
Continued Professional Development - Manager user guide
Staff development is an essential part of motivating and engaging
your team. Done well, this process can have huge rewards, not
only for the individual but for your setting as a whole.

The document below allows you to simply develop your team in a
way that is measurable and allows for accountability.

Recognising Strengths. Utilising a staff members strength to
their advantage is not a new concept to early years professionals,
we do it with children all the time! Ensure you give your staff
member some clear cut examples from their practice where they
have demonstrated their key strengths.

What do I and the business want to achieve? It is imperative
that both you and the staff member are agreed on the ambition
and the future goals of the individual. Try to keep the goals
relatively small so that when a few development plans are seen
together the overarching aim for the individual is clear. For
example; the overarching aim may be to be a deputy room
leader, however, a development plan aim may be to; contribute to
the leadership of a staff meeting.

What are the skills gaps to me achieving this? Together
recognise just one or two skills gaps relative to the goal. Again it
is important that when leading this discussion you are able to give
examples from actual practice and listen to the opinions of the
individual.
Once you have recognised where the strengths and skills gaps
are you are ready to plan the development opportunities required.

 

What training and / or resources will I need? It could be that
you have access to a suitable training course, or perhaps you will
refer them to some online training or outsource the training. It
might be that rather than training, the individual needs access to
another resource or needs to carry out some independent research
- specify this here.

Who does this well? Here you can have a discussion about what
it looks like when its done very well. This may be in your setting or
it may be in another setting you are familiar with. Encourage the
individual to shadow and observe how this done and see if any
learning can be applied to their own practice.

How will I know this has been successful? Here, it is important
that the individual understands what success will look like and how
this can be measured. 

When will I achieve this? To have accountability here, make sure
that you diarise a review date.

Reflections. Reflecting the learning is what will turn single loop
learning into secondary loop learning and help a practitioner to
concrete and embed new skills. Take the opportunity here to
commit the staff member to disseminating their learning to others
either through formal training, coaching or modelling.

Don't stop there. CPD needs to be a continuous process. By
allowing the practitioner to own the document and consistently
reviewing you will create a culture of learning.
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Current Job Role:

My strengths are:

What do I and the business want

me to achieve?

What are the skills gaps to me achieving this?

Date



Reflections

How did I learn and develop? describe what experiences you had and which were most effective

What new skills have I learnt?
Detail the learning and development you have experienced, perhaps this is something you didn't expect?

My Actions
How will I use these new skills in my practice? 

Sharing
How will I share my learning with others in the setting? 

Date for review:


