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[bookmark: _1ci93xb][bookmark: _Toc213243672]Introduction

As the manager of a care home supporting the elderly, it is vital for there to be effective leadership and management as this will influence my staff into creating a standard of service, client wellbeing and overall performance and running of the company. My role involves the day to day running of the company and ensuring we deliver a first-class service providing clients with compassionate person-centred care, enabling them to continue living in their own home whilst respectfully carrying out our roles. I will demonstrate how I apply various leadership and management styles to create a strong, effective relationship with my staff thus creating a positive, professional, supportive environment for all team members.
To continue to develop professional skills, a Continuous Professional Development plan is essential to continually improving our knowledge, skills and experience throughout our career. It helps to remain effective, adaptable and confident in an ever-changing workplace. CPD shows employers that you’re committed to growth and improvement. 


[bookmark: _3whwml4][bookmark: _Toc213243673]1.0 Identify learning styles for self and another 

To improve, there needs to be an understanding of the various learning styles therefore it is essential we understand what works best for us to ensure progression, training and knowledge to suit everyone. I will use three of the following learning styles for myself and two for my employee. HONEY AND MUMFORD (1986) VARK (Fleming 1987) and DANTEC 2006 
HONEY AND MUMFORD (1986) Builds on Kolb’s Experiential Learning Theory (1984)
This style of learning is based upon four learning preferences that will reflect how a person processes information and experiences. Understanding your learning styles helps you recognise the kinds of activities and environments that best suit.
Activist – An activist will learn more effectively through a more hands on approach, challenges and direct involvement.
Reflector – Someone who would prefer to listen, watch and carefully assess before acting. Weighing out various options before applying themselves.
Theorist – Will prefer to grasp the concepts and understand the reasoning behind it. Gain logical explanation and facts before coming up with a plan on how to proceed.
Pragmatist – A person that deals with a situation in a practical and sensible way, focusing on what works other than theories.
Understanding the HONEY AND MUMFORD learning styles is crucial for a care home manager as it enables tailored staff training, better team collaboration, enhanced job satisfaction and ultimately improve quality care. It allows me as a manager to move beyond a one size fits all approach to management and development, creating a more inclusive, productive and person-centred work environment.
VARK (Fleming 1987)
A learning style model developed by Neil Flemming that categorizes learners into four main types based on their preference for different sensory modalities:
Visual – Learners who prefer to learn through seeing. They will respond well to diagrams, charts, maps and other representations of information.
Aural – Also known as auditory learners, someone who learns best through listening therefore would benefit from lectures, discussions and listening to podcasts.
Read/Write – A person who would prefer to have information presented to them in written words. They will learn more effectively by reading, taking notes and making lists.
Kinesthetic – These types of people would benefit more from a hands-on approach and would thrive through a physical activity.
Understanding the VARK learning style s is important for a care home manager primarily because it allows for more effective and tailored training, improve staff communication, enhanced job performance and ultimately, higher quality of care for residents.
DANTEC (2006)
The Dantec Learning Styles Questionnaire builds on Kolb’s (1984) experiential learning theory, which suggests people learn best by cycling through experience, reflection, conceptualisation and experimentation. By understanding your preferred style, it helps you identify the most effective ways to learn and recognise where you may need to adapt. Applying this learning style I can cater to diverse learning preferences, enhance skill development and reduce staff anxiety or burden when learning new skills.
Learning style results for Emma Gardner: 
HONEY AND MUMFORD – Reflector 
VARK – Multimodel
DANTEC – Analytic learner
My Reflector tendencies reflect appropriately as I much prefer to gather observations, take notes to re-evaluate and reflect after an exercise. I welcome group discussions to receive others’ opinions and feedback.
Being Multimodel enables me to use several modes, methods or forms of communication or data. It enables me to a more comprehensive understanding and richer interaction compared to relying on a single mode. Some examples of this are having something explained, reading about it and writing notes, then possibly discussing it with others to have a full understanding.
My Dantec results as an analytic learner shows that I am a detail-orientated individual who prefers a structured, logical and step by step approach to learning, focusing on facts and specific parts before understanding the whole concept
Learning style results for employee:
HONEY AND MUMFORD – Pragmatist
VARK – Visual and Kinesthetic
[bookmark: _2bn6wsx]My employees preferred learning style as a pragmatist will enable me to determine how to apply practice as they need to understand why something matters therefore, I would use a hands-on training and demonstration and allow them to practice skills during shadowing. I would demonstrate a technique once, then have them try with my guidance. This will also apply to their visual and kinesthetic learning styles as a demonstration, i.e a new moving and handling technique would prove more effective to them.


[bookmark: _qsh70q][bookmark: _Toc213243674]1.1 Development needs for self & another

To determine our development needs I used the following SWOT analysis attributed to the work of Albert Humphry in the 1960’s (Panagiotou 2003) Along with GAP ANALYSIS. These conclude our strengths, weaknesses, opportunities and threats. The benefits of using these tools are to identify inefficiencies and areas needing improvement, enhancing resource allocation and prioritization, facilitating continuous improvement and performance optimization, informing strategic planning and decision making and strengthening competitive advantage by focusing on critical growth areas.

	[bookmark: _3as4poj]
SWOT Emma Gardner 


	
STRENGTHS

Work well as a team and independently
Punctual
Fluent in Welsh
Friendly
Helpful
Driven


	
WEAKNESSES

Lack of confidence in myself







	
OPPORTUNITIES

Completing this course and obtaining a degree
Work my way further up the ladder in my employment



	
THREATS

Gaps in skills could appear to make me seem less competent

Childcare issues




	
SWOT Person 2


	
STRENGTHS

Positive
Outgoing
Fluent in Welsh
Good communication
Motivated
Work well on my own



	
WEAKNESSES

Poor time management
Lack self confidence
Struggle asking for help





	
OPPORTUNITIES

Learning new skills
Moving higher up in my career





	
THREATS

Having someone more outgoing willing to ask for help make me look like I'm not as committed however it's just that I lack confidence 






Identifying our strengths, weaknesses, opportunities and threats I can tailor a plan of action by converting challenges into learning opportunities.
Emma Gardner :
	Area
	Example from your SWOT
	What can you do to convert it 
	Who or what could support you
	What would success look like

	Weaknesses to strengths
	Lack confidence
	Build on what makes us lack confidence and in which area
	Online tools, family, friends and colleagues
	Getting a promotion and thriving

	Threat to opportunity
	Looking inadequate
	Gain confidence by learning the role
	Somone who’s knowledgeable in the field
	Having all the knowledge and tools to grow and thrive



Employee:
	Area
	Example from your SWOT
	What can you do to convert it 
	Who or what could support you
	What would success look like

	Weaknesses to strengths
	Poor time management
	Prioritizing and more efficient planning, conduct a time audit
	My manager, colleagues, attend a time management workshop and use a weekly planner
	Consistently hit target and deadlines, feeling more confident in my role

	Threat to opportunity
	Having someone more outgoing confident to ask for help
	Build confidence by ensuring i am fully capable of performing my role
	Shadowing a more confident colleague and listen to podcasts to help motivate my anxiety and build on my myself 
	Having more confidence in myself and being more supportive of myself and believing i am fully capable


 
Identifying our strengths and weaknesses I can then deepen my self-awareness using the Johari’s Window model (Luft & Ingham 1955) 
The Johari Window:
	Arena
	Blindspot

	Something we & others know about us i.e name, hair colour
	Other people know about us – others perception

	Facade
	Unknown

	Something I know but others don’t i.e medical issues I don't want to share with others
	Future – Change... The unknown but it’s coming



Gap Analysis - Emma Gardner 
	Current State
	Analysis
	Desired (future) State

	Positive and Outgoing
	Sociable, warm and emotionally stable who thrives on social interactions, cares about others and approaches life with enthusiasm and an open mind
	Personal and professional growth.
Positive impact and contribution.
Environments with low conflict
A sense of purpose

	Fluent in Welsh
	Having a competitive advantage
	This is a matter of both need and respect as a language is a core part of a person's identity, thus providing the ability to offer a better understanding, enhance dignity and help the client to feel heard.

	Motivated 
	Always willing to learn to stay relevant in my role
	Strive to be the best to continuously be better



Gap Analysis – Employee
	Current State
	Analysis
	Desired (future) State

	Works well independently
	Able to carry out tasks assigned to me in an efficient manner without the support of others 
	This will show how i would be competent as a manager in the future if a position arises 

	Good communication skills
	Confident in my ability to relay information when required
	Shows a good understanding of a situation and being competent in relaying when needed again in a managerial role. 



By understanding each individual capabilities, I am then able to put them into practice to identify future competencies required to improve the quality and safety of patient care, ensuring regularity compliance and optimizing staff performance, resource and retention. Support ongoing workforce planning and decision making.

[bookmark: _1pxezwc][bookmark: _Toc213243675]1.2 Potential barriers to learning and Strategies for overcoming them

As a care home manager I may face multiple obstacles to learning, such as limited time due to staff oversight and budget responsibilities, inconsistent organisational procedures around training and performance, pressure and resources. I can address these barriers by establishing clear and consistent protocols, ensuring staff have adequate time for training and supervision for better outcomes. Influenced by Graham Gibbs’s Reflective Cycle 1988.

Potential Barriers - Emma:
. Emotional barriers – fear of failing which stems from lack of confidence.
. Physical health issues – Impacts my energy levels and focus thus impacting my ability. ‘

Strategies To Overcome Barriers – Emma
Surround myself with a supportive community. Recognise my fear and reach out to a mentor or councillor that could help me work through it and prioritize self-care.
 
Potential Barriers - Employee:
. Fear of speaking up

Strategies To Overcome Barriers - Employee:
[bookmark: _49x2ik5]Combine personal preparation with effective communication strategies and make use of the companies reporting procedures. Strengthening your confidence and understanding the correct channels will help to raise concerns safely and constructively.
[bookmark: _147n2zr][bookmark: _Toc213243676]1.3 Development options 

To learn and develop through personal CPD I would conduct the previous methods of SWOT and GAP ANALYSIS strategies to provide a professional approach to create professional competencies for myself and staff.
Development Options – Emma:
Make sure I am up to date with all relevant training and procedures therefore can stay on top of every day-to-day need for the company and clients.
Development Options – Employee:
Create a plan to assure all staff are fully trained in each aspect. I will do this by completing all relevant training, shadowing and supervising. Arrange meetings and workshops, supply training videos and courses where needed.



[bookmark: _3o7alnk][bookmark: _Toc213243677]1.4 support mechanisms for the development of self & another

I would impliment the GO MAD model (Gilbert & Chakravorty 2002) to help turn ideas into action and focusing on why something matters and how we will achieve it. I will evaluate the internal and external support. 
Internal Support:
Guidance from senior managers through regular supervision and mentoring.
HR assistance with training and wellbeing making sure there's sufficient training for staff to manage workload
Establishing policies and procedures, allowing staff to feel confident in the role.
Wellbeing and mental health support.
External Support
Family and friends – relying on them for childcare
[bookmark: _23ckvvd]Professional and peer support, skills for care offers comprehensive support and information for registered and front-line managers, including Registered Manager membership, access to local networks.

[bookmark: _Toc213243678]1.5 Plan of action
[bookmark: _ihv636]
Emma:
	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

	Improve leadership and staff management


	Complete a leadership and management training module
	Time allocated to complete training
	By completing the module 
	12 weeks 

	Improve staff training 



	Create a tailored training plan
	HR support and various suitable training systems
	Having fully competent and committed staff
	Monthly 

	Be fully knowledgeable in my Applied Leadership and Management Course and pass my assignments



	Attend each class, complete workbook and assignment on time
	Classes
Research
Time to complete assignments
Course lecturer 
Family to help with childcare to attend classes.
	Passing assignments and graduating at the end
	23rd of November




Personal Objectives

	Short Term Goals (next 12 months)

	Pass assignment
Attend workshops to better my leadership roles


	Medium Term Goals (2-3 years)

	Being fully trained in all aspects of my role and having fully competent, reliable staff



	Long Term Goals (3-5 years)

	Become even higher in my position






Employee:
	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

	. I want to be more confident in speaking up when in certain uncomfortable situations, fear less what others think of me when I know I'm competent in my role.



	. Become confident and knowledgeable in my role to confidently assert opinions, suggestions and raise issues without fear
. Foundational work 
. Anxiety management techniques
	. Organisational policies and training
. Workshops
. Regular one to ones with manager

	. Personal self-reflection, keep a diary of times i was confident to speak up
. Team receptiveness – monitoring how colleagues respond to me I'm discussions and meetings
. Mentorship progress

	Weekly

	Become a manager 


	. Gain experience in a senior position. Obtain the relevant qualifications
. Develop essential skills

	. Shadow my manager 
. Complete the necessary qualifications
	. Collect feedback from residents and their families
. Receive diplomas
	8 Weeks




Personal Objectives

	Short Term Goals (next 12 months)

	Build on my confidence 
Complete tasks efficiently
Start relevant courses 

	Medium Term Goals (2-3 years)

	 Complete diplomas needed to move up the ladder


	Long Term Goals (3-5 years)

	Become a confident manager




[bookmark: _32hioqz][bookmark: _Toc213243679]1.6 Monitor progress

I will monitor progress through reflection as it helps us understand ourselves, improve performance and take ownership of our development and turn experience into learning. Reflective practice such as SMART goals in our PDP and CPD record. Other tools such as Driscol’s Model Of Reflection (2007) simplifies reflection in three stages – WHAT? SO WHAT? And Now What? A process derived from Borton’s (1970) development framework.
Emma:
Monitoring feedback from staff, residents and families
Regular meetings with my manager
Conduct staff progress reports
Employee:
Review training and workshops attended
Regular meetings to discuss the utilization of wellbeing tools available
Monthly reviews 

[bookmark: _Toc213243680]1.7 Conclusion

Throughout this process I have learned that as a Reflector, I work better through taking notes, processing the information and then discussing when applicable to ensure understanding. Along with being Multimodel, having something explained to me, then reading/researching allows me to apply myself confidently. Understanding that my employees learning style differs from my own, ensures i can effectively apply the support, training and understanding they require. As a visual learner, videos demonstrating handling procedures would work best along with their kinesthetic learning styles. Our CPD report outlines a structured, personalised roadmap for ongoing development. It supports both building skills needed to work effectively together and uphold high professional standards. Barriers can stop us from learning/progressing, therefore identifying them and planning strategies to overcome them.


[bookmark: _Toc213243681]Reflection on the Recruitment process

Completing this assignment has made me realsie that I need to have more confidence in my abilities. Stop allowing my health to be a roadblock to my future progression. Having two daughters and wanting to show them that you can achieve almost anything if you put your mind to it. When you hit rock bottom and have people relying on you, the only way is back up, all the way to the top, where I intend on being. The various learning styles completed has helped me to map out the path that needs to be taken to get me to my goal. Having a structured CPD has shown me that proactive development and reflective practice is essential to overall growth GIBBS’ Model of Reflection (1988) 
[bookmark: _1hmsyys]
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	Continuous Professional Development Plan - Emma Gardner

	
	
	
	
	
	

	Formal
	Informal
	Date
	Duration
	Status
	Details

	
	
	
	
	
	

	ILM Level 4 Diploma in Leadership and Management
	
	2025
	1 Year
	In Progress
	ILM

	L4 Certificate of HE Applied Leadership and Management 
	
	2025
	1 Year
	In Progress
	University of Wales Trinity Saint David
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