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[bookmark: _Toc98953687]Introduction
The following is a portfolio report that will describe my “skills and competencies” using personal SWOT analysis and a PDP Plan. It will then define “learning and development” training and its importance within a workplace. It will also assess the learning and development of employees in an organisation with the help of a range of theories. Lastly, it will include a reflection and assessment of my learning through the “Schon Model” of reflection. 

[bookmark: _3dxlw6gghlrl][bookmark: _jga2toc4hciu][bookmark: _Toc98953688]1: Own Skills and Competencies
[bookmark: _v8dv3jxg2yah][bookmark: _Toc98953689]“Personal SWOT Analysis”
	Strengths
	Weaknesses

	· I am well-versed in a manager’s role within an organisation.
· My soft skills are excellent, and I am a quick learner who can adapt to different circumstances.
· Others view my communication skills and people skills as my potential strengths.
· I am an effective leader and an innovative individual with excellent organisational skills.
	· I have yet to learn in-depth about Bunzl PLC and its set of management practices concerning its distribution channels and marketing tasks.
· I lack efficient practice as a democratic leader which I intend to follow further on my career path.
· I also lack proper knowledge on the effective use of digitally influenced advertising trends as I have been practising traditional advertising to date. 

	Opportunities
	Threats

	· As a well-versed, experienced, and with a diverse skill set, I have numerous opportunities to develop my transferable skills.
· I also see my lack of knowledge about Bunzl’s newly developed ways of doing business as an opportunity to refine myself as a professional. 
· With effective communication, people, and management skills, I have the potential of achieving support from my colleagues who will help me develop further.
	· The rising competition within organisations and their talent pools can function as a threat to me as I will have to deal with challenging opponents while developing myself.
· I will have to be mindful of not letting my weaknesses hinder my efficiency in managing my responsibilities.
· The competition between professionals of different organisations has increased significantly as everyone is developing at a fast pace, so I must focus on my performance improvement closely (Agranovich et al., 2019). 


Table 1 - “Personal SWOT Analysis”
(Source - Created by the learner)
[bookmark: _uwo473po3qib][bookmark: _Toc98953690]“Personal Development Plan”
	PDP
	Duration 16 months

	Current Skills/situation
	I am undertaking a professional development course in business management, and I continuously read various articles from the trade press along with relevant books and journals to refine my skills.

	Career Goal(s)
	I am aiming to get promoted as a Senior Marketing Manager in Bunzl PLC. 

	Skills Gap
	I lack in-depth knowledge of the correct range of Bunzl’s distribution channels and practices.
I intend to learn more about the processes of forecasting, reporting, and estimating market sales.
I also lack more knowledge and experience in effective advertising, so I want to gain more in-depth knowledge of recent advertisement practices (Younas and Waseem Bari, 2020). 

	Actions 
	I have already organised my added courses on marketing and advertising management lessons and real-world practices.
I will further get appointments with two of my associates who are experienced business managers to learn more about marketing management from them.
I will also enrol in a weekly online course for marketing professionals to learn more about digitally influenced advertising methods. 

	Evaluation
	Every 4 months. 


Table 2 - “Personal Development Plan”
(Source - Created by the learner)
[bookmark: _76nzsiav6tw3][bookmark: _Toc98953691]2: “Learning and development training and its importance”
“Learning and development training” within an organisation is essential to increase its profitability, performance levels, efficiency, and quality of work while effectively keeping employees. The implementation of this process within organisations supplies effective ways to address the human needs present within the workplace while improving their learning through “leaps and bounds” (De Clercq et al., 2018). Organisations investing in their people with the help of learning and development practices are largely viewed and more favourably recognised by employees in terms of achieving proper job satisfaction. In comparison to these organisations, the ones that do not value learning and development are not favoured much by their employees. 
[bookmark: _wqvqiscqch47][bookmark: _Toc98953692]“Assessment of learning and development training theories for employees”
“Learning and development” have become one of the most vital aspects of the lives of business professionals and I particularly value learning in a work culture (Prasad, 2020). As a business professional, I have had the experience of learning through a range of styles and types of learning approaches (Grit, 2019). On that account, I have mentioned some of the most effective learning and development theories that can support the L&D process of employees.
[bookmark: _nebwqy7akgtr][bookmark: _Toc98953693]“Social Learning Theory”
This is one of the most effective theories I have used to train and develop the employees under me because it emphasises the most basic form of learning of a human. It revolves around the identified fact that people learn most easily and effectively by seeing other people whom they believe and recognise to be more knowledgeable and credible (Illeris, 2018). Individuals accept the people who have achieved successes of great heights and consider them as their role models. Employees tend to learn new skills by either experiencing the consequences of their behaviours or by seeing others and the consequences they face due to their behaviours (De Clercq et al., 2018). Introducing this theory during the process of L&D training of Brunzl’s employees, I could set up a working environment and behaviour that consists of initiative-taking employees. Employees who have understood and incorporated this theory in their daily lives are the ones who see theirs as well as others’ behaviours to learn from and improve consistently.
[bookmark: _od9183l93icm][bookmark: _Toc98953694]“Goal-Setting Theory”
It is a given that setting goals helps every individual as well as organisation to stay committed towards the achievement of those goals. According to Latham and Locke (2018), goals are capable of influencing one’s behaviour to the extent where they are inclined to understand the importance of self-evaluation and self-actualisation. as a person has to go through a thorough development and training process to achieve certain goals. On that account, reflecting on my personal experience, I have been initiative-taking with the help of goal-setting theory to achieve my long-term as well as short-term goals within the organisations. Hence, using this theory for the training and development of employees in Bunzl has allowed motivating them to focus on self-development while continuously working towards the effective achievement of their set goals (van Loon, 2019). 
[bookmark: _4xmwku87mo9h][bookmark: _Toc98953695]“Reinforcement Theory”
This theory emphasises the instances where people tend to be motivated to either avoid or perform certain behaviours depending on the past outcomes achieved as a result of those behaviours. Reinforcing employees’ good behaviours can result in increasing their performance significantly while encouraging them to repeat those behaviours every time. Hence, this theory assumes that behaviours are repeated when reinforced and extinguished when not reinforced (Boakes, 2021). I chose this theory because it helped me to provide the employees of Bunzl with adequate encouragement and motivation to perform their best. In doing so, I incorporated both positive and negative practices of reinforcement.
· Through positive reinforcement, I could strengthen their behaviours by rewarding positive behaviours and outcomes through measures like target achievement bonuses, salaries, awarding best performers, and promoting the best achievers. 
· Negative reinforcement has also helped me strengthen the employees’ behaviours and to stop them from repeating unpleasant or negative behaviours that can prevent them from obtaining rewards or promotions. For instance, when an employee neglects his training programme or does not execute his training while completing his tasks, he knows the consequences of doing so (Mone and London, 2018). That individual understands that he will not be considered for the reward or the promotion if he does not support his positive behaviour. 
I was a manager for Bunzl have been successful in supporting a workforce with high potential and productivity with the support of these theories. Appropriately implementing these theories in practice has enabled me to provide my employees with insights on effective learning and development during the training process. 
[bookmark: _hmjduupeo8xs][bookmark: _Toc98953696]3: “Application of reflective model for assessment and reflection on learning”
Reflective learning as defined by Schaathun (2022), is the process of learning through which individuals learn by reflecting on their past and present experiences to gain insights into their self-developments and practices. The process of reflection can be described as a systematic approach of reviewing processes for the individuals to gain insights from one experience to another while ensuring that they are making maximum progress. To supply an effective reflection of how I experienced the necessity and effectiveness of employment legislation at Bunzl, I am using the “Schon Model of Reflection, 1983”. This model is one of the most common professional models to reflect on during and after situations of an instance. It enables individuals to perform “reflection-in-action and reflection-on-action” which refers to reflecting on the ongoing action and then evaluating the completed action on what could have been done differently (Schaathun, 2022). Through this model, I can reflect on the instance I experienced and find what I should do and avoid in the future if similar situations were to occur. 
Thinking back on my experience as a trainer, I have achieved high-quality knowledge and understanding of “learning and development training” which can aid me throughout my journey as a manager. Along the way, I have come to understand the importance of incorporating and adhering to the law’s surroundings employment within a workplace (Prasad, 2020). As one of the administrative heads of the organisation, I must understand what the regulations are governing employment practices and what are the consequences of breaching them. While performing the “learning and development training” at the workplace, I ensured that everyone around me was informed about the employment laws and workplace regulations one must adhere to. To set up a safe and favourable workplace, understanding and incorporating the guidelines of “the Employment law” is vital for every organisation. The “Employment Law of the UK” is put in place to ensure the safety of both employees and employers (Croner Group, 2022). This legislation covers employees’ holidays, dismissal, discrimination, pay, and many other areas while protecting the rights of the workers and safeguarding the employers’ while keeping their relationships fair. 
“Reflection-in-action”
All of the above-listed rules and regulations cover the overall safety and security of working people and their rights. On this account, I trained new employees in Bunzl and managed them during the entire “learning and development process”. In doing so, I had to be specifically considerate to not violate any of the rules and regulations surrounding employment. During the recruitment to the training process, the management of Bunzl managed each individual with care and respect and ensured that no one was harmed in any way throughout the process. After that, the recruits in the marketing department went through a tough yet knowledgeable process of learning and development managed by me. I ensured that everyone working on the training process adhered to “Employment Rights Act 1996” and that everyone was informed of “The Health and Safety at Work etc Act 1974” and how to follow it (acas.org.uk, 2022). After the completion of the training process, I found that most of the employees who got recruited were happy with how I treated and managed them during the entire training.
“Reflection-on-action”
Through this instance, I could understand the organisation appropriately adhered to the employment legislation to its fullest potential. It is why I was informed about necessary rules and regulations to be followed and could ensure its effective incorporation in practice (van Loon, 2019). I can hereby assert that I had an experience working within Bunzl and promoting its practices effectively. Nevertheless, although I could ensure that everyone was informed about the respective laws and guidelines and followed them accordingly, I still have a lot to learn about various other policies, Acts, and regulations that must be incorporated. So, before beginning with any training process in the future I will first plan on what type of awareness concerning employment legislation I intend to promote. I will also make sure that I myself am fully-fledged to support almost every member with effective knowledge and skills. 

[bookmark: _gymasmnx562d][bookmark: _Toc98953697]Conclusion
[bookmark: _4a8afe7t079m]The overall study concludes that an individual’s skills and competencies were assessed based on their experience as a business professional and a suitable SWOT analysis and PDP was provided. Following that, the effective “learning and development training” process using different theories was explained. Lastly, the overall reflection and assessment of the learning process were supplied using the Schon model while considering the employment legislation of the UK.
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