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[bookmark: _Toc500943471][bookmark: _Toc53314823]Section 1: Know how to identify development needs

Freud was said to have equated mental health with the capacity to love and work .
In more collectivist cultures, work may be seen as an expression of group as well as personal identity . For example ,choice of work may be made less on a personal basis and more in collaboration with members of one’ s family or community .
In sum , people work for a variety of reasons , especially to earn a living , honor and contribute to their families and communities , achieve self-growth , establish a public identity and structure their lives .
Career development can also be view in context of other life domains or roles , in addition to their roles as workers , people can be invested in student , family , volunteer , and other life roles . The work can interface with these roles , and it makes sense to reframe career planning as life – career planning or life design .
Other terms commonly used to refer to work behavior include occupation and vocation. Both of these terms are often used interchangeably with career. For example, many writers speak of occupational choice, vocational choice, or career choice as meaning the same thing. But each of these terms, particularly vocation and career, also come with some excess baggage, at least in the view of some writers.
Career may have a more contemporary feel than vocation and is more commonly used in popular discourse.
Career development can be seen as a process that encompasses much of the life span ,one that begins in childhood and includes the formal and informal experiences that give rise to talents, interests, values, and knowledge of the world of work, continues into adulthood via the progression of one’s career behaviour , entry into and adjustment to work over time, and culminates with the transition into, and adjustment to, retirement. It is a concept designed to capture the dynamic, changing nature of career or work behaviour and is sometimes used as incorporating career choice and at other times as distinct from it. Career choice may be seen as the process of selecting and entering a particular career path, whereas career development refers to one’s experience before, during, and especially after career choice. The period before initial career choice may overlap with one’s educational life.
Of course, career choice is not necessarily a static or one-time process. Many people revise their career choices over time for various reasons , to pursue work that better fits their interests and talents, to shift paths after involuntary job loss, or to re-enter the workforce after raising children. Career choice, in turn, often has at least two phases: setting a choice goal and then taking steps to implement this goal, for instance, through additional training or a job search process.

[bookmark: _Toc500943472][bookmark: _Toc53314824]1.1 Identify learning styles for self and another 
The author believes that ,learning is something of which we all have an understanding and in which we have all participated. This participation has been in a very wide range of settings, both formal and informal, ranging from the relative confines of a school classroom, to the wide open spaces of the countryside or a quiet corner where a chance conversation led to deeper understanding of some topic or another .
William James, an American philosopher and physician, is considered to have been in at the very beginning of the serious study of mental processes. He said, in 1890,that psychology was the ‘science of mental life’. It is from this approximate starting point that the study of the mind and of human behaviour, and in particular the study of learning, began to grow .
Thorndike introduced a theory of learning now called ‘connectionism. Thorndike emphasised the role of experience in the strengthening and weakening of stimulus-response connections: ‘Responses to a situation that are followed by satisfaction are strengthened; responses that are followed by discomfort weakened.  Thorndike proposed that practice also influences stimulus response connections. His idea that rewards promote learning continues to be a key element of behaviourist theory.
Social constructivism gives a high priority to language in the process of intellectual development. Dialogue becomes the vehicle by which ideas are considered, shared and developed. The dialogue is often with a more knowledgeable other, but this need not always be the case. Dialogue with peers can be of equal value. Prior knowledge, naturally, has a part to play. It is an individual’s prior and current knowledge that forms the basis of any contribution to a dialogue.
Working collaboratively, in pairs or small groups, is an obvious socially constructive approach to learning. The converse of this would be working in a silent classroom, where contact with others is discouraged.
Howard Gardner’s multiple intelligence theory (Gardner 1993) proposes the idea that we all have various levels of intelligence across a range of intellectual areas.
Gardner gives us a set of different intelligences which, as individuals, we display more or less of, according to our particular intellectual make-up. There are nine of these intelligences, which are: 
 1. linguistic: enjoyment of and facility with reading, poetry and all things literary and linguistic;
 2. logical/mathematical: enjoyment of and facility with maths and science, games of strategy and any logic-based pursuits;
 3. musical: enjoyment of and facility with music – listening, playing and perhaps composing; 
4.spatial/visual: enjoyment of and facility with images, drawing, construction games and tactile puzzles such as jigsaws; 
5.kinaesthetic : enjoyment of and facility with activities that involve touch and movement, dance, sport and other practical activities;
 6. interpersonal : enjoyment of and facility with other people, communication, leadership and the ability to empathise;
 7.intrapersonal: enjoyment of and facility with self-motivation, no dependence on others, awareness of one’s own feelings more than those of others – often seen as shyness; 
8. naturalistic: enjoyment of and facility with the natural world, with ability in recognising patterns and classification;
 9. existential: enjoyment of and facility with asking and examining questions about life, death and ultimate realities.
 Originally Gardner described only seven intelligences, though later he established an eighth and a ninth. Also under consideration as possible human intelligences are spiritual and moral, though these are considered somewhat problematic.
The literature provides many useful definitions of learning styles and related ideas which we could consider.To look briefly at one or two will act as a useful starting point. Learning style is defined variously as: 
- a particular way in which an individual learns; 
- a mode of learning – an individual’s preferred or best manner(s) in which to think, process information and demonstrate learning;
 - an individual’s preferred means of acquiring knowledge and skills;
 - habits, strategies, or regular mental behaviours concerning learning, particularly deliberate educational learning, that an individual displays ;
Neuro -Linguistic Programming is concerned with how we communicate and how this affects our learning. Over many years, and through many research projects, including close and detailed observation of the way we communicate, three particular learning styles – visual, auditory and kinaesthetic – have been identified.
Visual learners prefer to learn by seeing. They have good visual recall and prefer information to be presented visually, in the form of diagrams, graphs, maps, posters and displays, for example. They often use hand movements when describing or recalling events or objects and have a tendency to look upwards when thinking or recalling information.
 Auditory learners  prefer to learn by listening. They have good auditory memory and benefit from discussion, lectures, interviewing, hearing stories and audio tapes, for example. They like sequence, repetition and summary, and when recalling memories tend to tilt their head and use level eye movements 
 Kinaesthetic learners prefer to learn by doing. They are good at recalling events and associate feelings or physical experiences with memory. They enjoy physical activity, field trips, manipulating objects and other practical, first-hand experience. They often find it difficult to keep still and need regular breaks in classroom activities.
 While we all use all three styles of learning to some extent, some learners rely heavily on one of them. An over-reliance on one style, and an inability or unwillingness to adopt another style where it might be appropriate, can be limiting in some learning situations and can mean that learning might be hindered. An extension of the NLP description of learning styles has been developed by Fleming (2001). Fleming tells us that when we gather information from the world around us, which includes the information that we need for learning, we make use of all of our senses. Some of us, though, employ one sense more than others. The V-A-R-K system assesses how much people rely on:
 - visual ;
- auditory ;
- reading ;
- kinaesthetic;
Olivian said that , his learning style is activist because he tend to be open minded , enthusiastic and flexible .The learning activities that suite him are discussions , roleplaying , brainstorming problems .
Iustina believes that , her learning style is reflector style because she prefer to stand back and observe and to be cautious .She like to collect and analyze information prior to reach her conclusions .
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	SWOT OLIVIAN 
	

	STRENGHTS 
-team working skills ;
-communication skills ;
-time management ;
-motivation;
-knowledge ;
	WEAKNESSES 
-lack of experience ;
-lack of training;
-time allocated;
-tiredness;

	OPPORTUNITIES 
-professional development ;
-learn new skills ;
-financial growth ;

	THREATS`
-lack of fundings ;
-sickness;



	SWOT IUSTINA 
	

	STRENGHTS 
-competitive skills ;
-listening skills ;
-organisational skills;
-motivation;
-empathy;
-compassion ;
	WEAKNESSES 
-lack of experience ;
-training support ;
-financial support;

	OPPORTUNITIES 
-career growth ;
-developing new skills ;
-financial motivation ;
	THREATS
-time for learning;
-enviroment problems ;
-lack of administrative experience ;











[bookmark: _Toc500943474][bookmark: _Toc53314826]1.3 Identify potential barriers to learning for self and another.
Barriers to Effective Learning
There are a number of barriers to learning.
Some are emotional, others are motivational, and some are related to learning disabilities.
Emotional Barriers to Learning include:
Fear. This could be a fear of Criticism and Judgement, or a Fear of Failure and Fear of Rejection.
Shame. Learners could feel their work will never be as good as others, hence do not even try to succeed. 
Emotional Sensitivity. Emotionally sensitive learners can at times become overwhelmed and lose control of their emotions. 
Adjusting to Change. A person’s level of adaptability can impact on their ability and willingness to learn. 
Motivational Barriers to Learning include:
Out of flow. If the level of challenge is well above someone’s capability, they can become ‘paralyzed’ and under-perform. Likewise, if the challenge is too low, they can lose motivation. 
Lack of a Goal. An absence short and medium term goals can mean a learner drifts in a place where little is of material importance. Setting goals helps to give focus. Achieving small goals along the way can be motivational.  Begin with the end in mind. 
Procrastination. Some things are not always enjoyable, but are necessary. Don’t put off things that can be done today. 
Lack of prioritization. Some people become overwhelmed by workload. Always put first things first. 
Learning Environment. It is important to have the right atmosphere for learning. This could be a nice quiet place without distraction. 
Learning Disabilities include:  
Depression
Dyscalculia (where the person has trouble understanding math)
Dyslexia (where the person has trouble understanding the written word)
Dysgraphia (where the person has trouble with forming letters when writing)
People with learning disabilities process information differently to others and need to put more effort into learning compared with others. There are many famous people, including Walt Disney, Winston Churchill, and Alexander Graham Bell have all been successful despite having learning disabilities.

Peer pressure
Not just a school yard issue, your workforce can experience this too. Maybe senior management is putting pressure on training managers to achieve certain goals, without first finding out how feasible they are for your learners. Or a learner is being asked to complete training on a topic they’re not interested or adept enough in. 
Fear of failure
No one likes to fail, however it’s a real blocker for some learners, especially in a workplace scenario where people want to shine. But, without failure it’s impossible for them to learn from making mistakes. 
Having an open culture of learning within your organization is essential to support those who fear failing. These learners need structure, an end goal in sight, and reassurance that making mistakes is okay. 
Lack of self-esteem
Like fear of failing, lack of self-esteem can be common among learners. These learners can often think “I can’t do it, so why try.'' 
To help learners tackle and flip this negative perception, you need to make learning a positive experience. By rewarding their training efforts, either through Gamification, or in-person praise, to encourage those learners you feel may be affected by low self-esteem. 
All learners need to know that they’re not just time-wasting by taking a training course. Reinforce the value of training to keep your learners motivated. Help them understand that the training on offer will enable them to up skill in a way that not only benefits your organization, but themselves too.
Olivian said that ,to communicate more effectively and overcome objections, needs to start by collecting information about the problem at hand. Avoid misinterpretation, misunderstanding and mistakes by assembling all the facts. Depending on the situation, you can conduct surveys, run focus groups or simply start a conversation with a colleague. Listen carefully and pay attention to the subtle nuances of what people say. Then take action to use the feedback and address the problem, tell people what you did, evaluate the outcome and refine your approach if necessary .
Iustina said that ,when a person  feels demotivated, it acts as one of the biggest barriers to learning as there is a lack of zeal and motivation to learn new things for his growth and development.
Feeling demotivated can arise owing to the various factors such as low pay package, office politics, issues with the immediate superior or teammates, lack of support from the management of the firm, and work tasks that are not very challenging and relevant amongst others.


[bookmark: _Toc500943475][bookmark: _Toc53314827]1.4 Explain how these barriers to learning can be overcome.
In learning, every learner has to face some barriers which have to overcome by the learner himself.
10 ways to overcome the barriers to learning;
-Environment.
-Routine.
-Verbal Instructions.
-Respect.
-Non-curricular Activities.
-Improving Communication Skills.
-Giving ICT and Presentation Facilities.
-Give Concentration.
-Learn the New Culture before Going There.
-Provide Effective and Timely Feedback.
Overcoming barriers to success involves assessing the situation, consulting experts, considering alternatives and taking action. To manage your career effectively, you need to take charge of your own development. By assessing your own skills, getting advice from others, learning new skills and making informed decisions, you can achieve your goals. Overcoming challenges and setbacks usually requires a positive attitude, as well as dedication and commitment.



[bookmark: _Toc500943476][bookmark: _Toc53314828]Section 2: Know how to develop self & others to achieve organisational objectives
Resources which an individual may need to support his or her personal development may include financial resources, training and training materials and realistic, time schedules. Likewise, there should also be adequate provision of information.
Organisations must empower people by providing the resources needed in order to enhance individuals’ development plans. Development in others will enable them accomplish their tasks and meet both the personal and organisational objectives (Allan and Waclawski, 1999).
Organisations attempting to enhance other people’s empowerment by providing them with needed resources will ensure that they receive adequate and ongoing training, and development experiences. Organisations must also provide sufficient technical and administrative support to ensure success. Organisations will give their people space, time, or equipment that may not be readily available otherwise.
They will ensure that these people have access to communication or interpersonal networks that will make their jobs easier. Individuals can also be given discretion to spend money or commit resources to activities that they consider necessary (Berscheid and Walster, 1978).

[bookmark: _Toc500943477][bookmark: _Toc53314829]2.1 Analyse learning/development options to meet needs of self & another.
Implementing a personal development plan requires concrete experience. This process involves listening, feelings, and weighing options. It enables a person to feel connected to his or her personal development goals and grade them in terms of importance (Cameron and Quinn, 2006).
On verbal communication and listening, a person may have a high rating towards achieving excellence customers’ experience and services, but these activities are continuous and customers are different. Therefore, an individual must constantly improve on new ways of meeting new challenges (Rogers, 1962).
Managing time and stress can sometimes be among the most difficult aspects of personal development and organisational objectives to achieve. This is because time is scarce and may result into a backlog of work. Consequently, a person may experience stress as a result of time. Therefore, keeping constant track of available time and work is the best method to manage time and work related stress (Harris, 1981).
Recognizing, defining, and solving problems are areas of fundamental concerns to individuals and organisation. Therefore, personal evaluation must pay close attention to issues, which a person may perceive and recognise as problems and then offer immediate solutions.
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A way  to look internally to support employee growth and professional development is through mentoring and coaching programs. The modern workforce has changed, and employees no longer respond well to demands or orders. Rather, managers must learn to work in tandem with their employees, similar to a coach or mentor.
Organizations can support the growth of their employees by creating a management culture that encourages communication and training. Managers shouldn’t be afraid to ask employees if they need help, and they should relish in the opportunity to pass on skills or knowledge to their employees.
Soft skills refer to the personal traits and non-technical attributes that help you succeed in your career. These skills can include areas like time management, delegation, active listening, and communication, among others. Organizations that offer training and educational resources for soft-skill development can increase the productivity of their entire team – not just the employee.
Surprisingly, soft-skill development is something that many of today’s managers lack. Most organizations promote their best-performing employees to managerial positions, even if they lack proper management skills, training, or experience. 
Organizations can support employee growth and professional development by implementing cross-departmental training programs. Moreover, breaking these departmental barriers can improve communication from one unit to the next — thus, increasing the efficiency of your entire organization.
Both , Olivian and Iustina said that , the main mechanism of supporting personal development is the workplace to provide trainings and flexible working hours for career growth .
[bookmark: _Toc456901523]
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Part 1: Personal Analysis 
See SWOT Analysis in 1.2 

Part 2: Setting Goals

	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target Date for Review

	
Computer skills


	Training 
	-support from tutor and family
	-use of computer programs without difficulties ;
	20/05/2021

	
To complete Level 6 in skills for workplace 


	-learning;
-attending the course ;

	-family support and tutor;
-financial support;
	-degree;
	20/10/2022

	

Career growth 

	-learning;
-job application;
-degree;
	-family ,work , tutor and colleagues support ;
	-transport manager position;
	28/10/2023




Part 3: Personal Objectives

	Short Term Goals (next 12 months)

	
To buy a house 

	Medium Term Goals (2-3 years)

	

To complete Level 6 in Skills for workplace ,leadership and management 

	Long Term Goals (3-5 years)

	
To get the position of transportation manager 




[bookmark: _Toc500943480][bookmark: _Toc53314832]2.4 Method used to monitor the development of self & another.
Monitoring and evaluating your personal development plan allows you to see how effective your approach is and gives you data that can inform future development.
Monitoring your personal development plan is important as it:
-provides information on your progress and comparison to original data;
-allows you to judge if the training programme is effective and helps you make changes;
-provides valuable feedback;
-improves motivation;
-checks the intensity of training;
-allows targets to be reset or new targets to be made if they have been met;
-allows the recording and comparing of data;
-identifies new strengths and weaknesses/future development needs;
Once a performance has been monitored and a personal development plan has been created, the performer should complete an evaluation of the performance. Being able to compare a what a performance was beforehand, with how it looks after training will determine whether the plan has been effective or not and gives the performer the opportunity to set new targets for future development.
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[bookmark: _Toc53314834]Reflection on the recruitment process 
In this chapter , the author , Olivian Majorant is going to reflect on the situation that took place during the interview session of his first HGV job .
He used Gibbs Model for Reflection (1988) for this reflective writing in his assignment .
 Graham Gibbs published his Reflective Cycle in 1988.
Gibbs Reflective Cycle encourages people to think systematically about the experiences they had during a specific situation, event or activity. Using a circle, reflection on those experiences can be structured in phases .
Gibbs reflective cycle includes six steps in reflection of the experience :
1. Description 
-Olivian ‘s experience of the job interview  ;
2. Feelings
-Olivian’s feelings about this experience ;
3.Evaluation 
-Olivian’s opinion of what went good and what went bad ;
4. Analysis 
-Olivian ‘s benefits and risks taken;
5. Conclusion 
-Olivian ‘s learning experience from this situation ;
6. Action plan  

[bookmark: _Toc53314835]3.1 Description
Reflection of interview I’ve had for the HGV position over 5 years ago.
 I had a chance to obtain valuable information and support from my principal. I learned so much about the administration role and how difficult it can be. When I began my interview, I felt overwhelmed and excited at the same time.
The director of the company has been very supportive of me pursuing my dreams to be a lorry driver .
At that time I was newly qualified HGV driver .
The company was also the company witch trained me as a HGV driver and gave the support needed to pass the theory and practical exam .
[bookmark: _Toc53314836]3.2 Feelings
Olivian said that , when he attend at the company location he was nervous but that was sorted when he beginning to speak with the director of the company .
He was feeling very motivated to get this job position because that was the reason why he was trained and he seen his dream coming true getting this job.
[bookmark: _Toc53314837]3.3 Evaluation
Olivian believes that , he learn a lot of knowledge and he had the ability to meet his goal .
The research taken and preparation prior interview was very helpful and that gave him the opportunity to show good knowledge and interest of the job role .
At the interview he has been asked about knowledge of driving , mechanics skills and scenario witch he demonstrate that he focus on his strengths and abilities .
[bookmark: _Toc53314838]3.4 Analysis
From his point of view , Olivian believes that the interview went well ,he demonstrate good communication skills , oraganisational skills  and practical skills .
Even was first job in transportation industry he become the right candidate for this position .
The company was very satisfied and looking forward to employ Olivian .
The main weakness at that time was the lack of experience as HGV driver .
[bookmark: _Toc53314839]3.5 Conclusion
Olivian believes that , the interview went good and he get the job position .He said that ,this job was first step in transportation industry where he has been working over 5 years and gain many skills and experience .
[bookmark: _Toc53314840]3.6 Action Plan
Reflecting on this experience Olivian was motivated to start this job and to proof what he was saying  in the interview .
This job brings him satisfaction ,financial and career growth .
The first step taken after he passed the interview was to start his first shift in the following day .
Over 5 years he shows good communication skills , organisational skills , time management , good driving skills without any accidents .
He demonstrate good team working skills and the feedback from his employer and colleagues brings personal confidence and competence .
Using Gibbs model was easy to use and helped me reflect on my learning . It has helped me identify my strengths and weaknesses and helped me share my journey on working as part of transportation team  .
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CRAP ANALYSIS 
	CURRENCY 
	The assignment of Professional career development has been written in 1 month and half .

	RELEVANCE
	The assignment describe the learning style ,professional development and job interview description .

	AUTHOR 
	The author Olivian has been used techniques to write the assignment .

	ACCURACY
	The references used by Olivian for this assignment has been based on accurate information .

	PURPOSE 
	The purpose of the assignment is to describe learning style for self and others and to proof the learning experience of job interview . 
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Curriculum vitae 
Olivian Majorant 
Phone :07796484577
Email : o.majorant@yahoo.com
Professional profile :
An efficient and customer –focused HGV Driver of Class 1 and 2 experience , committed to conducting accurate and timely delivery .
With experience in Class 1 and 2 vehicles  driving  ,well-versed at executing deliveries to customers and stores in a precise and prompt manner . Exemplary driving record of manual and automatic vehicles , a full clean driving licence and all up-to-date CPC qualifications .
Well –versed in picking , loading and unloading deliveries for clients . Maintains high standards of customer service at all time .
Currently looking for a suitable transport managers opportunity to join a successful and growing business and to be part of their ongoing and continued success.
Core skills :
-HGV Class 1 and 2 , CPC ;
-clean , full driving licence ;
-goods vehicle experience ;
-mechanics knowledge ;
-customer service experience ;
-loading and unloading vehicles ;
-manual and automatic vehicle experience ;
Personal
-Able to multiple relationships at different levels .
-Strong communication and analytical skills.
-Problem solving and prioritising skills.
-management skills.

Career summary 
Distribution company 
HGV driver 2016-present 
Competencies
Full understanding of transport operational systems.
Able to work diplomatically in a unionised environment.
Able to operate effectively in a high volume service driven transport operation.
Possessing a good understanding of all relevant legal compliance and fleet controls.

Outline
Ensuring successful and timely delivery of all customer goods within their allocated time frames , maintaining the vehicle and executing high standards of vehicle and personal appearance at all time .
Ensuring outstanding goods delivery by conducting large volume deliveries in a timely manner from warehouse to store locations ;

Key responsabilities 
-delivering a wide range of products to multiple addresses within a working day;
-remaining calm while working under pressure to deliver goods within a specified time frame ;
-following schedules and rotas and planning these with the transport manager ;
-implementing mechanics knowledge to conduct vehicle repair and reporting to manager;
-ensuring personal safety and the safety of fellow drivers and pedestrians ;
-picking the client orders to exact specifications for delivery quickly and effectively ;
-loading and unloading services , breaking down pallet good for the customer;
-implementing good numeracy skills when managing customer goods;
-assisting the customer with any enquires once the goods have been delivered ;
-helping customers with their delivery once unload from the vehicle ;
-inspecting the vehicle regularly to ensure it is in good working order ;
-ensuring each delivery is correctly picked and loaded ahead of delivery ;
-conducting vehicle safety checks prior the commencing travel ;
Key achievements :
-maintaining a 100 % clean , accident –free driving record over 5 years ;
-ensuring a perfect achievement record for delivery picking for the full 5 years ;

ACADEMIC QUALIFICATIONS:
Skills for workplace ,leadership and management –University of South Wales Trinity St. David –Level 6  2020-2022
REFERENCES – Available on request.
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Mark Davies 
Director –logistics company
Bridgend 

Dear Sir ,
I am writing to apply for the Transport Manager position at Davies Logistics Ltd .Over my 5 years working as HGV driver , I accumulated extensive experience and skills . I wish to apply for this exciting opportunity at  Davies Logistics ltd , as this job aligns with my goal to utilize my unique skills.
In my role as HGV driver , I have prover  to be reliable , professional and efficient .
I have continually strived to improve the functionality of my workplace by developing and implementing new systems . I was repeatedly commended for my ability of improvement and execute successful solutions to problems .
I am highly motivated and progress –focused in transportation and logistics with long –standing background in this industry .
Throughout the course of my carer , I have perfected my dispatching and route planning abilities. I am a capable and consistent problem-solver skilled at prioritizing with proficiency . 
I believe that my combination of skills , experience , and a positive attitude makes me an ideal candidate to fill this position . If there is any more information that you would like me to provide , please do not hesitate to contact me .


Sincerely , 

Olivian Majorant  
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Learning Styles Quiz
1/2 Learning Styles Quiz EMTRAIN WP 8 Learning and teaching concepts and methodology
olivian majorant
Learning style match %
Pragmatist style 0.313
Activist style 0.235
Reflector style 0.235
Theorist style 0.105
Your primary learning style. Match: 0.313

Pragmatist style

Pragmatists need to be able to see how to put the learning into practice in the real world. Abstract
concepts and games are of limited use unless they can see a way to put the ideas into action.
Pragmatists are likely to be experimenters, trying out new ideas, theories and techniques to see if
they work. They may act quickly and confidently on ideas, getting straight to the point, and may lose
patience with lengthy discussions. Learning methods especially suited to pragmatists include:
Practicals Case studies Problem setting Discussions You might want to think about incorporating
methods that are thought to be effective for other learning styles.

Your secondary learning style. Match: 0.235

Activist style

Activists like to immerse themselves fully in new experiences. They enjoy the ‘here and now’, and
tend to be open minded, enthusiastic and flexible. They have a tendency to act first and consider the
consequences later, and they often seek to centre activities around themselves. Learning methods
especially suited to activists include: Brainstorming Problem setting Group discussions Roleplaying
You might want to think about incorporating methods that are thought to be effective for other

learning styles.
Your tertiary learning style. Match: 0.235

Reflector style

Reflectors prefer to stand back and observe. They tend to be cautious, preferring to take a back seat.
They like to collect and analyse information to help them reach their conclusions, which they may
take considerable time and effort to develop. Reflectors see the big picture by using information
gathered from previous experience as well as the here and now. Learning methods especially suited
to reflectors include: Paired discussions ,Self analysis questionnaires, Time out [simply build in
sufficient breaks to make space for the reflectors] ,Showcase / Demonstrations, Feedback from
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The VARK Questionnaire (Version 7.1) How Do | Learn Best? Choose the answer which best explains
your preference and circle the letter(s) next to it. Please circle more than one if a single answer does
not match your perception. Leave blank any question that does not apply.

1. You are helping someone who wants to go to your airport, the center of town or railway station.
You would:

a. go with her.
b. tell her the directions.
c. write down the directions.
@draw, or give her a map.
2. You are not sure whether a word should be spelled ‘dependent’ or ‘dependant'. You would:
a. see the words in your mind and choose by the way they look.
b. think about how each word sounds and choose one.
@find it online or in a dictionary.
d. write both words on paper and choose one.

3. You are planning a vacation for a group. You want some feedback from them about the plan. You
would:

escribe some of the highlights.
b. use a map or website to show them the places.
c. give them a copy of the printed itinerary.
d. phone, text or email them.
4. You are going to cook something as a special treat for your family. You would:
a. cook something you know without the need for instructions.
b. ask friends for suggestions.
@ook through the cookbook for ideas from the pictures.
d. use a cookbook where you know there is a good recipe.
5. A group of tourists want to learn about the parks or wildlife reserves in your area. You would:
a. talk about, or arrange a talk for them about parks or wildlife reserves.
b. show them internet pictures, photographs or picture books.

@ake them to a park or wildlife reserve and walk with them.
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Application form

Address . 46.7/EOL. TNSAVT
Pottede Cr /PRI .
Phone ..A.776.987.9FF

Name . QLA AN, LIAJOR ANT

|
Education and training

Details . S&114.5. 7R gk PLACE LEADER S48 / 2 yE s g
bR/vEE(#@Y] ANy MANA GE MEN]
CEVEL &
Information in support of your application

Please include any skills, experience and qualifications you have acquired
that can support this application whether within the working environment
or outside.

Details .. 2. {EARS.LRRY. ARNER CHGK )

Do you consider yourself to have a disability?
Yes No

please tell us if there are any ‘reasonable adjustments’ we can make to
assist you in your application or with our recruitment process

Do you need a work permit to work in the UK? Yes No
When can you start work for us?
..#.5..5.0.%.11@...??055/64{

References
please give the names and addresses of two persons as referees - other

than your present employer or relatives - who we can approach now for
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references. No approach will be made to your present or previous
employers before an offer of employment is made.

7 -

1. dAVIES. L3G87Tc 5 LTA

WARK QAV/IESL - A/RECTOR

o= ﬁodﬁe — JRECTO R  ANE MANACER

I confirm that to the best of my knowledge the information I have
provided on this form is correct and I accept that providing deliberately
false information could result in my dismissal.
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Feedback for BMSK4005 2020

Name: Olivian Majorant

Answering difficult questions

He spoke well, even though English is not his first language

Knowledge of Job

He has a very good knowledge of the role being interviewed for.

Knowledge of organisation

He works for the company and he demonstrated a good knowledge.

Research

He demonstrated Some research.

Relaxed

He was quite relaxed and though he stated before the interview that he
was very nervous, he did not demonstrate man y nerves.

Communications

Spoke well. well thouaht ot
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He seems that he could be a prime candidate with his background
knowledge.

Quite a good interview.

Issues:

He could have beware of stating Weaknesses, with saying that you are
currently working on it (nerves) and it is getting better.
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