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1. Identification of development needs
1.1 Identification of learning styles of self and team member
1.1.1 Self learning style
According to Boud et al. (2014), self learning style can be identified with the help of index of learning styles. The index of learning styles can be put into eight categories (Refer to appendix 1). 
	Learning style
	Description

	Sensory
	If I am a sensory learner I will always be in the hunt for facts. I will prefer pragmatic, concrete and information that are procedural.

	Visual
	If I am a visual learner I will opt for visual representation of data. Pictures, diagrams and graphs will suit my learning. 

	Intuitive
	If I am an intuitive learner I will search for meaning. Theoretical, innovative and conceptual information will appeal to me. 

	Verbal
	If I am a verbal learner I will require words supported with explanations. I will choose reading and hearing information.

	Active
	If I am an active learner I will prefer manipulation of objects and will possess a knack for experimentation. I will like working in groups to find solutions for problems. 

	Reflective
	If I am a reflective learner I will have a keenness for penetrating a problem by myself. I will think and analyze. 

	Sequential
	If I am a sequential learner I will prefer information put forward in an orderly manner. I will go through details to obtain the bigger picture.

	Global
	If I am a global learner I will view the bigger picture before anything else. I will prefer a methodical and holistic approach.



Table 1: Index of learning styles
(Source: Savery, 2015)
1.1.2 Learning style of team member
Learning style of team members can be figured out from their attitude and activities and comparing them to the above descriptions. A person can observe the way his team member complaints about matters. According to Schmeck (2013), from the emotions of the person the learning style can be known. If the person wants to act as soon as he observes, he can be categorized as a visual learner. If the speech of the person is a lashing then the person can be an auditory learner. In the view of Grunewald et al. (2013), if the person hammers his fists on table while he speaks then he is a kinesthetic learner. If the content of his email is a brief fiery one then he can possibly be a learner who learns by reading and writing.
The learner method of a team member can also be figured out from the way he deals with challenging situations. If he himself finds out presentations and sees by himself he is a visual learner (Pritchard, 2013). If the person asks others for help then he prefers auditory method of learning. If he prefers slogging by every possible means, all by himself, then he prefers kinesthetic method of learning (Wallace et al. 2016).
The attitude of a team member in a presentation speaks things about his methods of learning. If he understands from the charts only then he is a visual learner. If he prefers discussion regarding the subject then he is an auditory learner and lastly if he participates in the presentation then kinesthetic learning is the way to go for him (Schmeck, 2013). 
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Figure 1: Factors that influence learning
(Source: Grunewald et al. 2013)
1.2 Technique for identification of development needs of self and a team-member
	Strengths

· Actual Strength: Reflecting over a subject matter
· Competitive Strength: Preference for methodical way of learning
· Perceived versus real strength: Requirement of verbal learning along with reflective learning.
· Internal factors: Zeal to learn
	Weaknesses

· Actual Weakness: Reflective learning can become time consuming
· Competitive Weakness: Can lag behind in times of fierce competition
· Perceived versus real weakness: Ability to cope up with pressure along with learning. Quick learning can become troublesome
· Internal factors for hindrance: Ability to control emotions

	Opportunities

· Current opportunities: More learning will yield better outcomes 
· Future opportunities: Better outcomes will lead to positions of more respect
· Competitive opportunities: Possessing more knowledge will put myself ahead of others 
· External factors: Easy availability of information from online sources
	Threats

· Current threats: Learning from wrong sources will impart wrong ideas
· Future threats: Wrong ideas can lead to wrong development and loss of business
· Competition threats: Taking up of malicious means by competitors to stall progress
· External threats: Large scale damage to company or organization



Table 2: SWOT analysis of self
(Source: Created by the researcher)

	Strengths

· Actual Strength: Having ability to learn intuitively and reflectively
· Competitive Strength: Ability to adjust learning according to level of competition
· Perceived versus real strength: Unfazed by competition and trust in own methods and abilities 
· Internal factors: Desire to learn
	Weaknesses

· Actual Weakness: Learning methods can take time
· Competitive Weakness: Can skip out on important aspects of learning during competition
· Perceived versus real weakness: Quick learning can lead to missed concepts
· Internal factors for hindrance: To cope up with professional and personal life

	Opportunities

· Current opportunities: Intuitive and reflective learning will enhance skills
· Future opportunities: Better skills will lead to better positions
· Competitive opportunities: Possessing skills will put him in positions of leadership 
· External factors: Information are easily available
	Threats

· Current threats: Poor understanding can lead to wrong channels
· Future threats: A single mistake can lead to dire consequences
· Competition threats: Wrongful acts by competitors can put him in jeopardy
· External threats: Possibility of damage to organization



Table 3: SWOT analysis of team member
(Source: Created by the researcher)

1.3 Potential barriers of learning
There exist several barriers to learning while being employed. Leaning is difficult when it comes to coping with work pressure, family pressure and peer pressure. An employee can have disability that can lead to inability to learn along with work. The employee can possess low skill level, negative experiences, lack of experience and unaddressed problems that hinder his learning. Unsupportive managers, lack of time, unsuitable working hours and shortage of leisure time stands hindrance in the way of learning. Lack of finance and facilities to travel are possible barriers to learning (Jackson, 2015).
[image: Image result for barriers to learning]
Figure 2: Potential barriers to learning
(Source: Jackson, 2015)
1.4 Methods to overcome learning barriers
To overcome learning barriers there are many theoretical concepts. Time should be divided for particular tasks such that coping up with too much work do not turn out to be a problem. To keep up with low skill levels and poor understanding one should remain open to suggestions, judge and take decisions accordingly. Control over feelings of distress and negation can be overcome by determination. One should not take comments too seriously and should focus on devoting more time to learn difficult things (Talke and Heidenreich, 2014). 

2. Methods to develop achieve organizational objectives  
2.1 Development options to meet self and team member need
2.1.1 Development options to meet self need
I having a preference for reflective method of learning and methodical nature of learning should opt out techniques like proper time division or attain efficiency in order to consume less time. With competitions galore, making myself comfortable and making peace with it will help me deal with it. I should focus on the feedbacks to improve my performance. It will be advisable for me to identify the right competition and not take part in any that is irrelevant. I should collaborate and understand what is best for me. Maintaining proper balance between different aspects of life will be an integral factor to put up proper work in most situations (Bauer et al. 2015).
2.1.2 Development options to meet team member need
Concentrating on time and efficient time management will help the team member to avoid learning that takes time. It is essential for team member to be careful and crosscheck every task as far as completion is concerned. Learning and discussion with other team members can help nurture the knowledge. Team member should strike proper balance between different aspects of life though acceptance, determination and practice. Building up a good network will help his causes. A team member should choose people for help, who are motivating and will help him learn better (projectsmart.co.uk, 2013).
2.2 Support mechanisms for development of self and team member needs
The company should concentrate on employing individuals who are skilled enough to impart proper knowledge and motivate. It will help both my cause as well as the team member. The manager should be cooperating such that employees can knock on his door anytime (Latham, 2010). There should be positions in the company who will cater for employees with disabilities. The manager should initiate proper facilities such that employees can relax and enjoy besides work. Incentives and perks will help employees to enjoy work (mindtools.com, 2016).
2.3 Development plan to achieve learning objective for self
	Parameters
	Description

	Objectives
	· Learn efficiently and in time
· Accustom with competition

	Priority
	Priority for the mentioned criteria are high

	Success criteria
	I will know I have achieved my objectives when I will be able to perform under competition and achieve targets on time

	Actions
	Taking online management courses can help along with discussion with experienced people

	Resources
	Proper advice and time devotion will help the causes

	Target date
	1st September 2017

	Actual date
	1st April 2017

	Implementation
	With the new skills I aim to perform to the best of my ability and earn a position of respect



Table 4: Personal Development Plan
(Source: Created by the researcher)
2.4 Method to monitor development of self and team member
Two prominent methods to monitor development are using self monitoring tools and reviewing on a regular basis. According to Gottschalk (2013), employees can keep track of their performance by virtue of project plans, activity logs and checklists. In the view of Latham (2012), team leaders and mangers can review progress of work by spot checking or asking the developer to explain details (Refer to appendix 2).
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[image: https://lh4.googleusercontent.com/w0W-M8hT2cm-VNH7q_rnRibqUlvu_cN0DHOxoV5ZIlStPfOxi8op-d2QcHCYWlTk3C0sqUNpPK7YMWoKF-wKJmYbAhP_bF4eoIuAGJ3mkIk3Bc0XccJtc45Q-f0mwFqSi87LLQA0kS1J_3KQAA]
(Source: https://www.mindtools.com/mnemlsty.html )
Appendix 2
[image: Image result for methods to improve team performance]
(Source: https://media.licdn.com/mpr/mpr/p/6/005/092/2f4/34ade70.jpg )












3
image3.jpeg
Demographic,
personal, social
&economic
circumstances

Learning &
employment
journey

Mental health
& wellbeing




image4.png
Learnin: X

Leaming ' | OvercominglLe | [ TWaystol | "ThereareFive | [ teamdeve | G supportm | E- brakesupr 0+ v =]

B ¥ A DO =

<focase | 24 MyTas | G modelofh |

wmindtools.com)

B sm C

Figure 1: Index of Learning Styles

Sensory
Sensory learners prefer
concrete, practical, and
procedural information.
They look for the facts.

Visual
Visual leamers prefer
graphs, pictures, and
diagrams. They look for
visual representations
of information.

Active
Active learmers prefer to
manipulate objects, do
physical experiments, and
Tearn by trying. They enjoy
working in groups to
figure out problems.

Sequential
Sequential learners prefer to
have information presented

linearly and in an orderly
manner. They put together the
detafls in order to understand
how the big picture emerges.

Intultive

Intuitive learners prefer

conceptual, innovative,
and theoretical

information. They look
for the meaning.

Verbal
Verbal learners prefer to
hear ot read fnformation.
They look for
explanations with words.

Reflective
Reflective learners prefer
to think through, to
evaluate options, and
learn by analysis. They
enjoy figuring outa
problem on their own.

Global
Global learners prefera
holistic and systematic
approach. They see the
big picture first and then
T n the detafls.

From "The Index of Learning Styles,” by Dr Richard Felder and Barbara
Soloman. Reproduced with permission from Dr Richard Felder. Information
about the origins of the ILS, studies demonstrating its reliability and validity,
and arrangements to license it for commercial use, can be obtained at
www.ncsu.edu/felder-public/ILS-fag.htm. To find out more about leaming
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