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RESULTS

We have seen positive results on all levels since the inception of our 
Professional Development Track Program.   Staff involvement in the 
PDT continues to rise (see Table 1) and staff turnover and vacancy 

rates have improved (see Table 2).  Our employee satisfaction scores 
also continue to rise with increased staff involvement.   The 

Professional Development Track has proved to be an effective tool 
for recruitment and retention of  staff.  Additionally, we have 

developed sophisticated new programs to meet community needs 
and  have positively influenced patient satisfaction scores.  Examples 

of such new programs include:  a lymphedema management 
program, an autism clinic, a NICU follow-up clinic, a clinical 

instructor competency program, and a female urinary incontinence
program.

INTRODUCTION

The development of the Professional Development Program at Valley 
Medical Center began as a response to staff requests for a structured 
means to enhance their skills, to document their professional growth, 
and to obtain recognition for their work within the organization.  The 
administration viewed these requests as an opportunity to enhance 

recruitment and retention of employees, while simultaneously 
improving the quality and scope of care provided.  With support at all 

levels of the organization, a task force was created to begin the 
process of developing the Professional Development Track for 

Rehabilitation Services.  The program has been in place since 2002, 
and has undergone several revisions to reach its current design.

PURPOSE

This visual presentation is intended to highlight the Professional 
Development Program at Valley Medical Center.   The information 

provided can serve as a template to other organizations 
contemplating a means of enhancing staff recruitment, employee 

satisfaction, and patient care.

GOALS OF THE PROFESSIONAL DEVELOPMENT TRACK

1. To enhance the provision of excellent patient care.

2. To provide a means of structured mentorship for employees.

3. To enhance opportunities for continuing education.

4. To create an avenue to support and reward specialization.

5. To recognize and support autonomy and creativity.

6. To offer opportunities for advancement or promotion.

7. To widen the scope of patient care services provided within the 
organization.

EILIGIBILITY FOR PARTICIPATION IN THE PROFESSIONAL 
DEVELOPMENT TRACK

Staff members are eligible to participate in the Professional Development 
track after 2 years of clinical work.  Eligible staff members must be 

employees in good standing with a permanent position.

PROFESSIONAL DEVELOPMENT TRACK CRITERIA

The best way to 
predict the future is to 

create it. – Peter Drucker
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Table 2:  Vacancy/Turnover Rate

Staff with 2 or fewer years are not eligible and not counted in this information.
74%67%66%58%

Percent in upper levels of staff positions
1310127Level III
128811Level II
991013Level I
34273031Total
‘06‘05‘04‘02Levels

Table 1:  Total Number of Staff (OT, PT, SLP) Involved in PDT

CONCLUSION

We are proud of our accomplishments and of the team of professionals who 
contributed to the creation, implementation, and revision of the

Professional Development Track.  We believe that this program has 
dramatically changed how staff members view their work, by 

acknowledging innovation, teamwork, and aspiration for professional 
growth, for the benefit of the clients we serve.  We believe that this model 
can be successfully replicated in any rehabilitation facility that aspires to 

improve recruitment and retention of quality staff.
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