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[bookmark: _Toc500943471][bookmark: _Toc53314823]Section 1: Know how to identify development needs
This assignment I will be using a number of strategies and using the information to identify my own self and other’s development needs. We will be getting to know the different types of learning styles and how others can work better in different ways. I will also be looking at how to identify barriers to learning and how they can affect our workplace and also how barriers can be overcome. So firstly, Myself and one of my team members completed two learning style questionaries and also completed a SWOT analysis. Myself and my team member used both our results to reflect and use the information on how we can improve and make both ourselves better in future cases. The Go M.A.D Thinking System which we also used will be very good to explore the different types of, strengths, weaknesses, threats and Opportunities and how they can be made better for the workplace.

[bookmark: _Toc500943472][bookmark: _Toc53314824]1.1 Identify learning styles for self and another 
To identify most recent learning styles for myself and my team member (Carly Thomas) We Both Completed two individual learning style questionaries which were both very useful. We Compared the differences between both learning styles for myself and Carly. The first questionnaire that we completed was the (Honey & Mumford) Honey, P. and Mumford, A. (1986b Which was developed in 1986 information from (e-learning network) tells us that knowing your learning styles helps you make smarter decisions in adjusting to your own learning opportunities and your preference of being the best at learning. With The (Honey and Mumford) Honey, P. and Mumford, A. (1986b questionnaire there are four different learning styles Which is listed below.
HONEY AND MUMFORD LEARNING STYLES 
ACTIVIST- PEOPLE WHO RESULT AS AN ACTIVIST SHOWS THAT THEY LEARN BEST FROM *HAVING A GO* AND ALSO ARE KEEN TO TAKE RISKS AND GIVE THINGS A GO WITHOUT NECESSARILY PREPARING. ACTIVISTS ARE CONSIDERED AS THOSE MOST KEEN TO ‘DO’ IN TERMS OF THE LEARNING CYCLE
REFLECTOR- REFLECTORS ARE MUCH BETTER AT OBSERVING AND LISTENING TO OTHERS. THEY ARE VERY EFFECTIVE AT REFLECTING AT THEIR OWN AND OTHERS EXPERIENCE, ALSO REFLECTORS ARE GOOD AT ANALYSING WHAT COULD HAVE HAPPENED AND WHY IT MAY HAPPENED. REFLECTORS ARE SEEN AS THOSE WHO PEFORM BETTER IN THE * MONITOR* ROLE.
THEORIST- THE STRENGTHS OF A THEORIST ARE IN BUILDING A CONCEPT OR THEORY ON THE BASIS OF THEIR ANALYSIS. THEY ARE VERY GOOD AT INTEGRATING DIFFERENT BITS OF INFORMATION AND BUILDING MODELS ON THE WAY THINGS OPERATE. THEY MAY CHOOSE TO START A TOPIC BY READING THE TOPIC FIRST. THEORISTS WILL SEE THEIR ROLE AS STRONGEST AT THE REVEIW AND EVALUATION STAGE OF THE LEARNING CYCLE.
PRAGMATIST- PRAGMATIST SHOWS THEY ARE KEEN ON HOW TO WORK OUT HOW THEY CAN APPLY WHAT THEY LEARN IN REAL SITUATIONS AND PLAN HOW THEY PUT IT IN TO PRACTICE. THEY VALUE ALL INFORMATION, IDEAS AND RESOURCES THAT THEY ARE GIVEN BUT ONLY IF IT RELATES TO THE PRACTICAL TASKS THAT THEY NEED. PRAGMATIST ARE MOST SUITES TO THE PLANNING STAGE OF LEARNING.
These are the lists and information of the different learning styles created by (Honey & Mumford) Honey, P. and Mumford, A. (1986b). Results shown that I'm better at being the reflector but also shows that I'm also good at being an activist. The results for my team member (Carly Thomas) Shows that she was better at being a pragmatist as well as being a reflector. This got us to understand more about the ways and types of our learning styles. 


The second questionnaire completed was the (VARK`) VARK Fleming (1987) This questionnaire suggests that there are four main types of learners which are also listed below
VARK - A Guide to Learning Styles. 2021. VARK Learning Style Questionnaire. [online] Available at: <https://vark-learn.com/the-vark-questionnaire/> [Accessed 23 November 2021]. (VARK Learning Style Questionnaire, 2021)
TDTC. 2021. Honey and Mumford Learning styles. [online] Available at: <https://tdtc.co.uk/honey-and-mumford-learning-styles/> [Accessed 1 December 2021]

Vark Learning styles 
Visual Learners- Visual learners normally learn best when shown graphic displays such as diagrams, handouts, illustrations and videos are all helpful tools to visual learners.
Aural/ Auditory Learners- This type of learning style learns best when hearing information. Learners who have this as their main preference report that they learn best from lectures, group discussions, using mobile phones, speaking and talking things through.
Read/Write Learners- Reading and writing learners learn best when they take in information that is displayed as words and text. People who prefer this type of learning style are often better at using power point's, dictionaries, online lists and worded quotes.
Kinesthetics Learners- Kinesthetics learners normally learn best when working hands on. Resources say that if it can be grasped, held, tasted, or felt it will probably be included. People who result as this as their preference learn best from the experience of doing something and valuing their own background of experience’s.

In the (VARK) VARK Fleming (1987) results showed that my most common learning style is the Aural/AUDITORY type of which reflects well on my life as this is how I work best. For my team member it showed that (Carly Thomas) learns better in the learning style of a visual learner 
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[bookmark: _Toc500943473]1.2 Use a simple technique for identifying development needs for self & another￼
To undergo identifying My own development needs as well as my team member’s we completed a SWOT analysis. This is a strategic planning and strategic management technique used to help a person or an organisation identify their own Strengths, weaknesses, opportunities and threats related to business competition or project planning. This type of analysis is intended to identify the internal and external factors that would be favourable and less favourable in achieving the objectives for the venture or project. Listed below you will find the results for myself and my team member from our SWOT challenge. We look at the differences and similarities of both challenges and put together how we can improve, overcome & how to make success of both our results.
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SWOT Analysis (Natalie Hilliard)


	
STRENGTHS

Independent

Approachable

Friendly 

Easy going 






	
WEAKNESSES

Lack of Confidence 

Nervous when public speaking

Can't work long shifts/hours due to young children & family








	
OPPORTUNITIES

Currently studying leadership and 
management
 
 Interviewed for IT Course


	
THREATS

Less experience than others

Knowledge

Ambitious firms/ companies who work longer hours are interested in my role









	
SWOT Analysis (Carly Thomas)


	
STRENGTHS

Good Communication Skills

Manual Handling

Administrations of medicines


	
WEAKNESSES

Can't Work Long Hours Due to
 illness needs







	
OPPORTUNITIES

Currently studying Leadership And management

Educate caregivers about resources.

Currently Studying NVQ level 3





	
THREATS

Sleep Deprivation

Emotional and physical Stress and feelings.

A Generation that doesn’t care













[bookmark: _Toc500943474][bookmark: _Toc53314826]1.3 Identify potential barriers to learning for self and another.
In some cases, barriers to learning can affect the way we learn and concentrate. I will be looking at how we identify our own barriers to learning for myself and my team member (Carly Thomas) and how we compare and overcome them. Identifying your own learning barriers could be from previous or present experience, fears, physical, mental or emotional elements that can all obstruct anyone from achieving their goals. We also went back to look at how our results from our VARK & HONEY & MUMFORD questionaries, looked at our weakness and how we can improve them. 
 Here are some of my own barriers to learning, 
My main and first barrier is 
• Lack of confidence and suffering with low self-esteem that often leaves me doubting my ability to succeed.
• Another main barrier is my children that are my main priority which may become difficult in some circumstances and workplaces. Also, childcare is another barrier for myself in some cases my children become unwell and unable to stay at child care, this can cause time out in the workplace for myself. 
•Lastly a big barrier for myself is confrontation and public speaking. 

Here We have some of my Team Member’s (CARLY THOMAS) Barriers 
•For Carly one of her main barriers are to do with a suffering illness called fibromyalgia. This can be very difficult in many workplaces and can which in some cases need time off to recover the body if illness is not in control. 
•Another barrier for (Carly) is also her children. Which sometimes can also be difficult in times of need for the children.
•Lastly Carly finds it difficult when using computers, depending on the tasks asked to do



[bookmark: _Toc500943475][bookmark: _Toc53314827]1.4 Explain how these barriers to learning can be overcome.
The best way to overcome any barriers to learning is firstly address them and get to know what they are and who they can affect in the workplace. 
I understand myself that one of my barriers is from previous experience. Low self-esteem. This can affect myself and others in the work area, the best way to deal with this barrier is to get the encouragement to keep myself positive from other work colleagues, family and friends also have more confidence in myself. 
Looking at another one of my own barriers and how to overcome is one of my main barriers which is my children which are at very young ages and to overcome this I would need to find a job place that would be more suitable that work around my children and times of school. 
We look at one of Carly's main barriers & how she can overcome or help to progress in her barriers and one being a newly diagnosed illness called Fibromyalgia we look at how this illness is best controlled also looking and tip & advise on what is best to do and what's not so best to do. Below is a useful link which helped the 5 Most Effective Supplements for Fibromyalgia In 2021 - Trustworthy Reviews
https://trustworthy-reviews.com/lps/UK/Top-5-Fibromyalgia-Supplements/?wickedsource=google&wickedid=Cj0KCQiA3-yQBhD3ARIsAHuHT64cCWwST2t03jbEaMVKDpPJckLrlMfAxFDgAS-Op8wCIjQ6GB_RN9AaAtFtEALw_wcB&wickedid=547690764719&wv=3.1&&gclid=Cj0KCQiA3-yQBhD3ARIsAHuHT64cCWwST2t03jbEaMVKDpPJckLrlMfAxFDgAS-Op8wCIjQ6GB_RN9AaAtFtEALw_wcB




[bookmark: _Toc500943476][bookmark: _Toc53314828]Section 2: Know how to develop self & others to achieve organisational objectives
In this section I will tell you how I develop myself and other team members to achieve organisational objectives. I will be looking at what is the best way we achieve our goals and what support we have along the way when trying to succeed. So, we started with our S.M.A.R.T objectives. S.M.A.R.T is mnemonic acronymic giving criteria to guide in the setting of objectives, for example in project management, employee-performance management and personal development. The first-known use of the term occurs in the November 1981 issue of Management Review by George T. Doran.  The principal advantage of SMART objectives is that they are easier to know and understand when they have been done. Often, the term S.M.A.R.T goals and S.M.A.R.T objectives are used. Although the acronym S.M.A.R.T generally stays the same, objectives and goals can differ. Goals are the distinct purpose that is to be anticipated from the project,] while objectives, on the other hand, are the determined steps that will direct full completion of the project goals. 
An objective is a statement which describes what an individual, team or organisation is hoping to achieve. There are a number of different versions of the acronym with different terms associated with some of the letters as indicated below. Objectives are 'SMART' if they are specific, measurable, achievable, realistic (or relevant) and time-bound, (or timely). S.M.A.R.T i.e., specific, measurable, achievable, realistic and time-bound
 Specific – outline in a clear statement precisely what is required. 
Measurable – include a measure to enable organisations to monitor progress and to know when the objective has been achieved. 
Achievable - design objectives to be challenging, but ensure that failure is not built into objectives. Objectives should be agreed by managers and employees to ensure commitment to them. 
 Realistic (or relevant)- focus on outcomes rather than the means of achieving them All rights reserved. No part of this publication may be reproduced in a retrieval system, or transmitted, in any form or by any means, electronic, mechanical, photocopying, recording or otherwise, without the prior permission of the publisher. 
Time-bound – agree the date by which the outcome must be achieved. Action checklist 1. Specific Objectives should be specific. They should describe the result that is desired in a way that is, detailed, focused and well defined.

[bookmark: _Toc500943477][bookmark: _Toc53314829]2.1 Analyse learning/development options to meet needs of self & another
To analyse learning/development me & my team member created a GO MAD strategy which is good to enable people to think differently, develop breakthroughs, create solutions for any problem and achieve goals. Below is an example of the diagram of what the Go MAD strategy is and also a link with the information is added.
Go M.A.D. Thinking. (2021, December 13). The Go M.A.D. Thinking System. Go MAD Thinking. https://gomadthinking.com/the-go-m-a-d-thinking-system/

[image: ]




[bookmark: _Toc500943478][bookmark: _Toc53314830]2.2 Identify support mechanisms for the development of self & another
In terms of support mechanisms, I would look for the support from my managers, family and friends and team members through the use of formal (1-2-1s) and reviews of my progress. Regular teleconferences or face-to-face meetings could also be set up, where we could discuss our own personal progress and problems. These may prove to be extremely beneficial from a learning perspective if ever my team members or myself are concerned. 
Two other support mechanisms which suit my learning style are testing and feedback. I am most comfortable with regularly testing my new skill sets – taking what I have learnt and applying it to actual situations in the workplace and obtaining feedback on what I did well and what I should look to improve on next time. This would provide me with the assurance that, not only do the techniques work, but also that I am progressing in the right direction and is also good for building my low self-esteem. It would be an invaluable confidence builder both in my abilities and that the learning plan is delivering the desired results.
[bookmark: _Toc456901523]







[bookmark: _Toc500943479][bookmark: _Toc53314831]2.3 Prepare development plans for yourself and another person
One method to monitor and evaluate self-development
I would monitor and review my learning using a PDP. This could be used to plan learning activities as milestones on the way to achieving the completed development activity and as a reference to check that milestones are being completed on time. 
The PDP allows the user to focus in on the particular learning areas which are important, and to visualise the progress being made. For me, this would apply to areas such as assertiveness, communication skills and Environmental knowledge, for example. The log will allow others, such as team members and the manager to understand what it is that an individual is trying to achieve and provide assistance and feedback where it is required.
In addition, the PDP is a good tool for recording feedback, enabling the noting down of what went well and what could be improved with each learning activity as well as how the approach can be changed next time. Eventually, it should indicate for me, whether “soft skills” are still a learning area of me or whether I have shown, through practical demonstration, that I have mastered them.

Part 1: Personal Analysis 
See SWOT Analysis in 1.2 

Part 2: Setting Goals

	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

	Being the best, I can be at my job and progressing higher in the workplace
	I have attended a course to better my sills in the workplace
	Group classes, research, also assignments on the workplace to develop knowledge 
	Progressing in assignments and research.
Getting feedback from tasks
	1/2 years

	
Being more productive
In the work area

	Complete one task at a time before taking on more tasks. Focus on biggest tasks first, also schedule timing.
	Communicate more effectively, offer support and set realistic goals for myself.
	Tracking tasks. Keeping notes.
Use the pomodoro strategy.
	6 months

	
Welsh language


	Attend a language course 
	One to one tutoring, research, use tv programmes to help.
	Read and wright in Welsh language, keep a note of words and also study words and sentences. 
	½ years




Part 3: Personal Objectives

	Short Term Goals (next 12 months)

For the next 12 months I would like to continue with the higher education course to better my skills in the workplace before going onto more courses giving me better knowledge.

	Medium Term Goals (2-3 years)

	Looking at my goals, I would like to see myself progressing in as many courses I can too better myself in not only the workplace but also bettering myself in life for me and my family

	Long Term Goals (3-5 years)

	In the next 5 years I would have hope for more qualifications and more experience and knowledge in the workplace, technology & options of language speaking. Hopefully this will give me more chances and the opportunities for a better job title. 





[bookmark: _Toc500943480][bookmark: _Toc53314832]2.4 Method used to monitor the development of self & another.
In terms of the methods used to monitor development I started with getting regular feedback with my current managers and supervisors and learning how I can progress in the tasks of my area also setting ourselves goals and learning logs to reach gives us more ambition to develop. It is obvious that as a practicing first-line manager, our own success is more likely if we use our talents (strengths) to the full extent to exploit the opportunities that present themselves to us. Also, it is important to understand our weaknesses so that we can manage them out of our daily work activities and then also eliminate any threats which may affect our potential to progress.




[bookmark: _Toc500943481][bookmark: _Toc53314833]Section 3: Know how to prepare for the recruitment process 
Here I tell you how I prepared for my own recruitment process. I started this by starting a recruitment plan I used the Gibbs. (1988) reflective cycle. I updated my cv from previous jobs that I had used it for. The Next steps were looking at how I could make it the best it can be. After updating my skills, I went on to applying a job where I could possibly see myself in the near future.

[bookmark: _Toc53314834]Reflection on the recruitment process 
[image: ]
	
Gibbs' Reflective Cycle: Helping People Learn from Experience
	In 1988, the American sociologist and psychologist Graham Gibbs (1988) published his Reflective Cycle model in his book ‘Learning by Doing ‘. Gibbs Reflective Cycle encourages people to think systematically about the experiences they had during a specific situation, event or activity.

	Website title:
	Mindtools.com

	URL:
	https://www.mindtools.com/pages/article/reflective-cycle.htm



[bookmark: _Toc53314835]3.1 Description
To progress higher I have started by applying for jobs that I could possibly see myself in the future. Looking more towards manager and supervisor job titles. One job I have applied for was somewhere I can see a long-term career which is with (Department for work and pensions) The Department for Work and Pensions (DWP) is the British Government department responsible for welfare, pensions and child maintenance policy. As the UK's biggest public service department, it administers the State pension and a range of working age, disability and ill health benefits to around 20 million claimants and customers. It is the second largest governmental department in terms of employees. The job title for this job is in the department of staff learning and development manager. Listed are the main duties of the job.
•Support development and implementation of a learning and development strategy for staff that aligns with the member learning and development strategy where possible.
•Contribute to commissioning, organisation and delivery of training and induction for staff, including the development of content. Ensure processes are in place to capture evaluation feedback and that learning is dissertated.
•Design a central induction programme for all new starters in the organisation and co-ordinate the development of staff in their respective department.
•Implement and deliver a leadership management programme to be used by all new managers and those looking for progression, encouraging all team members to progress higher.
•Work closely with the staff people manager to ensure staff learning and development data collection is accurate for both reporting and to support training recommendations.
•You will line manage the learning and development office monitoring their development and overlooking their tasks.

The essentials to apply for this job are also listed below
•Good interpersonal skills to build relationship with other stakeholders
•Excellent Communication skills that fit well with verbal and written skills.
•great organisational skills with the ability to plan ahead and effectively manage a workload with competing priorities.
•The ability to analyse, summarise and present information in a relevant way for different audiences.
It is also desirable to have:
•Prior experience of using share point and other office tools.
•Prior training or mentoring experience is desirable but not mandatory.
After applying for my desired job, I sent my updated CV and also a cover letter to the lead manager which is Attached to Appendix C, I then went on to the interview process. I researched about how I could be the best I could for the most important interview I could possibly ever have. I started by looking and researching more about the company and department that I was applying for, preparing myself for questions they could possibly ask me and making sure that I presented myself in a well and smart manner.








[bookmark: _Toc53314836]3.2 Feelings
My feelings while applying for this job I have always dreamed of made me feel nervous but also good at the same time. I was nervous and scared about other candidates that could possibly have higher qualifications than myself, but also making me feel good at the fact I have the confidence to apply for the job that I thought I could never get and giving myself more opportunities. I wanted to make sure I was well prepared, I planned and timed around the interview to make sure nothing was to distract me.
When I could feel myself getting nervous, I would use the S.T.O.P. strategy which stands for
•S — Stop, or pause
[bookmark: _Int_LPLZZTRp]•T — Take a breath
[bookmark: _Int_ioXWi8e8]•O — Observe the body, thoughts, feelings, emotions, and physical sensations
[bookmark: _Int_bB3sYwZR]•P — Proceed with more awareness
[bookmark: _Int_aTOR5hnz]S.T.O.P. is an informal mindfulness practice that allows us to take a breath and check in to see how we’re doing. It can assist us in shifting from states of distraction and automatic pilot to being present and intentional. 
Accelerate.uofuhealth.utah.edu. 2022. Practice: S.T.O.P.. [online] Available at: <https://accelerate.uofuhealth.utah.edu/resilience/practice-s-t-o-p> [Accessed 1 March 2022].






[bookmark: _Toc53314837]3.3 Evaluation
Overall, I have enjoyed creating and learning more about myself through this and learning about my own learning styles. I have enjoyed getting to know my weakness, threats and opportunities and how I can better them and also make better possibilities for myself with some of the opportunities I have.  it has given me more confidence and believes that I can pursue higher in the workplace if I plan and believe in myself by setting myself higher goals to reach.







[bookmark: _Toc53314838]3.4 Analysis
Throughout this I have learnt on how to create a better and a more understanding CV that is in a more modern manner, also a better understanding of how to apply for job applications and how to present myself better in interviews for the future. 




[bookmark: _Toc53314839]3.5 Conclusion
Throughout this report I have investigated various interpersonal skills, how they can lead to success and what causes them to fail.  I have also investigated my own strengths and what motivates myself and others.  Throughout this report it has become increasingly obvious that interpersonal skills play a more important role within the workplace than first thought.  Some of the core skills discussed under the topic of communication were verbal, non-verbal and written communication as well as listening skills.



[bookmark: _Toc53314840]3.6 Action Plan
My action plan is to keep working through my goals and to be the best I can be of myself. I have more confidence in taking the leap forward to apply for bigger and better job roles. I plan on doing regular development plans and swot analysis to keep pushing me in the right direction turning my weakness into strength's and turning my threats into opportunities. For the future my goal is to aim high keep using the resources to research,
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[bookmark: _Toc53314842]Appendix A 
You score one point for each item that you ticked. There are no points for items that you crossed. Simply indicate on the grid below which items were ticked by circling the relevant statement number. The column with the highest total of circled numbers indicates your preferred learning style.
	No.
	Statements
	Tick or cross as appropriate

	1
	I have strong beliefs about what is right and wrong, good and bad.

	         Y

	2
	I often ‘throw caution to the wind’.

	N

	3
	I tend to solve problems using a step-by-step approach, avoiding any ‘flights of fancy’.

	Y

	4
	I believe that formal procedures and policies cramp people’s style.

	N

	5
	I have a reputation for having a no-nonsense, ‘call a spade a spade’ style.

	N

	6
	I often find that actions based on ‘gut feeling’ are as sound as those based on careful thought and analysis.
	N

	7
	I like to do the sort of work where I have time to ‘leave no stone unturned’.

	         N

	8
	I regularly question people about their basic assumptions.

	Y

	9
	What matters most is whether something works in practice.

	N

	10
	I actively seek out new experiences.

	Y

	11
	When I hear about a new idea or approach I immediately start working out how to apply it in practice.
	Y

	12
	I am keen on self-discipline such as watching my diet, taking  regular exercise, sticking to a fixed routine etc.
	Y

	13
	I take pride in doing a thorough job.

	Y

	14
	I get on best with logical, analytical people and less well with spontaneous, ‘irrational’ people.
	N

	15
	I take care over the interpretation of data available to me and avoid jumping to conclusions.
	Y

	16
	I like to reach a decision carefully after weighing up many alternatives.

	Y

	17
	I’m attracted to novel, unusual ideas than to practical ones.

	N

	18
	I don’t like ‘loose-ends’ and prefer to fit things into a coherent pattern.

	Y

	19
	I accept and stick to laid down procedures and policies so long as I regard them as an efficient way of getting the job done.
	Y

	20
	I like to relate my actions to a general principle.

	Y

	21
	In discussions, I like to get straight to the point.

	Y

	22
	I tend to have distant, rather formal relationships with people at work.

	Y

	23
	I thrive on the challenge of tackling something new and different.

	Y

	24
	I enjoy fun-loving spontaneous people.

	Y

	25
	I pay meticulous attention to detail before coming to a conclusion.

	Y

	26
	I find it difficult to come up with wild, ‘off-the-top-of-the-head’ ideas.

	Y

	27
	I don’t believe in wasting time by ‘beating about the bush’.

	N

	28
	I am careful not to jump to conclusions too quickly.

	N

	29
	 I prefer to have as many sources of information as possible, the more data to mull over the better.
	Y

	30
	Flippant people who don’t take things seriously enough usually irritate me.

	Y

	31
	I listen to other people’s point of view before putting my own forward.

	Y

	32
	I tend to be open about how I’m feeling.

	N

	33
	In discussions, I enjoy watching the manoeuvrings of the other participants.

	Y

	34
	I prefer to respond to events on a spontaneous, flexible basis rather than plan things out in advance.
	N

	35
	I tend to be attracted to techniques such as network analysis, flow charts, branching programmes, contingency planning etc.
	Y

	36
	It worries me if I have to rush out a piece of work to meet a tight deadline.

	Y

	37
	I tend to judge people’s ideas on their practical merits.

	N

	38
	Quiet, thoughtful people tend to make me feel uneasy.

	N

	39
	I often get irritated by people who want to rush headlong into things.

	N

	40
	It is more important to enjoy the present moment than to think about the past or the future.
	N

	41
	I think that decisions based on a thorough analysis of all information are sounder than those based on intuition.
	N

	42
	I tend to be a perfectionist.

	Y

	43
	In discussions, I usually pitch in with lots of ‘off the top of the head’ ideas.

	N

	44
	In meetings, I put forward practical realistic ideas.

	N

	45
	More often than not, rules are there to be broken.

	N

	46
	I prefer to stand back from a situation and consider all the perspectives.

	Y

	47
	I can often see inconsistencies and weaknesses in other people’s arguments.

	N

	48
	On balance, I talk more than I listen.

	N

	49
	I can often see better, more practical ways to get things done.

	Y

	50
	I think written reports should be short, punchy and to the point.

	Y

	51
	I believe that rational, logical thinking should win the day.

	N

	52
	I tend to discuss specific things with people rather than engaging in ‘small talk’.

	N

	53
	I like people who have both feet firmly on the ground.

	N

	54
	In discussions, I get impatient with irrelevancies and ‘red herrings’.

	N

	55
	If I have a report to write I tend to produce lots of drafts before settling on the final version.
	Y

	56
	I am keen to try things out to see if they work in practice.

	Y

	57
	I am keen to reach answers via a logical approach.

	Y

	58
	I enjoy being the one that talks a lot.

	N

	59
	In discussions, I often find I am the realist, keeping people to the point and avoiding ‘cloud nine’ speculations.
	N

	60
	I like to ponder many alternatives before making up my mind.

	Y

	61
	In discussions with people I often find I am the most dispassionate and objective.

	N

	62
	In discussions I’m more likely to adopt a ‘low profile’ than to take the lead and do most of the talking.
	N

	63
	I like to be able to relate current actions to a longer-term bigger picture.

	Y

	64
	When things go wrong I am happy to shrug it off and ‘put it down to experience’.

	Y

	65
	I tend to reject wild, ‘off-the-top-of-the-head’ ideas as being impractical.

	N

	66
	It’s best to ‘look before you leap’.

	Y

	67
	On balance, I do the listening rather than the talking.

	Y

	68
	I tend to be tough on people who find it difficult to adopt a logical approach.

	N

	69
	Most times I believe the end justifies the means.

	N

	70
	I don’t mind hurting people’s feelings so long as the job gets done.

	N

	71
	I find the formality of having specific objectives and plans stifling.

	N

	72
	I’m usually the ‘life and soul’ of the party.

	Y

	73
	I do whatever is expected to get the job done.

	Y

	74
	I quickly get bored with methodical, detailed work.

	Y

	75
	I am keen on exploring the basic assumptions, principles and theories underpinning things and events.
	Y

	76
	I’m always interested to find out what other people think.

	Y

	77
	I like meetings to be run methodically, sticking to the agenda etc.

	N

	78
	I steer clear of subjective or ambiguous topics.

	N

	79
	I enjoy the drama and excitement of a crisis situation.

	N

	80
	People often find me insensitive to their feelings.

	N
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Here is my CV

NATALIE HILLIARD
Email- Natalie-j-h@hotmail.co.uk
Tel-    07871605786
Address- 42 Penmynydd Road,
 Penlan, Swansea, SA5 7EH.

Profile
I like to seek and maintain a Full Time Position that offers professional challenge's utilizing interpersonal skills, Excellent time management and problem-solving skills. 
Always motivated, Organized and a dependable candidate that is successful at managing multiple priorities with a positive attitude. Willingness to take on added responsibilities to meet team goals.
Skills & Qualifications
· Qualified in COSHH Regulation 
· First aid/ CPR
· Customer Service Skills
· Report writing 
· Confidentiality 
· Cash management
· SMART Goal Setting 
· Flexible 
Work History 
NHS Domestic Manager- Morriston Hospital 
2020-Current
 
· Maintained patient safety by inspecting patient rooms, promptly reporting potential hazards to supervisor.
· Kept cleaning supply areas tidy and well organised for optimal safety and ease in locating necessary products.
· Complied with COSHH regulations on-site to participate in active risk management and safely conduct operating processes.
· Used and disposed of hazardous products safely and effectively in line with COSHH regulations.


Education
University of Wales St. Trinity David
2021/2022
•Skills in the workplace (Leadership & management)

Daniel James Community School
GCSE 2011
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Natalie Hilliard
42 Penmynydd Road. Penlan,
Swansesa
Natalie-j-h@hotmail.co.uk
07871605786

SSCL RECRUITMENT ENQUIRIES TEAM
0845 241 5359
RE: Staff Learning and Development Manager,

REl

9748,

DATE: 10/11/2021

Dear, Mrs Tara Christie.

As an ambitious professional with management proficiency and extensive Domestic Manager experience,
1 was thrilled tolearn about Staff Learning & Development Manager opening. | was compelled to contact
You with my interest as it would Be a career highlight to be considered for such an opportunity with
DWP. | believe that my professional background and industrialist drive make me an ideal candidate to fill
this position. | have the flexibilty to start straight away and flexible with all hours, | am very keen and
ambitious to start a career with DWP

I thrive in high-pressure and fast-paced situations, striving for positive results by applying my process
development and writing abilites. Further, | possess expertise in reporting and acumen for maximizing
performance and inspiring colleagues. | am able to visualize success and identify unconventional yet
highly effective strategies for achieving it. | have skilfully balanced organizational objectives and
productive relationships, strategizing and recommending ways in which to achieve and maintain a
competitive business edge. My leadership and planning talents have supported my professional growth.

When reviewing my CV, you might notice a gap in employment. My absence is due to me taking time to
care for my children. My child-rearing experience has enhanced my talents in leadership, teamwork,
determination, and prioritization as | managed multiple schedules, trained others, enforced rules and
provided around-the-clock care. | am now settled and prepared to get back into the workforce.

Enclosed, please find my CV for your review. I will look forward to hearing from you, thank you for your
time and consideration of my candidacy.

Yours Sincerely

Natalie Hilliard
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Apply

49748 - Staff Learning and Development manager
Salary £27,922-£32,790
Number of jobs available 1

Detail of reserve list 12 Months

Region National

City/Town National
Building/Site NATIONAL

Grade HEO
Organisation Grade for MoJ PB HEO National

Post Type Permanent

Working Pattern Full Time

RoleType  Other

By clicking "l accept" you consent to the use of cookies on our website to support technical laccept = OptOut Readmore

features and anonymous statistics

About the Parole Board:
The Parole Board is a courtlike body that datermines If someone s safe to release from prison. We do that with great care and public
safety is our number one priority.
All Parole Board decisions are solely focused on whether s prisoner would represent s significant risk to the public after release,
aithough not all decisions members take are popular, they are fair and objective.
‘The Board is made up of about 100 members of staff based in our London Head Office and approximately 300 Members who make|
decisions on risk and hold hearings at prisons around the country.
About the role:
‘The purpose of the Staff Leaming and Development Manager role s to co-ordinate delivery of the effective training of Parole Board staff
through the review of training needs, development of learning pathways and the scheduling of job specific and mandatory training. This
willinclude providing the relevant departments with the tools and guidance they need to provide their own consistent bespoke training
for the roles they recruit.
The role will support the Head of Leaming and Development with the core training programme and learning and development strategy
to ensure that Parole Board staff have sufficient training and developmental support to allow them to deliver the objectives of the Parole
Board Business Plan.
Person specification:
‘The candidate must be able to express the confidence to effectively understand and assist creation of content relevant to target groups
‘and individuals within the organisation. This willrequire the successful candidate to liaise and collaborate across directorates, as well as
‘working closely with the Member Learning and Development Manager, Human Resources, and the Recruitment and Succession
Manager. Therefore, a keennass for proactive engagement of al staffn the organisation, and effective communication are key
‘components to be successful in this role.
‘Adesire to continuously Improve ways of working through feedback, drawing on new and existing technology, and innovative thinking is
favourable,
Main Duties:
« Support development and implementation of a learning and development strategy for staff that aligns with the member learning
and development strategy where possible.
« Contribute to commissioning, organisation and defivery of training and induction for staff,including the development of content.
Ensure processes are in place to capture evaluation feedback and that learning is disseminate.
« Design a central Induction program for all new starters in the organisation and co-ordinate the development of staff handbooks
for each department.
« Delver the training and appolntment of learning and development champions for each department to co-deliver the training and
handbooks for staff in ther respective departments.
« Implement and deliver a leadership and management programme to be used by all new managers, and those looking for
progression. Encouraging managers to develop staff, making full use of the Parole Board competency framework
« Work closaly with the Staff Paopie Manager to ensure staff Learning and Development data collection is accurate for both
reporting and to support training recommendations.
« Overses the apprenticeship scheme within the Parole Board, ensuring applicants and managers are appropriately supported.
Keeping central records as required.
 Represent the Parole Board at all events relating to Learning and Development within the MOJ and wider Civil Service.
 Utilise all digital channels and MOJ contacts to ensure Parole Board is fully aware of and can make use of avallable Learning and
Development tools and channels.
 Work with Identifled stakeholders to assist in scheduling and delivery of agreed training.
 You will Line manage the learning and development officer monitoring their development and oversaeing their tasks

Essential
« Bxcellent interpersonal skils to build relationships with key stakeholders
o Excellent communication, verbal and written, skills
« Excellent organisational skills, with the abilty to plan ahead and effectively manage a workload with competing priorities
The abilty to analyse, summarise and present information In a relevant way for different audiences

Itis desirable that you have:
« Prior experience of using SharePoint and other Office tools
o Prior training or mentoring experience is desirable but not mandatory

Behaviours
We'l assess you against these behaviours uring the selection process:
« Developing Seifand Others
« Changing and Improving
 Working Together
« Leadership

Security
Successful candidates must meet the security requirements before they can be appointad. The level of securlty nesded Is Basic Check,

Selection process details
“This vacancy is using Success Profiles and will assess your Behaviours and Strengths. At the sift stage, you will ba assessed only
‘against Behaviours.

Additional Information  Support

« Arange of Family Friendly’policies such as opportunities to work reduced hours or job share.

 Access to flexible benefits such as voluntary benefis, retail vouchers and discounts on a range of goods and services.

 Formoves to o from another employer or moves across the Civil Service this can have implications on your eligibity to carry on
claiming childcare vouchers. You may however be eligible for alternative government childcare support schemes, including Tax
Fres Childcare. More information can be found on GOV.UK or Childcare Cholces. You can datermine your eligibilty
at ttps://www.childcarechoices.gov.uk/.

« Paid paternity, adoption and maternity leave.

« Free annual sight tests for employees who use computer screens.

Working for the Civil Service
The Civil Service Code sets out the standards of behaviour expected of civil servants.

‘We recrult by merit on the basls of fair and open competition, as outiined In the Civil Service Commission's recruftment principles.
Should you feel that the recruitment process has breached the recruitment principles you are able to raise a formal complaint in the
following order

1-To Shared Service Connected Ltd (0845 241 5358 (Monday to Friday 8am - 6pm) or  mall Mojrecrultmentvetting:
enquiries@govissclcom)

2-To Ministry of Justice Resourcing (resourcing-services@justice gov.uk);

3-To the Civil Service Commission (detalls avallable here)

The Civil Service embraces diversity and promotes equal opportunities. As a Disability Confident employer, MoJ are committed to
providing everyone with the opportunity to demonstrate their skils, talent and abilities, by making adjustments throughout all elements.
ofthe recruitment process and In the workplace. Mo are able to offer an interview to disabled candidates who meet the minimum
selection criteria, except in a imited number of campaigns.

You will be able to request reasonable adjustments to the recruitment process within the application form. If you need additional help.
‘completing the application form, please contact the SSCL Recruitment Enquiries Team,

The Parole Board offers a range of benefits:

For nationally advertised campaigns, candidates willbe appointed to their nearest Justice Collaboration Centre or Justice Satelite
Office. This will be discussed and agreed with the successful candidate(s) on the completion of pre-employment checks.

Annual Leave
Annual leave is 25 days on appointment and will increase to 30 days after five years' service.

There s also a scheme to allow qualitying staf to buy or sell up to three days leave each year, Additional paid time offfor public holidays
and 1 privilege day. Leave for part-time and job share posts will be calculated on a pro-rata basis.

Pension
‘The Civil Service offers a choice of pension schemes, giving you the flexibilty to choose the pension that suits you best.
Training

The Parole Board Is committed to staff development and offers an extensive range of training and development opportunities.
Networks

The opportunity to oin employee-run networks that have been established to provide advice and support and to enable the views of
‘employees from minority groups to be expressed direct to senior management. There are currantly networks for amployees of minority
sthnic orlgin, employees with disabilities, employees with caring responsibilties, women employees, and lesblan, gay, bisexual and
transgender employses.

Interview dates  week commencing 20th November 2021
Closing Date:  22/11/2021, 23:55 hours

Contact information  Ifyou require any assistance piease call 0345 241 5359 (Monday to Frday 8am - 6pm) or emallMoj ecruftment.vetting-
enauiries@gov.ssclcom Please quote job reference - 49748.

For any queries regarding this vacancy please contact via emal; Tara Christie@Paroleboard.gov.uk

Please note the successful applicant will need to undertake a Disclosure and Barring Security Check for this post

To apply for roles in MOJ you will need to confirm your employment history for at least 3 years prior to the date of application so that pre-employment checks (BPSS)
can be undertaken. Ifyou have spent significant time abroad (a total of 6 months I the past 3 years) you would be required to give a reasonable account of the
reasons why.

For some roles you will be required to successfully complete National Security Vetting at Counter Terrorism (CTC), Security Clearance (SC) or Developed Vetting (OV)
level as a condition of appointment. To meet CTC/SC/DV requirements you will normally need to have been resident in the UK for at least 3/5/10 years prior to the
date of application (The level of checks that are required are stated In the adver).

fyou do not meet the above requirements, you may still be considered If for example:
« You've been serving overseas with HM Forces or in some other official capacity as a representative of HM Government
« Youwere studying abroad
« Youwere living overseas with parents

In such cases you will need to be able to provide referee cover for the period(s) of residence overseas. The duration of overseas residence and the country of abode
will also be taken into account.

Success Profiles  Success Profiles will enable a fairer and more Inclusive method of recruitment by enabling us to assess the range of
experiences, abilities, strengths, behaviours and technical/professional skills required for different roles. This flexible
approach to recruitment focuses more on finding the right candidate for the specific role. To find out more about
Success Profiles to support your application please click here for further guidance.

Inthe event that we receive a large volume of applications we reserve the right to conduct the sift based on one lead behaviour. The chosen lead behaviour for this
campaign is Changing and Improving.

fyou feel that your application has not been treated in line with the Civl Service Recruitment Principles, please contact SSCL (Moj recruitmentvetting-enquiries@gov.ssckcom) In the first
Instance

We have provided detall of the assessment stages and areas being assessed to help you prepare for completing your application form, and to advise of what will be
assessed following this, If you successfully pass the application stage.

Application form stage assessments

Behaviours

Changing and Improving - 250 word limit

Developing Self and Others - 250 word limit

Working Together - 250 word limit

Leadership - 250 word limit

Please note that in the event of a large number of applications being received we may run the initial sift on the lead behaviour of Changing and Improving.

Interview stage assessments

There Is 1 interview stage for this vacancy.

Behaviours

Changing and Improving

Developing Self and Others

Working Together

Leadership

Strengths may also be assessed at interview but these are not shared in advance,

Apply
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