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Training and Development for Signalling, Control & 
Communication Engineers 

Dr. Daniel Woodland, MEng (Hons), CEng, Ricardo Rail 

SUMMARY 

This paper provides a brief summary of historical approaches to Training & Development for Signalling, Control 
and Communication Engineers, before considering how the ‘environment’ has changed, and is continuing to 
change.  These changes, which cover both technology and the role of engineers, impact how we as engineers 
need to look at the subject of our own professional development, take a more active role in identifying and 
perusing training and development opportunities and consider readiness for the future, not just skills for today. 

Using the IRSE’s ‘Route to CPD’ as a guide, this paper considers the needs and opportunities for professional 
development in the modern rail industry and the importance of developing a career plan if you want to achieve 
the most out of your personal development efforts. 

1 INTRODUCTION 

Over the last 50 years the environment in which Signalling, Control and Communication Engineers find 
themselves has changed considerably – and it is continuing to change.  These changes cover the technology 
that we use and work with, the role that we fulfil, the organisations that we work for and approaches to training 
and development:  

 Technology Evolution: 

o Over the last couple of decades, we have seen significant development in technology within the rail 

industry, with on-board systems and automation becoming more common.  Wider industry has 

seen even more rapid change, and much rail technology could be considered outdated.  So where 

will Rail technology go in the future – and what do we need to know in order to be prepared for 

that? 

 Changing Role for Engineers: 

o Trend to more specialisation; Ability to work with open innovation and a digitally connected world. 

 Changing Work Environment: 

o  It is now less usual to stay an entire career with one employer and, hand in hand with this 

employer generally provide less structured training and career development – the individual has to 

look out for themselves and find ways of getting company buy in to support that.  

o The industry is now more global and training may also be more global.  This means that where 

much training used to be offered in-house and local to the candidate, it is now more usual to find 

training is external and often does not have obvious / easy local access for the candidate – 

particularly if they are working in a developing rail market. 

These factors affect how we as engineers need to look at the subject of our own professional development, 
engage in identifying and perusing training and development opportunities and consider readiness for the future, 
not just skills for today.  It is the author’s view that we are wise to understand approached to training and 
development, past and present, what our actual needs are and how, therefore, we can approach making the 
most of (and indeed, making) opportunities for our own development through career planning and awareness of 
opportunities.  

Fortuitously, after the author agreed to produce this paper, the IRSE released a fantastic ‘Route to CPD’, which 
fits in exactly with the author’s view.  This ‘Route to CPD’ has therefore been adopted in this paper (with full 
support and co-operation of the IRSE Professional Development Manager) in order to illustrate how we can all 
set about developing and implementing a career plan.  The author has added ideas and examples of training 
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opportunities to assist the reader in thinking though how they may be able to put something like this into action 
for themselves. 

As a final point of introduction, the author would note that as a Graduate Trainee he had one particular 
placement in which the manager insisted he develop a career plan. At the time this seemed both a little odd and 
very difficult… but the plan (in many forms and iterations since that time) has provided a clear guide that has 
enabled the author to structure his professional development, spot and capitalise on opportunities – and progress 
within his career far more rapidly than he might otherwise have done.  This paper is not, therefore, some sort of 
nice theory, but an approach that has been shown to produce fruit and one that the author is therefore 
passionate to promote to others. 

2 CAREER DEVELOPMENT IN THE ‘LAST CENTURY’ 

In many ways our predecessors (as represented by my mentors, etc. when I set out in this industry) had an ideal 
world when it came to the career development that they would require for a successful career with their 
employer.  There was no need to create a personal plan, as their employer did it for them! Young engineers were 
generally recruited as apprentices and given all the training and development (including external academic 
training) to achieve a full career.  It was quite normal (or so I’m told) for the new trainee to find a structured period 
of broad formative training awaited them during a typically 6 year ‘apprentice’ period: 

 Academic: Sponsored for a degree in electrical / telecommunications engineering discipline, and 
maybe a Master’s degree… 

 Theory: Technicians training course and drawing office (design) course and other specialist (usually in-
house) courses 

 Practical: Time spent in workshops, with maintainers on call, with installation gangs, with designers and 
testers -  Gaining knowledge of practicalities but also the culture of the different disciplines 

 Management Theory: People, project and financial management 

 Railway Operations: Time spent with Divisional Inspector on stations and with drivers, looking into 
incidents and observing his staff management; Time spent in control rooms and generally out and about 
the railway; Working with Rolling Stock Engineers, spending considerable time with Line Controllers and 
Train Regulators and riding in train cabs. 

This formative training would be followed by ongoing development of specialist skills, including rotation through 
discipline activities: Design; Installation; Test & Commissioning; Maintenance; Management Experience; Client 
and Assurance Activities, etc. 

Major employers had their own technical & managerial training establishments that were used to support 
employee’s development.  This meant that most training was internal and it was rare that external companies / 
contractors attended courses.  One major advantage of this was that training (often centrally funded) appeared to 
be cheap! On the down side, however, courses often related to ‘Pay & Grading’ and did not always match the 
needs of the individual’s job.  For example, an individual may be qualified on Route Relay Interlocking but 
actually work on Westpac Mk IIIA.  Industry perception was of “Universal Qualifications”, but this was not 
necessarily what it appeared.  A large organisation such as British Rail would also have several training centres 
offering supposedly the same training, but there were differences in the level of teaching such that BS1 delivered 
in York may not have been quite the same as BS1 delivered in Clapham, etc. Courses were assessed as 
Pass/Fail, with the level of attainment in specific areas not known (and thus not possible to tell who had proved 
particularly suited to the subject and who had barely scraped through).  As courses were tailored to a generic 
career ladder, some topics / subjects that would have been of great benefit to the attendee’s specific 
circumstances were not necessarily covered.  There was also common confusion between Training and 
Competence – e.g. done the course, now you can get on with unsupervised work!  

So overall, in the ‘good old days’ there was arguably more training available… but not necessarily the training an 
individual needed? 
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Underlying all the above was the certain knowledge that a full career could be followed through one employer 
(e.g. a ‘job for life’).  The training manager had mapped out the early stages and provided mentoring; the senior 
managers had devised career progression plans; sideways and even downward moves were encouraged with 
the promise that “rescue would be at hand” should the move prove to be too disastrous! Employer decided who 
was competent for what – making sideways moves relatively easy. 

Of course, this meant that our predecessors largely did what they were told, worked where they were put and 
didn’t necessarily have full freedom to decide their own destiny… but it certainly did produce some good well-
rounded, knowledgeable, engineers who were capable of rising to any challenge and fulfilling (or managing) any 
aspect of our discipline with confidence.  Whilst the approach is in the past, and not necessarily one we would 
want to fully replicate, that end result of ‘well rounded engineer’ is certainly of interest.  There is thus something 
to be learnt from it when we move into the modern world and consider how to approach our own training and 
development. 

3 THE IMPACT OF PRIVATISATION AND GLOBALISATION 

In the 1980s and 90s we saw a revolution in the structure of our industry.  New railways started to spring up in 
countries with no prior rail history (often ‘planted’ by representatives from more established rail operators) and 
then the industry was broken up into a more commercially driven and segregated set of ‘business units’.  
Suppliers, who had traditionally served a particular national market, began to look further afield – and then to be 
acquired by, or merge with, their equivalents in other countries resulting in a far smaller number of now global 
supplier organisations.  All of this had a significant impact on training and development.  Smaller units could not 
sustainably train ‘in-house’ for everything (or maybe anything); Larger units and 3rd party ‘specialist’ training 
providers developed duplicated training capability, resulting in increased development costs and variable quality 
of delivery of “Standard” courses.  Training costs became more apparent / and thus appeared to be (actually 
were?) higher.  At the same time, employees of segregated units found it harder to access broader operations & 
engineering experiences than those offered by their unit.  More / competing employers increased rotation of staff 
and the new commercially driven businesses also saw a drive for efficiency and cost savings.  Whilst training and 
development provides long term benefits to the individual, employer and the wider industry, it is easy to cut short 
term costs by reducing training & development.  Employers are also less keen to take a long term view where 
staff are likely to move on.  Training therefore became harder to secure (especially at now ‘higher’ prices), 
rotation between roles was not so encouraged and there was a general trend toward specialisation 
(pigeonholing?).  Employers developed the tendency to fill gaps by recruitment instead of investment. 

At around the same time, licencing was introduced to better control the risks experienced in all areas of signalling 
and telecommunications design, installation, test, commissioning and maintenance activity.  Whilst this has been 
very successful in addressing the targeted risks, and has clearly driven up safety, it also had an undesirable 
knock on effect of making it harder to gain ‘new experiences’ – thus limiting ‘on the job’ development 
opportunities.   

Over time the net impact of these changes has been a fall in collective skill levels as less training is undertaken, 
staff get less broad experience through rotation, older staff (who had access to all of those things) retire, etc.  

So, is this a far from Ideal world we find ourselves in… or at last something more focused on the Individual?  
Whichever way you look at it, what is clear is the need for YOU to do something to push forward your own 
interests and ensure that YOU get the development that YOU need and deserve! 

3.1 Where Has This left Us? 

Many employers have recognised that the reduction in recruitment and training / development of ‘new’ signalling 
engineers post-privatisation is not sustainable for the industry and are trying to do something about it… but it is 
always far too tempting to decide that someone else should be doing the investment and fall back to recruiting 
from the dwindling supply of pre-trained experts! Thus whilst things have improved, shortages remain and we, as 
an industry, have a work force skills gap’ with insufficient experienced rail signalling, control & communications 
engineers. 
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From a personal perspective these shortages are a bit of a double edged sword.  The very fact that there is a 
shortage makes for good career opportunities (hurray!), but it also makes for hard work and too little support (not 
so welcome!)  

Some aspects of ‘earlier generations’ training and development is not widely accessible to all: ‘Fundamentals 
training’ courses are often restricted, as are opportunities for broad ‘hands on’ / practical experience (back to 
licencing needs and small, focused, organisations).  This means that most of us will never have the opportunity 
to develop the full / well rounded experience and competence of our predecessors.  This is a situation that is 
amplified by the now rapidly changing technology used in rail – where for previous generations the technology 
based had been far more stable. So, we need to develop new skills to compensate and ensure that we are 
prepared for future demands.  These include things like knowing enough to: 

 Tell what you do and don’t know 

 Determine where to go to fill the gaps (along with the ability to quickly assimilate information from the 
real experts) 

 Sift available information for the relevant facts 

These skills may not always be developed in the work place, with on-the job experience being supplemented by 
the hard to obtain training, academic study and (here is the key point) ‘self-help’ top up training.  Yes, I said ‘self-
help’.  You can’t rely on your employer or on formal training.  You also need to think about what you can do for 
yourself through structured study and outside interests.  We’ll come back to some suggestions of how to do that 
later. 

All of this, of course, is happening in a rapidly changing world! So, it isn’t enough to know that we need a few 
new skills and to put a bit of effort in ourselves, we also need to understand (at least a glimpse of) how the world 
is likely to be changing over the next few years / our career so that we can make sure we develop ourselves in 
the right ways. 

4 LONG TERM TRENDS IN THE RAIL INDUSTRY 

A high level consideration of global changes in culture and technology can be found in Figure 1. 

 

Figure 1: Trends that could affect Signalling, Control & Communications 

The impact that these trends could have on the railway Signalling, Control & Communications industry, and thus 
the engineers employed in it, could well be the subject of another paper in its own right! So, rather than try to 
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explore the detail I will just summarise here my conclusions regarding rail market trends over next 20 (or so) 
years so that we can go on to consider what training and development needs we may all have in the light of 
those predictions! 

 Improved Implementation Techniques 

o We can expect improvements in the robustness of the rail system, with the favourite theme of 

redundancy / diversity and ‘no single points of failure’ continuing; 

o At the same time, we will see use of new tools and methods for design, verification, testing and 

Assurance intended to achieve a more efficient (and less labour intensive / re-work prone) rollout of 

solutions; 

o With space being ever a constraint (particularly for the increasing number of previous generation 

‘new build’ railways that now find themselves as legacy systems approaching obsolescence, ready 

for an upgrade) we can expect developments in miniaturisation of equipment; 

o Increased processing power, whilst always slow to find its way into safety critical activities, is now 

readily available – so we can expect increasing functionality and system capability; 

o With system availability key, we can expect enhancements in design for maintenance and access 

management; 

o Many traditional ‘principles’ are now being challenged, so we may see (at least elements) of relative 

braking and virtual coupling becoming reality (see also thought below on the automotive industry). 

 Convergence of Solutions: 

o Increasing globalization of suppliers (and system specifications) coupled with a drive towards 

standardisation and modularity with common approaches to standards, practices, etc. worldwide. 

This could see significant developments building on ETCS and CTCS to achieve more 

standardisation and interoperability between supplier’s systems; 

o Convergence of Metro and Main Line solutions also seems likely, with the trend towards CBTC and 

ETCS L3+.  The development of train integrity proving for variable consist vehicles should facilitate 

this; 

o Standardised & Ruggedised radio would seem an obvious objective to accompany such 

developments.  

 Obsolescence 

o The movement towards modern processor based systems has brought with it short product 

lifecycles.  Obsolescence is becoming a real problem that adoption of COTS solutions only seems 

to be making worse.  Longer term solutions such as Hardware Independence would seem key to 

resolving this in the future. 

 Automation 

o We will see continuation of the current trend towards Automatic Train Operation (ATO / GoA2) and 

Driverless Train Operation (GoA4).  In order to support this there will be continuing development 

and implementation of obstacle / trespass prevention and detection systems (from Platform Edge 

Doors to radar, laser and CCTV image recognition technologies); 

o In conjunction we will see enhanced automation in control centres, with supervised Automation in 

service control and energy / time optimisation for Automatic Train Regulation becoming more the 

norm, with the objective of achieving greater traffic optimisation and energy efficiency. 

 Centralisation, Integration & Cyber Security 

o Large scale use of remote system access and open protocol / air gap based communications 

increases vulnerability to cyber-attack.  At the same time there is a push for greater efficiency and 

performance through centralisation and integration – enabling, for example, control centre staff to 

command signalling system changes and initiate or accept radio calls via the same user interface, 

etc. Such integration removes partitions between safety critical and other systems.  There will be 

increasing pressure in this area and as an industry we need to find viable solutions to enable both 

efficiency and safety (implicitly requiring that we also enable security). 

 Digitalisation and Big Data 
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o The general availability and capability of personal technology is driving customer expectations for a 

far higher volume and quality of internet based Passenger Information.  Provision of this information 

to the customer will become generally outsourced, will need to be predictive rather than reactive 

and will also need to include personalised ‘recommendations’; 

o Within the railway there is an increasing volume of data on system performance and condition that 

will need to be managed in order to provide meaningful monitoring / preventative maintenance and 

drive up system availability. 

 Automotive Autonomous Cehicle Crossover to Rail & Vice Versa? 

o The automotive industry is pushing for fully autonomous road vehicles by c2050, with automation of 

motorway traffic platooning envisaged by c2025.  In the meantime, various technologies to support 

these capabilities, and early deployment of functions such as collision avoidance, will see 

technology becoming available at mass produced prices that we could not currently afford for rail 

applications.  As this happens, there may be a challenge to rail approaches to technology, traffic 

management and even safety principles and management; 

o On the other side of the coin, automation in road transport will force that industry to look for new 

models of safety assurance that could be provided by the rail industry where we have been dealing 

with automation for some time. 

5 WHAT ‘TRAINING AND DEVELOPMENT’ DO ENGINEERS NEED? 

The objective of modern training and development is two-fold: 

 To meet the needs of the business 

 To meet the needs / aspirations of the individual 

In consequence, it is not the responsibility of either party.  It is the joint responsibility of BOTH: the individual 
needs corporate guidance, opportunities and support; the company needs the individual’s commitment, 
willingness and motivation.  Many employers now value ‘learning agility’ as a core competency.  As organisations 
shift the responsibility for personal development back to the individual, no one can afford to sit back & wait for 
their company to train / develop them.  Skills we need to develop include: 

 Basic foundation training 

 Specialist skills experience 

 Management experience 

 Broad underpinning knowledge 

 ‘Information Management’ skills 

5.1 Foundation Training 

As with the example of the previous generation, some companies do still take on apprentices.  There is even the 
occasional example of a sponsored student.  However, in the majority of cases these days an individual has to 
obtain a degree and join the rail industry as a graduate.  For Signalling, control and communications engineers, 
this is most commonly a standard BEng or MEng Programme in Electrical and Electronic Engineering, or some 
similar discipline.  However, some universities do now offer Railway focused degrees (examples being the 
BEng(Hons) in “Railway Engineering” at Sheffield Hallam University and the BEng / MEng in Civil or Electrical 
and Railway Engineering at University of Birmingham).  Once past the academic part of their foundation training, 
many graduates join a graduate training scheme, offering exposure to short placements supplemented by  
Training Courses (often external to their organisation, but occasionally run in-house – which can offer a much 
better tailored experience).  
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5.2 Specialist and Management Skills & Experience 

Post Apprentice / Graduate scheme it is unusual for a ‘Continuing Training’ scheme as may have happened in 
the past – though really it could be possible still (and I did succeed in implementing one with one of my 
employers).  It is more normal for the individual to end up in a permanent role as a junior engineer in their chosen 
specialist area.  By carrying out that role their experience builds as tasks are learnt and understood, and 
broadens as tasks vary with time.  Sideways and upwards moves are needed to gain full breadth of experience.  
As with Graduate training, different ‘placements’ add value and there is benefit to planned (even forced) rotation 
(Initial 6 month ‘placements’ and later 2 year placements?).  This may culminate in professional accreditation, or 
may continue on beyond that.  Noting that you are likely to be seen as a junior member of the team during this 
period in your career, many young engineers struggle to get opportunities to develop and practice management 
skills – until they suddenly reach a point in their career where such responsibilities are thrust upon them! It is well 
worth exploring ways that you can obtain these skills, even if that needs to be outside of the workplace.  I 
developed mine chairing committees of volunteers for the IRSE, for example! Many hobbies / interests can 
provide similar opportunities. 

Unlike the ‘good old days’ it is rare that someone in your organisation will plan this kind of extended training and 
development period for you and in most organisations this only happens if you push for it.  Indeed, you may even 
need to consider changes in employment in order to achieve it – but this isn’t necessarily the case.  So if it 
depends on you pushing to achieve the development, how do you know: which way to push; what opportunities 
to request or accept and when it may be time to move on / to what? We’ll come on to that in a bit, as it is key that 
you have some kind of plan if you are to make the most of opportunities.   

5.3 Broad Underpinning Knowledge / Information Management 

As your skills and experience grow and develop into competency, it is important to develop broader skills 
(rounding your engineering capability to be more than pockets of isolated knowledge), to develop the capability to 
manage all of your accumulated knowledge and, of course, to keep it up to date / current.  This is an on-going 
thing throughout your career.  You never stop learning, gaining experience and thus developing your 
competence, whilst at the same time competence isn’t for life - if knowledge and skills are not exercised, they 
decline and take your competence with them (see Figure 2).  Thus it is really important to carry out Continuing 
Professional Development (CPD) activities to achieve both growth and regeneration, maintaining and developing 
your competence throughout your career. 

 
Figure 2: Career Learning Lifecycle (Based on Peter Symons, IRSE News May 2017, page 4) 
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Broad underpinning knowledge, together with your ability to assimilate and manage information, may be 
developed, enhanced and refreshed: 

 In the Work Place: 

o Exercising competencies, you have previously developed from time to time in order to keep them 

current 

o By taking on new challenges / tasks and responsibilities, maybe including job rotation and 

progression.   

 Through Formal Courses: 

o Internal Company training courses 

o External course provided by specialist training providers (some of which can be tailored’ to the 

needs of a particular company and delivered at their premises if required) 

o Further academic study (such as a Post Graduate Certificate, Diploma or MSc), either in general 

subjects like system engineering or management, or in specific rail subjects.  Most academic 

courses these days can be studied part time, and some by ‘distance learning’. 

 Self-Driven Learning: 

o Engaging in Institution activities, such as lectures, seminars, conferences and technical visits / 

conventions… or for those prepared to make a personal investment in their own development, you 

may wish to consider taking the IRSE’s Professional Examinations (including support from Self-help 

study groups and the on-line IRSE Exam Forum) 

o Attending in-company ‘Lunch and Learn’ or evening sessions (and if there aren’t any where you 

work, why not try to set something up yourself? By organising sessions like this you can tailor the 

content to meet your areas of interest). I have set sessions like this up with several employers and 

found that employers, fellow employees and ‘speakers’ are actually very keen to get involved. 

o Through reading and research: 

 Subject Books / Booklets and Technical Papers (try the IRSE website for ideas) 

 Proceedings of institution conferences (often available ‘on-line’ after the event) 

 Internal and External Company/Business reports (including foreign Companies and 

Competitors literature) 

 www sites appropriate to your field 

 Accident Reviews 

o Through voluntary activities (IRSE committee membership; Work supporting a charity; Activities for 

clubs and interests, etc.) 

6 CONSIDERING YOUR OWN DEVELOPMENT NEEDS 

So far we have considered how training and development was carried out for our forefathers and what training 
and development needs Engineers generically have… but what about YOU? You are an individual with particular 
interests and talents, specific personal circumstances, a background in education and experience that is unique 
to you and a different set of priorities to the person sat next to you.  This is why it is so important that you do 
actively consider what YOU want and need from your own development, as what is right for you will not 
necessarily be what is right for anyone else.  Only by understanding what YOU need can you hope to get the 
most out of the professional development opportunities that are out there. 

Some structure is needed to develop and implement a plan for your career.  Your plan, and the direction in which 
it pushes you, will change and evolve over time, but with a plan you will find that you have greater focus and are 
thus able to push yourself forward with purpose, where without one there will be a tendency to drift. 

In order to provide some structure, the rest of this paper will use the IRSE’s ‘Route to CPD’ as a guide. 
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6.1 Route to CPD 

The IRSE’s Route to CPD has been developed as an easy to read / follow schematic, shown in Figure 3. 
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Figure 3: IRSE ‘Route to CPD’ 

The CPD ‘route’ is actually a ‘cycle’ – that is, you don’t start at one end and finish at the other… you start 
wherever you are and spend the rest of your career either drifting about in stage 4, or actively driving yourself 
around the loop from stage 1 to 8.  So, starting at stage 1… 

6.1.1 Current Status 

You need to start by identifying ‘where you are’ – your skills, knowledge & experience – and what this means for 
you.  To do this, you can start by considering your achievements and feedback from those who have seen you at 
work.  Use sources that are likely already available to you, such as your annual appraisals, formal courses & 
qualifications that you have completed and your current ‘Authorisation to Work’.  You can also seek further 
feedback from colleagues and bosses if needed.  You then need to consider where this leaves you currently – 
and a good way of doing that is by carrying out a SWOT analysis: 
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Figure 4: SWOT Analysis 

6.1.2 Where Do You Want to Go and What Do You Need to Do to Get There?? 

Next you need to think about what your values and drivers are, and in consequence where you want to go? 
There are plenty of ways that you could approach this, but the following is an example that the author has found 
helpful in his own thinking on this:  

 

Figure 5: Values / Drivers – Maslow’s Hierarchy of Needs (Based on Maslow, A.  H.  (1943).  A theory of human 
motivation.  Psychological review,50(4), 370.) 

It is then helpful to develop your general values and drivers into some specific goals for your career – not a 
vague idea that I want to be a ‘good engineer’, but what kind of engineer (Design, Systems, Maintenance, 
Installation, …), etc.  It is best to break this down in to short term ‘next step’ goals, maybe a few mid-term ‘what 
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comes after that’, but to keep pushing yourself to think about the longer term – where you want to be in 5, 10 or 
30 years’ time.  Actually, the longer term goals are probably the best starting point, as shorter term goals are 
stepping stones to achieving that… so you can only get focus and structure in the short term by understanding 
the longer term goal. 

Once you have an idea of what direction you want to head in, that idea rolls into the hard part…how to get there! 
What do you actually need to do in order to achieve each of these goals? It can be very helpful to consider 
SMART objectives for this (I know SMART may be the awkward part of your annual appraisal – and it will likely 
be no less awkward here – but this is the bit that actually turns a vague interest into something you can drive 
yourself to achieve).  Then, of course, you need to be realistic about what resources you have, or may need, to 
achieve your goals.  You may need to apply some creative thinking to work out how you can access the support 
for an opportunity that you need – which is another good reason for understanding what your goals are, as you 
would never apply that creativity if you didn’t have a reason to! There are plenty of ideas in sections 2 to 5 above 
to provide you with food for thought both in terms of what development you may need and approaches you could 
take to achieving that. 

It is a very good idea to seek support of a mentor / coach, whether someone within (maybe appointed by) your 
company, or someone external (perhaps facilitated through an institution such as the IRSE).  What can be very 
helpful is for your mentor / coach to have some independence from your reporting line, to reduce the chance of 
their advice being biased by ulterior motives (such as getting you to stay in their team)! 

 

Figure 6: SMART Goals 
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6.1.3 Implement your plan 

Believe it or not, if you actually have a solid plan to work from, implementing that plan is the easy part! You know 
what you are trying to achieve, why and how you want to go about it.  You know what resources and support you 
need and it is just a case of applying some effort to actually do it! 

6.1.4  Recording and reflecting on your CPD actions 

Most professional bodies these days require that you maintain evidence of your professional development in 
order to provide them with evidence that you are continuing to act as a professional and enable your professional 
registration to continue.  Recording your CPD is best done as you go along (it is a relatively simple thing to do at 
the end of each day or week… much harder after a month or year.  Mycareerpath is the IRSE’s preferred method 
of recording CPD, but an IRSE Logbook ‘Action Plan’ and ‘CPD Records’ sheets work perfectly well, and you 
may also have a company record (just make sure it is something you can take with you if you leave that 
employer!)  You should record what type of activity you have undertaken, when, for how long (in hours) and any 
other pertinent details (e.g. who the speaker or training provider was and what your learning outcomes were).  
You should also spend a little time reflecting on your learning.  What was it that you learnt? Is that something that 
you could put into practice in your job / how? Would it help others if you told them about it? What could you do 
next to build on useful parts of this learning and take them further? 

6.1.5 Review your journey to your goals 

Then, don’t forget to regularly (I would suggest at least annually) do a thorough review of your goals.  Do you still 
want to go the same way, or are you now leaning in a different direction? Are you achieving the learning you 
hoped for through the activities you have been carrying out, or do you need to try a different approach? It isn’t a 
failure to change your plan – whether that be the methods or the end goal.  As you learn and develop it is to be 
expected that you will realise there are new opportunities, different things that interest you than you had originally 
envisaged and different approaches to learning and development that you could consider.  You may even find 
that you achieve your goals early and need some new ones to provide future direction. 

7 CONCLUSION 

Modern ‘Training and Development’ won’t just happen to you - you need to be proactive in order to ensure that 
you are able to identify, make and capitalise on opportunities – and that they combine into strong support of your 
career goals.  Companies need to support and invest in ‘Training and Development’ in order to meet resourcing 
demands and can achieve worthwhile investment through training courses, work based experiences and 
institution activities.  With a good plan, and a good pitch, you can influence how they do that for you. 

We do not have the luxury of being in the large ‘vertically integrated’ organisations of the past, so some 
experiences will be hard to come by – and it may not be (indeed, it is unlikely to be) possible to obtain all 
experiences ‘hands on’ at work.  Institutions and academia offer significant opportunities to close gaps in 
experience and develop new skills for subsequent use in the work place. 

To get the most out of your Training and Development, you should develop a career plan, and with the support of 
a mentor / coach identify Training and Development opportunities to promote your plan.  Engage your employer’s 
support wherever possible and, above all, work hard at it!! After all, it is your plan, your career and you that 
stands to gain the most from developing your skills and competence. 

 


