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Introduction
This assignment will contain information, in relation to professional learning development, and how this is supported through personal development plans. It will also include the importance of reflection in order to develop and progress, through visual charts. 
It will contain aspects of recruitment and training processes, and how to spot potential candidates. 
It will also explore into the awareness of emotions & how it affects your mental health, when working in a pressured environment.


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

[bookmark: _Toc500943472][bookmark: _Toc53314824]1:0 Identify learning styles for myself and colleague (MC)
In order to learn everyone has to process information (Tassoni.P,2007)Different learners use different aspects to learn. 
Chiclet and Chapman, (2005), suggested that there are three different types of learner they suggested this by creating a questionnaire which enabled people to work out there preference in relation to the way they learn best. Although a person may find that they are, predominantly, one type of learner, some people may find that their learning style, may be a blend of two or three styles (Chiclet and Chapman, 2005).
There are a number of theorists, that have explored different approaches to learning. The three learning styles created within the VAK questionnaire were visual, auditory and kinaesthetic. Another learning style that was created, was by Honey and Mumford (1986). It helped people to assess their overall learning style and they did this by using four different learning techniques. These are reflectors, theorists, activists and pragmatists. 
Within this section I will be exploring the best ways to meet the learning and developing needs, of myself and a college MC. 
From exploring and critiquing the different learning styles, it has indicated that I am a blended learner from completing the Honey and Mumford (1986) questionnaire. It indicated that I am a pragmatists and activist learner.
These results can bee seen in appendix .1  
Pragmatists are keen to try out new ideas and look for practical application. These learners like to get on with things and act quickly. They like to experiment and try out new techniques towards their learning. This type of learner likes to attack problems as a challenge and always uses the theory that there is always a better way, and if it works its good. (Honey and Mumford,2006)
An activist is a person who learns by ‘doing’ and are often open minded about trying new things and look for new challenges and changes.(Honey and Mumford,2006)
 However, M.C has indicated to be more of a reflector.
Reflectors often stand back and are slow to make up their minds. They often like to observe others and can appear shy, as they like to adopt a low profile. They do this as they are listening to others, and collecting information in order to obtain as much as possible. (Honey and Mumford,2006)
As indicted above, another learning style that I have used, was that of the VAK Visual, Auditory and kinetic (Chiclet and Chapman ,2005).
From carrying out the VAK questionnaire, I have found that my own learning style, be that of a Kinaesthetic learner.
I believe, that this a true reflection as to how I learn, as I use a hands on, practical approach, as I can process and retain information better.  
A person with a kinaesthetic learning style, tends to learn best through physical experiences. Therefore, will practice best through hands on experiences, and this type of learner tends to learn as they go along.
My college MC is also that, of a kinaesthetic learner. Therefore, this has enabled me to adapt my learning style in order to support and teach her accordingly, as I also learn best by ‘doing’. 
Results are in appendix 2.
As a Manager, it is important to understand each others learning styles, in order to support colleagues. So as it can be determined, the best ways in which  training and learning can be delivered, in order to get the best of the abilities out of the team. From this you can ensure effective and efficient communication, between team members and customers. To ensure service needs are met, to the highest standard.



1:1 Development needs 
In this section I will discuss the need for development for myself and M.C.
I have done this, in order to be able to find ways to help develop our skills and knowledge, and in order to progress within our careers. 
With this information, I am able to promote and provide appropriate training and courses, according to training development needs.
The first technique I shall use, will be S.W.O.T...
“A technique, first performed in 1978 by the American ecologist Michael Scott, (1941) for identifying ecosystems in need of conservation. Ranges are mapped for a variety of rare or endangered species. The maps are laid one above another and, when all of them are overlaid on a map showing the location of reserves and protected areas, gaps are revealed in which valuable ecosystems remain unprotected. Gap analysis identifies many more ecosystems deserving protection than the alternative hot spot technique.”









	[bookmark: _Hlk511915604]
SWOT 1 Myself


	
STRENGTHS

1. Approachable
2. Understanding
3. Driven
4. Resourceful
5. Flexible
6. Relatable
7. Assertive



	
WEAKNESSES

1. Time keeping
2. To empathetic
3. Lack of confidence
4. Inability to say ‘No’
5. Over think
6. Micro managing




	
OPPORTUNITIES
 1.Better life
 2.Career progression
 3.Better financial situation
 4.Career opportunities
 5.Business Progression


	
THREATS

  1.Financial
  2.Competition
  3.Pandemic
  4.Supply chain
  5.Life crisis







	
SWOT (colleague M.C.)


	
STRENGTHS
1.Approachable
2.Motivational
3.Brings a different perspective
4.No previous experience.
5.Reliable 
6.Punctual




	
WEAKNESSES

1.Softely spoken.
2.Lack of confidence
3.Nervous




	
OPPORTUNITIES


1.A better future.
2.Financial stability
3.Career Opportunities
4.Gain confidence
5.Certificates/Qualifications




	
THREATS

1. Peer Pressure
2. Financial support
3. Apathy
4. Medical needs
5. Life situation
6. Training provider.










Gap analysis is the process you take in order to go from point A to point B, with the appropriate skills, knowledge, attitude and behaviour.
From doing this process, it allows a visual incite to see opportunities, to reflect on performance and to see where development needs to be met, in order to fulfil progressional outcomes. 
An example of this is, ‘A’, being where I am now, and ‘B’, being where I will be in 5 years.
In-between these years, I shall be aware that change is constant, and that I will be responsible for my own development. This will enable me to improve my skill level and push myself towards new standards.
Below is a chart to demonstrate my 5 yearly development plan. See appendix 3
I have also done a development plan for M.C. This indicates what her goals and outcomes are, in order for her to progress. This can be seen in appendix 5 

[bookmark: _Toc500943474][bookmark: _Toc53314826]1:2 Identify potential barriers to learning for self and M.C. 

In this section, I have found numerous barriers to learning for my self and a M.C, whether it be internal. That will be something we are able to change ourselves, for example:
: Time keeping 
: Lack of confidence
: Lack of knowledge 
For M.C it would be. 
: Nervous 
: Lack of confidence
 or external barriers that would be out of our hands for example:
: Resources for information.
: Pandemic 
: Financial situation
: Politics 
: Life crisis.
I have developed this plan, in order for myself to have a realistic time frame. By doing this action plan, it has helped me with further understand, how to find beneficial ways of solving these developing needs. 
I will be able to find different resources to help these barriers, and development needs to be met. And, be able to keep track of any potential hurdles, that may occur. 
These barriers can be over come by using conversion strategy. By turning weaknesses into strengths. Also, by finding the correct recourse to help with future barriers. 

1:3 Development options.
Myself and M.C.’s barriers, could be overcome by equivalent strategy’s such as extended courses, books, networking and the correct information.
For example Having M.C do a equivalent course as myself, should I was not be there, she would be able to do the task, correctly.
By doing this M.C is also gaining qualifications for herself with the correct knowledge and skills. I would also ask her to watch and have her demonstrate, back to me. As this is how she learns best.
For myself, I would keep up to date with the right procedures and techniques, by research from the internet, up to date courses and connecting with like minded professionals in related business and areas.


1:4 Support network for myself and M.C
My internal support network consist of a number of support networks and strategies begin as follows: 
· Abilities
· Self belief
· Targets to work too
· Work ethic 
· Personal development plan
· My external net work support
This may also involves asking for assistance and guidance from Tutors, family, staff, neighbours, classmates, customers and friends.


1:5 Plan of action For myself and M.C
As part of my personal plan of action, I specifically need M.C. to achieve her full training qualification by 1st march 2022.
I intend making this measurable by setting a timeline that is achievable and tractable.
I am making sure that her goals are attainable and realistic,
That they are achievable with correct training and time spent doing so.
I have given myself this deadline, as I will need her to be able to provide the same service and standards as myself.
As part of M.C plan of action, she will need to be able to fully attain the full qualification, by 1st march 2022.
She will, need to attend and fully take part in all training aspects.
She will, be working towards a qualification, that is achievable in the time frame given.
I know she would be able to complete the qualification, as long as she attends and pays attention to detail and has the same drive as myself.
Her deadline is the same time frame as myself, as she will be providing acceptable cover to the business.



1:6 Monitoring progress
My monitoring of my progress would be self awareness, meeting deadlines, feedback from M.C, and clients keep appropriate records, and should be monitored in weekly and monthly reviews.
M.C progress would be monitored by performance, appraisals, bonuses, feedback from training providers, clientele, formal and informal meetings, and achieving set timelines for tasks asked. To evolve as a valued staff member.
[bookmark: _Toc500943481][bookmark: _Toc53314833]Section 2: Know how to prepare for the recruitment process
 Reflection is a strategy that enables us to develop our knowledge and skills.
By reflecting on previous experience, it helps “raise awareness of ourselves, as learners and to see that we can direct and change our learning” (Biggs, J.1990). In order to develop holistically.
Two people I have developed models of reflection are, David Kolb (1984) and Gibbs (1988).
Kolb’s model of reflection is based on experimental learning and is represented by a four-stage learning cycle, and in order for the Learner to reflect, they should touch on all the base of the cycle. 
Kolb’s cycle also extends past the reflection process of observation and reflection, and Focuses on the Learners co-operative process. Kolbs cycle, interlinks with theories and encourages practitioners to use these theories and apply these in new experiences. Kolb also believes “learning in the process whereby knowledge is created through the transformation of experience”.
(David. A. Kolb,1984) Kolb’s model of reflection also believes that, depending upon the situation or environment, the learner can enter the learning cycle at any point. But in order to gain an overall learning experience they should practice all four modes.
An example of this model being used when learning to skip.
1. Reflective observation - To think about skipping and to watch another person skipping. 

2. Abstract conceptualisation - To learn about moving your arms and legs at the same times.

3. concentrate experience - Receiving practical from a person who can skip.

4. Active experimentation - Getting a skipping rope and having a go themselves. 


[bookmark: _Toc53314834]Reflection on the recruitment process[image: ]
Mcleod.S.A (2010).


Gibbs’ reflection cycle “learning by doing” Gibb G (1988)
Encourages you to think regularly about the phases of an experience or activity. (1988) expresses, to reflect is not enough. You then have to put into practice, the learning and new understanding that they have gained. This therefore, allows the reflective process to inform your practice. An example of how to use this model is shown below.
Within my reflection account, I am going to use Gibbs Model of Reflection (1988).







[bookmark: _Toc53314835] Description

I have currently been recruiting staff for training and for employment. Part of the application process is that they had to attend an interview and provide myself with the appropriate documentation, being a CV and training that they had previously had in order for me to assess the recruitment process. It was the first time I have ever had to do this process. 

[bookmark: _Toc53314836]Feelings
When interviewing for the recruitment process, I felt a mixture of feelings. I was exited, as this would be a new experience. But I felt nervous, as I was attending unfamiliar settings. This could inter link with the
fight or flight reflex, which is used within short term anxiety experiences. Feeling nervous can “make you
feel more alert and enhance your performance“, but if the “flight anxiety overwhelms the fight, the
ability to concentrate may suffer”.
http://www.mind.org.uk for mental health a-z 7980

During this time, I was also worried as to what people may think of me, and I ensured that I presented myself in a positive manner. The halo effect, which is a type of cognitive bias which effect the overall first impression of what we may think of a person, and how we think and feel about them, therefore the halo effect can essentially impact on the overall impression of a person, and the specific traits they may carry (Cherry. K 2012). When attending the interview process, I would wonder what people would think of me, as I was a new manager and if they would respond to me in a different way. However, during the interview process, I was constantly aware of others, but as time went by, I started to feel at ease and became more comfortable when I was able to ask and respond to questions put to me.





[bookmark: _Toc53314837] Evaluation

During the recruitment process, I felt that I held back, in the way I was feeling, and did not present it during the face-to-face interview. I felt this was a positive trait that I showed, as it allowed other potential employees, to feel at ease. I feel that during the next recruitment process I will be more optimistic as to what people may think, and not stereotype, although an advantage of a stereotype is that it “enables us to respond rapidly to situations because we may have had a similar experience before” Mcleod, S.A. (2008). I have to also, be aware that there may be other first time potential employees attending, and it should be my job to help them feel welcome and not nervous, like the way I first felt, when I attended a recruitment process.  




[bookmark: _Toc53314838]Analysis
From the recruitment process I attended, I felt a bit upset, as I felt that I allowed my nerves to take the better of me. This could have affected how I handled the recruitment process overall. However, I do feel that I obtained appropriate and simple information for me to understand during the recruitment process. I also found, the potential employees/trainees, also expressed their anxious feelings. This made me feel at ease, as I knew, it was not just me that felt this way. I also realised that, although I was worried about people stereotyping me, I had to ensure I did not stereotype myself. Although “stereotyping provides us with the schemas to help influence the thoughts of a person” Eysenck, M.W. (2005). I had to ensure I allowed myself to be open minded about meeting new people, and not judge on influential, previous experiences.





[bookmark: _Toc53314839] Conclusion

Looking back at the recruitment process I was in, I realise that, although I was nervous and apprehensive. I recognised that I need to develop my confidence in order to overcome the short anxiety feelings, and that over time, attending the recruitment processes will become easier.



[bookmark: _Toc53314840] Action Plan
In the future, I will aim to encourage myself, and others outside the recruitment process, and reassure them, that they should not have to conform as to what may be seen as the social norm “lack of confidence might make people more likely to conform” Cardwell et al (2003). I will do this by speaking to potential employees/trainees outside of the usual setting, in order to gain confidence when recruiting potential staff members 
I also plan to develop my confidence and knowledge, within the area of barbering/hairdressing. I will do this by attending courses, online learning and speaking with like minded professionals, in the same industry. This will allow me to keep up to date with current information and research so I can later on pass the relevant new information on to potential employees/trainees if needed. When attending the recruiting process, I will make this my first aim to achieve and may even discuss any issues I have, relating to this experience with the candidates that attended the recruitment process, to allow me to obtain information to make my experiences positive and manageable.
To conclude, although there are various ways in which people can reflect, it is seen that reflection or reflective practice, is a key strategy that people develop in order to help us grow and learn more thoroughly. Therefore, “we spend time reflecting on events of the past as a means to prevent prior mistakes from occurring” Bolton, G (1998)
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[bookmark: _Toc53314842]Appendix 1
Honey and Mumford learning style (2006)

	Learning style

	Myself
	MC

	Activist
	14
	10

	Reflector
	8
	17

	Theorist
	11
	15

	Pragmatist
	14
	11

	Outcome

	Activist/Pragmatist
	Reflector






[bookmark: _Toc53314843]Appendix 2
VARK Learning Style (2005)

	Learning style
	Myself
	M.C

	Visual 
	2
	4

	Aural
	8
	7

	Read/write
	4
	2

	Kinesthetic
	10
	8
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Business owner 
For a number of years. 
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	Step 3

	Train and educate staff accordingly with successful employment.
Gain a university qualification
	

	
	Step 2 

	Recruit 

	
	

	Step 1 

	Attended courses
	
	
	

	
Business owner
	
	
	
	

	
	
	
	
	

	
	
	
	
	








[bookmark: _Toc53314844]Appendix C-CV

NATALIE DOS SANTOS
 
www.linkedin.com/in/natalie-dos-santos-12a64ba7 | 07931405258 | nataliebusiness@gmail.com
PROFESSIONAL SUMMARY
Passionate and skillful manager and shop owner with 7+years experience.
SKILLS
	· Team leadership/development coaching
· Management of health and safety
· Effective time management
· Communication and negotiation
· Autism awareness mentor
· Problem solving
	· Pricing-book keeping and cash flow forecast
· Business plan topics and structuring
· Mentoring
· Strategy creation and implementation
· Sales and market development
· Recruitment


EXPERIENCE
	01/2017 to Current
	Business owner 
Owner/Founder Son's Barbers － Bridgend, Bridgend 
· Providing quality care and treatments to all ages.
· Managed team of employees, overseeing the hiring, training, and professional growth of employees.
· Manage correct PPE and awareness of hazards at work, provide training and instructions.
· Knowledge of health and safety and regulations in the workplace.
· Stock taking and cash/card handling and training.
· Bookkeeping.
· Advertising.
· Organizing staff rotas and roles.
· Knowledge and awareness in all aspects of staff wellbeing.
· Completed continuing education and training to stay up to date with new trends and techniques.



	01/2015 to 12/2016
	Business owner 
Phoenix hair － Bridgend, Bridgend 
· Provide customers with a range of hair treatments.
· Stocktaking.
· Bookkeeping.
· Cleaning.
· Advertising
· Management of health and safety



	03/2013 to 01/2015
	Waitress/Barmaid 
Frankie & Benny's － Bridgend, Bridgend 
· Front of house duties and welcoming customers.
· All aspects of taking care of customers.
· Replenishing stock and best before end dates.
· Cleaning.
· Serving and bar duties.
· Delivered exceptional, friendly and fast service to process high volume of food and drink orders at peak times.
· Maintained knowledge of current menu items, garnishes, ingredients and preparation methods.


EDUCATION
	2019
	Bridgend college － Bridgend 



	2015
	Academy Of hair and beauty － Bridgend 



	2014
	 Milton Keynes college － Milton Keynes, MIK 



	2005
	keynesBrynteg comprehensive school － Bridgend 


AWARDS
· NVQ level 3 in Barbering
· NVQ level 2 in Hairdressing
· NVQ level 1 in Hairdressing
· Princess trust award in Business and management
· Caflon diploma in ear piercing
· Covid 19 awareness certificate
· Barbercide certification
HOBBIES
· Enjoy family activities
· Reading
· Keeping fit
· Cooking
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Appendix D-Cover letter 
Natalie Dos Santos 
 
 bridgend, bridgend cf329jl | 07931405258 | nataliebusiness@gmail.com
01 December 2021
Nancy Darcy
RE: Salon Area Manager, 1/12/2021
Dear Mr. Westacott
I would like to express my interest in the salon area manager position. I am a self-motivated and progress-driven salon manager with an extensive background in this industry. With a long-standing record of initiative and innovation, I have developed and executed strategies that I believe will bring value to Nancy Darcy.
Throughout the course of my career, I have owned my business management and staff mentoring abilities. I am an astute problem solver capable of prioritizing and managing complex projects with proficiency.

In my previous role, I exercised interpersonal, Team leadership and strategy creation in contribution to team efforts and organizational improvements. I am open-minded and focused on new developments in my field. I have proven to be effective and motivational, with proficiency in Development coaching and collaborative work. I enjoy brainstorming and coordinating efforts to achieve a common goal.
Please take a moment to review the enclosed CV and accompanying credentials. I would appreciate the opportunity to speak to you regarding my candidacy for the Salon Area Manager role.

I'm looking forward to your response and thank you for your consideration.
Yours sincerely,
Natalie Dos Santos
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