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Throughout the years multiple learning style questionnaires have been created to help distinguish our personal and others preferred learning style, a few examples of this would be VARK Fleming. N. (1987)[endnoteRef:1], Honey & Mumford Honey. P., and Mumford. A. (1982)[endnoteRef:2] and Dantec, C.& Mozzon-McPherson, M. (2006). Each of these learning styles have been created to help determine a person’s strengths and weaknesses when it comes to learning. [1:  VARK Fleming. N. (1987)
Articles | VARK (vark-learn.com)]  [2: 
 Honey & Mumford Honey. P., and Mumford. A. (1982)
Honey and Mumford — University of Leicester] 

After completing the learning style questionnaires created by VARK Fleming. N. (1987), Honey & Mumford Honey. P., and Mumford. A. (1982) and Dantec, C.& Mozzon-McPherson, M. (2006)[endnoteRef:3], I am now able determine my own and my colleagues preferred learning style / technique, and our strengths and weaknesses, including any barriers believe are preventing us from developing. [3: 
 Dantec, C.& Mozzon-McPherson, M. (2006)
What is your learning style? (llas.ac.uk) 
] 

The first learning style questionnaire I filled out was, VARK Fleming. N. (1987), upon completing this, my results showed in order from my most preferred learning style, down to my least preferred. My two most preferred learning styles are as follows:
First, being Aural/Auditory, meaning I prefer to learn via verbal communication, being spoken to or verbally explaining the task at hand or something that needs to be completed. My second preferred learning style is Kinesthetic, meaning a more physical or hands on approach to whatever the task at hand is, learning by jumping straight into the objective and learning as you go.
The second learning style questionnaire I completed was Honey & Mumford Honey. P., and Mumford. A. (1982), (please see Appendix 1). The learning style this questionnaire revealed was Reflector which is someone who is much better at listening and observing. They are effective at reflecting on their own and others experience and good at analysing what happened and why. In terms of how to learn, Reflectors are seen as those who perform well in the ‘Monitor’ role above all else, they learn best if they are allowed to think before acting, to assimilate before commencing, for example
· Time to prepare, a chance to read in advance a brief giving background data.
· They are able to stand back from events and listen/observe i.e. observing groups at work, taking a back seat in a meeting, watching a film or video.
· They have the opportunity to review what happened and what they learned 
· They are asked to produce carefully considered analysis and reports
· They are helped to exchange views with other people without danger i.e. by prior agreement, within a structured learning experience 
· They can reach a decision in their own time without pressure and tight deadlines
· They are allowed or encouraged to watch/think/chew over activities 

Reflectors however learn least from, and may react against activities where 
· They are ‘forced’ into the limelight i.e. to act as a leader or to role-play for on-lookers 
· They are involved in action which take place without planning or preparation 
· They are asked to do something without warning i.e. to produce an instant reaction or create an off-the-top-of-the-head idea.
· If they are given insufficient on which to base a conclusion 
· They are given cut and dried instructions on how to complete a task which they have never done before.
· In the interest of expectancy, they have to make short cuts or do a superficial job.
Summary of strengths.
· Careful
· Thorough and methodical
· Thoughtful
· Good at listening to others and assimilating information
· Rarely jump to conclusions 
Summary of weaknesses.

· Tendency to hold back from direct participation 
· Slow to make up their minds and reach a decision 
· Tendency to be too cautious and not take enough risks 
· Not assertive – they are not particularly forthcoming, and have no ‘small talk’
The third learning style questionnaire I completed was, Dantec, C.& Mozzon-McPherson, M. (2006), this questionnaire gave me the results AE (Active Experimentation). This identifies me as someone who likes to influence people and change situations, that I am someone who prefers to learn things that have a practical application and is willing to take risks to achieve my goals. Overall, I like to influence people and see results.
After completing these three questionnaires, I have come to the conclusion that my best way to learn is to first, take a step back from the situation/task and figure out a ‘Action-plan’. To then begin analysing and determining what needs to be done before then taking a hands-on approach and learning from any mistakes made as I go. Before then finally questioning what could have been done differently and how to then better myself in the future.
My colleague also completed two of these learning style questionnaires. First completed was VARK Fleming. N. (1987). This also showed his two most preferred styles of learning. The first result showed his most preferred learning style to be Visual, someone who learns better by visualisation, for example, graphs, videos, PowerPoints and diagrams. Secondly was Kinesthetic, showing he also, like me, prefers a hands-on approach to learning and jumps straight into the task which is given to him.
The second questionnaire completed by my colleague was Honey & Mumford Honey. P., and Mumford. A. (1982). These results show my colleague to be an Activist, showing he is a person who is good at going headfirst into a challenge or task. Activists are spontaneous, resourceful and self-reliant. They experiment and lead the pack.
After also reviewing my colleague’s answers to the questionnaires, I have come to the conclusion that he has an extraordinarily strong and physical approach to learning. Preferring to head straight into the task and learning from his mistakes as he goes.
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After completing and identifying the different learning styles for myself and my colleague, I looked at working out our development needs by using SWOT analysis Humphreys. A. (1960’s).
SWOT analysis Humphreys. A. (1960’s)[endnoteRef:4] is used for analysing your strengths and weaknesses, as well as any opportunities you have to improve and any threats you are facing preventing you from developing. These four subjects are then placed into a table format as titles or subheadings. Under each title/subheading you are then to list honestly how each of these relate to you. After each section has been completed, you are then to analyse how you can turn your weaknesses and threats into strengths and opportunities, using conversion strategies. A conversion strategy is how you can turn a weakness into a strength, for example, Impatience as a Weakness can be seen as a leader or ‘driver’ at a challenge or task as a Strength. Once complete, you are to get feedback from people you know, peers, family or friends, so they can give you honest advice on how to further develop yourself. [4:  SWOT analysis Humphreys. A. (1960’s)
Albert Humphrey biography and publications | ToolsHero] 


After I completed a   SWOT analysis Humphreys. A. (1960’s) for myself, my strengths are as follows, leadership, confidence, caring and I am willing to learn. A few of my weaknesses are, math, stubbornness, personal organisation and Impatience, although as stated above, can be seen as a strength, using conversion strategies. Some threats to my development are, Covid-19, the housing economics, potential employment cuts and personal organisation. Opportunities that are helping me develop are, working towards a university degree, I hold a driving licence, enabling me to travel for better opportunities and full-time employment. After sharing my results with my peers, they gave me advice and feedback on how to change some of my weaknesses into strengths, such as, math can be converted into a strength by taking extra math classes or studying more and my stubbornness can be fixed by keeping an open mind and considering all options given to me.		
My colleague also completed a SWOT analysis Humphreys. A. (1960’s) and his results showed his strengths as, the ability to work well in a team, precision and attention to detail and can also work under pressure. His weaknesses showed, time management, literacy and work management/delegation. His opportunities showed a team management course, learning to drive and full-time employment. His threats were, COVID-19, redundancy/employment cuts and training course funding. After asking his family for advice on how to turn his weaknesses into strengths he figured out that literacy can be helped by taking extra classes, and work management can be fixed by trusting in his team more and relying on others more.
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After being able to identify our development needs, me and my colleague are now able to identify internal and external barriers. These are barriers that are in and out of our control. For example, an internal barrier is something we can control and overcome by further bettering ourselves i.e. skill levels such as any physical needs for a specific role, levels of knowledge, perceived abilities and psychological barriers. An external barrier is something out of our control to change, i.e. Covid-19, family issues, money and potential studying difficulties such as, blended learning. There are multiple ways to overcome internal and external barriers, for example, skill levels and levels of knowledge can be overcome internally by taking one of many development opportunities, i.e. night classes or training courses. External barriers such as logistical barriers like, lack of office space or working fulltime can be fixed by, setting up a home office and organising work and study patterns.

[bookmark: _Toc58168115]1.3 Support mechanisms

One of the best ways to develop is to figure out your supporting mechanisms, and to do this I used the Go M.A.D Gilbert, A, and Chackrovaity, I. (2001)[endnoteRef:5] “Go Mad; about coaching”. Bath. Bath press. Using this method, I am able to determine what aspects of my life effects my development. Once correctly completed, you will be able to identify what is known as an external triangle. In this external triangle are the people who directly impact and influence your development such as, partners, family, tutors and classmates. Along with this, is a section for your planned priorities or ‘tasks’ that need to be completed to make the achievability of your goal increase. [5: 
 Gilbert, A, and Chackrovaity, I. / Go MAD / (2002) ] 
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Using all of the methods above I was able to create a Personal Development Plan (PDP)[endnoteRef:6], for myself and my colleague. To create an effective PDP along with using all the methods above, I used a self-assessment strategy called Gap Analysis Laura Antonucci 1, Francesco Domenico d’Ovidio (2012)[endnoteRef:7]. The Gap analysis Laura Antonucci 1, Francesco Domenico d’Ovidio (2012) is used to help determine a person’s current skill level and giving that skill a score out of 5 or 10 and decide what needs to be done to get to their desired skill level, for example. [6: 
 Personal Development Plan (PDP)]  [7: Personal development plan (ukessays.com)

 Gap Analysis Laura Antonucci 1, Francesco Domenico d’Ovidio (2012)] 

	Skill
	Current score out of 10
	Desired score out of 10
	How to obtain 

	Math/numeracy
	5
	8
	Attend additional classes 

	Literacy 
	7
	9
	Attend additional classes

	Stubbornness level
	4
	9
	Taking into account other people’s views and trying to remain open minded




By using everything above me and my colleague were able to create a Personal Development Plan (PDP), giving us both a chance to view and evaluate our skills/abilities and decide on where we want to be in our careers, whether it would be the next step in our development or gaining a full qualification via studying to reach our target goal within the target time. After using the SWOT analysis Humphreys. A. (1960’s) and the different learning style questionnaires, we are able layout a plan for development within our careers which are specific to us personally. Once this has been completed, we can look at setting specific goals/targets, once again personal to our own development and within a realistic time frame. Finally, we set long-term targets/goals called Personal objectives. This final section Is broken down into three different time frames, short-term, medium-term and long-term. Short-term goals are set with a time frame of six-twelve months. Medium-term goals are set for two-three years. Finally, long-term goals are set for three-five years in advance. All three, time frames should have targets/goals you wish to achieve during the Personal Development Plan (PDP). One main aspect of creating a Personal Development Plan (PDP) is a strategy called SMART Doran. G. T. (1981)[endnoteRef:8]. SMART is an acronym, breaking down the Personal Development Plan (PDP) into a Specific goal which is Measurable, and all progress can be measured as you progress. It allows us to make the goal Achievable and Realistic. It also allows the goal to be Time-bound meaning it must be achieved within the time frame specified. [8: An Informative System Based on the Skill Gap Analysis to Planning Training Courses (scirp.org)

 SMART Doran. G. T. (1981)
Who Invented SMART Goals? (reference.com) 






Appendix 1 

Honey & Mumford Honey. P., and Mumford. A. (1982)
Results – Reflector 
(Total of Y’s = preferred learning style)


Appendix 2

Appendix 3

Cover letter

Name - Callum Jennings
Contact details – 

Email – callumjennings26@gmail.com

Telephone – 07927254622

My name is Callum, I am 23 and I have lived and grown up in Cardiff all my life. I am a hard-working individual who works well within a team environment and independently. I like to think outside of the box, 
and I am a strong team leader, someone who is not afraid to take control.

Appendix 4

CV

Key skills – 
Leadership
Teamwork
IT skills
Problem solving
Customer service 
Communication


Previous employment

June 2017 – present day 

Panasonic Marketing

I started off doing various job roles and within a one and a half years advanced to Quality control inspector 
where I along with my team, over see all products, and check that they all reach and meet out specific criteria.

October 2014 – June 2017

Dominos Pizza – Team Solent 

I started off working in the customer service department, answering phones and taking orders. I then started to become interested in how the company is run and how the store is managed. After just under one and a half years I completed my Basic management training, levels 1,2 and 3, and my Advanced Management training levels 1 and 2.


Education

January 2013 – January 2016

Cardiff and vale college 

Light vehicle mechanics

NVQ
Level 1
Level 2
Level 3

Whilst studying this course full time I was also working full time in Dominos Pizza – Team Solent.] 


After completing my Personal Development Plan (PDP), I am able to clearly see my progression plan and I have decided to set my (PDP) based on my university degree. Firstly, my Short-term goal set within six-twelve months is to finish my first year of university with a Certificate of Higher Education in skills for the workplace. Secondly, my Medium-term goal set within two-three years is to earn my BA Honours with a 2:1. Finally, my long-term goal set within three-five years is to have a business idea and plan of my own, and to potentially take the first step into opening my own company. Although, realistically during today’s fragile economic state and general condition of the world we live in, if I am able to wake up every day and take one more step towards any goals I have set, I will be happy. Using the strategy SMART Doran. G. T. (1981) in the table format below, combined with the Personal Development Plan (PDP), I am able to monitor and adapt my progression throughout my time using the progression plan.
	Specific
	Measurable
	Achievable 
	Realistic
	Time-bound

	To finish my first year in university with a Certificate of Higher Education 
	Progress to be reviewed two months 
	YES
	YES
	Short-term goal set to Six-Twelve months

	To earn my BA Honours with a 2:1
	Progress to be reviewed every 12 months 
	YES
	YES
	Medium-term goal set to two-three years

	To have a business idea and plan of my own, and to potentially take the first step into opening my own company
	Due to length of target goal, progress will be continuously reviewed.
	YES
	YES
	Long-term goal set to three-five years



My colleague also used all the same techniques as me and we created a PDP in a table format for him, which looked like this,
	Specific
	Measurable
	Achievable 
	Realistic
	Time-bound

	To finish his team leadership training through a work scheme 
	Progress to be reviewed two months 
	YES
	YES
	Short-term goal set to Six-Twelve months

	To become team manager within the company and manage a team of his own
	Progress to be reviewed every 12 months 
	YES
	YES
	Medium-term goal set to two-three years

	To pass his training in teaching and be able to teach new employees.
	Due to length of target goal, progress will be continuously reviewed.
	YES
	YES
	Long-term goal set to three-five years
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In this section I will be reviewing my experiences withing the recruitment process. I will include CV’s and how they should be presented for the purposes of the job in which is being applied for. I will also be applying for a job. After applying for a job, I will talk about the application process and application form and discuss weather or not it can be adapted, and finally review the job application as a whole and reflect on previous experiences comparing past and present processes.
After having my CV reviewed by my peers, they have brought to my attention that it is too basic. Meaning it may not stand out to potential employers and I may not be considered for the job role in which I am applying for. There are two types of CV, firstly, is a General CV which is what I have. A general CV is set out to cover all aspects of yourself and limit the information of the job you are applying for. Secondly, is a Specific CV, these are used to be set to the job role in which you are applying for. This type of CV will only have the relevant information that the job you are applying for needs and will have a limited amount of information. (please see Appendix 3 & 4)
The job role in which I applied for was for a company called Orka Works,(please see Appendix 2) Orka Works staffing platform allows workers to find fair and flexible temporary work opportunities with large corporates working in traditional, regulated industries such as security, cleaning and logistics. The role I applied for was security. The application process they use is an online process. All that was requested was to upload a recent CV after reading the job details. Throughout the years the application process in general has changed dramatically. Within a short time frame, applications went from completing forms and handing in a CV in person with a cover letter attached, to simply clicking a few buttons on the website of the company in which you are applying, and uploading all relevant information there. This advancement in the application process has had a huge positive effect on efficiency and has given employers the opportunity to gain a greater insight into any potential candidates who apply. Employers are now able to check any online profile available i.e. any social media accounts that the applicants have. Any employers who use this ‘new style’ application process, can make better recruitment decisions based on any online information they can find. This could reduce high staffing turnover, and any potential team bonding issues.
In terms of the interviewing process, you can be faced with a few different types of interview. You could have a formal interview, where it would be just you and the employer, and the employer would ask you a series of questions based off of a script and they tend to be more stress and anxiety increasing. An informal interview would be once again, you and the employer, the employer in an informal interview would not normally have a script and it becomes more of a general conversation between you both. I find informal interviews much more relaxed and easier going, giving both parties an equal chance to get to know one another. The final type of interview could be group interviews. When applying for my previous job role in Dominos pizza – Team Solent, I had to take part in two interviews, one informal and one group, the group interview included basic team building exercises to help determine who in the group were natural leaders. Once this process had been completed, I then moved onto a second interview, this one being informal. Which was a lot less stressful than a formal interview, the two of us sat down and talked to each other and overall felt very calm and very welcoming.

[bookmark: _Toc58168118]Conclusion

In this part of the assignment, I will be discussing my views on everything mentioned above. Firstly, the different learning styles. I was surprised the most with the different ways anybody can find out there preferred learning style. My results came as a bit of a surprise to me, for example, I didn’t expect one of my learning styles to be a reflector, however, after completing all of the learning style tests, and being shown how to identify my strengths and weaknesses using SWOT analysis Humphreys. A. (1960’s) I am confident that any of the weakness or learning barriers I face in the future; I will be able to over come or comfortably manage using the conversion strategies. I have learned that the best way to do this is by using my peers, i.e. my partner or closest friends. With regards to my colleagues learning style results, he was very happy to be able to confirm his way of learning, in regard to being strong minded and having a very physical, hands on approach to any task given to him. My Personal Development Plan (PDP) is something I am incredibly happy with; I used my workplace (PDP) time frame to complete mine and my colleagues’ plan. I am confident that both myself and colleague will complete our plan and stay within our time frame. After completing the (PDP) table, I found it very enlightening, on how I can make a seemingly difficult and daunting task seem achievable. After reviewing my CV with myself and my peers, it was clear that it needed work and lacked attraction (this will be attached below). With regards to the application process, it was interesting to see how the advancement of technology has improved the overall user friendliness and how easy it has become to be able to take the next step into employment.

As you can see above, after discussing the application process and my CV, I went on to analyse the interviewing process. I personally have had multiple types of interviews, Formal, Informal, Group and telephone. In my personal opinion, my preferred interview is Informal. They allow for the interviewee to have a more relaxed experience without the interviewer missing any key or important questions they want answered. In the future, if I successfully complete my (PDP) and I have my own company which would require me to set up an application process and interview potential candidates, an informal approach would definitely be my way to find out the correct person to join my team.
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