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

I learn best through diagrams, flow charts, pictures, and watching processes being demonstrated. Visual information helps me retain instructions and understand procedures clearly in my role as a career.
Honey & Mumford (1986): Pragmatist
I prefer learning by applying ideas to real-life situations. Practical demonstrations and hands-on experience are particularly effective for me.
Johari Window (Luft & Ingham, 1955): Learning Through Feedback
Receiving constructive feedback helps me identify blind spots and improve my performance. Feedback from colleagues, service users and supervisors supports my growth.
Learning Styles of the Other Person (Bus Driver)
Honey & Mumford (1986): Pragmatist
Like me, the bus driver learns best through practical experience, problem-solving, and applying learning directly to tasks.
Kolb Learning Cycle (1984): Reflective Observer
He prefers to learn by watching others first, reflecting on experiences, and then trying new approaches. This aligns with the reflective observer stage of Kolb’s cycle.
[bookmark: _2bn6wsx]
[bookmark: _qsh70q][bookmark: _Toc213243674]1.1 Development needs for self & another
Understanding development needs is essential to improving performance and supporting professional growth in the workplace. For this analysis, development needs are considered for myself in the role of carer, and for another individual working as a bus driver. Identifying development requirements helps align skills with job expectations and supports continuous professional development (CPD), a key component of effective leadership and management in practice (CIPD, 2021).
My own development needs relate closely to my preferred, I am learning styles. learn best through visual methods, which means I benefit from diagrams, demonstrations, and structured written instructions. The learning styles also identify me, meaning I prefer hands-on, practical opportunities where I can test ideas and apply learning directly to real situations. In addition the model highlights that development for me involves increasing self-awareness and seeking constructive feedback from colleagues and supervisors to reduce “blind spots” (Luft & Ingham, 1955). As a carer, these insights show the need to improve confidence in leadership duties, communication with service users, emotional resilience, and record-keeping accuracy.
The other person, a bus driver, also identifies as a Pragmatist under Honey and Mumford’s framework, favouring learning that is practical and task-focused. However, they also align with Kolb’s reflective learning style, meaning they learn effectively through reviewing experiences and considering how situations could be approached differently. Based on their learning preferences and job role, their key development needs relate to conflict management, communication with passengers, understanding safeguarding principles, and improving time-management and route planning efficiency. Comparing both sets of development needs, a common theme is the importance of communication skills and reflective practice. While I require improved emotional resilience and confidence due to the demanding nature of care work, the bus driver benefits more from developing risk awareness and decision-making in real-time situations. 

	[bookmark: _3as4poj]
SWOT Person 1


	
STRENGTHS
 
 Strong empathy and compassion when supporting service users.
 Good practical skills and a preference for hands-on learning (Pragmatist).
 Visual learning preference helps with understanding procedures, diagrams, and care plans.
 Able to work effectively as part of a team.
  Willingness to receive feedback (Johari Window), improving personal growth.




	
WEAKNESSES

 Documentation and written communication need improvement.
 Limited confidence in leading others or delegating tasks.
 May struggle with reflective writing due to preference for practical learning.
Time management can be challenging during busy shifts.




	
OPPORTUNITIES

Access to further training such as dementia awareness, communication courses, and leadership programmes.
Opportunity to take on more responsibilities, e.g., shadowing senior carers.
 Support from supervisors through supervisions and feedback.
Availability of visual learning resources (videos, posters, demonstrations).





	
THREATS


  Heavy workload may reduce time for training.
 Potential stress from emotionally demanding care situations.
Risk of skills gaps if training is delayed or unavailable.
 Changes within the care sector may require new competencies.






	
SWOT Person 2


	
STRENGTHS
Good practical skills and a Pragmatist learning style.
Calm and patient when dealing with passengers.
Experienced in safe driving and route knowledge.
Strong ability to reflect on situations before acting (Kolb’s reflective learner).



	
WEAKNESSES


May avoid training that feels too theoretical.
Limited conflict-management skills when dealing with difficult passengers.
Stress levels may rise due to long hours or challenging routes.




	
OPPORTUNITIES

May avoid training that feels too theoretical.
Limited conflict-management skills when dealing with difficult passengers.
Stress levels may rise due to long hours or challenging routes.
Reflective style may slow down decision-making during emergencies.


 
	
THREATS

May avoid training that feels too theoretical.
Limited conflict-management skills when dealing with difficult passengers.
Stress levels may rise due to long hours or challenging routes.
Reflective style may slow down decision-making during emergencies.






Gap Analysis person 1 
A gap analysis highlights the difference between the skills required for effective performance in the caring profession and my current abilities. My role demands strong verbal communication, emotional resilience, accurate record keeping, safeguarding knowledge, and the ability to work collaboratively within a multidisciplinary team. While I demonstrate compassion, reliability, and strong practical care skills, several gaps remain that could limit long-term career development.
Although I communicate well in routine care tasks, I can struggle when handling conflict, distressed service users, or communicating sensitive information. This limitation could reduce the quality of support I provide, particularly in complex cases where calm, confident responses are essential. Emotional resilience is another development gap, as I occasionally find it difficult to separate personal feelings from work pressures. Research shows that resilience is a critical competency in care settings where staff routinely face emotional strain (Jackson et al., 2007).
Gap Analysis person 2 
The gap analysis for the bus driver identifies the difference between their existing skills and the competencies required for safe, efficient, and customer-focused service delivery. The bus driver demonstrates strong practical driving skills, punctuality, and familiarity with routes; however, several areas require improvement to fully meet the demands of the role.
Although the individual communicates adequately during routine tasks, they experience difficulty managing passengers who are agitated, intoxicated, or refusing to pay fares. Effective public-facing roles require calm conflict resolution and assertive but respectful communication (Transport Focus, 2020). This gap can lead to stressful encounters and inconsistent service standards.
Another development gap relates as a public transport professional, the driver may encounter vulnerable individuals such as children, older passengers, or those experiencing distress. Their current knowledge of safeguarding procedures is limited, which presents a risk to passenger welfare and organisational compliance standards.
Additionally, the driver identifies a need to strengthen situational awareness and risk assessment. Although their driving ability is competent, unexpected situations—such as road closures, aggressive behaviour, or sudden traffic hazards—require quick decision making. This is an area where further development would enhance safety and confidence.
Finally, the driver has expressed a desire to improve time-management and route-planning skills. Delays caused by traffic, diversions, or slow boarding times can create pressure. Strengthening organisational techniques and reflective practice would help them identify patterns and plan more effectively, consistent with their reflective learning style identified in Kolb’s model

[bookmark: _1pxezwc][bookmark: _Toc213243675]1.2 Potential barriers to learning and Strategies for overcoming them
Learning in the workplace is influenced by a range of factors, both personal and organisational. Identifying potential barriers to learning is essential for creating strategies that enhance professional development and ensure that training and development interventions are effective. In the context of my role as a carer and the other person’s role as a bus driver, barriers to learning arise from individual, environmental, and organisational factors, and addressing these is crucial to facilitate growth.
Both care and transport roles involve shift-based work, with high levels of responsibility and limited downtime. For carers, back-to-back care tasks can leave little opportunity for formal training or reflective practice, while bus drivers face rigid schedules that limit access to workshops or study time. Research indicates that insufficient time for learning reduces the effectiveness of training, as learners may be unable to consolidate new knowledge or skills. To overcome this, organisations can provide flexible training options such as microlearning, e-learning modules, or short practical workshops integrated into shifts. Time management strategies, including protected learning periods, can also support consistent skill development. Individuals may feel anxious about trying new tasks or fear failure, which can hinder engagement and progress. For carers, this might manifest as hesitation to lead colleagues or adopt new procedures, whereas bus drivers may be reluctant to participate in theoretical training or conflict management exercises. Overcoming these barriers requires creating a supportive learning environment, where constructive feedback is provided and mistakes are framed as opportunities for growth. 
In conclusion, learning barriers for both myself and the bus driver are multifaceted, encompassing individual, environmental, and organisational factors. 
[bookmark: _49x2ik5][bookmark: _2p2csry][bookmark: _147n2zr][bookmark: _Toc213243676]1.3 Development options 
Development options refer to the strategies, programmes, or activities that an individual can undertake to address identified gaps and enhance professional competence. For my role as a carer, development options focus on improving leadership, communication, documentation, and emotional resilience. Practical opportunities such as shadowing senior staff, participating in simulated care scenarios, and attending workshops on dementia care or safeguarding provide hands-on learning aligned with my Pragmatist and visual learning preferences (Honey & Mumford, 1986; Fleming, 1987). Additionally, structured e-learning modules, short courses on communication skills, and reflective writing exercises can help consolidate learning and bridge gaps in documentation and reflective practice. Integrating these options into regular work schedules allows learning to occur alongside practical experience, reinforcing knowledge through application.
For the bus driver, development options are tailored to the public-facing, safety-critical nature of the role. Scenario-based training in conflict management, customer service, and emergency procedures offers practical and reflective learning experiences consistent with their Pragmatist and Kolb reflective learning styles (Kolb, 1984). Regular refresher courses on health and safety, first aid, and route management enhance operational competence while reinforcing risk awareness. Peer learning opportunities, including team discussions and post-shift reflective sessions, provide additional insights and allow the driver to evaluate their own performance critically. Both roles benefit from development options that integrate theory with practice, use preferred learning styles, and allow for reflection, ensuring knowledge is retained and applied effectively.



[bookmark: _3o7alnk][bookmark: _Toc213243677]1.4 support mechanisms for the development of self & another
Support mechanisms are essential in facilitating learning and development, ensuring that both individuals can apply new knowledge and skills effectively. In my role as a carer, support mechanisms include mentorship, supervision, and feedback from senior colleagues. Structured one-to-one supervisions allow for personalised guidance, helping to address gaps in communication, leadership, and reflective practice. Access to visual resources, such as charts, videos, and practical demonstrations, complements my VARK learning style (Fleming, 1987) and reinforces learning through observation. Team meetings and peer discussions also provide opportunities to share knowledge, learn from others’ experiences, and gain constructive feedback in a supportive environment. For the bus driver, organisational support mechanisms play a critical role in promoting competence and confidence. Line manager guidance, occupational health services, and peer mentorship help develop conflict management skills, stress management strategies, and operational efficiency. Regular feedback from supervisors, coupled with reflective learning sessions after incidents or challenging situations, enhances self-awareness and supports continuous improvement. Structured access to training resources, whether online modules, workshops, or practical drills, ensures that learning is sustained and embedded in daily practice. Across both roles, combining formal organisational support with informal peer and mentorship structures maximises the effectiveness of development initiatives and aligns learning with professional requirements.




[bookmark: _Toc213243678]1.5 Plan of action
A plan of action provides a structured approach to addressing identified development needs and closing skill gaps for both myself as a carer and the bus driver. Effective planning ensures that learning is purposeful, measurable, and aligned with workplace objectives, thereby enhancing performance and career progression (Armstrong, 2020). For my own development, the plan focuses on four key areas: communication, documentation, leadership, and emotional resilience. To improve communication, I will participate in workshops focused on interpersonal skills and practice scenario-based interactions with colleagues. Documentation skills will be strengthened through structured training in record-keeping, complemented by feedback from supervisors to ensure accuracy and clarity. Leadership development will involve shadowing senior carers, taking responsibility for small team tasks, and reflecting on outcomes using the Johari Window model (Luft & Ingham, 1955) to identify blind spots and areas for improvement. Emotional resilience will be supported through participation in stress management sessions and reflective practice, enabling me to cope effectively with the pressures of care work.
For the bus driver, the plan of action addresses conflict management, safety awareness, customer service, and time management. Conflict management skills will be developed through scenario-based workshops that simulate difficult passenger interactions, allowing the driver to practice assertive and professional communication in a controlled environment. Safety awareness and operational competence will be enhanced through regular refresher courses on emergency procedures, first aid, and route management, supported by practical drills. Customer service skills will be strengthened via guided training on dealing with challenging situations and maintaining professionalism under pressure. Time management improvements will be achieved through reflective practice after shifts, supported by supervisors to identify patterns of delays and implement strategies for efficient route planning. Across both roles, development plans are tailored to individual learning styles, using visual, practical, and reflective methods to ensure knowledge is both understood and applied effectively (Kolb, 1984; Honey & Mumford, 1986; Fleming, 1987).
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Person 1
	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

	



	
	
	
	

	



	
	
	
	

	



	
	
	
	




Personal Objectives
Setting personal objectives is essential for professional growth and aligning development with career aspirations. These objectives provide a structured pathway for achieving skills, competencies, and career progression while supporting continuous learning and workplace effectiveness (Armstrong, 2020). Personal objectives should be realistic, measurable, and achievable within defined timeframes, reflecting both individual aspirations and organisational needs.

	Short Term Goals (next 18 months)

	Complete mandatory training updates (e.g., safeguarding, medication handling, infection control).

	Medium Term Goals (3-4 years)

	Complete Level 3 or Level 4 Health and Social Care qualifications.
Begin specialist training (e.g., dementia care, end‑of‑life care, leadership skills).




	Long Term Goals (4-5years)

	Lead quality improvement projects.
Support audits, policy development, or staff training.
Become a role model for best practice and professional standards











Person 2
	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 confidence in delivering person‑centred care


		
	Complete training modules; shadow experienced staff; practise skills during shifts


Complete training, modules and shadow shifts.
		Positive feedback from supervisor, improved confidence, fewer errors; ability to work independently



	Having regular supervision and plenty of feed back 
	6 months 


	Strengthen communication and record‑keeping skills
	Attend communication workshops; practise writing clear notes; ask for feedback
	Training sessions; guidance from senior staff; examples of good documentation
	Records are accurate and complete; supervisor signs off improvements
	6 months

	Gain a qualification (e.g., Level 2/3 Health & Social Care)
	Enrol in course; complete assignments; attend study sessions
	Funding support; study materials; time allocated for learning
	Qualification achieved; improved knowledge applied in practice
	12–18 months

	Develop leadership skills
	Take on small responsibilities
	Coaching from senior, opportunities to lead tasks
	Supervisor observes improved leadership
	18 months

	Improve understanding of dementia care
	Attend dementia‑specific training; read guidance; apply learning in practice
	Specialist training; access to dementia resources; support from dementia lead
	Demonstrated competence; positive feedback from residents/families; improved care outcomes
	6–12 months




Personal Objectives

	Short Term Goals (next 15 months)

	

	Medium Term Goals (2-4 years)

	

	Long Term Goals (4-6 years)

	








[bookmark: _32hioqz][bookmark: _Toc213243679]1.6 Monitor progress
For both myself as a carer and the bus driver, monitoring requires a combination of formal and informal methods. Formal methods include regular supervision sessions, structured performance reviews, and assessment against specific competencies such as leadership, communication, documentation, safety, and conflict management (CIPD, 2021). These sessions provide opportunities for objective evaluation, feedback, and adjustment of development plans if targets are not being met.
Informal monitoring is equally important and includes reflective practice, self-assessment, and feedback from peers and colleagues. As a visual and Pragmatist learner, I benefit from reviewing my performance against practical outcomes, such as the accuracy of care documentation or effectiveness in leading small teams. Feedback from colleagues allows me to uncover blind spots in my practice, identify strengths, and target areas for further development. Similarly, for the bus driver, monitoring includes observation of passenger interactions, adherence to safety procedures, and assessment of time management and route efficiency. Reflective learning (Kolb, 1984) and feedback from supervisors and peers enable the driver to identify successes and areas for improvement, ensuring learning is applied in practice.
Monitoring should be continuous and iterative, recognising that learning is a dynamic process. Adjustments to development plans are necessary when progress is slower than expected, or when new workplace challenges emerge. By integrating formal assessments, reflective practice, and constructive feedback, both individuals can ensure their development is consistent, measurable, and aligned with long-term professional goals.

[bookmark: _Toc213243680]1.7 Conclusion
In conclusion, effective leadership and management in the workplace require a structured approach to identifying development needs, planning appropriate learning interventions, and monitoring progress. This assignment has explored the development needs of two professionals: myself as a carer and a bus driver. Through analysis of learning styles, SWOT assessments, gap analyses, and reflection on personal objectives, it is clear that both individuals benefit from tailored development approaches aligned with their preferences and workplace demands.
For the carer, development focuses on communication, documentation, leadership, and emotional resilience, with practical, visual, and scenario-based learning supporting progress. For the bus driver, priorities include conflict management, safety awareness, customer service, and operational efficiency, supported by reflective practice and hands-on training. Barriers such as time constraints, learning style mismatches, and workplace pressures can impede progress, but strategies including mentorship, feedback, flexible training, and structured CPD records help overcome these challenges.
Ultimately, continuous learning, feedback, and reflection underpin professional growth in both roles. 
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CV 
Lucie-Anne Jones  |Curriculum Vitae
231 DanyGraig Road Swansea Sa18nl  |  07927497864  |  joneslucieanne@gmail.com
Personal Profile	
I am a very encouraging selfless and determined individual, I enjoy interacting with new people and find great satisfaction in helping others with their issues and complications. I am an incredibly open minded person when it comes to new challenges because it allows me to stretch my potential and aids me in my personal and professional development.

I can work efficiently and enthusiastically both in groups and independently. I listen to instructions very carefully to ensure that I can carry out tasks in satisfactory and exemplary manner to ensure maximum satisfaction for both myself and those in charge

I have extraordinarily strong interpersonal skills with a positive outlook and a can-do attitude. I am tremendously sociable which allows me to connect with co-workers and clients very easily, with my previous roles in other jobs I have learned how to work under pressure and in difficult circumstances this has allowed me to de-escalate challenging and aggressive behavior.
Skills & Abilities
Self Motivated
Punctual
Pro Active Worker 
Team Player
Eager To Be Challenged 
Organised 
Friendly
Strong Interpersonal Skills 
Computer Literate
Microsoft Literate
Customer Service
Can Work On Own Initiative 
Multitasker 
Customer Service Training 
Objection Handling 
Experience
	Contracted Care Worker — Pobl Llys Y Seren
As a Care Worker I have learned how to work under extreme levels of stress and a fast paced enviroment, it has allowed me to constantly think of new ways to tackle problems on a daily basis and look at things from different perspectives whether it be defusing challenging and aggressive behavior or doing activities with residents. As a Care Worker My typical responsibilities involve Administartating Medication, Assisting with personal care, Preperations of Meals and booking appointments and schedules for Medical/Health Related Reasons.

	May 2019— Present

	Hairdresser — Paul Jacksons 
Working as a hairdresser allowed me to polish my social skills and flourish within any enviroment that requires socialising, I am able to relate and create conversation with just about anyone, this makes me a very reliable candidate for customer service whether it be over the phone booking appointments for customers or while I was cutting a customers hair. While working as a hairdresser I picked up the ability to pay attention to small details which allowed me to be a visionary. My Responsibilities while working as a hai
rdresser was to ensure that the salon was clean and presentable for customers, to ensure the customers were comfortable and happy with their hair and also make sure all appointments were written down, correct and dated.

Membership Consultant — Exercise4Less
   During my time working as a memebership consultant I began to comprehend the ability to be persuasive and understand what people wanted out of a gym membership. As a Membership consultant I would constantly be handling sensitive information e.g Banking information, Home Addresses etc.
Being a consultant also made me responsible for clearly outlining the clauses of the contract before customers signed the agreement, doing these things on a daily basis allowed me to hone my customer service skills. Other responsibilities as Consultant Consisted of me giving a tour of the gym and its equipment, Always being polite and considerate to customers and writing reports on why customers wanted to join the gym (needs, goals etc.).
   
                                                         
	June 2007 — 
September 2012

 







      
   

  July 2016—  September 2017







Education & Qualifications
	Cefn Hengoed — Secondary School, Bonymaen, Swansea
	September 2002 — June 2007

	Educated To School Leaving Standard

Hairdressing Level 1- BTEC
Hairdressing Level 2- BTEC
NVQ 2- Care
NVQ 3- Care
NVQ 4- Care
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	Continuous Professional Development Plan - Your name
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	Informal
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	Duration
	Status
	Details

	
	
	
	
	
	

	ILM Level 4 Diploma in Leadership and Management
	
	2024
	1 Year
	In Progress
	ILM

	L4 Certificate of HE Applied Leadership and Management 
	
	2024
	1 Year
	In Progress
	University of Wales Trinity Saint David
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