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Interview with Clare Bickerdike, Product Executive.

“I thought that you studied up to university, and then you were employable based on what you’ve learnt at Uni. Once you get a job, you think that’s it now, I have a job – but you don’t realise that you carry on learning in your job through going on courses. And the only way you can do that is by identifying the need. It is really up to the individual how much they want to develop.”
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Figure 1 Team Structure at Save the Children

Clare’s role is to manage different financial products that she sells to supporters. For example 

· Legacy products – money that people leave in wills for the charity

· Imagine Club – these are people who sign up to direct debit payments on the street.

Background

Before University, Clare took a gap year when she worked in Peru as an English teacher with the British Council and as a volunteer with the local Non Governmental Organisations. She also worked in the Dominican Republic, as a volunteer.

Clare studied Management and Spanish at Trinity and All Saints College, Leeds, graduating in 2000. She then went to Spain to work for UNICEF, where her role was marketing and promoting the role of UNICEF in Spanish Schools.

Clare has been with Save the Children since 2002 and is doing an MSc part-time in Development Studies, which was something identified in her Learning Development Planner as a training need. This is to help her develop her skills for career enhancement in Save the Children.

The Learning and Development Process at Save the Children

At Save the Children the planning process is built around the Learning and Development Process (Figure 2) 
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Figure 2  The Learning and Development Process used by staff at Save the Children 

Clare says that this cycle process of personal development does work – it does happen. 

“A lot of it depends on Human Resources (HR) who drive the whole process. It works best when Managers and HR work together.”  The organisational processes ensure that staff get involved in their own planning.

1. Learning Needs

Learning Needs (Figure 3) are the gaps an individual may have in knowledge, skills, approach or attitude that would hinder the effective achievement of work objectives - sometimes referred to as the competency gap. 

	LEARNING NEEDS 

What learning needs have you identified to achieve the agreed objectives?
	LEARNING OBJECTIVES

What should the staff member know, be able to do or how will they approach work, after the learning, to achieve the work plan objective?
	HOW THEY WILL BE MET

What cost effective methods or media might be suitable which also relate to how the staff member learns best?
	TIMESCALE

When should the learning have been completed?
	PRIORITY

H,M,L?
	OUTCOMES AND REVIEW

COMMENTS

Use for notes from Supervision and review meetings 

	e.g. Build effective new team of six for short term project


	e.g. Member of staff should know: overview of how teams form, develop and work                                      

be able to: design and deliver individual and team activities                                

or approach work:   n/a                    
in order to achieve the objective.
	Preferred learning style           

'Theorist' 

Methods: self learning from Team development materials from Learning Resource Centre. Coaching with manager? One day facilitation skills course.                                                                                  

Estimated costs (discuss with HRD)
	By 30 4 02
	H

Realistic time

commitment:

Will discuss dedicated time for self study.

1/2 DAYS ONLY FOR TRAINING
	


Figure 3 Learning and Development Planner – an anonymised example for a Save the Children staff member. 

There are some courses at Save the Children, which are compulsory for all staff members. 

· Understanding Save the Children

· Child Rights

· Introduction to Development Issues

Staff can also go on secondments within Save the Children as long as they are identified on their Learning Development Planner.

Clare describes the competency gaps as areas for improvement. 

“As an individual, you work on a need. For example, it might be identified that you need to be able to use Excel to do your job – to achieve that objective, it would be a case of attending a standard Excel course. The HR Department run courses. To get a place, the need must have been identified on your Learning and Development Planner. If you need something for which HR doesn’t run a course, you can find your own external course and they will fund it depending on the cost.”

Clare’s own example of a learning need is the area of her job called Legacy Marketing. Legacy Marketing is a process by which people are encouraged to leave money in their wills to charities. It was a gap which was identified; she had general marketing experience but needed something more specific. So she went on an external course.

2. Agree Learning Objectives

Learning Objectives (Figure 3) state what the individual will know, be able to do, how the approach or attitude will change after an appropriate learning or development activity.  As with work objectives, they should be SMART: Specific, Measurable, Agreed, Realistic and Timescaled.
Clare says that her objectives fit these criteria. Attending the Legacy Marketing course ensures that she develops an in-depth knowledge of that role.

3.  Decide on Learning and Development Strategies. This is undertaken at the annual meeting

4.  Agree Learning and Development Plan – studying for an MSc is time consuming, requiring considerable personal investment. Save the Children in paying her fees for this course are making an agreed investment in her Learning and Development as part of their strategy to develop staff.

5. Evaluate and monitor progress on learning & development activities. Clare says “The review process happens every year. My line manager follows up on my targets and is aware of the courses I have completed. But in addition during my monthly performance review I make my managers aware of my progress.

For the last phase

6. Review outcomes; at the end of a course, the employee completes an evaluation form and sends it to HR. This enables HR to track development and the value of specific training courses

In conclusion Clare says “In general training and development makes you more employable – it helps you meet the criteria of new jobs.”

You can find the Save the Children PDP materials at  

http://www.geog.leeds.ac.uk/courses/other/performance/pdpindex22_9_03.html
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