TRAINING AND DEVELOPMENT METHODS
· Action Learning.  This is where a small group agree to meet to look specifically at a problem or issue to discuss how to approach it and then review what happened and what can be learnt.  Experience shows that such learning groups work best with a group facilitator or adviser.


· Reading – an often overlooked, yet simple way of leaning about a skill or gaining knowledge or reflecting on current practice.

· Mentoring.  A situation where a more experienced person acts as a guide, coach and confidante to a less experienced person.  Such a relationship can help an individual recognise their abilities and limitations.  It can also help in making good use of existing networks within an organisation.


· Personal Development Journal.  Keeping a written log and reflecting on activities and daily work can assist with an individual’s development.  Such reflections can be discussed with a mentor or line manager and may highlight areas for further development or training needs.  A journal can be very useful for maintaining continuous professional development.


· Secondments.  An opportunity to experience the work of another department or organisation that can provide valuable learning and career development opportunities.  Most effective when set up with specific learning objectives to be achieved and reviewed soon after the secondment.  Reviews may be necessary during the secondment depending on its duration.


· Shadowing.  Observing someone doing their job.  Most effective when set up with specific learning objectives to be achieved and reviewed soon after the shadowing.

· Visits can provide an opportunity to gain new experiences and information most effective when set up with specific learning objectives to be achieved and the visit is reviewed.


· Projects can be organised to meet a specific development need and can be internal or linked to another organisation.  Clear guidance is necessary when setting up the project.


· Planned on the job training.  Developing skills through planned specific tasks and responsibilities for an individual to undertake.  To be effective there should be set objectives which are reviewed to measure achievement.  Such development often requires coaching from the line manager.


· Planned delegation – specific responsibilities and tasks delegated to an individual to provide a valuable learning experience.


· Job Rotation.  This involves transferring job responsibilities between individuals.  This can enable individuals to develop their skills and often involves individuals coaching each other.


· Coaching.  A process in which a coach helps an individual to learn through discussion and guided activity.  It can help an individual to learn to solve a problem, or achieve a task or objective more effectively.


· Courses.  Designed to develop specific skills and competencies with the content meeting pre-determined objectives.  

· Conferences.  Often useful for expanding an individuals knowledge of a particular subject.


Further or higher education.  Programmes that can provide individuals with a body of technical or professional knowledge and develop specific skills.  Often-long term.

