational Training manageable tasks, positive feedback and successful placement experiences can provide opportunities for achievement that help increase confidence. This is especially important for participants who have been unemployed for a long period of time. However, confidence should not be mistaken for competence, effective development must still include clear evidence that the necessary skills, behaviours and workplace standards have been successfully demonstrated.

Motivation is another important benefit of development, Self Determination Theory suggests that people are more motivated when they feel a sense of autonomy, competence and connection with others (Deci & Ryan, 2000; Ryan & Deci, 2020). Providing participants with meaningful choices about their development while still meeting NHS requirements can encourage greater engagement and responsibility for their own learning. Positive relationships with trainers and placement staff can also help individuals feel valued and included. However too much choice can be unhelpful if a participant has limited understanding of realistic career options. The role of the Training Assistant is therefore to provide the right balance between independence and appropriate support.

Finally trainee development can improve employability and support future career progression. Through the 12 week programme participants can build transferable skills such as communication, teamwork and digital literacy all while gaining a better understanding of the wide range of roles available within the NHS. This can help open up realistic career opportunities, even if an NHS job is not immediately available after the programme ends. The value of development therefore extends beyond securing employment at the end of the placement it can also increase an individual's adaptability and ability to manage their career successfully over the long term.
[bookmark: _Toc242638800]Benefits to NHS Vocational Training and the wider NHS
At an organisational level investing in people can help strengthen workforce capability. Human Capital Theory views education and training as investments that can improve productivity and performance (Becker, 1993). Within Vocational Training a structured approach to development can create a pool of better prepared applicants who understand NHS expectations and require less basic induction if they move into employment. This can support workforce sustainability particularly in services that depend on appropriate attitudes and behaviours as well as technical skills. However the theory can be overly focused on economic outcomes if applied without wider consideration as it may suggest that development is only valuable when it delivers a measurable organisational benefit. In a public service and employability setting development can also provide wider benefits including increased confidence, social inclusion and transferable skills, even when a participant does not secure an NHS role. Participants may choose different career paths as vacancies may not be available at the time but staff must commit time and resources to support development. A more balanced view is that investment in people should be assessed through both service outcomes and individual development using realistic measures of learning and impact rather than simply the amount of training delivered.

Development can also increase engagement, retention and mutual commitment. Social Exchange Theory suggests that when people feel supported and valued by an organisation, they are more likely to respond with positive attitudes and behaviours (Blau, 1964; Cropanzano & Mitchell, 2005). A participant who receives respectful supervision, constructive feedback and meaningful development opportunities may be more willing to contribute, work collaboratively and stay engaged with the programme. The same principle applies to staff who support trainees, as investing in their coaching and assessment skills can improve the quality and consistency of support provided. However, this positive response depends on people feeling they are treated fairly. If opportunities such as placements, mentoring or qualifications are seen as unequal or inconsistent, development activities may lead to frustration and dissatisfaction rather than increased commitment.

A further benefit of development is the improvement of relationships and teamwork. Learning activities such as peer support, shadowing and reflective discussions can help participants better understand different roles and strengthen communication. Edmondson's (1999) research on psychological safety suggests that people learn more effectively when they feel comfortable asking questions, admitting when they are unsure and discussing mistakes without fear of negative judgement. For trainees entering an unfamiliar NHS environment, a supportive and psychologically safe approach to supervision can therefore enhance both learning and workplace relationships. However, creating a supportive environment should not reduce accountability; clear expectations and constructive feedback remain essential to maintaining standards.
Organisational learning is also strengthened when knowledge and experience are shared rather than kept by individuals. Senge's (2006) learning organisation theory is particularly relevant, as the benefits of development increase when lessons learned from placements, participant feedback and programme evaluations are used to improve future delivery. Over time, this can enhance induction processes, placement matching and the support offered to participants. Development can also support succession planning and talent development by identifying individuals with potential and helping them progress into suitable roles. However, NHS services often face resource constraints. Factors such as limited training time, supervisor availability, placement opportunities and unequal access to digital resources can restrict what can be provided. Development activities should therefore be based on identified needs and regularly evaluated for their impact, rather than being assumed effective simply because training has taken place.
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[bookmark: _Toc242638802]Identifying development needs.
Effective development starts with a clear and accurate understanding of the difference between current performance and the level of performance required. A Training Needs Analysis (TNA) can be used to bring together organisational requirements, role or placement expectations, and an individual's existing skills and abilities (Goldstein & Ford, 2002). Within Vocational Training this may involve an initial discussion, skills self assessments, observation during employability sessions, practical digital tasks and feedback from placement supervisors. Using information from a range of sources is more effective than relying on self assessment alone as individuals may sometimes underestimate or overestimate their abilities.
This process can be viewed as current competence, required competence and development need. For example, a trainee may communicate confidently in everyday conversations but find it difficult to provide a clear and professional update to a supervisor. In this situation the development need is not communication in general but a more specific skill such as structured workplace communication. Likewise digital development should be linked to practical tasks such as using Microsoft Teams, completing online training or preparing job applications. A clear assessment of needs helps ensure that learning objectives and development activities are relevant, appropriate and fair.
[bookmark: _Toc242638803]Individual expectations versus organisational requirements.
Managing expectations is particularly important within an employability programme as trainees may naturally hope that work experience will lead directly to a job within the NHS. While the programme can help individuals become more prepared for work and increase access to opportunities it cannot guarantee vacancies, interviews or employment. Rousseau's (1995) concept of the psychological contract explains that people develop beliefs about the commitments and responsibilities shared between themselves and an organisation. If informal conversations create the impression that employment is guaranteed, participants may feel let down or view this as a broken promise if they are not successful in securing a role, even when no formal guarantee has been made.
Expectations should therefore be managed from the beginning of the programme and revisited throughout the 12 week period. The Training Assistant should clearly explain what the programme offers including skills development, placement experience, feedback, application support and information on career pathways while making it clear which outcomes remain dependent on recruitment processes. Open discussions about entry requirements, competition for vacancies, recruitment timescales and available opportunities can help build trust and avoid misunderstandings. This does not mean discouraging the trainees ambition instead it just means longer term goals that can be broken down into realistic stages, such as improving digital skills, gaining relevant experience, strengthening job applications and applying for suitable vacancies.
Organisations also have a responsibility to avoid making assumptions that limit an individual's potential. If expectation management focuses only on barriers and restrictions the trainees may lose motivation or begin to doubt their own abilities. Development discussions should therefore balance realism with encouragement using evidence of strengths, achievements and progress to identify practical and achievable next steps. This approach helps maintain trust while continuing to support motivation, engagement and inclusion.
[bookmark: _Toc242638804]Communication, objective setting, feedback and appraisal.
Clear objectives help turn broad goals into practical and achievable actions. Locke and Latham (2002) found that people are more likely to perform well when they work towards specific and challenging goals provided they are committed to achieving them and receive regular feedback. SMART objectives are particularly useful because they make goals specific, measurable, achievable, relevant and time bound. However SMART is simply a planning tool and does not by itself motivate people, objectives still need to be supported through clear communication, guidance and regular review.
Regular one to one meetings can be used to discuss progress, review evidence and identify any barriers to development. Feedback should be given promptly and be focused on behaviours that are linked to agreed expectations or standards. Kluger and DeNisi (1996) found that feedback does not always improve performance, and that poorly delivered feedback can sometimes distract attention from the task being completed. As a result comments such as "be more confident" are less effective than giving clear guidance about the behaviour expected, for example contributing one prepared update during each placement review meeting. Where assessment or appraisal is used decisions should be fair, based on evidence and proportionate with participants understanding how judgements have been reached.
Keeping accurate records is equally important. Agreed objectives, support arrangements, review outcomes and placement feedback should be documented consistently while personal information is handled confidentially and only used for appropriate purposes. This helps ensure continuity and accountability especially when multiple staff members are involved in supporting a participant's development. Good record keeping also helps distinguish between development support and formal capability issues. Development should not be viewed solely as a response to poor performance but as a way of encouraging growth, career progression and long-term employability.
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[bookmark: _Toc242638806]Matching development to individual needs.
No single development method is the best in every situation. The most appropriate approach will depend on factors such as the individual's skills gap, previous experience, confidence levels, accessibility needs, available time and resources, and how far the learning needs to be applied in the workplace. While people may have preferences for how they learn, development activities should not be based solely on fixed learning style categories. Research by Coffield et al. (2004) and Pashler et al. (2008) raises questions about the evidence for matching teaching methods to specific learning styles. A more effective approach is to use a variety of development methods and select activities that are best suited to the learning objectives and any barriers the individual may face.
[bookmark: _Toc242638807]Formal learning and CPD.
Formal learning includes activities such as classroom based training, accredited qualifications, mandatory NHS training, workshops and university courses. Its main strengths are that it provides structure, consistency and clearly defined content, while accredited programmes can also offer recognised qualifications. This type of learning is particularly useful when important information needs to be delivered consistently, such as organisational expectations, confidentiality requirements or mandatory policies. Continuing Professional Development (CPD) can also demonstrate an ongoing commitment to maintaining and improving professional competence (Friedman & Phillips, 2004).
However, formal learning also has limitations. Completing a course does not necessarily mean that an individual will apply what they have learned in practice or change their behaviour in the workplace. Formal training may also require funding, dedicated learning time and time away from work, while standardised programmes may not always meet the needs of individuals with different levels of knowledge or experience. For this reason, formal learning is often most effective when combined with opportunities to put learning into practice and reflect on experiences with others.
[bookmark: _Toc242638808]Coaching and mentoring.
Coaching and mentoring are both valuable development methods but they serve slightly different purposes. Coaching is usually focused on improving performance or achieving specific goals, while mentoring tends to provide broader support that may include career advice, sharing experience and ongoing professional guidance. The GROW model, which stands for Goal, Reality, Options and Will/Way Forward, offers a simple framework for coaching discussions (Whitmore, 2017). For example, when working with a participant who lacks confidence, the GROW approach can help turn a general concern into a clear action plan with agreed steps and opportunities for review.
Recent research shows that workplace coaching can have a positive impact on development and performance. However, studies also suggest that there is no single coaching method that is consistently more effective than all others (Cannon-Bowers et al., 2023; de Haan & Nilsson, 2023). This supports the use of coaching as a development tool but highlights that the success of coaching depends on how it is delivered rather than on one particular model alone. Mentoring can also be valuable by helping individuals settle into a workplace, build networks and learn from the experience of others. However, both coaching and mentoring require time, trust and skilled support from those involved. If relationships are poorly matched, they can sometimes encourage dependence or reinforce existing assumptions about who is most likely to succeed.
For this reason coaching and mentoring should have clear boundaries, regular reviews and evidence of progress, while ensuring fair access for all participants. Within Vocational Training coaching is likely to be most effective when it is linked to a specific behavioural goal, such as improving communication, increasing confidence in meetings or developing workplace skills, rather than being used simply as a general supportive conversation.
[bookmark: _Toc242638809]Experiential and workplace learning.
Experiential learning is especially important within Vocational Training because work placements give participants the opportunity to practise skills and behaviours in real workplace environments. Kolb (1984) describes learning as a cycle that involves gaining practical experience, reflecting on that experience, developing new understanding and then applying improved approaches in future situations. This means that simply attending a placement does not automatically lead to learning. The greatest benefit comes when experience is supported by reflection, feedback and opportunities to put learning into practice again.
Activities such as shadowing, job rotation, peer observation and project work can expose participants to a variety of roles and help them develop a better understanding of career opportunities. Eraut (2004) also highlights the importance of informal workplace learning which often takes place through everyday participation, observation and interaction with colleagues rather than through formal teaching. These approaches can be cost effective and closely linked to workplace performance. However, their success can vary and often depends on the quality of supervision provided. A well supported placement can offer valuable learning experiences, while a poorly planned placement may result in repetitive tasks and limited feedback. For this reason the Training Assistant should work closely with supervisors to clarify learning objectives, provide guidance and regularly review the quality of the placement experience.
[bookmark: _Toc242638810]Digital and self directed learning.
E-learning, webinars, Microsoft Teams, independent reading and professional networks can give individuals flexible access to learning and allow them to revisit information when needed. Self directed learning can also encourage greater independence and personal responsibility for development. However, flexibility does not always mean that learning is accessible to everyone. Factors such as digital confidence, access to equipment, internet connectivity and literacy levels can all affect a person's ability to participate effectively. Recent research also suggests that the success of online learning depends on a combination of learner engagement, course design and workplace support, rather than simply providing access to digital content (Shukla, 2024). In an employability setting relying too heavily on digital learning may therefore increase existing inequalities rather than reduce them. Digital approaches are most effective when supported by clear guidance, opportunities to practise new skills, regular feedback and suitable alternatives for those who need them. As a result digital learning works best as part of a blended approach and is less effective as a replacement for supervised workplace experience when the goal is to develop practical skills and workplace behaviours.
[bookmark: _Toc242638811]Comparative evaluation
For NHS Vocational Training a blended approach is most effective when it is chosen to meet a specific development need rather than simply following current trends. Formal learning works well for delivering consistent knowledge, coaching can support personalised goals and reflection, mentoring can improve career awareness, workplace experience helps develop practical skills, and digital learning offers flexible opportunities to reinforce learning. However, each approach has its challenges. Individual coaching and high quality placements require significant staff time and resources, while digital learning can be delivered more widely but may provide less personal support and interaction.
As a result, the most suitable approach for an individual who needs to build confidence, improve digital skills and gain a better understanding of NHS workplaces is likely to include a combination of short formal or online learning sessions, coaching support, a supervised placement and structured reflection. This approach helps develop knowledge, practical skills and confidence while also providing clear evidence of progress and performance. It can also strengthen workplace relationships, as learning takes place through interaction with supervisors and colleagues rather than in isolation.









[bookmark: _Toc242638812]Individual Development Plan and Performance Management
[bookmark: _Toc242638813]Individual A – context
Individual A is an anonymised participant currently enrolled on the 12-week Vocational Training programme. They have been out of work for a significant period and are keen to secure employment within the NHS. Initial assessments show that the participant is dependable, motivated and willing to develop new skills. However, they have limited confidence when communicating in unfamiliar professional settings, varying levels of digital confidence, and a limited understanding of NHS workplace expectations and recruitment processes. This profile is intended as an example to demonstrate how a structured individual development plan can be used to support a participant's development and progression.

[bookmark: _Toc242638814]Identified development needs
Three key development priorities were identified through an initial one to one meeting, a basic skills assessment, observation during group activities and early feedback from those supporting the participant. The first area for development is workplace communication and confidence, as the participant contributes well in small familiar groups but is less confident when interacting with unfamiliar staff members. The second priority is improving digital skills, particularly in relation to using Microsoft Teams, completing online learning and submitting job applications. The third area focuses on increasing knowledge of NHS workplaces and employability, including professional behaviours, workplace expectations and how to complete evidence based job applications. Gathering information from a range of sources helps ensure that the development plan is based on a balanced assessment rather than a single personal opinion or observation.

[bookmark: _Toc242638815]SMART Individual Development Plan
The IDP turns these development needs into clear, measurable goals. By week 8, Individual A will deliver three structured updates to a placement supervisor and achieve a competent rating for communication on two consecutive observations. By week 6, they will independently join a Teams meeting, complete online learning and upload a document without assistance on two occasions. By week 10, they will identify three suitable NHS roles, complete a tailored supporting statement and explain how their placement experience meets at least three person specification requirements.
A range of development activities will be used to support these goals. Communication skills will be developed through role play, coaching, placement experience and feedback. Digital skills will be improved through demonstrations followed by independent practice. NHS knowledge and employability skills will be enhanced through taught sessions, role exploration, shadowing opportunities and application support. Responsibility is shared between the participant, the Training Assistant and placement staff, ensuring that development is an active process rather than something done to the learner.
The full plan in Appendix A includes starting points, activities, support measures, timescales, success criteria and review dates. Regular reviews are built into the programme so that support can be adjusted when needed. The objectives are designed to be realistic but challenging, encouraging progress while remaining flexible enough to accommodate changes in placement opportunities or individual circumstances.
[bookmark: _Toc242638816]Monitoring development and managing performance
Within this programme performance management should be supportive, evidence based and focused on development. Weekly or fortnightly reviews can measure progress against SMART objectives using evidence such as observations, completed digital tasks, placement feedback, attendance, reflective notes and job applications. This helps the Training Assistant identify progress, recognise where additional support is needed and adjust objectives when appropriate.
Feedback should be specific and encourage discussion. Individual A should be encouraged to reflect on what is working well, what challenges remain and what support would help them become more independent. If progress is limited, the cause should be explored before assuming a lack of effort. For example, difficulties with online tasks may result from limited digital skills, literacy barriers, anxiety or lack of access to equipment, each requiring a different response.
Fairness relies on clear criteria, accurate records and secure handling of information. Records should document observations, agreed actions and progress, while participants should understand how decisions are made and have the opportunity to discuss feedback. This helps maintain trust and transparency.
Performance management should also recognise strengths, not just areas for improvement. Identifying achievements and potential can support future progression, increased responsibility and career development. In this way, the IDP supports both individual growth and the development of a stronger future workforce.
[bookmark: _Toc242638817]Evaluation of development
Kirkpatrick and Kirkpatrick's (2016) four level model provides a useful way of evaluating the effectiveness of the development plan. The first level, reaction, looks at whether Individual A found the activities helpful and relevant. The second learning focuses on improvements in knowledge or skills such as completing digital tasks independently. The third level behaviour examines whether learning is applied in the workplace, for example through more confident and structured communication during placement activities. The final level results considers wider outcomes such as improved performance during placement, stronger job applications, career progression or reduced support needs. Focusing on how learning is applied is particularly important, as research shows there is no single agreed way of measuring training transfer. For Vocational Training this highlights the importance of using a range of evidence rather than treating course completion alone as proof of success.
The model is valuable because it encourages evaluation beyond participant satisfaction. However, it can sometimes create the impression that positive reactions automatically lead to learning, behaviour change and organisational results. In reality, development outcomes are influenced by many factors and do not always follow a straightforward process. It can be especially difficult to link results directly to training, as employment outcomes may also be affected by vacancy availability, recruitment competition, workforce planning decisions and personal circumstances. For this reason, evaluation should draw on different sources of evidence and consider the wider context rather than relying on a single measure of success. Within Vocational Training, the strongest conclusions are likely to come from a combination of learning outcomes, observed workplace behaviours, supervisor feedback and evidence of progression.
















[bookmark: _Toc242638818]Evidence-Based Recommendations
NHS Vocational Training should use a consistent and practical process for carrying out Training Needs Analyses (TNA) and Individual Development Plans (IDPs) for all participants. This should be based on discussions, observations and skills based evidence rather than relying solely on self assessment. Development activities should use a blended approach and be matched to individual needs with supervised workplace experience and feedback included whenever behaviour change and skill application are important. Expectations about employment should be discussed clearly during induction and review meetings ensuring participants understand the difference between the support provided by the programme and the outcomes of competitive recruitment processes. Coaching, mentoring and placement opportunities should be offered fairly and monitored to ensure equal access for all participants, rather than depending on informal connections with particular staff or departments. Finally, programme evaluation should go beyond attendance figures and satisfaction surveys by measuring learning, behaviour change and realistic progression outcomes, using this information to improve future programme delivery and workforce planning.





























[bookmark: _Toc242638819]Conclusion
This report has shown that developing individuals can benefit both participants and NHS Vocational Training when development is purposeful, fair and linked to workplace performance. For participants development can improve skills, confidence, motivation, employability and adaptability. For the organisation, it can strengthen workforce capability, engagement, teamwork, service quality, organisational learning and future talent development. However, these benefits are not guaranteed and may be affected by factors such as limited resources, inconsistent placement experiences, unequal access to opportunities and difficulties in transferring learning into workplace behaviour.
The report also highlights the importance of managing expectations alongside development. Participants should be encouraged to aim high while receiving clear information about vacancies, recruitment processes and the limits of what the programme can provide. Accurate needs assessment, clear objectives and constructive feedback all help support this balance.
No single development method is suitable for every situation. Formal learning provides consistency, coaching and mentoring offer personalised support, experiential learning allows people to apply their skills, and digital learning provides flexibility. A blended approach is therefore most effective when it is tailored to the individual's development needs and accessibility requirements. The proposed IDP for Individual A demonstrates how communication skills, digital confidence and NHS employability knowledge can be developed through SMART objectives, shared responsibilities, evidence-based monitoring and regular reviews.
Overall, effective development follows a clear process: identifying development needs, setting realistic expectations, selecting suitable development methods, creating measurable objectives, providing support, monitoring progress and evaluating outcomes. When delivered fairly and confidentially, this approach can improve workplace relationships, encourage collaboration and contribute to long-term workforce sustainability and organisational learning.








[bookmark: _Toc242638820]Appendix A – Individual Development Plan

	Development need
	Baseline
	SMART objective
	Development activity
	Support / responsibility
	Timescale
	Success measure
	Review

	Workplace communication and confidence
	Hesitant with unfamiliar staff; limited structured verbal updates
	By end of week 8, deliver 3 structured updates and achieve competent ratings on 2 consecutive observations.
	Modelling; role-play; GROW-style coaching; placement practice; reflection.
	Training Assistant coaches; supervisor creates opportunities and gives feedback; participant practises.
	Weeks 1–8
	3 updates completed; 2 consecutive competent observations; participant reflection shows increased independence.
	Weeks 2, 4, 6, 8

	Digital competence
	Needs support with Teams, online learning and document upload
	By end of week 6, independently join Teams, access learning and upload a completed document on 2 occasions.
	Demonstration; guided practice; independent repetition; troubleshooting guide.
	Training Assistant provides initial support; participant completes independent practice.
	Weeks 1–6
	Two independent successful task cycles with no direct assistance.
	Weeks 2, 4, 6

	NHS workplace and employability knowledge
	Limited knowledge of roles, behaviours and evidence-based applications
	By week 10, identify 3 realistic NHS role types and produce one tailored supporting statement evidencing 3 person-specification criteria.
	Taught employability session; role research; shadowing where feasible; application practice and feedback.
	Training Assistant provides resources/feedback; placement staff explain roles; participant researches and drafts.
	Weeks 2–10
	Three roles identified; one tailored statement; evidence mapped to at least 3 criteria.
	Weeks 4, 7, 10














[bookmark: _Toc242638821]Appendix B – Development Vehicle Comparison Matrix
	Vehicle
	Best suited to
	Strengths
	Limitations
	Resource implications
	Suitability for Individual A

	Formal learning / CPD
	Consistent knowledge; mandatory content
	Structured; standardised; recognised
	Transfer to practice not guaranteed
	Trainer time, course fees, time away
	Moderate–high for NHS knowledge

	Coaching
	Specific goals, confidence, reflection
	Personalised; responsive; supports ownership
	Time intensive; quality depends on coach
	Regular one-to-one time
	High for communication/confidence

	Mentoring
	Career insight, socialisation, broader development
	Role modelling; tacit knowledge; networks
	Matching and dependency risks
	Mentor availability
	Moderate–high for career understanding

	Experiential learning
	Applied behaviour and workplace competence
	Authentic; strong transfer potential
	Placement quality and supervision vary
	Placement capacity; supervisor time
	Very high

	Digital/self-directed
	Knowledge reinforcement; flexible practice
	Scalable; flexible; repeatable
	Digital exclusion; less relational support
	Devices, connectivity, platform support
	High with initial support
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