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[bookmark: _heading=h.gjdgxs]Section 1: Know how to identify development needs

Overview of the Importance of Identifying Development Needs 
Identifying development needs is important as it allows us to identify areas where there is a gap in skills, what should be strengths, and what should be prepared for future challenges. This method ensures that the growth of employees is more inclined towards both individual ambitions as well as organisation objectives,  working towards a more responsive, effective, and committed employee population (Megginson & Whitaker, 2021). There are many models supporting this, including self-reflection, goal setting, SWOT and GAP analyses, self-assessment, and feedback mechanisms, which together form structured tools for skills assessment and improvement (Armstrong & Taylor, 2020). These models give information on learning styles, strengths, and weaknesses to use to develop personal development plans (Honey & Mumford, 2021).

[bookmark: _heading=h.30j0zll]1.1 Identify learning styles for self and another 

Determining what learning styles apply to an individual is crucial to the optimization of development plans. Learning styles are an individual's method of receiving and interpreting information; thus, they affect how individuals adapt to change and how people learn new skills, according to Reid (2021). For this assignment, I applied three frameworks for learning style—VARK, Honey & Mumford, and MBTI—to assess my own learning styles and two of them, VARK and Honey & Mumford, for a colleague. While these tests are not precise, they can be useful to take the starting point for understanding preferences and potential barriers and inform development initiatives.
· Self-Assessment:
· VARK: The VARK model defines learners as either Visual, Auditory, Reading/Writing, or Kinesthetic. My assessment by VARK came back that I prefer to be Kinesthetic and Aural, meaning that hands-on activities and verbal discussion suit best for my participation and learning (Fleming & Baume, 2021).
· Honey & Mumford: This model places learners into categories of Activists, Reflectors, Theorists, or Pragmatists. For me, I was placed as a Pragmatist. This would suggest an individual preference for practice applications of knowledge in practical, experiential reality rather than abstract concepts (Honey & Mumford, 2021).
· MBTI: My type is ESTJ (Extraversion, Sensing, Thinking, Judging). That means that I am organisational, decisive, and task-oriented. This personality type talks well with a structured learning approach, consistent with my Pragmatist and Kinesthetic preferences (Beevers & Rea, 2020).
· Colleague’s Assessment:
· VARK: My colleague's assessment showed that he has a style of Reflector-Theorist, which means his best learning time is when he assesses things carefully and learns in a structured manner based on theory. These learners learn by observing and reflecting before acting on things and are therefore slower but more thorough in dynamic environments (Reid, 2021).
· Honey & Mumford: Just like the VARK test, my peer's Honey & Mumford results indicate a type that is a Reflector. This supports a preference for cautious, reflective learning and would avoid unstructured or high-pressure settings.
The knowledge of learning styles allows us to customise development plans. For example, my preference for hands-on projects means that practical learning experiences will go well with my style, while my colleague will benefit from structured training modules and opportunities to reflect on her practice. This awareness of our learning preferences guides professional development in a way that develops our strengths while facilitating engagement.




[bookmark: _heading=h.1fob9te]


[bookmark: _heading=h.3znysh7]1.2 Use a simple technique for identifying development needs for self & another

A useful  tool for finding development needs is A SWOT analysis, which by looking into the inner and outer characteristics shows insight into where we have our strengths and weaknesses, development opportunities, and how external factors might challenge us to look after them (Cottrell, 2021). For this assignment, I carried out a SWOT analysis on myself and my colleague to better understand our developmental priorities and make precise plans.
SWOT Analysis - Person 1 (Self)

	[bookmark: _heading=h.2et92p0]
SWOT Person 1


	
STRENGTHS
Practical problem-solving skills
Strong organisational abilities
Effective communication

	
WEAKNESSES
Limited adaptability to rapid changes
Reliance on established routines
Less comfort with unstructured settings


	
OPPORTUNITIES
Structured learning programs
Hands-on project experiences
Professional certifications


	
THREATS
Rapid advancements in technology
Increasing demand for digital skills
Potential for skills becoming outdated





From my SWOT analysis, I find that I am strong in organisation, communication, and problem-solving skills, but I am weak in adapting to unstructured environments with high dependence on established procedures. My learning opportunities lie in structure-based learning programs and professional certifications that suit my style and goals of learning. Faster than average changes in technology and the high demand for digital skills can be a threat to me unless I learn them  before they happen.
SWOT Analysis - Person 2 (Colleague)

	
SWOT Person 2


	
STRENGTHS
Analytical thinking
Thorough planning
Reflective learning style


	
	
WEAKNESSES
Slow response in dynamic situations
Reluctance to make quick decisions
Limited experience in high-stress roles


	
OPPORTUNITIES
Leadership training programs
Access to theoretical resources
Scenario-based training


	
	
THREATS

High-stress environments
Need for adaptability in fast-paced roles
Pressure to make quick decisions



My colleague's strengths are analytical capabilities, as well as the ability to plan assignments prior to starting them; weakness is slower than most in responding to high-stress or dynamic situations. They consider accessing theoretical resources and leadership training to be great opportunities. High-stress environments and an absolute need to make decisions rapidly could pose threats.
This SWOT analysis helps identify our competencies and weaknesses. Knowing the elements will make easy decisions  over how to utilise strengths and work on weaknesses in professional development.

GAP Analysis 
A GAP analysis is that process that identifies the difference between present competencies and the skills needed to achieve specific career objectives. It helps us to understand what actions are required in order to fill such gaps and reach those desired roles or levels of expertise (Moon, 2021).

GAP Analysis - Person 1 (Self)
Present Position	Actions	Desired Position
Strong organisational skills but limited digital proficiency	Enrol in digital skills training focusing on relevant software	Advanced proficiency in digital tools for project management

GAP Analysis - Person 2 (Colleague)
Present Position	Actions	Desired Position
Highly analytical but struggles with quick decision-making	Engage in scenario-based training to improve response times	Capable of making quick, informed decisions in dynamic settings


The GAP analysis for myself and my colleague points toward a trajectory of targeted skill development in order to achieve stated career objectives. The two activities-the process itself-bring direction to these plans, so that every action is taken toward long-term objectives.

[bookmark: _heading=h.tyjcwt]1.3 Identify potential barriers to learning for self and another.
Most times, the gap resulting in barriers in the learning process is derived from the weaknesses of the SWOT analysis and learning preferences of a learner. For instance, as pointed out by Reid (2021), my preference for structured hands-on learning will result in issues when there is an attempt to adapt to any kind of fluid or less structured environment. This will significantly hinder my performance in roles that demand flexibility and rapid adjustments. For my colleague, the Reflector might cause slower decision-making and hesitation in high-pressure scenarios that would affect the performance of a professional in fast-paced settings (Honey & Mumford, 2021). There can be an assessment of the exact challenges we face in professional growth.


[bookmark: _heading=h.3dy6vkm]1.4 Explain how these barriers to learning can be overcome.

The overall strategies to overcome the learning barriers are specific and target individual barriers. To facilitate my barrier of limited adaptability, incremental exposure to less structured tasks or project-based activities will ease comfort in less structured environments (Pedler et al., 2021). For my colleague, real-time decision-making exercises such as scenario-based simulations will enhance quick responsiveness to dynamic situations and hence make quicker decisions. Moreover, Kolb's Experiential Learning Cycle encourages a reflective approach. First, there is experience or practice, followed by reflection, and by progressive improvement skill development (Kolb, 2021). Addressing these barriers in an integrated manner will help towards long-lasting development aligned with our career aspirations.



[bookmark: _heading=h.1t3h5sf]Section 2: Know how to develop self & others to achieve organisational objectives

Importance of Developing Self & Others to Achieve Organisational Objectives
Developing self and others is necessary to meet the desired organisational objectives since it develops the human resources capacity of an individual, helps enhance the performance of any team, and harmonises personal development with the business objectives. Armstrong and Taylor emphasise that self and professional development strengthens the more agile workforce to respond to the dynamic demands of industry. As Beavers and Rea assert, "Employees continuously enhance their competencies. contribute to organisational resilience and innovation; in return, the company can benefit from achieving strategic objectives" (2020). Thus, planned development planning is required in order to facilitate an environment for individuals and teams to grow that also contributes to personal goals and organisational effectiveness.


[bookmark: _heading=h.4d34og8]2.1 Analyse learning/development options to meet needs of self & another.

There are plenty of learning and development options to be able to help out the requirements identified about myself and the colleague. Such options include formal education to experiential learning where an individual learns different types of skills based on his strengths and weaknesses.
· For myself: The desire to be action-oriented and having a well-structured environment makes appropriate courses in project management and skills acquisition of the digital world. A brief course on Project Management Basics from a respected institution like PMI would do much for me in terms of having a structured understanding of managing tasks and resources, and I'm pretty much an action-oriented person when it comes to learning (Cottrell, 2021). Most importantly, I need to acquire some digital skills in preparation for change. Course registration with a Digital Literacy for Professionals would hence strengthen the competency level of softwares and tools which I use in my workplace and keep me up to date in such an environment driven by digital technology (Armstrong & Taylor, 2020).
· For My Colleague: My colleague, being a Reflector-Theorist in his learning style, may more likely benefit from theory-based and analytical courses. A Leadership in Reflective Practice -programme similar to that offered by the Chartered Management Institute should encourage them to reflect on the need for really careful analysis and planning. They may also help them find more effective, prompt action in fluid operating environments, although they generally reflect before acting (Honey & Mumford, 2021).
These developmental and learning activities become the basis on which my colleague and I are able to work toward filling up the identified gaps while improving our input to the organisation.






[bookmark: _heading=h.2s8eyo1]2.2 Identify support mechanisms for the development of self & another
It is critical to have support systems that enable continued development to be enhanced. These support structures include families, peer support, job rotation, mentorship, and coaching, among others. According to Pedler et al. (2021), the Go MAD (Make a Difference) framework ensures engagement of a supporting network that guarantees the achievement of development goals. Support mechanisms confer accountability, encouragement, and sources of help in accomplishing various tasks and building momentum. Summary table of key support mechanisms and contributions:

Each support structure plays a different role in promoting growth by providing resources, motivation, and guidance and ensures that learning objectives are achieved more effectively.


	Support Mechanism
	Description
	Contribution

	Mentorship
	Guidance from experienced colleagues or supervisors
	Offers insights, feedback, and encouragement, enabling skill acquisition through observation and advice.

	Peer Support
	Collaboration and feedback from colleagues at similar levels
	Provides a safe space for learning, collaboration, and sharing of ideas, enhancing confidence and problem-solving abilities.

	Family Support
	Encouragement and understanding from family members
	Allows flexibility in time management and moral support, which helps balance personal and professional responsibilities.

	Job Rotation
	Exposure to different roles within the organisation
	Broadens experience, encourages adaptability, and develops a diverse skill set by challenging individuals in new contexts (Beevers & Rea, 2020).

	Coaching
	Regular one-on-one sessions with a trained coach
	Focuses on specific goals, helps address barriers, and enhance accountability through structured, personalised guidance (Rogers, 2021).
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[bookmark: _heading=h.3rdcrjn]2.3 Prepare development plans for yourself and another person

A Personal Development Plan (PDP) is an outline document outlining precise information about learning outcomes, actions, resources, and date of review. It allows people to monitor their progress and maintain their focus on personal and professional goals. As Moon (2021) sees it, a PDP is essential to professional development as goal setting, self-assessment, and reflection are especially crucial for continuous improvement. This setting of SMART objectives within a PDP allows one to make structured progress and ensures that activities being lined up for development are purposeful and achievable.


Person 1
	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target Date for Review

	

Develop project management skills

	Enroll in Project Management Fundamentals
	Project Management Institute (PMI) course
	Completion of course and certification
	6 months

	
Improve digital literacy


	Attend Digital Literacy for Professionals
	Access to training modules and IT support
	Completion and application of skills in daily tasks
	3 months

	

Enhance adaptability

	Participate in cross-functional projects
	Peer collaboration, feedback sessions
	Ability to adjust in diverse project settings
	1 year




Personal Objectives

	Short Term Goals (next 12 months)

	·  Project management and digital literacy course. Cross-function project(s)



	Medium Term Goals (2-3 years)

	· Project lead roles; management of digital projects




	Long Term Goals (3-5 years)

	
· Managerial role with responsibility for more than one project and direct reports.











Person 2
	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target Date for Review

	

Develop leadership in reflective practice

	Enrol in Leadership in Reflective Practice course
	Chartered Management Institute (CMI) course
	Completion of course and reflection exercises
	6 month

	
Improve decision-making speed


	Attend Time Management and Decision-Making workshop
	Access to workshop materials and practice sessions
	Increased responsiveness in simulated decision tasks
	3 months

	
Build confidence in dynamic settings


	Engage in scenario-based training
	Support from peers and supervisors
	Feedback from peers, observable improvement in adaptability
	1 year




Personal Objectives

	Short Term Goals (next 12 months)

	·  Understand the processes of leadership and deciding; Practice haste in decision-making, confined to structured scenario environments.


	Medium Term Goals (2-3 years)

	

· Be expected to take on team leader responsibilities; Establish ability to work with team members to develop reflective practice.

	Long Term Goals (3-5 years)

	· Becoming a leader into a senior role with a strategy focus, capable of handling high-speed environments, and a mentoring role.





The step-by-step structured PDPs for myself and my colleague clearly mark the objectives to be covered in learning the areas. SMART goals ensure that our efforts are placed in and aligned with personal aspirations as well as the organisation's needs.




[bookmark: _heading=h.26in1rg]2.4 Method used to monitor the development of self & another.

Monitoring is therefore necessary to check the effectiveness of personal and professional development plans. Personal and professional development plans can go out unless checked frequently. This ensures that they are working as desired in order to produce the required results. Armstrong and Taylor (2020) note that a PDP review, a learning log, and a performance evaluation can provide essential feedback on developmental progress.
Three to six months later, performance reviews on my and my colleague's overall performance will be conducted. During these reviews, we will evaluate completed actions, achieved goals, and needed adjustments. In addition, we will keep learning logs of the insights learned, skills acquired, and reflective observations, so that we could trace progressive development in time. Periodic performance reviews with supervisors provide formal feedback on how well we apply our new skills in regular tasks and on project assignments. This mix of self-monitoring and external feedback is balanced in the approach taken to track development and contributes to continuous improvement.


[bookmark: _heading=h.lnxbz9]Conclusion
Self-awareness is a vital element in professional development because it enables one to know his strengths and areas of improvement, thereby turning potential weaknesses into focused avenues for growth. When weaknesses are known, it means that challenges likely to hinder performance are understood, through which strategies may be conceived and applied to tackle the weaknesses in a pursuit to enhance professional growth. An example of such was the fact that dependence on structured situations revealed a need to enhance adaptability in unstructured situations.
Throughout this assignment, I carried out various reflective and evaluative processes to develop self-awareness. Through models such as SWOT and GAP analysis, not forgetting the assessment of learning styles in VARK and Honey & Mumford, and many more, I was able to understand much better about my preferences in learning, my strengths, and which are not so well developed. Further, through the use of Kolb's model in reflective practice, it was possible to analyse experiences and learn lessons that would guide future actions.
This increased awareness of myself will prove invaluable for my continued professional growth. In this regard, through self-assessment and adjusting my strategies to optimise my effectiveness, I can be flexible and improve essential skills which align my personal goals with those of the organisation that I interact with. The important lesson that will be learned from this reflective approach is that it will help me to be effectively meaningful in my profession and have long-term professional development.








[bookmark: _heading=h.35nkun2]Reflection on the Recruitment process

[bookmark: _heading=h.3rdcrjn]
Past experience is significant in professional growth since it enables people to evaluate their actions, areas for improvement, and the application of new insights to particular situations. Reflection sets a cycle of ongoing learning, thereby enhancing skills and work adaptation (Schon, 2021). With Kolb's Experiential Learning Cycle, which comprises concrete experience, reflective observation, abstract conceptualization, and active experimentation, I can critically examine a recent recruitment process for my previous role. Here's what happened, why, and how I might deal differently in the future (Kolb, 2021). It was during a recent job interview when I could feel prepared to face the interview. I did so much research about the company and the post. However, when it came to answering a competency-based question asking me to describe a past situation of handling some challenging project, I was a bit messed up in giving a structured reply. My response was cumbersome, with no focus on the key issues, hence not easy for the interviewer to understand the point in question.
From this experience, I learned that overall preparation is not just researching the company but also preparing answers for any question that may arise. Using the STAR technique that I was introduced to but did not implement would have ensured clear and concise answers and would have been helpful in improving my communication effectiveness better (Cottrell, 2021). This reflection focuses more on the use of structured preparation and targeted practice.
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	Continuous Professional Development Plan - Your name
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	Status
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	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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