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Introduction
Continuous Professional Development (CPD) is a continuous and reflective process that supports individuals in maintaining and enhancing their skills throughout their careers. Megginson and Whitaker (2007) describe CPD as a structured way for workers to adapt to evolving job roles, improve performance, and pursue long-term ambitions. This report evaluates the development needs, learning preferences, and future growth pathways for two individuals working within the same organisation. For clarity, Person 1 refers to the author of this report, and Person 2 refers to a co-worker in a similar operational role.
The report applies several recognised learning and development models (including Honey and Mumford’s Learning Styles, the VARK model, Kolb’s Experiential Learning Cycle, SWOT analysis, gap analysis, the GoMAD model, and SMART-based Personal Development Plans (PDPs). It also explores learning barriers, support mechanisms, and development opportunities for both individuals. The report ends with a first-person Gibbs Reflective Cycle analysis of a recent recruitment process.

1. Learning Styles for Self and Another
1.1 Learning Theories Used
Honey and Mumford Learning Styles
Honey and Mumford’s (1992) model suggests that individuals learn in one of four ways: Activist, Reflector, Theorist, or Pragmatist. It remains widely used in workplace training because of its practicality and ease of application (CIPD, 2020).
VARK Model
The VARK model categorises learning preferences as Visual, Auditory, Reading/Writing, or Kinesthetic (Fleming & Mills, 1992). It helps individuals identify the sensory channels they rely on most when processing new information.
Kolb’s Experiential Learning Cycle
Kolb (1984) described learning as a four-stage cycle involving Concrete Experience (CE), Reflective Observation (RO), Abstract Conceptualisation (AC), and Active Experimentation (AE). Individuals often show strength in particular stages, revealing their preferred learning style (Healey & Jenkins, 2000).
 
1.2 Person 1 Learning Style Results
Honey and Mumford:
Person 1 scored almost evenly across all four learning styles (Reflector 14, Theorist 14, Activist 13, Pragmatist 12). This suggests a highly balanced and adaptable learning profile, a pattern consistent with adults who have experienced diverse learning environments (Illeris, 2018).
VARK:
Visual (16) and Kinesthetic (11), indicating strong preference for diagrams, visual structure, demonstrations, and hands-on learning.
Kolb:
Reflective Observation (19) was highest, followed by Active Experimentation (14). This implies a preference for observing and analysing information before acting (a learning behaviour typical of Reflectors and Theorists (Kolb, 1984)).

1.3 Person 2 Learning Style Results
Honey and Mumford:
Reflector (16). Person 2 prefers to observe carefully, take time to understand a situation, and learn gradually, which often impacts confidence when facing unfamiliar tasks (Honey & Mumford, 1992).
VARK:
Visual (16) and Kinesthetic (14). Person 2 learns best through practical demonstrations and visual guidance.
1.4 Interpretation
Both individuals share visual/kinesthetic strengths, which align well with practical, hands-on workplace environments. However:
· Person 1 shows flexibility across learning styles and adapts well to varied situations.
· Person 2 has a stronger dependence on reflection, which may slow decision-making and increase hesitation.
This difference is important for planning development interventions (Illeris, 2018).
 
2. Development Needs for Self and Another
2.1 SWOT Analysis as a Development Tool
SWOT analysis is a simple yet effective tool for identifying internal capabilities (strengths/weaknesses) and external factors (opportunities/threats) (Gibson et al., 2014). It is commonly used in CPD planning because it offers clarity and structure.
 
SWOT – Person 1
Strengths
· Strong problem-solving ability
· Creative and adaptable
· Learns quickly
· Good interpersonal skills
· Comfortable learning through real experiences
· Broad general knowledge (“jack of all trades”)
Weaknesses
· Time management difficulties (ADHD)
· Easily discouraged by early mistakes
· Occasional lack of confidence
· Struggles with unstructured self-paced online learning
Opportunities
· Leadership and Management studies
· Opportunity to pursue HR career
· Workplace training options
· Accounting qualifications (Level 2 - Level 3 - Level 4 pathway)
Threats
· Limited flexibility due to childcare
· Inability to relocate
· Limited availability of classroom-based learning locally
· High pressure balancing work, study, and family
SWOT – Person 2
Strengths
· Highly creative
· Very capable once she fully understands a task
· Kind and well-liked
· Charismatic when comfortable
Weaknesses
· Low confidence
· Easily intimidated by dominant personalities
· Easily distracted (ADHD)
· Hesitant to attempt unfamiliar tasks
Opportunities
· Step-up opportunities
· Access to a wide range of training
· Flexibility due to lack of childcare responsibilities
· Ability to grow creative business
Threats
· Fear of change
· Losing interest quickly
· Ongoing financial difficulties
· Reluctance to travel far (due to pets)
 
2.2 Gap Analysis
A gap analysis evaluates the difference between current abilities and those required for future goals (Armstrong & Taylor, 2020).
Person 1 — Goal: HR Assistant / Future HR Manager
Strengths already present:
· Leadership experience
· Psychology background
· Empathy and people-focused approach
· Ongoing Leadership and Management studies
Skills gap:
· Formal HR knowledge
· Stronger administrative and organisational ability
· HR-specific confidence
· Time management improvement
· Accounting progression (Level 2 → Level 3 → Level 4)
Person 2 — Goal: Full-Time Creative Entrepreneur
Strengths already present:
· Creativity
· Capability once taught
· Good interpersonal skills

Skills gap:
· Confidence
· Business and marketing skills
· Financial planning
· Consistency and long-term focus
· Willingness to take calculated risks
3. Potential Barriers to Learning and Strategies
3.1 Barriers for Person 1
Barriers Identified
· ADHD affecting focus and time management (Barkley, 2015)
· Requires structured classroom learning (Knowles et al., 2015)
· Childcare commitments
· Work–study–life demands
· Lack of motivation in unstructured online learning
Strategies
· Prioritise structured programmes with deadlines
· Seek classroom-based sessions where possible
· Use time-blocking and Pomodoro strategies (Cirillo, 2006)
· Arrange flexible working where appropriate
· Gain support from mentors (Clutterbuck, 2014)
3.2 Barriers for Person 2
Barriers Identified
· Low confidence
· Fear of unfamiliar responsibilities
· Easily distracted
· Short attention span
· Financial stress
Strategies
· Introduce new tasks gradually
· Provide coaching and positive reinforcement
· Short structured online courses
· Visible progress milestones
· Peer support (Bandura, 1997)

4. Development Options
Person 1
· HR shadowing
· Leadership and Management modules
· Accounting Level 3 and Level 4 progression
· Short HR courses (CIPD, ACAS)
· Cross-training in administrative and people-facing tasks
· Mentoring support
Person 2
· Craft-business courses
· Step-up roles for confidence
· Online marketing and branding workshops
· Local craft programmes
· Peer-supported learning
· Workplace training modules
5. Support Mechanisms
Person 1
· Support from partner
· Manager providing references
· Access to workplace learning
· Peer support from Person 2
· Professional networks
Person 2
· Supportive partner
· Encouragement from Person 1
· Manager support
· Creative community networks
· Access to in-house training
 
6. Application of the GoMAD Model
The GoMAD (Goal–Options–Make, Review) model is a practical decision-making and action-planning framework used in management development (Cox & Stokes, 2018). It works by:
 Goal – Defining what the individual wants to achieve
Options – Listing all realistic ways to move forward
Make – Deciding which actions to commit to
Review – Monitoring progress and adjusting as needed
 
6.1 GoMAD Applied to Person 1
Goal
· To transition into an HR Assistant role while completing relevant educational qualifications.
Options
· Continue Leadership and Management degree
· Complete Level 2, Level 3, Level 4 Accounting
· Shadow HR processes at work
· Complete short HR courses (employment law, conflict resolution)
· Strengthen organisational skills
Make (Action Decisions)
Person 1 will:
· Prioritise classroom-based qualifications
· Seek HR exposure in the workplace
· Pursue accounting Level 3 before Level 4
· Use structured planning tools to improve time management
Review
· Progress will be reviewed every 3–6 months through PDP assessments.
6.2 GoMAD Applied to Person 2
Goal
· To build a financially stable craft-based business while working part-time.
Options
· Improve business marketing skills
· Take step-up opportunities to increase confidence
· Complete short online business courses
· Build an engaging online presence
· Improve financial organisation
Make (Action Decisions)
Person 2 will:
· Undertake short marketing and branding courses
· Accept small step-up roles
· Develop business social media
· Improve consistency in planning
Review
· Business progress and confidence improvements will be reviewed every 3–6 months.
 
7. Development Plans (SMART Objectives) 
7.1 Person 1 – Development Plan
[image: ]
Short-Term Goals (12 months)
· Complete current Leadership and Management year
· Progress fully through Level 2 Accounting
Medium-Term Goals (2–3 years)
· Complete Level 3 and Level 4 Accounting
· Gain HR-related role
· Complete bachelor’s degree
Long-Term Goals (3–5 years)
· Grow the “Rocks on Pops” business
· Improve work–life balance
· Secure remote or part-time employment



7.2 Person 2 – Development Plan
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Short-Term Goals (12 months)
· Build online presence
· Begin reducing debt
Medium-Term Goals (2–3 years)
· Reduce work hours
· Achieve consistent profit in craft business
Long-Term Goals (3–5 years)
Earn a living wage from crafting
Develop a stable creative business
8. Monitoring Progress
Progress for both individuals will be monitored through Personal Development Plans (PDPs), regular manager check-ins, and structured review periods. PDPs enable individuals to track goals, reflect on learning, and adjust actions where necessary (Cottrell, 2015). Managers play an important role by providing guidance, opportunities, and feedback (CIPD, 2021).
9. Conclusion
Person 1 and Person 2 demonstrate strong potential for growth but have noticeably different development needs. Person 1 shows adaptability but requires structured learning and improved time management. Person 2 possesses strong creativity but needs confidence-building and improved consistency. With tailored development plans, structured support, and strategic review, both individuals can successfully progress towards their long-term goals.
 


Gibbs Reflection on the Recruitment Process
Gibbs’ Reflective Cycle (1988) provides a structured method of reflecting on experiences. It includes six stages: description, feelings, evaluation, analysis, conclusion, and action plan. The model encourages deep thinking and supports improvements in future practice.
Description
I used Gibbs’ model to reflect on a recent recruitment process where I applied for an internal role.
Feelings
I felt both anxious and hopeful. I knew I had good interpersonal skills, but I also doubted myself, especially when I wasn’t sure whether my answers were “correct enough.”
Evaluation
The interview had positive elements, such as the problem-solving questions, which I felt confident with. However, I noticed that I hesitated when questions required quick responses, and I tended to overthink.
Analysis
My learning style results helped explain this. My strong Reflective Observation preference means I often pause to think carefully before responding. While this is useful in careful decision-making, it can slow me down in timed scenarios. Argyris and Schön (1974) argue that understanding personal learning behaviours increases professional effectiveness, which aligns with what I experienced.
Conclusion
I realised that preparation is one of my strengths, but I need to build confidence in spontaneous responses. I also recognised that being a Reflector/Theorist makes me cautious, which sometimes affects my performance in pressured environments.
Action Plan
To improve future recruitment experiences, I will prepare more efficiently, practise timed example questions, and work on reducing hesitation. This aligns with recommended interview preparation techniques (Reid, 2016).
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Appendix A – CV

ROXANA PLESCA
8 Hall Street, Swansea, SA1 6FA
E-mail: rplesca@yahoo.com / rpplesca@amazon.com | Mob: 07742941979
PERSONAL STATEMENT
A skilled and adaptable Amazonian, highly motivated and determined to succeed in any task undertaken, has a proven track record of exceeding performance expectations, especially when working under pressure in such a fast-paced environment. A strong team player, great at motivating colleagues and leading by example, eager to take on new challenges and exert her helpful nature.
WORK PROFILE
Step up Team Lead | Amazon | Swansea May 23 – Present
Was offered to step up as a Team Lead in ICQA on a different shift pattern, learning the majority of direct and indirect processes, having the opportunity to lead 5:1, safety circle and huddle groups, working closely together with Inbound and Outbound towards achieving customer satisfaction, deep diving to discover the true root causes for deviations within metrics pertaining to all Inbound, Outbound and Support, creating actions to be taken to solve, improve and prevent such issues from repeating, and helping support team members’ individual needs.
Stow Associate | Amazon | Swansea May 18 – May 23
· Proxy, 	Process Guide, Sweeper, Aging Sweeper, Fud Hunter.
Reverse Logistics Associate | Amazon | Swansea Jan 16 – May 18	
· Proxy, 	Sweeper, Cart runner, Process Guide, Instructor, Packer, Picker, VNA 	driver, Grading, Shipping and Trailer Loading.
Q4 Team Lead | Amazon | Swansea Jan 18 – Apr 18
Successful in the third application for the position of temporary Team Lead for the 2017 Q4, occupying the Vendor Returns Team Lead position on night shift. Had the benefit of a bigger team on this occasion and often received support from other departments (headcount wise). The biggest challenge was keeping the shift productive and stretching between several indirect jobs to avoid any extra hours spent. The communication with day shift was reduced to a brief handover and the End of Shift Report (in the form of an Excel spreadsheet) further acting as a test in self-reliance, a test I proved time and time again was more than capable of passing successfully.
Q4 Team Lead | Amazon | Swansea Nov 16 – Mar 17
Was successful in the second application for the position of temporary Team Lead for the 2016 Q4, occupying the Vendor Returns Team Lead position on night shift. The team was comprised of one associate for the entire duration plus between 2 to 15 associates labour shared from other departments. One of the biggest challenges throughout the period was filling in the blanks left by the lack of a basic team, fulfilling the roles of a Team Lead, problem solver, shipping clerk and picker/packer within each shift, a challenge that further helped to shape my character as a Team Lead and taught a valuable lesson in autonomy.
Q4 Team Lead | Amazon | Swansea Oct 15 – Dec 15
The only temporary associate to successfully apply for the position of Q4 Team Lead in 2015, benefiting from learning the procedures followed not only as a Pick Lead but as a Pack Lead as well. The duties included collaboration with other Team Leads, Managers and key departments to ensure the daily production goals were met and/or exceeded and that all deadlines were fulfilled, maintaining close contact with the associates and providing support, paying attention to the departmental metrics, improving the flow of product through the area by identifying and addressing any safety hazards and solving any process related issues as well as assisting the AM in carrying out a wide range of tasks. Within this time frame, I also joined Amazon's ranks as a permanent employee.
Picking Associate | PMP Recruitment | Amazon | Swansea
Jun 15 – Oct 15	
· Instructor, 	PPQA, Hot Picks, Paper Picker, VNA driver.
Picking Associate | Abacus Recruitment | Amazon | Swansea 
Jul 14 – Apr 15
· Picker, 	VNA driver.	
· Cross 	trained in ICQA, Pack.


EDUCATION AND QUALIFICATIONS
Gower College, Swansea Sep 12 – May 13
Access to Psychology and Counselling: Level 3 on the National Qualification Framework(NQF). It is the equivalent of 3 A-levels and enables UCAS application to Higher Education.
Gower College, Swansea Sep 11 – May 12
English for Speakers of Other Languages: Level 2, Advanced.
“Vasile Alecsandri” Highschool, Iasi, Romania Sep 03 – Jun 07
Baccalaureate diploma: English, French, Romanian, History qualifications, equal to level 3 on the UK NQF.
“B.P. Hasdeu” Secondary School, Iasi, Romania Sep 99 – June 03
Mathematics, Geography, Romanian qualifications, equivalent to level 2 on the UK NQF.

ADDITIONAL SKILLS	
· Fluent 	in English and Romanian (reading, writing and speaking).
· British 	Sign Language – beginner level. 	
· Patient 	and experienced in diffusing conflict (Mother).
INTERESTS
· Fond of reading an array of genres.
· Playing video games, especially 	MMORPGs.
· Dungeons & Dragons sessions.
· Photography and photo manipulation.
· Taking part 	in big social events involving big groups of people (e.g. concerts, 	Color Me Rad 5k Runs, Flashmob groups, Comic Con etc).



Appendix B Continuous Professional Development Record

	Continuous Professional Development Plan – Roxana Plesca

	
	
	
	
	
	

	Formal
	Informal
	Date
	Duration
	Status
	Details

	
	
	
	
	
	

	ILM Level 4 Diploma in Leadership and Management
	
	2024
	1 Year
	In Progress
	ILM

	L4 Certificate of HE Applied Leadership and Management 
	
	2024
	1 Year
	In Progress
	University of Wales Trinity Saint David
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Development Area Planned Action Support Required Success Indicators Review Date
Confidence Take small step-up roles Manager, Person 1| '"creased ‘”'"'"?;‘::Ss foatiemptnew |45 months
Business Complete short marketing Tmproved online presence; sales
R e shot Online resources B 12 months
Financial Skils Basic finance workshops Online courses | _Improved budgefing; reduced debt_|6-12 months
Consistency Weekly structured business | b 11 & peer support|  Regular posting; product updates | Ongoing

planning
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Planned Action

Success Indicators

Review Date

Development Area Support Required
‘Shadow HR tasks, complete HR short Confidence in FIR tasks, completed
HR skills = Manager & mentor support e 6-12 months
Leadership & Management| COMPlete de?mea’* PrOGTeSS | | niversity & home support Completed academic year Annual
“Accounting Complete Level 2~ 3 — 4 Structured courses. Passed qualfications 23 years
Time management My ETEl CT= R ey 2l Seff-managed Improved deadiines, fewer delays | 6 months

Pomodoro
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