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Introduction
This guidance sets out the key features of Bridgend County Borough Council’s framework to support Newly Qualified Rehabilitation Officers (NQRO) Visual Impairment (ROVI’s) first year in practice. It seeks to build on NQRO’s qualifying training through a stepped approach which consolidates prior learning and provides them with a firm foundation in which to develop their knowledge, skills, and practice responses.
Identified benefits include:
· Ensuring standards of practice of all NQRO’s so Users of our Services will have confidence in the quality of practice and services they receive

· An effective and smooth transition from initial training into employment
· Developing confidence & competence to be able to respond appropriately to more complex practice situations
Key elements of supporting NQROs’ first year in practice:
1. A structured induction to the Local Authority
2. An agreed Personal Development Plan
3. Supervision & Mentoring
4. Managed work allocation

5. Observation of practice & provision of constructive developmental feedback
6. Evaluation

In addition to these arrangements, employees who are newly appointed to the Council will be subject to a probationary period of service, an assessment of which will take place at the anniversary of 3 months and six months in post.  All employees will have access to annual appraisal, which will commence during the first year of employment. 

1. Induction

The value of a structured and coherent induction process cannot be underestimated. Research has highlighted a strong correlation between the quality of induction and retention of staff. Good induction processes have been found to:

· Enable workers to have confidence in new employers

· Enable workers to become more effective more quickly

· Enable workers to settle into their teams more quickly

· Reduce anxiety in new roles

· Reduce misunderstandings and create realistic expectations of the job & organisation 
It is envisioned that all NQRO’s are supported through transition from student to qualified practitioner by completing the BCBC induction framework. The framework provides a flexible and tailored approach to induction which is based on an initial self-assessment of learning & development needs to inform induction programme planning. This ensures that prior knowledge and experience can be taken into account and individual learning needs can be addressed including E-learning and safeguarding.
2. Personal Development Plans 
 Personal Development Plans provide a framework for:
· prioritising developmental needs in order to fulfil role and function to a high standard

· planning learning and development activities in an appropriate sequence and within appropriate timescales

· monitoring progress

· evaluating outcomes in terms of skills and knowledge development

As everyone has different levels of experience, individual strengths and areas for improvement need to be identified. NQRO’s Personal Development Plans should include those developmental areas highlighted in their final workbook. It is therefore important that Line Managers have access to this report during the induction period and that it informs discussions in relation to personal development planning. This will ensure a continuum of learning in practice development and bridges the gap between student and qualified practitioner experience. 
Other useful sources of information for identifying what needs consolidation & development in the first year includes:

· Professional standards – laid out within the Sensory Services National Occupational Standards (NOS)
· Published in 2008 by skills for care and are available on https://socialcare.wales/nos-areas/sensory-services
· Four out of the eleven standards relate directly to rehabilitation/habilitation work and working with deafblind people

· Standard nine is the most relevant to defining the skill set of rehabilitation and habilitation work

· Code of Ethics and Professional Conduct (RWPN Rehabilitation Worker Code of Ethics).
· Continuing Professional Development (CPD) scheme. Personal Development Plans are a component of CPD through RWPN

· Core skills
· Training
· Research 
· Support for Visually Impaired Professionals and their Support Workers.

· Association of Directors of Adult Social Services (ADASS) statement of Vision Rehabilitation. 
https://www.adass.org.uk/adass-position-statement-on-vision-rehabilitation-may-2016
Learning & Development Activities for NQRO’s
NQRO’s will need to be informed of Service-specific core training which needs to be undertaken alongside familiarisation with key policies and procedures. (Usually available through RWPN and WROF. All NQRO’s regardless of Service area are required to undertake training in:

· Safeguarding Vulnerable Adults

· Substance Misuse

· Domestic Abuse

Other developmental activities undertaken outside of formal learning programmes should include:
· ‘Shadowing’ of experienced colleagues within & external to Service Areas 

· Observing scenarios specific to Service Area from the point of referral

· Co-working cases of greater complexity with senior colleagues
· Self-directed / guided reading & research related to Service Area utilising Practice Guides / 
· online journals and web-based resources 
3. Supervision & Mentoring
High quality reflective supervision is one of the most important drivers in ensuring positive outcomes for Users of our Services. It also has a crucial role to play in the development, retention, and motivation of staff. Whilst the provision of monthly supervision is laid out in Directorate policies, it is recognised that NQRO’s will have different needs depending on previous experience and training; their confidence and how the cases allocated to them develop. In agreeing the frequency and length of supervision, Line Managers will want to take into consideration the NQRO’s progress; complications in cases allocated and the NQRO’s own personal circumstances. 
It is recommended that individual arrangements are outlined in the Supervision Agreement and reviewed on a regular basis.  The agenda for formal supervision meetings will need to include reviewing the effectiveness of Personal Development Plans and the development of NQRO’s professional practice. 
Mentoring 
It is recognized that there are benefits to mentoring in order to support NQRO’s in making the transition from being a graduate to professional worker. Individuals assigned to providing mentoring support should be experienced ROVI’s who have a good understanding of Service and Organisational policies & procedures. Mentoring is in addition to line management support arrangements and does not take the place of formal & informal supervision.

The characteristics of NQRO mentoring are that:
· The focus is on developing the mentee professionally
· It is essentially a supportive form of developmental activity which focuses on helping an individual improve their skills, knowledge & confidence
· It is a flexible form of support which is responsive to individual needs
The mentor’s role can involve:
· Modeling good practice through shadowing opportunities/joint working
· Providing advice and guidance in relation to practice responses and organisational policies and processes

· Contributing to the implementation & review of Personal Development Plans
· Undertaking an observation of the NQRO’s practice and providing constructive, developmental feedback
The form in which mentoring is to be provided during the first year in practice should be discussed between the Line Manager/Senior Practitioner and NQRO at an early stage and reviewed periodically. If an individual mentoring approach is being utilised, a three-way meeting to agree roles and responsibilities should be held and a written agreement completed. A template is available on page 9. 

The approach to managing, monitoring & reviewing the mentoring arrangement should include:
· A brief log of mentoring activity & outcomes including any action points, maintained by the Mentor - a template is available on page 11. 
· Regular three-way communications between NQRO, Mentor, Line Manager/Senior Practitioner to review progress against Personal Development Plans
· Recording the formal ending of the mentoring arrangement – minimum period is one year from commencement of employment
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Newly Qualified Rehabilitation Officer Visual Impairment 
Mentoring Agreement 
Mentee:                                            Mentor: 
Line Manager: 
	The mentoring arrangement is for a twelve-month period, to commence 
within the first month of employment


1. The Mentor agrees to:

· Participate in an initial meeting between Mentee & Line Manager to discuss and agree responsibilities to support the implementation of the Mentee’s Personal Development Plan (PDP)
· Support developmental learning by providing opportunities for the Mentee to undertake a ‘shadowing’ role with them

· Liaise with Line Manager & Mentee to agree suitable cases to co-work

· Provide advice and guidance in relation to practice responses and departmental policies and processes

· Provide direction on accessing appropriate resources to inform knowledge and skill development

· Undertake an observation of practice as agreed with Mentee & Line Manager and provide feedback in line with guidance to ensure a progressive learning approach

· Attend a mid-point and final meeting with Mentee & Line Manager, to review support arrangements for the first year in practice and inform future professional developmental planning
     The Mentee agrees to:

· Avail themselves of the support of the Mentor and work proactively with them in the implementation of their PDP

· To discuss with the Mentor/Line Manager suitable observational opportunities and undertake the necessary preparation in a timely manner
· To inform the Mentor of any changes in circumstances which would have an impact on the mentoring arrangements in place

     The Line Manager agrees to:

· Be familiar and work within the principles of the model of support for NQRO’s
· To discuss & provide support to the mentor within formal supervision sessions
· To facilitate a mid-point and final meeting with Mentor & NQRO to review mentoring/support arrangements & discuss continuing professional development

2. Any other points agreed specific to mentoring arrangement (for example, frequency of meetings; agenda setting; managing confidentiality & alternative arrangements for unanticipated absences):
· Supervision 1x monthly (commences 1st month of employment)
· 1x month either observation, shadowing or reflective exercise (as agreed with mentor)
Pathway to resolve any disputes:

Should there be any areas of disagreement or dispute arising between the Mentee and Mentor, attempts will be made towards resolution by the two parties – where this is not easily resolved, the Mentor & Mentee will liaise with the Line Manager/relevant Workforce Development Officer to discuss & agree next steps. 
Signed: (Mentee)

              (Mentor)  
              (Line Manager)                     

Date: 
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Mentor’s Log

	Date
	Activity
	Action

(if any & by whom)

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	


Discussed in Supervision on (please list dates):                                                                                       Mentor’s signature: …………………  Line Manager’s signature: ……………...
4. Managed work allocation
As a guide, it is recommended that work allocation should ensure that the NQRO has sufficient time to grow, develop and reflect. Work allocation should consider each individual’s previous experience (in placement or in other roles), their level of confidence, how many months they have completed of their first year in practice.
Essentially, they should be assigned work at a level of complexity and risk that is:

· Appropriate in terms of the knowledge, skills, and abilities the NQRO has demonstrated.
· Safe for the people using Services, their Carers and the NQRO
· In line with specific guidelines of the Directorate 
It is recommended that in their first year of practice, NQRO’s are not allocated highly complex or high-risk work. However, as the year progresses, it is expected that there will be an increase in the level of complexity of their workload. Development of confidence and competence can be supported by working alongside / co-working cases with more experienced workers.
5. Observations of Practice
 In order to support the development of NQRO’s professional practice it is recommended that s/he is observed in practice situations during the first year in practice. This will provide opportunity to:
· Confirm quality standards of professional practice

· Provide constructive feedback on practice skills in situations of increasing complexity

· Involvement of Users of our Services & Professional Colleagues in contributing to professional development through the provision of feedback
It is suggested that a minimum of one formal observation is undertaken during the year which can inform probationary/appraisal processes and that these is undertaken by the designated Mentor, Line Manager or experienced ROVI. Such observations should relate to direct contact practice situations with Service Users and/or Carers. The process for observing practice is outlined on the next page. 

If it is considered appropriate to seek feedback from Service Users, Carers, and other Professionals as part of this observational process, agreement must be obtained prior to the observation event. This can then be gained by the Observer directly following the visit/meeting if appropriate, or later of mutual convenience. A suggested framework to facilitate discussions is available on page 18. In circumstances where it is not deemed appropriate to request feedback from the observed practice intervention, it is suggested the Line Manager and NQRO discuss and agree how feedback from Service Users and/or Carers can be obtained to inform professional development. 
Process of Observation in Practice
1. Agree with the NQRO an appropriate visit/meeting to attend. Ensure they:
a. Gain permission from the Service User/Carer/Professional Colleague (as applicable) for an observer to be in attendance; that they understand the purpose of the attendance and if they wish to provide feedback directly to the observer. An agreement form is included on page 17 which can then be stored on the Service User’s/Carer’s records. 
b. Complete the ‘Preparation for Practice Observation’ form (Template PO1)
2. Discuss the completed form as preparation of the observed practice 
3. Carry out the observation as arranged. The observer will observe discretely and will not generally take part in the visit/meeting
4. Gain Service User/Carer/Professional Colleague feedback as appropriate to situation
5. Undertake an initial debrief following the observed practice. This should facilitate the NQRO to reflect on the practice situation and consider their practice responses. This will enable them to complete a RWPN reflective account on the observed session which can then be discussed in formal supervision. 

8. Line Manager and NQRO will update Personal Development Plan as appropriate
Preparation and Planning for Practice Observation
(Template PO 1)

Please discuss in supervision which practice situation will be used for the observation. This form should be completed by the NQRO prior to observation taking place.

Name: 

Team: 

Observer: 

Preparation for the observed event: Sensory Awareness with Physio’s at TYM
1. Please provide a brief summary outlining:

· the purpose of the visit
· preparation you have undertaken for this practice intervention

· how permission has been gained for visit/meeting to be observed

· if feedback from Service User/Carer/Professional Colleague can be obtained and preferred method for example, face to face following visit/meeting; by telephone; email etc.
	


What are the outcomes you anticipate from this visit/meeting?
	


Signature: .........................................
Date: ..................................................
Record of discussion of the preparation for observation:
Please include:

· Comments on any further preparatory action required

· Agreements on contingency planning for example, Service User/Carer/Professional Colleagues withdraws consent for observation; unanticipated crisis etc 
	


Signature of Observer: 
Date: 
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Consent to Participate in a Direct Observation

Name of Rehabilitation Officer: 
Name of the person who will be observing: 
Date agreed for the observation to take place: 
I confirm that ………………………………………. has approached me to participate in an observation of their work. 

I consent to participating and am aware that an anonymised written record of this observation will be held in the ROVI’s CPD record.

I am aware that I can withdraw from participating in this observation at any time.
Signed: 
Print Name: ……………………………….......

Date: ………………………………...........

Facilitating Service User / Carer Feedback 

These questions can be used as a basis for gaining feedback from Service Users/Carers. Please adapt to meet individual needs as required
1. Do you understand why (insert name of worker) visits you?
2. Do you feel able to talk to (insert name of worker)?
3. Do you feel s/he listens to you?

4. How confident are you that (insert name of worker) understands all the important issues in your situation?

5. How far do you feel involved in making decisions concerning you and your situation? 

6. Do you think you have been given all the information you have needed to make decisions?

7. Has (insert name of worker) been reliable for example, visits or contacts you as agreed?

8. What would your advice be to him/her for the future when they might be working with/helping someone in a similar situation to yours?

Practice Observation Written Feedback 
(Template PO 2)

The observer should complete this within two weeks of the observation.
Name: ________________________________

Team: ________________________________

Observer: _____________________________

Please comment on practice observed with reference to knowledge; skills and values demonstrated. Please also consider the Key Roles of the National Occupational Standards for Rehabilitation Workers (NOS) and the Code of Practice for Rehabilitation Workers  (COP) as a basis for your feedback. 

National Occupational Standards:

Add to this
Codes of Practice:

1. Protect the rights and promote the interests of service users and carers.

2. Strive to establish and maintain the trust and confidence of service users and carers.
3. Promote the independence of service users while protecting them as far as possible from danger or harm.

4. Respect the rights of service users whilst seeking to ensure that their behaviour does not harm themselves or other people.

5. Uphold public trust and confidence in social care services.

6. Be accountable for the quality of their work and take responsibility for maintaining and improving their knowledge and skills.
Observer’s Feedback on Observation:
	


Summary of feedback from Service User/ Carer/ Professional Colleague:

                                                                                       (Delete as applicable)

	


Suggested areas for Development / Consolidation:
	


Comments by NQRO:

	


Signature of Observer: ...................................................... 
Signature of NQRO: ...........................................................

Date: ..........................
Discussed in Supervision on: …………………………

Line Manager Comments (if not Observer):

	


6. Evaluation

There will be an evaluation session incorporated into the last supervision session. This will be helpful for NQRO and Mentor/Line Manager to plan for future support.  
References
Professional Standards
Professionals are trained to broad criteria laid out within the Sensory Services National Occupational Standards (NOS). The NOS were published in 2008 by Skills for Care and are available here https://socialcare.wales/nos-areas/sensory-services 

Four of the eleven standards relate directly to rehabilitation/habilitation work and working with deafblind people. Standard nine is the most relevant to defining the skill-set of rehabilitation and habilitation work.  
Code of Ethics and Professional Conduct 
RWPN Rehabilitation Worker Code of Ethics
Association of Directors of Adult Social Services (ADASS) Statement on Vision Rehabilitation
https://www.adass.org.uk/adass-position-statement-on-vision-rehabilitation-may-2016 
Welsh Rehabilitation Officers Forum (WROF) 

Established in 2007 to secure a voice for consultation for Rehabilitation Officers in Wales. 
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