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[bookmark: _Toc500943471][bookmark: _Toc53314823]Section 1: Know how to identify development needs

Career development, the dependent variable, has been investigated through its sub-variables, which include individuals’ skill enhancement, career counselling  and individuals’ understanding of their development needs. The  awareness of individuals about their career presumably indicates that individuals are able to plan the process effectively, and at the same time they are able to relate it to organizational development goals. The relationship of these sub-variables with the independent variable is considered to be direct, but at the same time complex.
The continuity of the different development processes could be ensured through maintaining high level of individual motivation and commitment towards their jobs and organization. Such a required level of motivation and commitment could be attained when the organization enables the individuals to see the process of their growth in association with the growth of the organization. At the same time if they could understand how their work will contribute towards the organizational growth and development it would also enable them to visualize the importance of their work
Predominantly, career development is presently thought to be individual’s responsibility; although in certain cases the process may be supported by the organization .
In work life the individual’s interest is most of the times associated with their career development. When individuals see a long term benefit associated with the organization of their work, then they possibility of foregoing the short time benefits offered to them in the form of salary raises or other financial incentives also increases .
At times the individuals with lower education or a generic qualification may not be able to calculate the pros and cons of their decision in the present intricate world of business. They need continuous support to safely maneuver  their career strategy and, therefore, it should be an ongoing process guiding them through each and every step of career development process.

[bookmark: _Toc500943472][bookmark: _Toc53314824]1.1 Identify learning styles for self and another 
Learning is not exclusive to the domain of an education system. Learning begins a very long time before school; continues for even longer after school; and happens rapidly, and in parallel with school, in a great number of different ways and settings. Learning proceeds in a number of different ways, and has been described and explained by many different interested researchers and opinion-makers over many years .
An aspect of the learning process that in relative terms has only recently come to the fore is that of individual learning preferences. The ideas that lie behind the notion that we as individual learners have preferred approaches to our learning are based upon research which identifies humans as more or less receptive to different stimuli. For example, one learner might find it particularly straightforward to take in information through one particular medium and another learner would find this quite difficult.
Many modern learning theorists and educationalists discount a great deal of behaviourist theory. However, there are situations where a behaviourist approach is likely to work well. Programmed learning was developed out of the theories of Skinner and others, and became a fashionable and partly successful approach to teaching in the middle part of the last century. Skinner (1958) described the purpose of programmed learning as being to ‘manage human learning under controlled conditions’.
Skinner is probably the best known psychologist in the behaviourist tradition. He identified the theory of operant conditioning. Skinner spoke only about the strengthening of responses, not the strengthening of habits or actions. Skinner used the term reinforce  instead of ‘reward’. He was keen to stress the importance of a positive approach to learning involving rewards, but also understood the value of punishment. His most fundamental principle is his law of conditioning: ‘A response followed by a reinforcing stimulus is strengthened and therefore more likely to occur again.’ A second principle was his law of extinction: ‘A response that is not followed by a reinforcing stimulus is weakened and therefore less likely to occur again.’ Skinner’s work was meticulous and methodical, based upon scrupulous scientific observation and measurement. He developed strict schedules of reinforcement in his attempt to codify learning and to establish a pattern of best practice. In his later work, he began to recognise the influence of mental process which had previously been acknowledged by behaviourists.
‘Situated learning’ refers to the fact that all learning takes place in a context. The context may or may not be familiar to the learner. If the context is unfamiliar to the learner, learning will not necessarily proceed smoothly. Situated learning (Lave and Wenger 1991), in part, suggests that skills, knowledge and understanding which are learnt, and even mastered, in one context may not necessarily be transferred successfully to another.
Wray and Lewis (1997) single out four aspects of constructivist learning theory which they consider to be of paramount importance: 
■ Learning is a process of interaction between what is known and what is to be learnt.
 ■ Learning is a social process. 
■ Learning is a situated process. 
■ Learning is a metacognitive process.
The five-stage model (Reid et al. 1989) sets out a route which, if followed, is likely to provide the conditions required for learning to result: 
■ engagement ;
■ exploration ;
 ■ transformation ;
 ■ presentation ;
 ■ reflection ;
[bookmark: _Toc456901517]Learning styles are not fixed traits which an individual will always display. Learners are able to adopt different styles in different contexts. For most of us, one or two styles are preferred above the others. Honey and Mumford (1986) suggest that we need to be able to adopt one of four different styles in order to complete any given learning task satisfactorily. An inability or reluctance to adopt any particular style has the potential to hamper our ability to learn effectively .
The four styles described in the Honey-Mumford Model are:
 ■ activists ;
 ■ reflectors ;
 ■ theorists ;
 ■ pragmatists ;
Activists prefer to learn by doing rather than, for example, by reading or listening. They thrive on novelty, and will ‘give anything a try. They like to immerse themselves in a wide range of experiences and activities and like to work in groups so that ideas can be shared and ideas tested. They like to get on with things, so they are not interested in planning. Activists are bored by repetition, and are most often open-minded and enthusiastic.  
Reflectors stand back and observe. They like to collect as much information as possible before making any decisions; they are always keen to ‘look before they leap’. They prefer to look at the big picture, including previous experiences and the perspectives of others. The strength of reflectors is their painstaking data collection and its subsequent analysis, which will take place before any conclusion is reached. Reflectors are slow to make up their minds, but when they do ,their decisions are based on sound consideration of both their own knowledge and opinions, and on what they have taken in when watching and listening to the thoughts and ideas of others.
 Theorists like to adapt and integrate all of their observations into frameworks, so that they are able to see how one observation is related to other observations. Theorists work towards adding new learning into existing frameworks by questioning and assessing the possible ways that new information might fit into their existing frameworks of understanding.
Pragmatists are keen to seek out and make use of new ideas. Pragmatists look for the practical implications of any new ideas or theories before making a judgement on their value.They will take the view that if something works, all is well and good, but if it does not work, there is little point in spending time on the analysis of its failure.A strength of pragmatists is that they are confident in their use of new ideas and will incorporate them into their thinking. Pragmatists are most at home in problem-solving situations .
Iustina is a pragmatic learner because she prefer concepts witch can be apply directly to the task and have immediate benefits and results .
As pragmatist learner she’s practical , structured and likes to absorb information which leads to rewards .
Also , Olivian said that , he’s learning style is pragmatist and he’s likely to try new ideas , theories and techniques to see if they works .
They both discover their learning style by doing the quizzes witch gave them the results of learning style .
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	SWOT IUSTINA 
	

	STRENGHTS 
-competitive skills ;
-listening skills ;
-organisational skills;
-motivation;
-empathy ;
-compassion ;
	WEAKNESSES 
-lack of experience ;
-training support ;
-financial support;

	OPPORTUNITIES 
-career growth ;
-developing new skills ;
-financial motivation ;
	THREATS
-time for learning;
-enviroment problems ;
-lack of administrative experience ;




	SWOT OLIVIAN 
	

	STRENGHTS 
-team working skills ;
-communication skills ;
-time management ;
-motivation;
-knowledge;
	WEAKNESSES 
-lack of experience ;
-lack of training;
-time allocated;
-tiredness;

	OPPORTUNITIES 
-professional development ;
-learn new skills ;
-financial growth ;

	THREATS`
-lack of fundings ;
-sickness;
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People find that there are common barriers impeding their ability to access learning. These include: 
	BARRIER
	DESCRIPTION

	Social and cultural barriers
	peer pressure and family background

	Practical and personal barriers
	transport; time; disability; caring responsibilities; childcare; finance; cost; age; language; and lack of access to information

	Emotional barriers
	lack of self-esteem or confidence due to low skills levels; negative personal experience of learning; previously undetected or unaddressed learning disabilities; social problems such as unemployment, abuse or bullying

	Workplace barriers
	time off; access; discrimination; unsupportive managers; shift work; isolation


Disadvantage however casts a broad shadow. One in four people will at some point in their working life suffer stress or mental illness. One in three will develop cancer or other major illness. Many will find their skills outdated or be forced to make an unwanted career move. Barriers may be hidden – even to their victims. Many people suffer low esteem, having been labelled as failures at school, and are thus reluctant to re-engage with learning. Others have conditions such as dyslexia that they are unaware of, with others wrongly confusing it with a lack of intelligence
Learning disabilities
In addition to other common barriers to learning, around 1.5 million people in the UK have learning disabilities. Learning disabilities affect how people understand information, communicate, or learn new skills, and include difficulty reading, difficulty writing, and difficulty with mathematics. The severity of a learning disability varies from person to person.
There are specific learning disabilities which can be independent of other conditions, such as dyslexia. Some conditions, such as Down’s Syndrome, are always associated with a learning disability, whereas some conditions, such as autism, are only sometimes associated with a learning disability. Other conditions, such as Attention Deficit Hyperactivity Disorder (ADHD), are not technically associated with a learning disability, but may still affect learning.
Migrant and vulnerable workers:
 Migrant workers make a huge contribution to our economy and to society in general. One problem, however, is that the skills and qualifications of many of these workers are not recognised by employers. They may be university graduates but find themselves trapped in low-skill, low pay jobs that do not fully utilise their training and experience. Often they are placed on the first rung of the labour market when they could be higher up. A lack of English language skills and low awareness of their employment rights and the role of trade unions marginalises them and makes them vulnerable.
Time, childcare and shift work:
 A wide variety of time pressures create barriers for access to learning. They are mentioned most frequently by those with caring responsibilities. Fitting learning around childcare and work can prove to be a huge barrier.
As a busy mum with young children, Iustina knows how difficult it can be to balance work with home life and find time to learn, particularly for shift workers who often struggle to find suitable childcare. She find this barrier very common for people with children .Iustina said that , to find childcare is hard because of the age of her children and also can be expensive .
Olivian Majorant said that , the main learning barrier is working shifts because he work for a busy company ,long hours and very stressful job .His job requires responsibility ,good organisational skills and good time management skills .


[bookmark: _Toc500943475][bookmark: _Toc53314827]1.4 Explain how these barriers to learning can be overcome.
Motivations provide the reason why people want to learn. Understanding facilitators to learning – what needs to be in place for learning to happen – is important to ensure that adults’ motivations for learning translate into action.
Similarly, the availability of cheap or free childcare was a significant facilitator of learning for people with families. In some cases, having childcare to cover study time as well as course contact time was particularly helpful because it provided people with the space and energy to engage with independent study. Supportive family members were key to this, and shifting family contexts could also be facilitative, for instance where children got older and work became less demanding .
Iustina said that , the learning barrier ,childcare can be overcome by working part-time and having support from the family and friends .This is the solution she used to be able to attend the university course .She currently works part-time as a nurse and her husband and friends help her with the children .Online sessions was also good benefit for her learning development ,she can attend the course and she also can look after the children .
Olivian Majorant said that , to overcome his learning barrier he has to decrease his working hours and to pay more attention for learning . He had the support from work manager and colleagues and also from his family .
Both of them said , the motivation is the main reason for overcoming the learning barriers ,when someone wish to do something can be easily achieved when he’s motivated .




[bookmark: _Toc500943476][bookmark: _Toc53314828]Section 2: Know how to develop self & others to achieve organisational objectives
Continual self-development is important in achieving organisational objectives. Individuals must develop their behavioural principles in relation to understanding of the organisational goals.
Therefore, in order to ensure validity of one’s knowledge and organisational objectives, people must always engage in continual self-development in order to understand organisational objectives and principles the organisation upholds (Whetten and Kim, 2011).
Continual self-development makes individuals aware of their current level of skill competency and motivated to seek improvement in order to increase achievement of organisational objectives. Continual self-development enables individuals to receive feedback about their level of skills and competency. Some organisations do not provide feedback to the employees.


[bookmark: _Toc500943477][bookmark: _Toc53314829]2.1 Analyse learning/development options to meet needs of self & another.
Implementation of personal development plan also involves abstract conceptualisation of ideas. At this level, a person forms concepts and generalise them in order to create concrete ideas (Goleman, 1998).
Once an individual has evaluated the above process, he or she starts an active experimentation of the development plan. This involves putting new concepts into practice in order to determine their suitability, success and consequences on one’s development plan (Boyatzis, 1982).
According to Kolb (1984), evaluation is an essential process in the implementation of one’s personal development plan (Kolb, 1984).
This is because it enables an individual determines the level of achievement with regard to personal objectives and determine their overall consequences in personal growth and knowledge of the job. Personal growth is an ongoing process. Thus, the person must increase in all areas regardless of excellence achievement.
A personal should strive to improve in all areas of personal development plan particularly in serious cases of major weaknesses. An individual has noted his or her weakness in areas of managing time and stress, conflict management and some aspects of communication. The person should study hard in order to and pay attention to details in order to grow such knowledge within a short-term period (Bell, 1998 
During learning processes, an individual is likely to improve in knowledge-based theoretical models of handling organisational conflicts, challenges, and gain a high qualification needed for achieving personal goals and organisational objectives.).








[bookmark: _Toc500943478][bookmark: _Toc53314830]2.2 Identify support mechanisms for the development of self & another
The author believes that , giving recognition and rewards to your employees can motivate them, and it encourages loyalty — which are driving forces behind employee growth. When workers feel valued and their efforts recognized, performance levels increase .
Knowing your weaknesses is an important step in personal and professional development. Organizations need to implement processes that help management organize and assess the strengths and weaknesses of their employees on an ongoing basis. These managers need to then communicate the results of those assessments throughout the year — either weekly, monthly or quarterly.
One of the most important things you can do to nurture and retain talent is provide them with personal development opportunities. This can encompass anything from leadership training or building a new skill, to simply pursuing a passion that inspires an employee in and out of the workplace.
People  are more likely to get excited about personal development opportunities when they are innovative and entertaining. Mix things up by offering a variety of interesting and engaging learning experiences.
Iustina believes that , when you have your next one-on-one, listen with attention and intention. Give your employee your full attention, without getting lost in what you need to do next or what you want to say. Set your intention for the conversation to appreciate their  perspective.
From Olivian ‘s point of view , All development is the result of learning. To effectively support personal development on a regular basis, organizations should foster a "culture of learning." When a strong learning culture is embedded in the foundation of an organization, more employees see the importance of continuous learning.
[bookmark: _Toc456901523]

[bookmark: _Toc500943479][bookmark: _Toc53314831]2.3 Prepare development plans for yourself and another person

Part 1: Personal Analysis 
See SWOT Analysis in 1.2 

Part 2: Setting Goals

	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 communication skills 




	-learning;
-researches;
-reading;
	doing the assignments for university;
-working in a team;
-sharing knowledge with others ;
-improving own performance and learning;
	-Good communication skills ;
-complete all assignments ;
	20/09/2021

	

Using technology

	-using computer;
-using mass-media;

	-practise;
-course for using Microsoft Office efficiently ;
-support from tutor;
	-using computers programs ;
	28/10/2021

	
Team working skills


	-working with others;
-positive attitude ;
-motivation;
	-support from work colleagues and university;
	experience;
-communication skills ;
-improving learning and achieving team goals ;
	1/12/2021




Part 3: Personal Objectives

	Short Term Goals (next 12 months)

	
Level 5 completed in skills for workplace

	Medium Term Goals (2-3 years)

	
Ward sister position and level 6 completed in skills for workplace 


	Long Term Goals (3-5 years)

	
Ward manager position and career growth 




[bookmark: _Toc500943480][bookmark: _Toc53314832]2.4 Method used to monitor the development of self & another.
The author said that ,there are numerous different methods of monitoring including: observations, body language, behaviour, moods, written records, assessment framework, information from parents/carers, work colleagues and standard measurements.
Personal development is a continuous process. Most employers have processes in place to monitor performance and provide opportunities for training and development, but each of us also needs to take personal responsibility for reviewing and updating our own skills.
Iustina believes that , self reflect technique is the most important in monitoring development .
She said that ,to monitor your performance against your objectives and metrics, reflect on your performance regularly. At the end of each week, review your objectives and metrics, then ask yourself: what went well? What didn't go well? What can you do to improve?
Olivian said that , continually feedback is also an important technique to monitor the development .
By asking  your boss to play an active role in your development, so they have confidence you’re learning the skills that will make you eligible for future promotions. Keep copies of any documents that directly or indirectly give some indication of your performance, so you can track your progress. Consider asking a trusted colleague if they agree with your evaluations, or approach a senior figure within your organisation who might be willing to act as a mentor .









[bookmark: _Toc500943481][bookmark: _Toc53314833]Section 3: Know how to prepare for the recruitment process 


[bookmark: _Toc53314834]Reflection on the recruitment process 

GIBB’S REFLECTIVE CYCLE 
GIBBS ‘S REFLECTIVE CYCLE has been developed by Graham Gibbs in 1988 to give structure to learning from experiences. It offers a framework for examining experiences ,and given its cyclic nature lends itself particularly well to repeated experiences ,allowing you to learn and plan from things that either went well or didn ‘ t go well. It covers 6 stages :
-description ;
-feelings ;
-evaluation ;
-analysis;
-conclusion;
-action plan ;
As a part of my assignment  research and writing process, I conducted a parallel process of reflective learning in order to capture important points of personal growth, learning and development resulting from my course of study (Williams, Woolliams & Spiro, 2012). Whilst the results presented in my assignment  reflect the more academic aspects of my learning journey, this report considers the less tangible elements of my performance, focussing on how I approached the task and what I could have done better or differently (Bassot, 2016). The aim is to ensure that I learn from my experiences, using a reflective approach to gain greater insight and understanding of how I tackled my research, using this to establish a baseline for a longer-term development plan (Jasper, 2013).

[bookmark: _Toc53314835]3.1 Description
Iustina said that , for her assignment was required the description of an job interview .The approach she decided to adopt was to describe the job interview she had 5 years ago for the position of qualified nurse .
As soon as she become qualified nurse she decided to move in U.K. and to register as qualified nurse with the Nursing and Midwifery Council .
Because she was new in the British system ,Iustina choose to contact one of the recruitment agencies .
The agency help her with the recruitment process and gave her the support needed with the documentation for the job application and also for the registration with the NMC.
She had the job interview in Princess of Wales hospital with 3 main lead nurses from different hospitals.
Her interview was about an scenario given and to be able to explain and show what is her point of view and her position taken as qualified nurse . 
  
[bookmark: _Toc53314836]3.2 Feelings
Iustina wasn’t particularly comfortable in unfamiliar settings and she made an scenario in her mind how to face this situation .
She feels more confident when she seen the support received from the agency of recruitment .
She started to feel motivated on setting up her application for the job needed. She wished to provide to the new system of healthcare her skills because she knew how important is the care provided to the patients .
She said that , she was nervous prior interview but with the preparation taken from agency of recruitment she manage well and get her job position needed.
Iustina feels that , she is an significant person in her teamwork as she had the feedback from her work colleagues ,managers and medical professional .
[bookmark: _Toc53314837]3.3 Evaluation
In reflecting of this experience is clear that , the evidence of recruitment agency support was important and she starts working in healthcare industry .
The best thing happen ,from Iustina’s point of view was to see her dream coming true .
She knew that , she is able to provide good quality services to her patients being dedicated to her role .
[bookmark: _Toc53314838]3.4 Analysis
To be able to apply for this job role , Iustina used her academic course in Science of Nursing .
She recognise that , she would need support in this area to improve her performance .
She believe that , this trust gave her the opportunity to improve her skills , with the trainings provided ,flexible hours and support .
Iustina believes that , the all scenario went well , preparation ,interview and also job role.
The only thing what went badly was the registration with NMC because took long time until they accepted her qualification and gave her the chance of working in this system .
[bookmark: _Toc53314839]3.5 Conclusion
Iustina believes that , her knowledge ,skills and professional development has been significantly improved .She have the satisfaction professionally and financially with more possibility of personal and professional growth .





[bookmark: _Toc53314840]3.6 Action Plan
Reflecting on this situation and examined her own perceptions , Iustina is really happy because she had the support from the lead nurses , ward managers , colleagues , and family .
She said that is the biggest step taken into her career in nursing and the best choice she ever had .
From her point of view ,if she have to choose again she will choose the same without hesitation .
She is able now to demonstrate compassion ,effectiveness and she also is able to act with integrity in the best interest of the patients .
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CRAP ANALYSIS 
	C-CURRENCY
	The assignment has been written in 30 days .

	R-RELEVANCE
	The assignment is the explanation of the author Iustina Majorant about learning style ,job interview and reflection.

	A-AUTHORITY
	Iustina Majorant has been used references and techniques for written of the assignment and reflection of job interview .

	A-ACCURACY
	The references used has been based on accurate information .Iustina also used Gibbs model of reflection to describe her experience and feelings about her job interview .

	P-PURPOSE
	The purpose of the assignment was to describe the experience of learning style  , skills improved and job application process .Iustina has describe what went well and what didn ‘t go well with her experience and she evaluated what she learn from her job interview  .
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Job application 
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Curriculum vitae
Iustina Majorant 
Phone :07881223263
Email :iustinamajorant@yahoo.com
Senior staff nurse
Professional profile :
A conscientious , NMC Registered Nurse with expertise in the provision of exemplary care to maintain the health , safety and development of patients with complex health care needs.
With extensive knowledge of health care services , is highly experienced in the delivery of individual care plans .Demonstrates strong leadership qualities with the ability to conduct patients assessments , supervise the provision of safe and compassionate care , and evaluate effectiveness . Acts with integrity and in the best interest of patients while ensuring compliance with trust and NMC guidelines to promote ward efficiency and the delivery of operational excellence .
Core skills:
-adult nursing;
-health promotion ;
-communication skills ;
-patient care ;
-infection control;
-medical procedures ;
Personal skills:
-Leadership skills.
-Knowledge of managed care program policies and procedures;
-Knowledge of managed care and insurance industry;
-Verbal, written, and interpersonal communication skills;
-PC proficiency (MS Office,);
-Analytical skills and sound clinical judgment;


Career summary :
Senior staff nurse since 2016 to present in hospital  :
Outline :
Managing an 28 bedded ward as full time , flexible staff nurse and providing care to a rage of patients admitted from A&E requiring future investigation .
Key responsabilities :
-making informed decisions relating to care management , leading to hospital admission and the implementation of key clinical policies ;
-providing ward leadership for health care support workers and junior staff to ensure that close monitoring of patients ;
-taking an active intervention in patients care during cardiac arrests , performing ECG s and the administration of medication ;
-preparing , monitoring  and managing patient treatment plans and discharge plans ;
-carried out wide –ranging wound care management which incorporated wounds required  dry dressing, highly exudating wounds requiring VAC therapy , skin grafts , stomas and tracheotomy care ;
-supported patients with leg and pressure ulcer management ;
Education and qualification :
Diploma –adult nursing  -2012;
Science of Education -2012-teacher for primary school ;
Skills for workplace –leadership and management Level 6 -2020-2022;
Professional registration –Nursing and Midwifery Council (NMC )
Professional development :
Trainings :
-information governance ;
-infection control ;
-diversity and equality ;
-fire safety ;
-waste guidance ;
-food hygiene ;
-adult basic life support ;
-health and safety;
-child protection 1 ;
-male catheterisation;
-intravenous medication administration ;
-blood sugar ;
References available on request 
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Catherine Hinkin 
Matron Medicine 
Princess of Wales Hospital 
Bridgend 

Dear  Madam ,

Please find attached my CV in response to your advertisement for the post of Nurse Manager , which I feel is the perfect opportunity to the future develop my skills and experience .
As you will see from my CV , I am a qualified RGN with years of experience of clinical work .I have undertaken senior roles , managing rotas and mentoring junior staff and students , and I have excellent organizational and IT skills . I am a natural leader who is motivational , supportive and calm under pressure and I have good understanding of different management techniques . Having spent several years as an RGN ,I am a strong communicator with empathy for others and the ability to put people at ease even in difficult circumstances .
I am hard working and reliable with an exemplary attendance record and am used to working long and antisocial hours .
I feel I will make a strong contribution to the department and I am looking forward to the opportunity to discuss my experience with you in more detail .  


Sincerely ,

Iustina Majorant 
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ich best explains
The VARK Questionnaire (Version 7.1) How Do | Learn Best? Choose the answ?fr Wgngle i A
your preference and circle the letter(s) next to it. Please circle more than one ifa
not match your perception. Leave blank any question that does not apply.

i ilway station.
1. You are helping someone who wants to go to your airport, the center of town or railway
You would:

@go with her.
b. tell her the directions.
c. write down the directions.

d. draw, or give her a map.

2. You are not sure whether a word should be spelled ‘dependent’ or ‘dependant’. You would:
a. see the words in your mind and choose by the way they look.
b. think about how each word sounds and choose one.

@find it online or in a dictionary.

d. write both words on paper and choose one.

3. You are planning a vacation for a group. You want some feedback from them about the plan. You
would:

a. describe some of the highlights.

se amap or website to show them the places.
c. give them a copy of the printed itinerary.

d. phone, text or email them.

4. You are going to cook something as a special treat for your family. You would:
a. cook something you know without the need for instructions.

b. ask friends for suggestions.

c. look through the cookbook for ideas from the pictures.

se a cookbook where you know there is a good recipe.

5. A group of tourists want to learn about the parks or wildlife reserves in your area. You would:
a. talk about, or arrange a talk for them about parks or wildlife reserves.

how them internet pictures, photographs or picture books.

¢. take them to a park or wildlife reserve and walk with them.
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a. make diagrams or get graphs to help explain things.

b. write a few key words and practice saying your speech over and over.

c. write out your speech and learn from reading it over several times.

@ather many examples and stories to make the talk real and practical.

i i that
The VARK Questionnaire Scoring Chart Use the following scoring chart to find the VARK category

.g. If you
each of your answers corresponds to. Circle the letters that correspond to your answers €.g. It Y/

answered b and c for question 3, circle V and R in the question 3 row. Question a category b

category c category d category 3 KV R

Question a category b category c category d category
1 © a3 R v
2 Vv A @ i

3 K R

4 K CZ) v ®
5 A ) K Z

6 K 6 Vv

7 ®) A v R

8 R A Y

9 R K v
10 K Y @& A
11 v R A @
12 A R Y €D
13 A R v
14 R A v
15 A R Vv
16 v A R )

Calculating your scores Count the number of each of the VARK letters you have circ|

ed to get your
score for each VARK category.

Total number of Vs circled = 2,
Total number of As circled = |
Total number of Rs circled = %

Total number of Ks circled = 8
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Learning Styles Quiz 1/2 Learning Styles Quiz EM1
methodology

iustina majorant

Learning style match %

Pragmatist style 0.333

Reflector style 0.250

Theorist style 0.176

Activist style 0.111

Your primary learning style. Match: 0.333
Pragmatists need to be able to see how to |
Abstract concepts and games are of limited
ideas into action. Pragmatists are likely to b
theories and techniques to see if they work.

ideas, getting straight to the point, and may

Learning methods especially suited to pragt

e Practicals
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You might want to think about incorporating
other learning styles.

Your tertiary learning style. Match: 0.176

Theorists like to think through problems in ¢
objectivity, and like to assimilate disparate
disciplined, aiming to fit things into a ration:
assumptions, principles, theories, models a

Learning methods especially suited to theo

e Models

« Classroom response systems (get
responsible for the stats!)

o Story-telling

¢ Quotes

o Tutorials (these may then be couple
in the tutorials)

You might want to think about incorporating
other learning styles.

Your quaternary learning style. Match: 0.11
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Feedback for BMSK4005 2020

Name: lustina Majorant

Answering difficult questions

She spoke well, even though English is not her first language

Knowledge of Job

She has a very good knowledge of the role being interviewed for.

Knowledge of organisation

She demonstrated a good knowledge, including historical.

Research

She demonstrated some research.

Relaxed

She was relaxed and though she stated before the interview that she
was very nervous, she did not demonstrate many nerves.

Communications

Spoke well, listened well thought out the interview.
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She is a prime candidate with her background knowledge and
experiences.

A good interview. She had obviously undertaken research.

Issues:

She could have beware of stating Weaknesses, with saying that you are
currently working on it (skills) and it is getting better.




image1.jpeg
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





