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[bookmark: _1ci93xb][bookmark: _Toc118713117]Section 1: Know how to identify development needs

Placing ourselves in the context of this assignment we should approach the subject diligently, encompassing the broad spectrum of available tools. Considering that majority of our work will be grounded in self-assessment and re-evaluation - being objective could be a difficult task. To avoid subjective bias, we will use methods that will help us achieve objective quality of results.
According to Neugebauer and Evans-Brain (2016) effective learning and development through one’s career is the key to long-term employability. We should strive to pay equal attention to short, medium, and long-term perspective to maximise potential and align our values, dreams, and ambitions with our personal and professional development goals.
Understanding more about ourselves and how to be effective seems to be a good starting point of our inquiry. I have chosen Go MAD Framework (Gilbert, Chakravorty, 2002) as a vantage point and overarching structured model from which – with the help of other available tools – we will be able to devise further steps to narrow down our development needs, goals, and plans. 
Throughout our work we will refer to Go MAD Framework multiple times to make sure we are well aligned with the thinking process behind it. It is important to remember that “Go MAD does not replace or supersede anything that currently exists; it is simply a well-researched, flexible tool that can sit alongside the rest of your tools, techniques and expertise, or underpin them as a framework for success” (Gilbert, Chakravorty, 2002; p. 45).
The framework consists of seven key principles and guides us through three key levels of consideration: personal planning, maintaining momentum and making a difference. Personal planning is linked with three key principles that form the foundation upon which successful outcome can be achieved. 
Principle one tells us to establish a ‘strong reason why’ - to give us solid grounds when facing challenges, maintaining motivation, and overcoming obstacles. Since those can be highly subjective it’s important to pause and reflect on what reasons could be universally applicable by anyone. I have decided to draw from Covey (1999) who states that we can distinguish fundamental principles that govern human effectiveness which “are like guidelines for human conduct that are proven to have enduring, permanent value (…)  They’re essentially unarguable because they are self-evident.” (Covey, p. 35). The notion of establishing a mindset centred in those principles - fairness, integrity, honesty, human dignity, service, quality, excellence, potential, growth, patience, nurturance, and encouragement - is rather exciting. Those principles being so relevant to the context of our research can thus be applied in many ways: as an important area of consideration during self-evaluation, a powerful motivators or strong reason why. If we were to explore broader personal development issues – a way to discover what is really important to us - our long-term, bigger picture goals, basis for reflection, self-actualisation or paradigm shift changes.
Principle two of Go MAD Framework asks us to ‘Define Goals’ and what specifically we want to achieve? It is important to maintain a strong alignment between our ‘reasons why’ and ‘goals’ set in this step of the process. Morgan (2017) suggests using SMART goal setting approach when defining our goals. Since the goals we want to set will concentrate on our development needs – correct identification of study and employability skills we wish to develop is vitally important in this process. We will combine the use of SWOT Analysis (Humphrey, 2005) and GAP Analysis (Morgan, 2017) to identify those in Section 1.2 of this assignment.
Morgan (2017) advises that to remain critical and objective and presents Johari Window (Luft and Ingham, 1995) framework to help us understand our conscious and unconscious biases, increase self-awareness, and reveal the dissonances in perception between self and the others. Mefalopulos (2008) highlights another value of Johari Window in mapping the interactions leading to change at broader level. He also describes how well it illustrates the communication process from which collecting the information shared by both internal and external parties begins – in aim to address the ‘Unknown’ by combining and applying that knowledge to “define the best solution leading to meaningful and sustainable change” (Mefalopulos, 2008). 
We can draw a conclusion that first three windows in the model – arena, facade, and blind-spot - represent the problem-analysis stage, while the fourth window is the problem-solving phase that engages all parties in the search for best solution. This reveals the importance of careful consideration not only when it comes to defining the problem but also when selecting key stakeholders participating in the process. 

	Window 1: Arena 
(Known to Self and Others)

Discuss known issues or professional development needs with my manager and peers.

	Window 3: Blindspot 
(Unknown to Self & Known to Others)

Get feedback about all issues, plans and ideas from all relevant stakeholders (managers, team, co-workers, clients, contractors)

	Window 2: Facade 
(Known to Self & Unknown to Others)

Conduct self-assessment to identify possible weaknesses or development needs and communicate those with others to receive feedback.
	Window 4: Unknown 
(Unknown to Self and Others)

Discuss feedback, plans and ideas gathered from all involved stakeholders to identify possible solutions and development opportunities.



We will use Johari in principle three of the Go MAD Framework where we ‘plan our priorities’ and later in the process when we will need to ‘involve others’ to communicate our goals and plans in return for support. 
As we can clearly see each step of the framework builds on another revealing critical links and dependencies in the process.
Important aspect worth reviewing before we define our SMART Goals and adequately plan development priorities is understanding how we learn and how can we identify and optimize our learning strategies to match individual abilities, psychological predispositions, and existing work experience. According to Morgan (2017) two models have been frequently used as a basis training and development plans: ‘Kolb’s Learning Cycle’ (Kolb, 1984) and ‘The Four Stages of Learning a New Skill’ (Robinson, 1974). Based on those theories we can conclude that any learning activity by nature will be cyclical and experiential – each cycle should involve a fair amount conscious practice, reflection, theorizing and planning to drive improvement in the next cycle. Getting feedback from others with each cycle iteration will help us to progress faster through the Robinson’s (1974) competency ladder to the final stage of ‘unconscious competence” where we will be able to conduct activities naturally and effortlessly. 
In section 1.1 of this work, we will conduct more detailed – questionnaire based - analysis to identify our preferred learning styles and consider how it may help us select most effective development methods.
At this point it’s essential to recognize how important setting strong ‘reasons why’ was - at the earlier stage of Go MAD Framework – and how grounding ourselves in Covey’s principles of service, quality, excellence, potential, growth, and patience can nurture our motivation for continuous improvement later in the process.

[bookmark: _3whwml4][bookmark: _Toc118713118] 1.1 Identify learning styles for self and another 

To better understand our learning preferences, I have completed three self-assessment questionnaires, namely: VA(R)K developed by Flemming and Mills (1992), Honey and Mumford (1992) and Dantec. I have also asked Person 2 to complete them. 
Results of those questionnaire gave us the basic idea about the personal preferences and differences in the way we absorb and process information. This will help us to select preferred learning modalities and will have tremendous impact on the structure of our learning process going forward. I have presented the summary of collected information and findings in below table for the sake of clarity.
	Method
	Person 1 (me)
	Person 2

	VARK
	Visual / Kinaesthetic
	Auditory / Kinaesthetic

	Honey & Mumford
	Reflector / Theorist / Pragmatist
	Activist / Pragmatist

	Dantec
	Type 3 – the common-sense learner
	Type 4 – the dynamic learner

	
	
	

	Strengths
	Collecting data from various sources, looking at situations from various perspectives and grasping the big picture, practical application of ideas, decision making, getting things done, developing and working with systems
	Doing and getting things done, practical application of ideas, integrating theory and practice,
decision making, putting ideas into action, enjoys change and variety, flexibility, presentation skills

	Weaknesses
	waste too much time before getting started, poor presentation skills, wanting to do everything their way, details can get in the way, can forget important details
	Easily distracted, doing to many things at once, lack of attention to detail, jumping in too quickly and not thinking things through, 
tend to work in bursts of energy,




We can match our learning styles to formal and informal methods by choosing between various available course modalities meet our needs. There is a range of formal - traditional, blended, online or hybrid courses available, and informal methods like – one-to-one coaching, video lectures, online resource, online courses etc. we could select to match our preferences. (See section 2.1)

[bookmark: _qsh70q][bookmark: _Toc118713119]1.2 Use a simple technique for identifying development needs for self & another

We can now employ SWOT Analysis (Humphrey, 2005) to narrow down most effective strategy for our development plans. It’s a fantastic tool that can be applied at many different depths – from simple to complex circumstances. It will allow us to communicate the findings in easy to digest, visual manner. Sarsby (2016) suggest that it gives poor results when used with poor quality and biased data – like perceptions, beliefs, personal preferences, and generalised assumptions – also mentions that correct application of this tool will require - in the first instance – to establish a context, objective, or purpose of the analysis to position our factors correctly within the grid. He says: “It’s much more meaningful to look for the external factors first, and then look for the internal factors that help or hinder” (Sarsby, 2016; p. 11). 
We will focus on our identifying our development needs in the context of employability with an objective of balancing our skillset to open opportunities for further career advancements. This is very important if we want to achieve worthwhile results and eliminate irrelevant actions.
Following Sarsby’s (2016) suggestions I have structured SWOT analysis to represent relationship between threats and opportunities on the impact axis, namely conversion between helpful and harmful factors and potential matching between internal and external factors. Those relationships are represented with a help of numbered list in each quadrant to emphasize those correlations.
I have chosen to adapt generic gap analysis template (Milani, 2019; p.252) to our needs and contextualize the analysis on weaknesses discovered through both – SWOT Analysis and learning style questionnaire’s. To obtain actionable goals we have measured the gap between current and desired state of the weakness and how to close those effectively using discovered earlier strengths and opportunities.
Reflecting on the results I have noticed that there is a subjective bias towards work performance issues in Person 2 SWOT analysis. To obtain better results we could again re-evaluate the new findings by using actions defined in Johari Window again to get out of the ‘facade’ by revealing new information in return for feedback and suggestions and then work together with Person 2 on revised solution. 

	[bookmark: _3as4poj]
SWOT Person 1


	
STRENGTHS

1. Cognitive skills like critical thinking, analysis and synthesis, researching and reviewing, nurturing passion for knowledge, making links between ideas

2. Self-reflection and criticality, can-do approach, positive attitude, proactive personality, oral communication, influencing others, reflecting on experiences, hands-on experiences

3. Self-awareness, problem solving, critical thinking, decision-making, self-management, practical application of ideas, developing and working with systems, solving practical/relevant problems, 

4. IT skills, quantitative skills, research skills, resourcefulness, analytical skills, collecting data from various sources, looking at situations from various perspectives and grasping the big picture, 
	
WEAKNESSES

1. Inadequate professional/academic qualifications for further career progression.


2. Inadequate presentation skills and lacks in self-confidence to pursue meaningful and satisfactory career aligned with my interests. 


3. Motivation to learn, planning, abandoning goals, lacks in time-management skills or bad approach to it.



4. Lack of alternative source of income and emergency funds to feel financially secure in case of losing employment due to recession. 

	
OPPORTUNITIES

1. Increase employability by finishing undertaken academic commitments, create CPD to monitor and plan further professional development 

2. Create PDP to work on identified weaknesses and develop lacking skills to increase self-confidence. Learn from Person 2.

3. Applying Go MAD Framework and SMART Goals other time-management tools to achieve better results in meeting those commitments. Conduct deeper self-assessment to find out more about my personal learning style and how to develop better learning strategies. 

4. Learn more about wealth-management, financial markets and investing; use the recession to accumulate assets that could produce passive income.
	
THREATS

1. Inability to find another satisfying employment due to poor academic qualifications.

2. Difficulty in career progression, due to the lacks in certain skills or traits (e.g. presentation skills; networking; self-confidence)

3. Failing on work or academic commitments due to poor time-management or inability to learn effectively.

4. Risk of financial instability due to possible recession and threat of losing full time employment with no alternative source of income or emergency funds.




GAP Analysis Person 1
	Weakness 
(see SWOT)
	Current State
	Desired State
	Action to close gap

	1.
	Started CertHE and ILM & NEBOSH Courses
	Graduate and achieve certification
	Courses completion

	2.
	Poor presentation skills & self-confidence
	Presenting Confidently
	Practice Presentations

	3.
	Inconsistent performance and motivation, missing deadlines, abandoning goals.
	Consistent results and motivation, meet deadlines, achieve goals
	Integrate Go MAD Framework, SMART Goals and time-management strategies with life and work.

	4.
	Insufficient emergency fund, lack of experience in investing. 
Only basic understanding of financial markets and instruments. No passive income.
	Emergency fund allowing to survive at least 12 months without income. 
Deep understanding of financial markets and instruments. Passive income.
	Learn finance, trading and investing.
Save to invest during recession.



	
SWOT Person 2


	
STRENGTHS

1. Self-management, task delegation, learning by doing, trial and error learning, 

2. Problem solving, makes judgements based on practicality, integrating theory and practice


3. Commitment, self-management, self-reflection, putting ideas into action, enjoys change and variety,
	
WEAKNESSES

1. Doing to many things at once and getting distracted easily hence lack of attention to detail.

2. Jumping in too quickly to do not important tasks and not thinking things through to establish correct priorities.


3. Low energy levels


	
OPPORTUNITIES

1. Online training, and inhouse one-to-one training in legal compliance.


2. Improving work/life balance, additional time-management or productivity training

3. Reducing workload and stress.
	
THREATS

1. Issues with maintaining legal compliance at work that may lead to disciplinary action and dismissal.

2. Frequent burnouts leading to inconsistent performance.

3. Health deterioration due to stress, smoking and bad eating habits.





Gap Analysis Person 2
	Weakness (In SWOT)
	Current State
	Desired State
	Action Required to close gap

	1.
	Not meeting KPI
	Meet KPI
	Additional Productivity & Compliance Training

	2.
	Poor work/life balance
	Good work/life balance
	Additional Productivity and time-management training. 

	3.
	Low Energy
	High Energy
	Quit Smoking, Start Exercise, One-to-one interview to discuss stress factors


 
[bookmark: _1pxezwc][bookmark: _Toc118713120]1.3 Identify potential barriers to learning for self and another.

Barriers to learning can be categorised in many ways: Cross (1981) distinguishes chain-of response model with situational, institutional, and dispositional barriers; Hillage and Aston (2001) - attitudinal, physical/material and structural types of barriers; and Longworth (2003) splits those to 5 groups: financial, access, learning design and information barriers. We can categorize those factors in two main groups – internal and external.
	
	Internal Barriers
	External Barriers

	Person 1 (me)
	Lack of confidence and motivation; bad learning experience from childhood
	Lack of time; family & private life commitments, childcare commitments

	Person 2
	Negative attitude to learning
	Cost of leaning, lack of information, geographical location;



[bookmark: _49x2ik5][bookmark: _Toc118713121]1.4 Explain how these barriers to learning can be overcome.

To overcome most of those barriers we can in most cases follow our trusted Go MAD Framework to find the effective solution.

	Barrier
	Solution to overcome

	Lack of confidence and motivation
	Reasons why, Self-belief

	Bad childhood experience
	Personal responsibility, Involve others

	Negative attitude
	Reasons why, self-belief

	Lack of time
	Plan your priorities, Involve others 

	Other commitments
	Plan your priorities, involve others 

	Cost of learning
	Involve others (government benefit system)

	Lack of information
	Technology, involve others (government initiatives)

	Geographical location
	Technology (distance learning)



[bookmark: _2p2csry][bookmark: _Toc118713122]Section 2: Know how to develop self & others to achieve organisational objectives

After going through process of analysing our learning preferences, SWOT and Gap Analysis and establishing actions most aligned with our organizational performance, individual strengths and opportunities – we can now complete Personal Planning level of Go MAD Framework. Gap analysis revealed development goals and priorities (see ‘Actions Required to close the Gap’ column) to use in respective PDP’s and Go MAD Frameworks. Working on those will improve our employability skills, help diminish weaknesses and counter the threats discovered in SWOT.
[bookmark: _147n2zr][bookmark: _Toc118713123]2.1 Analyse learning/development options to meet needs of self & another.

According to CIPD Report (2021) recommendations - making evidence-based decisions when choosing development options “must be at the top of our agenda” (p.45) if we’re serious about impacting performance. We have chosen the most effective learning opportunities - in below table - by matching our findings about learning styles with CIPD (2015) research on the most effective learning and development practices (Figure 3; p. 9).

	
	Person 1
	Person 2

	Preferred ways of learning and working based on learning styles
	Hands-on experience, practical work, project work, working towards goals, researching and reviewing, self-evaluation, solving practical/relevant problems, experimenting, making links between ideas, deduction, reflecting on experiences, action planning, assignments, group decision making, lectures, books, tutorials, mind-maps
	Hands-on experience, concrete project work, learning by doing, 
setting short-term targets, trial and error learning, interacting with tutor and peers, activities with people, meetings & discussion, physical activities, variety of learning environments and activities,
active learning, workshops, exercises, group work, case studies, assignments

	Most effective Learning and Development Practices
	On-the-job training, coaching by line managers or peers, in-house development programmes, e-learning courses, blended learning, formal education courses, coaching by external practitioners
	On-the-job training, coaching by line managers or peers, in-house development programmes, external conferences, workshops, and events, e-learning courses, blended learning, 



[bookmark: _3o7alnk][bookmark: _Toc118713124]2.2 Identify support mechanisms for the development of self & another
[bookmark: _23ckvvd]
	Support Mechanisms

	Person 1
	Person 2

	Family support (childcare arrangements)
Peer support in work (coaching, mentoring)
University support in access to training resources (library, e-learning, lecturer feedback, lecture venues)
Financial support (government grant and student loan)
Workplace support (Flexible working hours, PDP)
 
	Mental support from family and peers
Workplace support (training material provision, feedback, coaching, mentoring, PDP, wellbeing assessments)
Training provider (e-learning, tutor feedback)
Professional health support (NHS)




[bookmark: _ihv636]2.3 Prepare development plans for yourself and another person

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

	Complete CertHE, ILM and NEBOSH
	Attend Lectures, 
Complete Assignments, 
Study,
Pass Exam
	Internet Connection

	Graduating and receiving certification
	12 months

	Presentation Skills

	Create presentations on various topics and rehearse in front of mirror or friends.
Use toolbox talks and new employee inductions at work to practice presentation skills.
Read more books about public speaking and presentation skills.
Gather feedback from the audience after the presentations.
Analyse and breakdown other people presentations (i.e. TED Talks) and learn from their experience.
	Group of friends willing to listen and provide feedback.
Books about public speaking & presentation skills.
Online resources and videos.
Mirror to practice in front of it.
	Feeling confident when presenting to larger audience.
Measure improvement through self-evaluation and feedback forms after each presentation.


	Present once a week, either in front of friends or employees.

	Integrate Go MAD Framework, SMART Goals and time-management strategies with life and work
	Define Goals, Plan priorities, take action & measure results.
	Will to start
	Consistent results and motivation, meeting deadlines, achieving goals,
	Weekly Self-Assessment



Personal Objectives

	Short Term Goals (next 12 months)

	Achieving Professional Qualifications:
CertHE in Applied Leadership and Management
ILM Level 4
NEBOSH General Certificate

	Medium Term Goals (2-3 years)

	Working on weaknesses:
Presentation Skills
Self-Confidence
Productivity

	Long Term Goals (3-5 years)

	Financial Stability



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

	
Legal Compliance Training


	Study
Complete the training module
Apply knowledge in practice
	
Line Manager, Work colleagues, Tutor, Time to study, Quiet Environment, Internet Connection, Laptop
	
Improved performance
Feedback
	
2 months

	
Productivity and time-management training

	Study
Complete the training modules
Apply knowledge in practice
	
Time to study, Quiet Environment, Internet Connection, Work Laptop
	
Improved performance and work/life balance, 
Feedback
Having more time
	
4 months

	
Improve Health & Wellbeing (Quit Smoking, Start to Exercise, One-to-one interview to discuss other stress factors


	
Self-reflect
Work-out
Seek NHS help on quitting
Conduct One-to-one interview with line manager to assess stress factors

	
Time
Family Support
Line Manager & work colleagues support
Professional support or counselling, 
Gym or pool membership
	
Increased energy
Better Mood
Freedom of addiction
	
3 months




Personal Objectives

	Short Term Goals (next 12 months)

	Increased productivity, time-management, and work performance


	Medium Term Goals (2-3 years)

	Improved work/life balance


	Long Term Goals (3-5 years)

	Freedom of addictions
Overall Improvement in Health & Wellbeing






[bookmark: _32hioqz][bookmark: _Toc118713125]2.4 Method used to monitor the development of self & another.

There are many methods to monitor development - in this work we have concentrated on Professional and Continuous Development Plans, those can be used as a starting point to monitor our progress. It’s also worth to notice the cyclical nature of the development process and analogy in various four stage models like Kolb’s Learning Cycle (1976) or almost universal Deming Cycle (Plan-Do-Check-Act) (Oppenheim, Oppenheim, Gitlow, Gitlow, 1989) - “continuous and never-ending improvement process” (p. 19). Important part - in PDP and each of those cycles - plays the performance review stage where we monitor our progress against SMART objectives by getting feedback and sharing new information - then if needed – we update our objectives to maximise our performance in the context of new data. 
By completing all this work, we have also showed ‘Self Belief’, ‘Personal Responsibility’ and ‘Involved others’ - thus realising all key principles of Go MAD Framework - now it is time to complete the cycle ‘Take Action & Measure Results’ – and start again.
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Kamil Kosiba
26, Tirpenry Street
Swansea
SA6 8EB
07460 826046
kamil.k.kosiba@gmail.com

Personal Statement

Strongly motivate to bring excellence and exceed expectations. Proactive and engaged in tracking and driving business operational goals and metrics. Good communicator with proven interpersonal skills. Strong experience in business relationship building, account management and workforce recruitment. Always striving to keep healthy and positive, win-win attitude in relationships with stakeholders.

Education & Qualifications

October 2022 – Present: University of Wales Trinity Saint David
	CertHE in Applied Leadership and Management
July 2022 – Present: NEBOSH General Certificate 
March 2013 – May 2013: City & Guilds Level 2 Certificate in Providing Security Services
September 2009 – September 2011: National-Louis University in Nowy Sacz, Poland
 	Marketing and Business Management 
August 2007 – October 2007: Edexcel Level 2 BTEC in Security Operations
 	- Communication and Conflict Management
 	- Security Guarding
September 2002 – September 2005: High School LO im. Stanislawa Wyspianskiego in Biecz
 	A-levels: English, Polish, History

Work Experience

August 2021 – Present: Smart Solutions Recruitment 
Promoted to Senior Account Manager role withing company.
· Ongoing Contract & Account Management in Wales region
· Assuring compliance with industry regulations (ISO 9001 & ISO 14001)
· Ensuring KPI compliance within the region
· Maintaining positive relationship with the clients
· Training new account managers and managing existing team in the region
· 360 Recruitment (Interviews, Registrations, On-boarding, Performance Management)
· Shift rostering, payroll management, maintaining personnel records.
Key Achievements:
· Best Contribution to Smart Solutions in 2021 – Award
· Employee of the Month (June 2021) – Award
August 2017 – August 2021: Smart Solutions Recruitment 
Account Manager role based on a key client site.
· Managing specific client account with up to 100 employees
· Liaising regularly with Operation Director
· Ongoing recruitment and training of candidates
· Dealing with employee matters
· Preparing payroll timesheets
· Office Administration
Key Achievements:
· Continuous candidate fulfilment rate above 98%
· Completed over 20 in-house training courses and modules in the field of management, recruitment, and HR

July 2012 – April 2018: Rootdevs Ltd
Director – running small local removals company as a side hustle.

January 2016 – January 2017: Codex Transport LTD
Manager – managing fleet of 10 vehicles and 20 people.
· Managing existing contracts 
· Planning and rostering teams
· Training new employees
· Maintaining service booking calendar & work schedule
· Difficult customer handling
· Lead acquisition
· Fleet maintenance supervision
· Implementing IT solutions in the company
Key Achievements:
· Implemented custom online service booking & payroll solution, which was a huge leap forward from pen & paper diaries. This reduced payroll processing time from few days to couple hours.


Other Skills:
 	Full clean driving license
 	Fluent Polish and English speaker
 	Excellent IT literacy (computer programming background)
Interests:
Distance Running, Sport & Fitness, Personal Development, Finance & Investment
References: 
Available on request

[bookmark: _Toc118713128]Appendix B Continuous Professional Development Record

CPD 

	Formal Learning and Development
	Informal Learning and Development
	Start Date
	End Date
	Duration
	Status
	Details

	CertHE in Applied Leadership and Management at University of Wales Trinity Saint David
	
	October 2022
	October 2023
	12 months
	In Progress
	

	NEBOSH General Certificate
	
	November 2022
	November 2023
	12 months
	In Progress
	

	
	Project Management Course
	25 August 2022
	25 August 2022
	1 day
	Completed
	One day training course about Project Management

	
	Training in Bullying and Harassment for Employees
	7 April 2022
	7 April 2022
	2 hours
	Completed
	Online Training Module about practical steps and conscientious guidance to help prevent bullying and harassment at work.

	
	Training in Conflict Resolution
	24 April 2022
	24 April 2022
	1 day
	Completed
	Training in conflict resolution skills to enhance productivity, improve and repair personal and working relationships.

	
	Online Training in Cyber Security Awareness
	28 April 2022
	28 April 2022
	2 hours
	Completed
	Online training module about protecting devices, networks and data from cyber threats

	
	Online Training in Drug & Alcohol Awareness
	29 April 2022
	29 April 2022
	2 hours
	Completed
	Online training module about drug & alcohol awareness.

	
	Online Training in Fire awareness
	29 April 2022
	29 April 2022
	2 hours
	Completed
	Online training module covering fire hazards, emergency procedures and how to handle fire at work.

	
	Online Training in Equality, Diversity and Inclusion
	2 May 2022
	2 May 2022
	2 hours
	Completed
	Online training to raise awareness on how to have sensitive conversations with confidence and explore how we can make our workplaces and communities fair and inclusive

	
	Online Training Course about UK GDPR at work
	1 December 2021
	1 December 2021
	4 hours
	Completed
	Online training course about GDPR compliance at work to keep people personal data safe.

	
	Training Course in Health & Safety at work
	8 December 2021
	8 December 2021
	1 day
	Completed 
	Training course about general health and safety practices at work.

	
	Training Course about Risk Assessments
	15 December 2021
	15 Decemeber 2021
	1 day
	Completed
	Training about creating clear and effective risk assessment for the organisation.

	
	Online Training about Modern Slaver
	16 December 2021
	16 December 2021
	2 hours
	Completed
	Online training course to raise awareness about the type of modern slavery, key signs to look out for, and how to prevent, tackle and report it.

	City & Guilds Level 2 Certificate in Providing Security Services
	
	March 2013
	May 2013
	2 months
	Completed
	

	BSc (Hons) Marketing and Business Management at National-Louis University in Nowy Sacz, Poland
	
	September 2009
	September 2011
	2 years
	Incomplete
	Did not finish the degree due to relocation to United Kingdom

	A-levels at LO im. Stanislawa Wyspianskiego in Biecz, Poland
	
	2002
	2005
	3 years
	Completed
	English, Polish and History
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