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[bookmark: _Toc500943471][bookmark: _Toc530429922]Introduction
This assignment is focused around my professional development and equally as important as a line manager; identifying the development needs of others. In the first section will be focussed around identifying development needs and learning styles of myself and another. With this information, section 2 will focus on the practical side of development. I will start with a SWOT analysis to identify strengths, weaknesses, opportunities and threats and together with the identified learning styles, design suitable Personal Development Plans. Lastly, Section 3 is a reflective summary of a management role which I have recently applied for. I will discuss that specific recruitment process, evaluate my experience and look at what was good, what was poor and anything I would have done differently.
[bookmark: _Toc530429923]Section 1: Know how to identify development needs
Development within the workplace is an important aspect of an individual’s career it allows them to progress not only in their current business but also in the wider relevant industry. Entrepreneur Sir Richard Branson on his website, March 2014, said “Train people well enough that they can leave, treat them well enough that they don’t want to”. Richard Branson’s quote confirms my understanding that investing into developing individuals will install a higher feeling of appreciation and ultimately lead to increased loyalty and a higher productivity in the workplace
[bookmark: _Toc500943472][bookmark: _Toc530429924]1.1 Identify learning styles for self and another 
To assist in identifying what development in needed, we must first ascertain the learning style of the individual. Every person had a different way in which they prefer to receive information (Clark & Griffiths, 2008). There are a number of models which can be used which, through a series of questions, identify the learning style of a person. Once the learning style is determined, development plans can be tailored to suit the individual. 
3 common models to identify learning styles are VAK, Honey and Mumford and Dantec. 
I have completed the 3 learning Style questionnaires. The results are as follows:
VAK:
[image: ]
[bookmark: _Toc456901517]The results show that I am a Kinaesthetic Learner which means that I prefer a hands on practical approach to learning. The results suggest that I would rather have a go at a task and learn through trying as opposed to watching or listening to demonstrations or explanations.

Honey and Mumford:
[image: ]
The results from Honey and Mumford show that my learning style is that of a Theorist which suggests that I will think through any problems or tasks in a very logical manner. I will analyse reasonableness of solutions and take facts and theories into consideration.

Dantec:
[image: ]
The results from Dantec highlight that I score very favourably towards Abstract Conceptualisation. This axes suggests that I am a logical thinker and like new ideas. It explains that I prefer organisation and that I think things through throurighly

I asked “A” to also complete the same VAK learning Style questionnaire and the Honey and Mumford quiz. His results are as follows:
[image: cid:image001.png@01D47A85.75041D70]
“A’s” results highlight that his learning style is Auditory. This means that “A” prefers to learn via listening and following instruction as opposed to watching, reading or getting hands-on.
[image: ]
Honey and Mumford questionnaire shows that A is equally a reflector and activist. This shows that A’s learning methods include problem solving, group work, role play, group discussions and brainstorming. A also benefits from coaching and feedback from other.

As a Line Manager it is extremely important to understand the learning style of “A” so that his development and training needs can be designed to fit in with his preferred learning style. Every individual has their own preferred learning style so what would work for one employee, would not necessarily work for another.
In real terms, if myself and “A” were both to learn a new computer skill, for example setting up a spreadsheet to track financial changes. “A” would prefer to be talked through the process step by step, giving him time to understand the instructions for setting up formulas and laying out the spreadsheet whereas I would prefer to start strait away and figure it out for myself as the project progresses.
[bookmark: _Toc500943473][bookmark: _Toc530429925]1.2 Use a simple technique for identifying development needs for self & another.
One of the best tools available to identify an individual’s development needs is to conduct a SWOT analysis. A SWOT analysis plots 4 elements into a table which can then be evaluated with a view to identifying what development is needed for the individual. The 4 aspects, with examples, are:
· Strengths – Key Strengths & Attributes. Skills, qualities or experience that make you unique (USP), achievements, what other view as your strengths, access to business networks
· Weaknesses – Poor work habits, negative personality traits, what do others view as yoru weaknesses, insufficient education or lacking qualifications
· Opportunities – Is there a gap in the market, are you able to identify a new strategy or way of working, is the industry growing. Changes in Technology
· Threats – is there a more suitable colleague in competition, changes to industry or legislation. Changes in technology
The 4 aspects are then broken down into internal and external factors
· Internal – Strengths and Weaknesses - These are aspects which can be influenced by the individual
· External – Opportunities and Threats - These are aspect that the individual has little direct control over. (i.e. legislation changes)
Once SWOT has been completed, further cutinisation can take place which allows the individual to convert Weaknesses into Strengths and Threats into Opportunities. Further it allows the use of identifies strengths to be used to create further opportunities.
My SWOT Analysis:
	Strengths
Strong organisation skills
Communication skills
IT Skills

	Weaknesses
Planning other people’s development
Presentation Skills
Research Skills

	Opportunities
Opportunity for the next progression within the business as it may become available in the near future.

	Threats
The next progression role within my current employment is that of an Operations Manager. There is only 1 Operations Manager but 2 people, myself and another Regional Manager eligible for it. The other regional manager has 10 years longer length of service and I do so he will be seen more favourably when/if the position becomes available



A’s SWOT Analysis:
	Strengths
Logical approach to problems
Multi-Tasking
	Weaknesses
Industry Knowledge
IT Skills
Leadership skills

	Opportunities
The massive investment in technology will future-proof the business. Employees who adapt to the changes and embrace the new technology will be in line for a long career within the organisation.
	Threats
Currently in probationary period. The business going through a large investment and transition with technology so A’s employment could be jeopardised if skills are not developed to allow A to keep up with business changes. 



[bookmark: _Toc500943474][bookmark: _Toc530429926]1.3 Identify potential barriers to learning for self and another.
In order to discuss any potential barriers to learning for myself or A, I must first identify what it is that constitutes as a barrier to learning. Swanson & Tokar (1991) argued that there are 2 types of barriers to learning; internal and external. Barriers are aspects which can arise which can be of detriment to the learning process and are different for each person. Some common barriers can be:
· Financial – the individual may not have the means to be able to invest in their own learning or a business may not have funding available.
· Family Life – Childcare, caring for elderly relatives and general family commitments are only a few aspects of a person’s family life which may pose barriers to the individual ability to study or learn.
· Geographic’s – Accessible location of required training courses may not be available
· Transport – Transportation may prove a significant barrier to learning if the course requires travelling.
My Barriers to Learning;
· Childcare - My partner works unsociable hours and as such, available childcare is limited.
· Work Commitments – I am currently employed as a senior manager so my responsibility level is very high. I need to be contactable and on-call at all times so this can hinder my availability for learning.
A’s barriers to learning
· Transport – A shares a car with his partner so this will need to be planned in advance to ensure he has access to the car to attend study days or courses.

[bookmark: _Toc500943475][bookmark: _Toc530429927]1.4 Explain how these barriers to learning can be overcome.
Barriers are natural interference to learning, the key to successful learning is to plan to overcome these barriers. In order to do this we must identify, as I have above, what the barriers are and then put steps in place to ensure they are a less of a hindrance as possible.
Some examples of overcoming the common barriers I explained above are as follows:
· Financial – Funding in the form of personal grants may be available depending on the learner’s home location or alternatively if it is work-organised learning there may be provisions in place from the company or organisation. There may also be other funding available in the form of loans or help with childcare costs.
· Family Life – Planning is the key to overcoming any family related barriers. Planning childcare and other commitments. Creating a priority list and ranking each aspect accordingly will aid this process.
· Geographic’s – Research will help overcome geographical constraints. There may be a course or training more suitable location for the learner or there may be options for distant learning from home or even relocation should the nature of the course or training be important enough to warrant it.
· Transport – As with family life, planning is paramount. The learner needs to plan ahead to ensure that transport is available to allow study.
[bookmark: _Toc500943476][bookmark: _Toc530429928]Section 2: Know how to develop self & others to achieve organisational objectives
To be able to develop myself and other to achieve organisation objectives I must first look at each person’s SWOT analysis (1.2) and additionally their learning style (1.1) to determine the best options with regards to training and development for maximum efficiency. An incorrectly paired method to learning style will become another barrier to learning as discussed in 1.3. 
[bookmark: _Toc500943477][bookmark: _Toc530429929]2.1 Analyse learning/development options to meet needs of self & another.
[bookmark: _Toc500943478]My Development options:
Reviewing my SWOT analysis I have identified that my weaknesses are all aspects that with proper planning, can be turned into strengths and thus create opportunities for me. As concluded in 1.1 I am a kinaesthetic theorist and follow the abstract conceptualisation learning style so I must take these learning styles into consideration when planning my development. Therefore, to improve on my best learning options to meet my needs would be classroom based tasks to look at things from a logical point of view. 
A’s Development options:
Two of the weaknesses in A’s SWOT analysis were in leadership and IT skills. A is a Reflector and Activist who prefers an auditory method of learning. Developing IT skills for A will be difficult as IT based training is more suited to a kinaesthetic learner as it will inevitably be hands-on, however a form of interactive E-learning with verbal instructions would be suitable. To develop leadership skills, A would benefit from shadowing a colleague running a team then having reflective conversation afterwards to evaluate the experience as a form of learning.
[bookmark: _Toc530429930]2.2 Identify support mechanisms for development
[bookmark: _Toc456901523]As with SWOT and also barriers to learning, support mechanisms can also be divided into 2 categories; Internal and external (Ohlsson & Borg 2010). Internal support would be that of inside the organisation. For example 1-1’s with Line manager or HR Policies focussed on training and development whereas external support mechanisms would be aspects like support from family or financial support to allow study.
[bookmark: _Toc500943479][bookmark: _Toc530429931]2.3 Prepare a development plan for yourself & another
A personal development plan is essential for mapping out learning targets for an individual. PDP’s have become an integral part of career development across most organisation. A PDP will have a list of gaps in skills and set SMART objectives in a tabular form and will be used to continually monitor the person’s progress.
SMART stands for Specific, Measurable, Achievable, Realistic and Time Bound. SMART targets are a perfect way to set an objective for any situation as long as all 5 elements are included. For Example; a poor objective could be “Buy a loaf of bread”. This leaves too many uncertainties, what type of bread? When? The person may not have money so it is not achievable. A SMART objective would be “Buy a load of white Hovis bread costing 99p, from the Tesco store on the main road, on your way home from work today”
My Personal Development Plan:
	What do I want or need to learn? 
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Start and/or Finish Dates

	Improve knowledge of different learning styles and the importance of developing targeted learning for subordinates to enable me to take an active involvement in the development of my staff
	Enrol on Cert HE course
Attending all study days
At home revision of material
Completing BMSK4005 Assignment
	Tutor support
Family support for example childcare to attend course
Access to course material
Access to laptop
	Passing BMSK4005 module of ILM Level 4 Diploma in Leadership & Management
	Start : 13.10.18
End: 23.11.18

	Develop presentation skills to improve on employability skills
	Complete built in tutorial on PowerPoint
Research presentation skills
Record myself delivering presentation and review timing etc.
Practice delivering the presentation to a small audience
Gather feedback
	Time
Access to Laptop & Internet
Use of Digital recording device
People to act as audience
	Becoming confident in delivering a presentation to a live audience. Prepare and deliver presentation for next operations meeting
	Start: 01.01.19
End: 10.02.19


	Improve Digital skills and Research Methods
	Enrol on Cert HE course
Attending all study days
At home revision of material
Completing BMSK4003 Assignment
	Tutor support
Family support for example childcare to attend course
Access to course material
Access to laptop
	Passing BMSK4003 module of ILM Level 4 Diploma in Leadership & Management
	Start : 27.11.18
End: 25.01.19



A’s Personal Development Plan:
	What do I want or need to learn? 
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Start and/or Finish Dates

	Improve leadership skills within the workplace and be able to confidently take charge of a team
	Buddying with Regional Manager during set office days to get an insight as to how to lead and manage at team.
	Support from Line Manager
Entrustment from members of the team
	Stepping up as a “team leader” for the day and being able to successfully lead the team during an office day.
	Start: 25.11.18
End: 20.12.18

	Enhance computer skills, specifically the 3 commonly used Microsoft office applications. Work, Excel and Outlook.
	Enrol on an interactive E-learning course in Word, Excel and Outlook
	Time
Funding
New Skills Academy online account
Access to computer system and Internet
	Achieving pass mark and E-learning Certificates in all 3 software packages
	Word: 19.11.18
Excel: 22.11.18
Outlook: 23.11.18





[bookmark: _Toc500943480][bookmark: _Toc530429932]2.4 Method used to monitor development.
To monitor and track my development or the development of another I would use a learning log. A learning log is a tool which compliments the individual’s personal development plan but is used as a ‘live’ document which is continuously updated to track the person’s progress ad would typically be updated during scheduled one to one reviews with the person’s line manager.
In application, the learning log is an ongoing evaluation of the persons PDP and it allows the person to document aspects of their learning, track progress against pre-decided milestones and provide feedback in a structured form. From this feedback, adjustments can be made, if necessary, to ensure that the learning and development methods chosen are working efficiently.
[bookmark: _Toc500943481][bookmark: _Toc530429933]Section 3: Know how to prepare for the recruitment process 
Applying for a new job role is not something to be rushed into. The candidate should first identify a role that they are interested in applying for and have suitable experience and/or qualifications.
The way that I would identify such positions is to review the Job Description and person specification for the relevant position and from there write a suitable and targeted cover letter and CV. I would refer to the Job description and person specification to ensure that I meet the required criteria for the role.
If shortlisted and invited for interview, I then endeavour to look into the company to prepare for interview. I will research key dates (company forming, awarded memberships, etc.), key personnel (Managing Directors name, company structure, key individuals) and generally any other information about the company and the role which will allow me to give informed answers and interact well at the interview stage.
An example of the last position I applied for was for a Regional Account Manager role for a facilities management company looking after corporate cleaning contracts. The Job Description can be found in Appendix A
[bookmark: _Toc500943482][bookmark: _Toc530429934] 3.1 Job Application 
There was no formal application form required for this position, application was to be made with cover letter and CV via Email. 
When preparing my cover letter I reviewed the Job Description and determined that the position required managing multiple sites across a wide geographical area. This is something which is implied on my CV but cannot be fully explained. I made a point of including this information in my cover letter as it was very relevant to the position. I also explained in a bit more detail than my CV what my duties in my current position involve.
The cover letter for this position can be found in Appendix B.
[bookmark: _Toc530429935] 3.2 Job Focused CV 
A job focussed curriculum Vitae is an important part of the recruitment process for any job position. The CV should be tailored to the position which is being applied for. The latest CV I have used was for a position I applied for with a facilities management company as a Regional Account Manager.
A CV should be kept brief as all CVs are typically read within 30 seconds so masses of text can get skipped through. Ultimately, the content and layout of the CV must be easy to read and leave a lasting impression.
Firstly it contains my name and contact information. This is imperative as I want a prospective employer to be able to contact me with ease. It is located at the top so easy to locate. I have also included my LinkedIn profile which is the equivalent of a Digital CV.
I then have my personal statement and key skills. My personal statement contains vocabulary which highlight my personality and values but outside of the generic buzz words which appear on every other CV. For example, an un-thought CV will say “good team player” it is statements like this which employers disregard as are too common. I have listed my key skills and also IT skills as any modern workplace will put a lot of emphasis on computer literacy.
Next section is current employment and employment history in reverse chronological order. It is importance that I put emphasis on key achievements in each role as opposed to listing a set of duties as if it were a job description. Employers are more interested in what you have achieved as opposed to what you do day-to-day. It is important to list specific jobs which relate to the one that is being applied for.
I then list my qualifications and relevant training. My master CV lists every course and qualification that I have but my tailored CV only lists those relevant to the position. For example, I also have qualifications as a Gym instructor and I holed a HGV and dangerous goods licence but as these are not relevant to a management positions they are omitted. I ensure I keep all management/health and safety qualifications as they are relevant.
Finally I have listed some hobbies and Charity work. This is sometimes left out depending on the audience but I try to keep the charity aspect as it shows a personality trait that thinks of others.
To aid my CV preparation I engaged in a useful exercise called a peer review. My CV was sent to 12 colleagues who each reviewed it as if they were an employer and gave feedback, both positive and negative, which I have incorporated in my CV.
A copy of my CV, as prepared for a Regional Operations Manager position, can be found in Appendix C. 
[bookmark: _Toc500943483][bookmark: _Toc530429936]3.3 The Interview Stage 
The most recent interview I attended was for the Regional Account Manager position for the facilities management company.
To reflect on my experience in this interview I will use the reflective cycle (Gibbs, 1988).
The reflective cycle is a tool for reviewing what happened, analysing how the situation made the individual feel and looking at ways it could be done differently. There are 6 phases to the reflective cycle.
[image: Image result for gibbs reflective cycle]

Using the reflective cycle, I am going to reflect on each aspect of the interview experience and discuss what was good/bad and what I would have done differently.
I was invited to attend the interview in Bristol, when I arrived at their location I attempted to park in accordance with the instructions in the invite in the designated area but area was blocked with heavy goods vehicles. I went into reception to ask where else I should park and the lady was quite passive and said “anywhere will do”. I was asked so sign in and to take a seat in the waiting room. My interview was scheduled for 10am and at 10.30 another lady called me and took me to a small meeting room and introduced me to the interviewer who remained seated when I walked in. I shook her hand and took a seat. The interviewer had an A5 notepad on the table and a copy of my CV. There was no other documentation or a laptop in the room. The interview commenced immediately into the first question which was asking what salary I was looking for. The questions continued and I found them very inconsistent, ranging from my knowledge of the cleaning industry to my motivation for applying for the position. The interviewer kept referring to my job history primarily being in the security industry and asked if I had applied for the wrong job and suggested that she passed my CV to the person in charge of their security division. The interviewer then asked again about my salary expectations before thanking me for coming and pointing the way out. The whole process lasted about 20 minutes.
My first impressions were not great of the location. The office was in the centre of an industrial estate surrounded by distribution units and with HGV’s blocking a lot of access. The passiveness of the lady who greeted me wasn’t very welcoming and it felt as though I was being an inconvenience. If I was arranging the interview I would have ensured that the reception/welcoming staff were fully prepared with a list of candidates and also ensured that the designated parking areas were available.
The timekeeping of the interview was also poor. I understand that there are sometimes unavoidable delays but there was no apology from the person who escorted me to the room nor the interviewer herself. When I hold recruitment drives and plan interviews, I always ensure that there is a 30min buffer after each interview to allow me to finalise notes, prepare for the next interview and also for any additional like a comfort break. This will help to eliminate any delays. If there was still a delay, I would always make a point of apologising to the candidate.
When I entered the room, the interviewer did not stand to great me which I felt was somewhat disrespectful, nor did she invite me to take a seat. These are just common professional courtesy and business etiquette. I always stand to greet the individual and ensure that there is fresh water and invite them to help themselves.
The first question asking about salary I felt to be unnecessary as it was explained on the Job Advert. The following questions did not flow and it was evident that the interviewer did not have any sort of standard questions to ask. The notes she made were very vague and I felt that the question set were not prepared and were being improvised. The fact that the interviewer was asking me about my interest for another decision for the business, not the one I was applying for, gave the impression that she was trying to put me off and finally revisiting the salary question at the end was excessive. To have made this interview flow better, there should have been a set list of questions to ask with opportunity for probing questions to gain further clarity if needed. The interviewer should have been taking substantial notes or had a note-taker present so that an informed decision could be made and it would also allow for factual feedback should the candidate ask for it post interview.
When the interview concluded, the interviewer thanked me for coming and pointed at the door saying “are you ok to find out own way out” this again showed unprofessionalism. If I were to conduct this interview, I would have posed the question to the interviewee as to “any questions”, I would have stood to shake their hand and thanked them for coming and I would have personally walked them out of the building, or at very least opened the door for them and ensures that there was someone else to escort them out.
To summarise, I felt this interview experience was very much improvised, unprofessional and a perfect example of how not to conduct an interview. 


[bookmark: _Toc530429937]Appendix A – Job Description
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[bookmark: _Toc530429938]Appendix B – Cover Letter

To whom it may concern,

My name is Stephen Smith and I have been employed as a Regional Manager with Total Security Services for the past 3 years. Prior to this, I spent 2 years as an Area Manager and before that I was the site manager at a major retail park in Newport overseeing a number of facilities; security, cleaning, grounds keeping and maintenance.

In my current role I am responsible for the geographical areas of South, West and Mid Wales, Cheltenham & Gloucester, Hereford, Bristol, Swindon, Hungerford, Bath, Trowbridge, Warminster, Glastonbury and Weston Super Mare. Additionally my region also covers Northern Ireland and the Isle of Man. My level of accountability comprises of 6 Area Managers, over 250 Stores and approximately 500 Security officers. This equates to over 60,000 monthly hours across our main customers; Tesco, Boots, Waitrose, Morrisons and Smyths Toys Superstores. I am responsible for 10% of our current business which is the largest proportion for any region outside of London. I report directly to the Operations Director.

My day-to-day responsibilities involves directly managing a small number of stores and officers myself as well as effectively communicating with and motivating a team of Area Managers to ensure they meet their service level targets. I also have to collaborate with a number of other departments within the business to ensure the smooth running of the region, mainly; Control Room Managers, Recruitment, Human Resources and Company Directors. I attend regular meetings with clients at Senior Management Level to build on the existing good relationships and to ensure the correct level of service is being delivered by my team. 

I have a proven track record of successfully managing my areas and region so now feel that it is time for me to tackle a new challenge and offer my expertise and experience to another organisation. 

I have attached my CV for your reference and would relish the opportunity to showcase my skills and highlight what I could bring to your organisation.

I look forward to hearing from you.

Kind Regards
Steve Smith



[bookmark: _Toc530429939]Appendix C – Curriculum Vitae 
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[bookmark: _Toc530429940]Conclusion
Every individual has their own way of learning. In order to be able to develop an individual we must first determine their preferred learning style. From there we can identify the various barriers to learning and put support measures in place to reduce or eliminate these barriers. Tools such as SWOT is paramount for identifying skill gap and deciding on what development is necessary for the individual and a personal development plan can be derived from that information. Finally for the whole process to be effective, the use of regular monitoring in the form of learning logs is essential to ensure that the individual is achieving their goals.
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Must be ble to "think on thle et
FullcurrentDrhving Licence.

bl o drive o diferentstes on a dally
basisand handie cleaning equipment on
a frequent basis.

‘bl and wiing to work unsacial hours
s necessary.

n ecurn our clent offers  salary of
£30,000 plus bonus, company car o car
allowance, excelentbenefits and the
opportuniy to progress within  forward
hinking business - lease 3pply now
foran terviw.
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advice to help overcome any barrers to achieving targets.

STy

Honest, dedicated and self-motivated indvidual who always strives to give 100%. Quick learner and enjoy tackiing new challenges
whilst providing optimum levels of customer service. Proven track record in problem solving and planning and able to demonstrate strong
decision making and leadership sKils whilst being 2 natural motivator of others. Adaptable and resourceful and able to research or seek

Pep Mansgement
Lesdersnip
Fstiity

Probiem Saving
Cresty.
Numersey
Resourceflnass

 Commurication
+ Computer terate
 adagtive Learmer

7 Usa of it

+ Divergent Trinking

+ Emotional Inaligance.
7 Saltavareness

 Wicrosof: Work, Exca,Publisher, Outiok, Acces, PowerFoint
7 Wacromedia Drasmissaver, Fireworks,Fsth

7 Uksavideo Studo

 VisualBesc

¥ PTC o Desttop

 Timegate [ PDC  ServcsTrac

7 Exparence with: KTMLLNET/VE
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Now 2013 to Date
ot Securiy Services (15}

Regional Manager lan 2016 - Date)
Asssing the Operations Manager n the successul unring of the south-west offce, Managing 3nd supporting 3 team of Area Mianagers.
Leading the team mest and exceed 3l business targes. Responsibe for recruiing, nterviewing and trining Avea Managers 35 wll 25
conducing performance reviews and spprasals. Financial resporsibiliis in tarms of pay rates and expenses approvals. asing With seror
clent managers o review regiona parormanc.

Area Manager (1an 2014 Jan 2016)

Supernising and managing adelegation of stores and Security Officers inCardffand West Wales. Rosterng Safto ansure conracted hours re
met. Planing rlefcover for noldays and sbsence. Completing morty KPY and putting acions plan in lace. Recrfing and intenewing
newsat.

Koy achisvements  FistArea Mianagar i th business to schieve » 100% "Bl mortly review. Mintained sres with 280 gaps in coverage.
for 25 weeks (and el rold the company record)

Retail Security Officer Nov 2013 - Jan 2014)

Securityoffcer fo  flagshipstore in Cacif being 3 visual daterre for theftand providing igh levels o customer senice.
Koy achiovement - Reduced the stores shrin from £14kjwesk 10 2 5k per wael over 3 6 wesk period
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Previous Employment

06t 2009 toNov 2013
it Securiy Servics Ltd

Newport Securty Team & South Wales Alarm and Response Mangr (Feb 2012 - Nov 2013)
Dirctly accountabl fo ll operations coorinated from our egional Offce. Responsite for planning Fot's, payrol, negotating charge-rates
vith clienes,inerviening saff nd mking decisions on employatiy, raining and sppraisl. Assst ih monthly Inveicing and generally
ensuring 3l conraceualoblgations ara covared wihil bing the st plrt-o-call btween our clients’ stffand managament

South Wales Alsrm and Response Supervisor (ow 2011 Feb 2012)
Supsrisoy funcion forthe Alsrm & Respansa diision n South Was,Lissng with Customers,writng sssgnment nstructions and irecting
aff acordingly o ensure sl customer expectations sre et
Key Achievement Compied 2 bespok softvare package using VB and ne to manage al o the company's key holding conracts, sias, lest
and fnancesincluding automating th tak o preparing repors, audts nd nvoices or lets

Securiy Officer (Oct 2009 - Nov 2011)
Part o the securicy eam at Newpare Reail ark. Customer srvice and car-park maragement duties s well publi safety. Moritored CCTV for
datecting and detaringofcime. Provided suppert t tanans when securfy o saety ssues rse.
~Keyachisvemen dentifed a gap i th ocal market for an alarm response and keyholding seice. Developd  business case and then assisted
e Area Managar it mplamanting  new dision for the business which provided Alarm Response nd Key holding service acrss Wales.
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EDUCATION, QUALIFICATIONS, TRAINING & MEMBERSHIPS

Schools Attended
ox 20810 date
Uriversy of WalesTrinity Ssnt David

Sept 1997 10 Dac 2004
Crcinal Newman KC Comprehensive Schos!

Currently Studying
. CertHE Sls for the Workpiace
 Lovel 4LV Diploma i Leadership Management

Date Education Grade
L2018 Advance Level Apprenticesip n Management  Pass
L2002 ALl Desen Tachnaiogy. c
L2002 AVCE nformation CommunicstionTechnoiosy D
Juiy2002 45 Loval Physicl Education o
Juiy2001  GCSE Prysical Education A
Juiy2001  GCsE Matns a
L2001 GCSE Design Technology—Systms & Cortrol A
L2001 GCSE Informtion Communication Technclogy &
L2001 GCSE Scisnca (Doubla Avarc) 3
L2001 GCSE Engien Lnerature <
L2001 GCSE Engien Langusge c
Juiy2001  GSE Business Sudies °

Professional Memberships

* Insttte of Leadership & Management (LV)

Miscellaneous

Pl UKDriving Lcance.
=+ SIA Licenca Holdar - Door Supsrvisar~EXP 2015

Date
Sepe 2018
Ly 2018
180538
071011
om 2008
20509
20807
151108

Date
3098
ey
00818
088

Date
0218

2111

Feb2022
71011
20320
20509

Date
20536
061015
020507
050507
040507
20417

Qualifcation
Lovel 2 Gym nsructor

Leve1 2 I Diploma in Leadrship and Mansgament
Leve1 2 Emergency FistAid at Work.

Leve1 2 Awrd in Doar Superviion

Leve1 2 Hesltn & Socisl Care.

Leve1 2 Aware in Sacurity Gusrding

Lovel 2 Pool eguard fespiree]

Leve1 2 Cartificate fo personal Licence Holders

Training / CPO's — Management
Time & Priorty Wansgement a Work
Stress Management inthe Workplace
Desiing with Difcut People and Suations
Employment Lav.

Training / CPD's — Security

755 Store Detactve Traiming

7SS Recal Security Traiing

Projct Gifin

Safer Physical ntervenson

Therapeutic management of vilance and sggrassion
V56 Retail Security Workshop

Training / CPD's — Health & Safety
Sviva Accidant Investigaion Training.
OccuparionslSafty & Health

Food Hygiene

Manual handing (Fecple]

Manus! Handing Loacs]

Basic Health & Softy & COSHH
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HOBBIES, INTERESTS & ACHIEVEMENTS

= Keeping it/ Going tothe Gym ity Everes
 Endurance Event i Tough Mudder)
© campne + July 200 - Climbed Snowdon n id of Hlp For Heross
 tiking  November 2012~ Took partin “}oyembar n aid of ‘M Cancer|
il Waldng  June 2018 Mendip 30 Mile Crallenge in 34 of Weston Hospice Care”
. Aisofesirmishing * September 2018~ Uira MM Cage Fght) insid of Cancer Research UK
o Marsians
Future Crariy e
+ inductad nto lack Bt Hallof Fame 2017 + Octobar 2015 (TBC)  Sahara Challng - 0 mile Expeition across Sshara Desart

Ay JudoTesm Champion 2014
© Welch Karata Team 2002





