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[bookmark: _1ci93xb][bookmark: _Toc213243672]Introduction
People can improve their ability reflect on what they have learnt and adjust to the ever-changing need of their line of work. This approach requires an understanding of personal learning styles, which enable people to interact with information in ways that work best for them. examines three of my own learning styles and two of a colleague's, analysing how various preferences affect learning and professional development.

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

My Methods of Learning As a visual learner, I absorb and remember knowledge best when it is presented visually, such in infographics, charts, and diagrams. I like to utilise flowcharts and colour-coded notes to make connections between concepts whether I'm studying or attending professional development seminars. This method improves my recall during practical application and makes it easier for me to understand the connections between subjects. My capacity to organise and communicate knowledge rationally is strengthened by visual learning, which is essential for productive collaboration and project management. 
2. Honey & Mumford Model Reflector I also firmly identify as a Reflector based on the Honey & Mumford paradigm. Before making judgements, reflectors seek to examine experiences from various angles. In my workplace, I usually collect information, pay close attention to what my coworkers are saying, and consider my options before acting. By taking a thoughtful approach, I am able to avoid making snap decisions and benefit from the experiences of others. But it also means that I occasionally need to practise acting more quickly when urgent circumstances come up. Recognising this, I want my CPD strategy to strike a balance between introspection and decisive action.
3. VARK Model: Kinaesthetic Learning Style Additionally, I have kinaesthetic learning inclinations, which means that I learn best by doing and firsthand experience. I learn the best from practical exercises like workshops, simulations, and on-the-job training. Because it enables me to apply theory to practical situations, this learning approach is quite like professional practice. My confidence in completing tasks is bolstered by kinaesthetic learning, which also helps me continuously enhance my professional performance. 
The Learning Styles of My Coworkers
 1. The VARK Model of Auditory Learning Style Sarah, a pseudonym for my coworker, shows a strong predilection for auditory learning.  She learns best by listening to podcasts, conversations, and explanations. She takes part in professional meetings and training by speaking up and asking questions, which aids in her memory retention. Her preference for aural input improves teamwork and fosters collaborative learning situations.
2. considers herself an activist. Activists are eager learners with an open mind who relish challenges and novel experiences.  She does best in brainstorming sessions, workshops, and group projects.  Her enthusiasm and openness to trying out novel strategies often inspire people at work. However, she admits in her CPD plan that she occasionally has trouble with everyday jobs that call for prolonged concentration.
[bookmark: _Int_jZ3IogMN][bookmark: _Int_EE9QGuc0]Comprehending the learning styles of both me and my colleagues has been crucial in enhancing our collaborative efforts. Sarah's activist and aural talents are complemented by my introspective and visual tendencies, resulting in a well-rounded and productive learning collaboration. Acknowledging these variations enables us to help each other's growth and modify training techniques appropriately. In conclusion, understanding unique learning styles fosters self-awareness, flexibility, and teamwork, all of which contribute to ongoing professional development. I may continue to develop as a reflective practitioner by putting these insights to use, making sure that my learning is relevant, dynamic, and in line with professional standards. 
[bookmark: _2bn6wsx]



















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

	[bookmark: _3as4poj]
SWOT Person 1


	
STRENGTHS

Strong communication and interpersonal skills.
 team support.


	
WEAKNESSES
 
Can be overly cautious when making decisions
Limited experience in conflict resolution
 

	
OPPORTUNITIES

Support from manager for mentoring and coaching.




	
THREATS

workload could limit time for personal development.






	
SWOT Person 2


	
STRENGTHS
 knowledge and problem-solving skills.
Positive attitude and willingness to learn.


	
WEAKNESSES

Limited confidence in leading group discussions.

communication with team



	
OPPORTUNITIES

Mentoring from senior staff to build leadership confidence



	
THREATS

Workload pressure may hinder development progress.





Gap Analysis person 1 
Increase your confidence when making decisions by using scenario-based leadership exercises Create strategies for empowerment and delegating. Get official training in performance management and conflict resolution.

Gap Analysis person 2 
Training in prioritisation and time management. Developing leadership confidence via coaching and mentoring. Possibilities to run meetings or small initiatives to hone influence and communication abilities.




[bookmark: _1pxezwc][bookmark: _Toc213243675]1.2 Potential barriers to learning and Strategies for overcoming them
Effective leadership and management in the workplace depend heavily on learning and development. But both individuals and groups often meet obstacles that make it difficult for them to learn new things or implement what they have learnt. One of the most important leadership responsibilities is recognising these obstacles and creating plans to get beyond them. To foster a culture of ongoing development and professional advancement, this essay examines the primary possible obstacles to learning in the workplace and offers workable solutions.
Absence of Engagement or Motivation Lack of motivation is one of the most frequent obstacles to learning. Uninspired training techniques, a lack of personal relevance, or a lack of acknowledgement for learning accomplishments can all contribute to employee disengagement. People may not appreciate the benefits of picking up new abilities or breaking old habits if they lack a clear sense of purpose. 
[bookmark: _Int_5JtSUPUN][bookmark: _Int_HysEhOaE]Time Restrictions and Workload Stress Employees frequently find it difficult to find time for learning among conflicting demands in fast-paced work situations. Training may be viewed as secondary to immediate professional requirements due to heavy workloads, strict deadlines, and ongoing operational needs.
[bookmark: _Int_TiySVjVD]Leadership Style and Organisational Culture Significant obstacles may arise from an organisational culture that does not value learning or discourages experimentation. Employees may be reluctant to take part in development opportunities if leaders do not encourage learning initiatives or penalise errors. Learning may be further hampered by hierarchical institutions that inhibit cooperation and communication.
[bookmark: _Int_IfEskMNy]Limited Assistance and Resources Progress may be hampered by limited access to technology, learning resources, or coaching help. For example, remote workers might not have access to digital tools or mentorship, and tiny or underfunded organisations might find it difficult to finance training programs.
[bookmark: _Int_yow1agJy]Establishing an Inspiring Learning Environment By coordinating learning with both organisational and personal career goals, leaders can get over obstacles to motivation. Opportunities for advancement, feedback, and recognition programs can motivate dedication. Enthusiasm can also be raised by employing engaging techniques like interactive workshops, simulations, and real-world problem-solving.
Including Education in Everyday Tasks To lessen the effects of time restrictions, managers could incorporate learning into routine work. Employees can learn while doing their jobs thanks to strategies like reflective practice, mentorship, and on-the-job coaching. Additionally, e-learning modules and microlearning—brief, targeted sessions—can increase the flexibility and accessibility of training.
Creating a Culture of Support for Learning In order to create a culture that values education, leadership is essential. Building psychological safety involves promoting open communication, acknowledging learning accomplishments, and viewing errors as chances for improvement. In this sense, transformational leadership approaches—which emphasise empowerment and a common goal—are especially successful.
Providing Sufficient Systems of Support and Resources Accessible learning platforms, current resources, and qualified trainers are investments that organisations should make. Particularly in settings with limited resources, peer learning networks and mentoring programs can improve support. Additionally, managers should make sure that staff members have time set aside for educational activities.
Workplace learning obstacles are unavoidable, but competent leadership may turn them into chances for development. Leaders can implement focused tactics to encourage participation and inclusivity by showing organisational, individual, and motivational challenges. A proactive strategy that is based on flexibility, support, and a continuous improvement culture guarantees that learning becomes a crucial part of organisational success. In the end, removing learning obstacles is about promoting sustainable development throughout the entire workplace rather than merely enhancing individual performance.
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[bookmark: _2p2csry]

[bookmark: _147n2zr][bookmark: _Toc213243676]1.3 Development options 

[bookmark: _Int_C8TeGbbQ]For any organisation to succeed, management and leadership are essential. The capacity to use effective leadership and management techniques influences not just organisational performance but also employee satisfaction and creativity in today's fast evolving and competitive business climate. These skills, however, are dynamic and require constant improvement. Mentoring, coaching, formal training, experiential learning, and self-directed reflection are examples of development alternatives for managers and leaders that are essential to developing the skills necessary to lead successfully. The main development possibilities in applied leadership and management are examined in this essay, together with their advantages, difficulties, and effects on productivity at work.
[bookmark: _Int_5NomKsml][bookmark: _Int_d4TnA1Al]The practical use of management techniques and leadership ideas in actual work environments is referred to as applied leadership and management. Management places more emphasis on organising, planning, and managing resources to carry out goals than leadership does on inspiring and motivating people towards a common goal. Both functions must be balanced for effective application. While a leader who understands management concepts may transform vision into workable strategy, a manager who uses leadership principles can promote engagement, innovation, and adaptability.
People must pursue ongoing professional development to reinforce this balance. Because organisations are changing, management and leadership abilities that worked yesterday might not be enough today. Therefore, to improve their ability for applied leadership, organisations and individuals need to consider a variety of development choices.
Formal Training and Education Formal education offers organised knowledge of organisational behaviour, strategic management, and leadership theories. Examples of this include university degrees, management diplomas, and leadership training programs. To help managers understand the "why" underlying management strategies, these programs often integrate academic research with real-world applications.
Professional organisations like the Institute of Leadership and Management and the Chartered Management Institute offer short courses and workshops that provide focused skill development in areas like change leadership, performance management, and emotional intelligence. Formal training has the virtue of being credible and methodical, but it occasionally lacks the contextual relevance that comes from practical experience. As a result, it often works best when combined with workplace learning.
The goal of coaching, a personalised development possibility, is to improve a person's performance by providing one-on-one direction and feedback. A coach helps leaders in setting goals, evaluating their decision-making procedures, and showing their areas of strength and growth. This method works especially well for improving communication skills, emotional intelligence, and self-awareness—all of which are necessary for applied leadership.
A middle manager moving up to a senior leadership position, for instance, might employ coaching to hone their delegating and strategic thinking abilities. By promoting reflective practice, coaching enables leaders to match their actions with long-term goals and organisational values. However, the coachee's desire to take part in sincere self-reflection and the coach's trustworthiness are essential to its effectiveness.
Mentoring A more seasoned professional mentors a less seasoned colleague for an extended length of time. Mentoring places more emphasis on professional and personal development than coaching, which is often performance focused. Mentors challenge presumptions, offer ideas, and set an example of effective leadership through frequent communication.
[bookmark: _Int_nWjUPyYK]By encouraging learning by experience and observation, mentoring supports applied leadership. Additionally, it fosters continuity of leadership values and the transfer of implicit knowledge, both of which contribute to the development of organisational culture. For instance, to develop future talent, mentorship programs in large organisations often pair up young leaders with senior executives. However, the effectiveness of mentoring might be limited by a lack of dedication and compatibility between the mentor and mentee.
[bookmark: _Int_Z5vg9965]Learning Through Experience Leaders and managers can learn by doing via experiential learning, which is a potent growth tool. This covers cross-functional teams, project assignments, job rotations, and secondments. People are exposed to fresh difficulties, viewpoints, and problem-solving situations because of these experiences.
[bookmark: _Int_Qe6BFbtU]Effective learning happens through a process of experience, reflection, conceptualisation, and experimentation, according to Kolb's experiential learning cycle (1984). In the context of practical leadership, this could entail overseeing a difficult team project, evaluating results, drawing conclusions, and using fresh tactics in next situations. Adaptability, critical thinking, and resilience—qualities essential for leadership in challenging environments—are strengthened through experiential learning.
Personal initiative is also essential for leadership growth. Learning on one's own through reading, online courses, networking, or reflective journaling is known as self-directed learning. Leaders can better understand their leadership style, make connections between theory and practice, and assess how their actions affect other people by engaging in reflection.




[bookmark: _3o7alnk][bookmark: _Toc213243677]1.4 support mechanisms for the development of self & another
[bookmark: _Int_OVjYK9a7]Effective leadership and management in the workplace require both personal and professional development. Support mechanisms are the instruments, procedures, and frameworks that help people and groups develop, perform better, and do their goals. These systems, which might be official or informal, are intended to promote ongoing education, introspection, and personal development.
Coaching and mentoring are important forms of support. While mentoring offers long-term developmental help based on shared experience, coaching offers focused guidance to help people overcome obstacles or improve certain abilities. For instance, a mentor might assist in directing professional advancement, while a manager might educate a team member to enhance time management. Both strategies promote introspection and responsibility, fostering self-improvement and self-assurance.
Performance evaluation and feedback systems are another essential technique. Frequent feedback sessions help people in finding their areas of strength, growth, and potential for advancement. In addition to inspiring workers, constructive criticism enables them to show reasonable personal and professional goals that are in line with company aims.
[bookmark: _Int_J7lp19nH]Programs for training and development are also quite important. Technical, interpersonal, and leadership skills can be developed through formal courses, workshops, and online learning options. Giving leaders and their teams access to ongoing education guarantees that they will be able to adjust to a changing work environment.
[bookmark: _Int_tsGDEAgB]Collaboration and peer support can also be effective strategies. A culture of mutual development is fostered by promoting cooperation, information exchange, and candid communication. Professional associations and communities of practice are examples of support networks both inside and outside the organisation that can aid in both professional and personal growth.
Lastly, plans for personal growth and introspection are crucial. Through self-evaluation, SMART (Specific, Measurable, Achievable, Relevant, Time-bound) goal-setting, and frequent progress reviews, leaders must take responsibility for their own development. Leaders encourage others to take part in their own growth by setting an example of reflective practice.
In conclusion, training, peer support, coaching, mentorship, feedback, and self-reflection are all useful growth support strategies. Leaders foster an environment that encourages ongoing learning, enhanced performance, and long-term professional success when they actively use these tools for both them and their teams.
[bookmark: _23ckvvd]


[bookmark: _Toc213243678]1.5 Plan of action

[bookmark: _Int_Bjm6RTCN]Effective leadership and management in the workplace require a well-organised plan of action. It offers a precise road map for carrying out aims, boosting output, and guaranteeing accountability. Leaders and team members can successfully watch progress and match their efforts with organisational goals when they have a solid plan of action. Establishing specific goals and desired results is the first stage in developing a plan of action. This ought to be in line with corporate and individual priorities. Setting realistic and well-defined goals is ensured by using the SMART framework, which stands for Specific, Measurable, Achievable, Relevant, and Time-bound. For example, a manager might want to increase team productivity by 10% in six months by improving work management and communication.
[bookmark: _Int_TWjY0UhS][bookmark: _Int_KCKBRLZd][bookmark: _Int_qw3Qf6dL]Outlining important tasks and duties comes next after goals have been set. Every activity should outline who is in charge, what resources are needed, and how success will be found. Appropriate work delegation encourages accountability and gives team members the confidence to own their efforts. Establishing deadlines and milestones is an essential part of the plan. It is easier to check progress and stay motivated when bigger aims are divided into smaller, more doable tasks. Leaders can check results, handle obstacles, and change the strategy as needed through regular check-ins or progress reviews.
[bookmark: _Int_qzxGrIf3][bookmark: _Int_eswTmWOd][bookmark: _Int_vPbREFpZ]In addition, a successful action plan should include support structures and opportunities for advancement. This may include training, mentorship, or coaching to develop the abilities needed to reach the goals. Providing right support fosters confidence and continual learning within the team. Finally, review and reflection are critical to ensuring continuous improvement. After the strategy has been implemented, the results should be evaluated to figure out what went well and what may be improved. Leaders should use this contemplation to guide future planning and decision-making, promoting a culture of growth and adaptation.
[bookmark: _ihv636]To summarise, a plan of action is more than just a list of duties; it is a strategic tool that combines leadership vision with actionable steps towards success. Leaders may effectively drive personal and organisational accomplishment by proving clear goals, assigning roles, promoting development, and evaluating progress.
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

	Develop strong leadership abilities to inspire and involve my team. 



	Participate in leadership workshops, finish online courses, and use motivational strategies in day-to-day management. 
	Training materials, a leadership mentor, and team and supervisor feedback are all available. 
	Positive comments in one-on-one meetings, increased team morale, and improved team engagement levels. 
	3 months from start date
 

	


Boost your ability to resolve conflicts and communicate.
	Use conflict resolution methods (such as engage in active listening during meetings and ask for feedback following difficult discussions.
	help from HR or a coach, as well as resources for communication and conflict resolution.
	Conflicts at work have decreased; staff and peer feedback has improved; and a self-reflection journal shows development. 
	2 months from start date
 

	


Develop your ability to make strategic decisions and solve problems.
	Take part in strategic planning meetings, evaluate business case studies, and carry out a small-scale improvement project.
	mentorship, access to organisational data, and support from senior management.
	Project success with quantifiable results; manager's assessment of the calibre of decisions made.
	4 months from start date
 




Personal Objectives

	Short Term Goals (next 12 months)

	Develop your managerial and leadership abilities in the hotel industry. Learn more about the staffing, inventory, and cost control aspects of restaurant operations. Develop excellent teamwork and communication abilities. Finish your management and leadership coursework. 


	Medium Term Goals (2-3 years)

	Take on a top leadership or management position in a restaurant or hospitality organisation. Gain ability in business planning and advanced financial management. Set up a solid professional network within the hospitality and food sectors. Start investigating the idea, site, and financing possibilities for a potential restaurant.



	Long Term Goals (3-5 years)

	Start and run my own restaurant with success. Create a solid, driven team that shares the goals and values of my restaurant. · Achieve good financial success and provide outstanding customer service. As a business owner and leader, keep developing both personally and professionally.











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

	Improving delegation skills
 



	Attend relevant training or workshops
	Coaching or mentoring from my manager

	Positive feedback from my coworker or team
	4 weeks from start date


	Managing workplace conflict



	Practice the skill in real work situations

	HR or L&D training materials
	Demonstrated use of the new skill in real situations

	1 months from start date 

	Motivating and coaching staff



	Schedule feedback sessions with my manager

	Time given by my employer

	Self-reflection or assessment scores

	3 months from start date 












Personal Objectives

	Short Term Goals (next 12 months)

	Develop confidence in delegating tasks within my team



	Medium Term Goals (2-3 years)

	Mentor or support new employees 



	Long Term Goals (3-5 years)

	
Develop advanced skills in strategic thinking and leadership 







[bookmark: _32hioqz][bookmark: _Toc213243679]1.6 Monitor progress
Effective leadership and management in any workplace depend heavily on progress monitoring. It guarantees that objectives are met, performance is sustained, and teams and people stay in line with organisational aims. Monitoring progress in a leadership setting involves more than just keeping tabs on outcomes; it also involves fostering growth, promoting responsibility, and guaranteeing ongoing progress. An effective leader creates performance indicators to monitor progress over time and sets specific, quantifiable targets. Frequent check-ins, one-on-one meetings, and team evaluations offer chances to evaluate successes, pinpoint problems, and make required corrections. Leaders may keep results transparent and consistent by using tools like progress reports, feedback forms, and performance dashboards.
[bookmark: _Int_E1zZO5tW][bookmark: _Int_UH47zTGs]In this process, feedback is essential. Constructive criticism promotes a culture of learning and development by helping people in finding their areas of strength and progress. Self-reflection is equally crucial; to find areas where they may enhance their leadership efficacy, leaders should routinely assess their own performance and management strategies. Acknowledging and applauding accomplishments is another aspect of tracking progress. Employee motivation and positive behaviour are reinforced when accomplishments, no matter how minor, are acknowledged. When problems occur, prompt coaching and involvement can help people realign with expectations and goals, keeping small setbacks from growing into more significant performance challenges. 
In the end, regular progress monitoring leads to improved organisational outcomes, more productivity, and stronger teamwork. It empowers leaders to make well-informed choices, promote performance enhancements, and foster their teams' professional and personal development. In my own leadership path, evaluating my success on a regular basis will not only help me reach my professional and personal goals, but it will also equip me to manage and expand my future business, including my long-term aim of using my own restaurant. 




[bookmark: _Toc213243680]1.7 Conclusion
[bookmark: _Int_w0xFxhRL]In conclusion, a good, productive, and goal-oriented workplace requires effective management and leadership. Strong leadership abilities, such as motivation, communication, strategic thinking, and decision-making, enable leaders to motivate their staff to succeed on an individual and organisational level. Conversely, management makes ensuring that people, procedures, and resources are effectively coordinated to achieve company goals. The significance of self-awareness, ongoing education, and reflective practice in the growth of leadership has been emphasised in this module. Leaders can change their approach to suit various circumstances and team requirements by assessing their own strengths and opportunities for development. To guarantee consistent performance and improvement, it is essential to keep lines of communication open, set realistic targets, and track progress.
[bookmark: _Int_J7d5IwAl][bookmark: _Int_nqIsWsxP]Furthermore, leadership involves accountability and personal growth in addition to managing others. A strong leader fosters cooperation, builds trust, and sets an example. These attributes are especially helpful when pursuing long-term aims, like my own desire to start and run a profitable restaurant. Future success will be built on the abilities gotten via practical leadership, including strategic planning, problem-solving, and people management. In the end, successful careers and productive workplaces are shaped by applied leadership and management. In both my current position and my future business endeavours, I hope to set up a work atmosphere that values growth, innovation, and teamwork by putting the principles I have learnt in this module into practice and continuing to improve as a leader. 






[bookmark: _Toc213243681]Reflection on the Recruitment process
One of the most crucial aspects of good management and leadership is the hiring process. It ensures that a company selects personnel who have the proper talents, attitude, and values to contribute positively to business success. I have been able to appreciate the value of preparation, equity, and strategic decision-making in selecting the best candidates by thinking back on the recruiting process.
Clearly defined job descriptions and individual requirements are the first steps in a successful recruitment process. These aid in drawing in qualified applicants and guarantee the impartiality and consistency of the selection procedure. I concluded during my contemplation that preparation is essential knowing the requirements of the position and the characteristic of the perfect applicant helps build a solid foundation for hiring decisions. 
The interview phase provided insightful information on how leadership affects hiring results. To conduct an effective interview, it is necessary to evaluate not only technical skills but also personality, communication, and cultural fit. I discovered that to truly grasp a candidate's potential, open-ended questions and attentive listening are essential. Involving several interviewers also guarantees decision-making is fair and less biassed.
[bookmark: _Int_dis6upk1][bookmark: _Int_QEYYQxes]The significance of the candidate experience was brought to light when considering the entire process. Throughout the hiring process, professionalism, prompt feedback, and clear communication can improve the company's standing as an employer of choice. Furthermore, examining and assessing the hiring procedure following each campaign enables ongoing development and helps pinpoint areas where the procedure may be made more effective or inclusive.
To sum up, this reflection has taught me that hiring is more than just filling open positions; it is about assembling the best team to do organisational aims. As a young leader, I am aware that a people-entered approach, fairness, and preparation are necessary for successful hiring. These realisations will direct me as I strive towards my long-term aim of starting and running my own restaurant, where building the proper team will be crucial to success.

[bookmark: _1hmsyys]
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[bookmark: _Toc213243684]Appendix B Continuous Professional Development Record

	Continuous Professional Development Plan - Your name Sharon Marcinkova 
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	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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