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We provide a full induction and training program when you join us. In addition to regular 1-2-1 and annual assessments, we will help you develop and develop your career. Induction standards and qualifications During the first 12 weeks of working with us, we will support you to complete a certificate of care or all Welsh
induction standards, a requirement for everyone working in the social care sector. If you are a permanent employee, you will also have the opportunity to complete a qualification relevant to your role, with one of our very experienced external providers. You may also be eligible for a bonus payment when you complete
certain qualifications. Training opportunities Everyone who works for us is trained to meet mandatory and important standards and you will find Dimensions trains your staff to the minimum requirements. During the first week of work, you will be invited to embark on an induction journey. We have our own academy of
training. Along with some face-to-face training, you'll complete most of your mandatory online workouts and learn a variety of topics, including health and safety and fire safety at work. All our courses are updated regularly, so your knowledge will always be at the forefront of the sector. You may also have opportunities to
more train specialists to meet the needs of the people you support. Dimensions have trained 18 of us for level one and two British speech gestures to help meet the needs of someone we will support. - Ailish In my role, I studied Macaton, which is a communication tool. I've also started teaching Macaton workshops to
about 60-70 employees so far... I feel as if dimensions have put their faith in me. - Mark Our Career Development Program – Aspire All permanent employees have regular opportunities to gain a place on our multiple award-winning career development program, Aspire. Aspire won the National Business Culture Award
and our coaches also won the prestigious CIPD award for their work on Aspire. Aspire participants explore new ways and opportunities to progress with the help of a professional career coach. We are thrilled to be the winner at the Business Culture Awards for our career development program, Aspire Your Coach will
support you to develop your training, job shading and networking opportunities. From here you will work together with your line manager to create a career development plan and see how you can achieve your goals. Aspire is a key reason why dimensions colleagues are more than twice as likely to choose to stay at
Dimensions compared to staff from other social care organisations.* See some of the reasons here. *Figures in Care Skills, 2018 Our Skills Development Program – Learning Connect Learning Connect is a fresh and interactive online learning platform available to all our employees. You will have the opportunity to work
on a wide range of training courses and ways of development – learning new skills improvement of improvements in areas such as perseverance, time management, project management and conflict resolution. Through Aspire, I discovered skills that I never knew I had. I became part of exciting projects and met
incredible people along the way. Joan bright, lead support worker While there is research on curriculum evaluation, there is little systematic research into the development, development and use of response training assessments. To obtain meaningful information on the evaluation of the program, evaluation experts must
be rigorous in developing and developing all aspects of the evaluation study, including instrumentation. The purpose of the study was to classify measurements of information sought using reaction assessment and establish design criteria for developing learning response tools. There were three main stages of the study:
(1) classification of measurements and design criteria of the questionnaire used in the reaction assessment; (2) verification of classified measurements and criteria for registration of the questionnaire by experts on subject issues; and (3) evaluate sample learning response tools currently used in curricula in U.S.
corporations. The results of the study were: eleven measurements to assess the reaction were identified and classified as intended. Five general design criteria, each consisting of several criteria, were judged important in the design of reactionary. These include: introduction and directions; question format; building an
issue; questionnaire layout; data analysis. It was concluded that a well-designed learning and reactionary tool integrates the correct application of design criteria with appropriate reaction sizes. Most of the learning response tools used by U.S. corporations consisted of issues representing only a few dimensions. The
instruments varied in shape and length. Few of them duly used the established criteria for registration of the questionnaire. For most of my career in training &amp;; development or L&amp;D, I was disappointed with the viewer on the individual level of contributor. I would like to watch endless attempts to provide effective
training that just stopped at delivering content. Regardless of how I tried to influence my previous leaders, we will face unmatched barriers ranging from lack of resources, lack of support and, more importantly, lack of vision. Effective L&amp;D supports a vision that expands its organizational capabilities and goes beyond
learning. This post presents an effective vision for L&amp;D as a three-dimensional and interdependent model with key examples of how to implement it. Dimension 1: Training Most organizations do training, and it's often very mechanical. For example; Subject experts (SMEs) provide content, trainers connect it together
and write a small quiz. That's it! We're done! Not really. The truth is most of what is given as training is just information. Training only if there are new skills, knowledge or behaviours that will apply to the Practice. If training is to be provided; then please make sure it is aligned with the business. Learning that aligns well
with business needs has learning goals that relate to specific needs that directly affect a person's ability to do the work in question. You must track each learning activity using the Learning Management System (LMS) to quickly report effective learning data. Signs of poor learning Each study is spoken by a PowerPoint
lecture or presentation. It's specifically a no-no if your coach says 90% of the training time that fully sets up the audience. Flip pages without interaction. This is the equivalent of reading PowerPoint. Success is measured only by the completion of the course and the results of the test for 10 questions. The most important
evaluation part of the training is the use of knowledge and skills in the performance of work. The test is only a measuring tool for assessing immediate retention. Area managers have spent too much time coaching newly trained employees. Dimension II: Performance Support Support Support (PS) is a dimension that
separates large L&amp;D organizations from medium. If training was a car running towards the fart, then, maintaining performance is a bridge and exploring the destination. It's very difficult to have effective training without PS. To maintain the effectiveness of your organization, it is necessary to provide information
resources and technologies that allow you to cooperate with collective knowledge. Collective knowledge is a set of knowledge of SMEs eaten by documentation technology. For example, it can be as simple as a knowledge database system or a SharePoint site collection or intranet. The main goal is to centralize and log
useful information, which is usually divided into separate informal interactions, i.e. chats with a water cooler or random conversations. Signs of poor support performance refreshing training numbers are too high meaning performance is low and business managers suggest it is a learning problem. Managers have only a
few rock star performers, while everyone else has average or worst. The time before ownership or time it takes an employee to perform is too long, i.e. 9 months versus 3 months. The training evaluation program applies only to knowledge testing, there is no comparison of key performance indicators (KPIs) with training
results to business results, i.e. increased sales or customer satisfaction. Dimension III: Professional Development Believe it or not, professional development is the most personal and influential dimension of L&amp;D. Why? Well, training can always be perceived as what an organization wants an employee to learn and
maintain productivity as what an employee needs to do. However, professional development concerns the employee's interest in growth. Of course, we can always discuss that it also benefits the organization, but only when it is strategically administered. Strategically I mean, development that promotes domestic



development. Otherwise, you would invest in employees who may be poaching your competitors. Of course, organizational culture and leadership quality would make a difference, but if your competitors mirror those qualities; then compensation would be a differentiator. Organizational commitment to professional
development makes a clear statement about supporting employee growth. Signs of Poor Professional Development Deadlock Jobs Professional Complacency (Disabled Employee Status Quo) High External Staff Turnover Lack of Purpose and Commitment of Employees In The End, L&amp;D more than delivery training.
Effective L&amp;D supports a vision that expands its organizational capabilities and goes beyond learning. This post suggests that effective L&amp;D supported by a three-dimensional interdependent model covering learning, performance support and professional development. Each of these dimensions should
complement each other and ensure the strategic business needs of the organization. Finally, applying these 3D approaches to L&amp;D can bring not only a better job, but also a higher level of employee engagement and retention. Save.
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