CPD as CHANGE MANAGEMENT

Gareth Morgan says that we often give a lot of thought to creating new understanding, however, we give less energy to action.  It is the recognition of the importance of new action according to Morgan, that has to influence self-development.  And new action that focuses on live issues such as those ruminated upon above.  Morgan like Charles Hardy recognises the constrains imposed by organisation structure.  Morgan, quoting the research of W, Edward Denning confirms that 85% of a persons influence was constrained by organisational structure.  Therefore if one has only 15% influence over a situation then it is crucial that one knows exactly where that influence is most effective.

Charles Handy talks about finding a balance between what we have to do and what we could do or could be if we are not to be automations and realise what most referred to our ‘self conscious creative being’.  Hardy call this ‘The Doughnut Principle’, in effect an inverse or inside out doughnut.  That is the dough in the middle and hole on the outside.  The core of the doughnut contains all the things which have to be done if one is not to fail.  This would certainly contain Denning’s 85% structural constraint unalterable bureaucracy, meetings for meeting sake, collusion with anti-task activity, etc.  They spoke beyond the core in ‘our opportunity to make a difference’, to go beyond stipulated duties and responsibilities and realise our full potential.  The issue for C.P.D in deciding what activity(s) offers a development opportunity that is realisable with attentive and effective use of that 15%.

Continuous Professional Development has to be considered in the context of organisational needs, service objectives, occupational standards, professional and personal aspirations.  Local authority Employee Development and Review Scheme is primarily covered to ensure continuously improving services by such objectives as:

1. Ensuring that the employee clearly understands what is expected of them, i.e. key tasks and performance standards.

2. Linking employee development activities to policies and service objectives.

3. Identifying the required skills and knowledge for effective performance.

4. Providing a forum for identification of career and personal development needs.

The individual development review process also provides the opportunity for the likes of myself to suggest where one can make a positive contribution to the achievement of the aims and objective of the T.D service.  With this in mind I now want to outline how I can make a positive contribution to the service while realising my own development needs.

As a educator and trainer my job includes assisting in identifying the gaps between requirements of the job (in terms of knowledge, skills and attitudes) and the deficiencies in these requirements in the managers and workers while opening up the prospect for change.  The nature of this change I have already hinted at.  What should be evident is a lack of clarity as to purpose and direction of the organisation.  Yet this, as Morgan says, is nothing new.  What may be new is the idea of expanding less effort on what cannot be changed while plugging away where one’s influence is greater.  Much as ? pushes his rock uphill I have been attentive to the objectives of continuous improvement (in the wake of my involvement in a Best Value Review) only to witness these objectives ignored, ? and rejected.

As a response to a number of restructuring ‘new roles and relationships begin to emerge’ with the opportunity for Training and Development to take a more strategic role.  For example that of internal consultant, one who works to promote organisational learning and change.  This includes a process of working with managers and workers to identify and investigate problems concerned with policies, organisation, procedures and methods, recommending appropriate actions and helping to implement those recommendations.  This role I have undertaken with older people services, including links to SVQ accreditation.  Similarly with addiction services when drawing up competency based training and development audit.  Unfortunately both these services failed to sustain links to relevant professional development and/or service objectives.  That is, the 85% concept rules.

However there is hope, with the establishment of SSSC social care staff and social workers will be required to evidence continuous development.  Already those professionally qualified social workers wishing to undertake the Mental Health Officer Award will first have to gain the Post Qualifying Award, part one.  This requires evidenced-based demonstration of continuous professional development in the area of assessment, planning, intervention and evaluation.  The 15% concept comes into play for a number of reasons, primarily demand for outstretches Training and Development resources and the organisation knows it has to make more efficient use of resources.  The solution seems obvious, on-line learning and support.  Furthermore, Vissier and Glastonburg suggest that where as previously there may not have been much to choose from now technologies offer alternative that resonate with students of today.  Personally, I see this opportunity as re-introducing the learning process back into social care training and giving existence to hidden talents, Le Blue puts it like this.

“Man has places in his heart which do not yet exist, and into them enters suffering in order that they may have existence”
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