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[bookmark: _Toc214562351]Introduction

Continuous Professional Development (CPD) is an important part of working in any modern organisation, especially in a fast-paced environment like car sales where products, systems and customer expectations change often. CPD helps me build the skills, knowledge and confidence I need to perform well in my role and progress towards future leadership. This assignment focuses on my own development and the development of my colleague, Jordan, who also works in the sales team.
It looks at how we learn as individuals and how different learning styles influence the best ways for us to develop. To do this, I used tools such as VARK, Honey and Mumford, SWOT, Gap Analysis and the Johari Window to understand our strengths, weaknesses and areas for improvement. I also explored the barriers that could affect our learning and how these can be overcome with the right support.
The assignment then moves on to development planning using SMART objectives, monitoring progress through KPIs and reviews, and reflecting on real workplace experiences to show how theory links with practice. A CV and CPD record are included in the appendices to show my ongoing development. Overall, this assignment aims to show how understanding learning needs can support personal growth and help build effective leadership skills within the automotive industry.

















[bookmark: _Toc214562352]Section 1: Know how to identify development needs

1.1 [bookmark: _Toc214562353]Identify Learning Styles for Self and Another (Fleming, 1987; Honey & Mumford, 1986; Kolb, 1984) 

Understanding how people learn is important in leadership and management because it helps choose training methods that work in practice. For this assignment, I completed three learning style questionnaires for myself and my colleague Jordan, who also works in car sales: VARK (Fleming, 1987), Honey and Mumford (1986), and Dantec, based on Kolb’s experiential learning theory (Kolb, 1984).
VARK Learning Styles (Fleming, 1987)-
The VARK model categorises learning preferences into four modes: Visual, Auditory, Read/Write, and Kinaesthetic. It helps learners understand whether they learn best through seeing, hearing, reading, or doing (Fleming, 1987).
Table 1- VARK Learning Style (Fleming, 1987) Results-
	Person
	Visual
	Auditory
	Read/Write
	Kinaesthetic
	Main Preference

	Self (Car Sales)
	17
	14
	12
	18
	Visual–Kinaesthetic

	Jordan (Colleague)
	13
	19
	11
	14
	Auditory


Table 1 shows both my and Jordan’s results from the VARK questionnaire. I scored highest in visual and kinaesthetic learning, while Jordan scored highest in auditory.

This means I learn best through demonstrations, visuals, and hands-on experiences — for example, practising new sales techniques or watching a senior colleague handle a customer objection. Jordan, on the other hand, prefers spoken explanations and discussion-based learning. Understanding this difference helps me support him better by explaining information verbally, while I focus on more visual or practical examples when learning myself.

Honey & Mumford Learning Styles (Honey & Mumford, 1986)-

The Honey & Mumford model builds on Kolb’s experiential learning theory and divides learning into four types- Activist, Reflector, Theorist, and Pragmatist (Honey & Mumford, 1986). It helps identify how people prefer to approach learning tasks and problem-solving situations.

Table 2- Honey & Mumford Learning Style (Honey & Mumford, 1986) Results-

	Person
	Activist
	Reflector
	Theorist
	Pragmatist
	Main Preference

	Self
	17
	15
	13
	19
	Pragmatist–Activist

	Jordan
	12
	19
	18
	14
	Reflector–Theorist


Table 2 shows both my and Jordan’s results from the Honey & Mumford questionnaire. My main learning preferences are Pragmatist and Activist, while Jordan’s are Reflector and Theorist.

This indicates that I like to take-action, try new approaches, and learn from real experiences, typical of a hands-on, proactive learner. In my car sales job, I learn best when practising conversations with customers rather than just reading scripts. Jordan prefers to think things through carefully before acting, meaning he benefits more from structured explanations and reflection after training sessions. Recognising these styles helps me adapt how I communicate and lead, ensuring our teamwork supports both approaches effectively.

Dantec Learning Styles (Based on Kolb’s Experiential Learning Cycle, 1984)-

The Dantec model, based on Kolb’s (1984) experiential learning theory, explores how people learn through a continuous cycle of experience, reflection, theory, and experimentation. It identifies four main types of learners, Reflective, Analytic, Common-sense, and Dynamic.

Table 3- Dantec Learning Style (Based on Kolb’s Experiential Learning Cycle, 1984) Results-
	Person
	CE (Concrete Experience)
	RO (Reflective Observation)
	AC (Abstract Conceptualisation)
	AE (Active Experimentation)
	Type

	Self
	15
	13
	16
	18
	Type 3 – Common-sense Learner (AC + AE)

	Jordan
	13
	17
	18
	14
	Type 2 – Analytic Learner (AC + RO)


Table 3 shows both my and Jordan’s results using the Dantec learning model. I scored highest in Active Experimentation and Abstract Conceptualisation, while Jordan scored highest in Reflective Observation and Abstract Conceptualisation.

These results suggest that I learn best when I can apply theory in a practical way, for instance testing new communication techniques on the showroom floor. Jordan, as an Analytic Learner, prefers logical, structured learning, such as analysing data or planning approaches before trying them out. This reinforces our earlier results and shows that while I am action-focused, Jordan takes a more reflective, theory-based approach.

Reflection on Learning Style Results-

[bookmark: _2bn6wsx]Across all three models, a consistent pattern appeared, I am an active, practical learner who prefers visual and hands on experiences, whereas Jordan is more reflective and analytical. This difference is beneficial in a sales environment, as it allows us to complement one another. For example, when training together, I can lead demonstrations while Jordan reviews and gives feedback afterwards. Recognising these learning styles supports my growth as a leader by teaching me to adapt to other’s preferences, which aligns with effective management practice.

1.2 [bookmark: _qsh70q][bookmark: _Toc214562354]Identifying development needs for self & another-

To understand our development needs, I used a SWOT analysis for myself and for Jordan. SWOT is usually a business tool, but it is also useful in CPD because it helps identify personal Strengths, Weaknesses, Opportunities and Threats (Panagiotou, 2003). It made me think honestly about what I do well in car sales and what might hold me back. 



	[bookmark: _3as4poj]
SWOT Holly


	
STRENGTHS
. Strong communication and rapport with customers

. Confident trying new sales techniques through practice

	
WEAKNESSES
. Can become impatient during slow or theory-heavy training
. Takes longer learning new digital sales systems


	
OPPORTUNITIES
. Access to internal training and shadowing team leaders
. Potential to progress into a leadership role


	
THREATS
. Fast changes in technology and sales systems
. Busy showroom limits time for focused learning
	


	



	
SWOT Jordan


	
STRENGTHS
. Great listener and supportive with new staff
. Very accurate with paperwork and admin
	
WEAKNESSES
. Overthinks decisions which slows down selling
. Lower confidence in fast-paced interactions



	
OPPORTUNITIES
. Can build confidence by training or coaching new starters
. More customer interaction could support development
	
THREATS
. High pressure sales area may hold him back
. Might be overlooked for new roles if quiet




	Adapted from (Panagiotou, 2003)

These SWOT results (Panagiotou, 2003) showed that my development should focus on digital confidence, time management and staying calm with theory-based learning. For Jordan, the priority is building confidence in live customer situations and decision-making under pressure. Understanding this gave me a clearer base for my next tool, the Gap Analysis, so I could turn these findings into realistic development goals.
Gap Analysis Holly-
A Gap Analysis helps compare “where I am now” with “where I want to be” and what actions are needed in between. It builds directly on the SWOT results (Panagiotou, 2003) and links to Kolb’s idea that learning is most effective when we move from experience to reflection and then to action (Kolb, 1984). 
	Current State
	Action Needed (What & Why It Works for Me)
	Future Desired State

	Sometimes unsure using CRM and other digital tools
	Extra practice each day and attend digital skills training — suits my visual/kinaesthetic learning style.
	Confident and independent using all digital systems.

	Nervous about formal presentations
	Short, regular confidence-building speaking tasks — matches my practical learning style.
	Comfortable speaking in customer meetings and training.

	Rushes written admin under pressure
	Use planning tools (checklists or visual prompts) — supports my dyslexia and improves organisation.
	Meet deadlines accurately and without stress.

	Can get impatient when tasks are theory-based
	Ask for more visual support before theory-based learning to keep engagement high.
	Able to stay focused and calm even when learning is slower.



The actions I chose, such as extra practice with CRM, short confidence-building speaking tasks and using checklists to manage written admin, all match my visual and kinaesthetic learning style. They also take my dyslexia into account by using visual prompts and breaking tasks into smaller chunks. These steps make it more realistic for me to progress towards a future leadership role, where I will need strong digital skills, communication and organisation.

Gap Analysis Jordan-
I also completed a Gap Analysis for Jordan to compare his current skills with where he wants to be in his sales career. The actions focus on building his confidence and decision-making, but in a way that suits his Reflector–Theorist style (Honey & Mumford, 1986). 
	Current Situation
	Action Needed (What and Why)
	Future Desired Outcome

	Hesitates when speaking to customers, especially new ones
	Give him more opportunities to talk to customers in a controlled setting, such as during quieter times of the day. This matches his Reflector/Theorist learning style because it lets him think before acting.
	Speaks more confidently with customers and handles objections more naturally.

	Often overthinks decisions and takes too long to respond
	Provide short time limited decision-making tasks during team meetings to build confidence under pressure.
	Makes quicker, more confident decisions when selling or solving problems.

	Nervous about public speaking or group settings
	Gradually introduce him to lead small parts of team meetings and receive positive feedback afterwards.
	Feels comfortable and capable leading short discussions or training sessions.

	Needs recognition to feel motivated
	Regular feedback and praise from the team leader to reinforce progress.
	Feels more valued and motivated, showing improved confidence and engagement.



The actions concentrate on developing his confidence and decision-making through controlled practice, reflection time and regular feedback. Doing this exercise for someone else helped me think more like a manager, because I had to plan development based on his learning style, not just mine.

1.2.1 [bookmark: _Toc214562355]Self-Awareness and the Johari Window (Luft & Ingham, 1955)-

Self-awareness is an important part of becoming a leader because it helps me understand how I see myself and how others see me. To improve this, I used the Johari Window model, which explores what is known and unknown about a person’s behaviours, communication and strengths (Luft & Ingham, 1955). The model includes four areas- Open Area (known to self and others)
Blind Area (known to others but not self)
Hidden Area (known to self but not shared)
Unknown Area (not known by anyone).
To complete the exercise, I chose five words to describe myself at work: confident, motivated, organised, impatient and supportive. I then asked two colleagues, Jordan and Chloe, to describe me using three words each.
My Self-Perception-
I described myself using five traits that I feel represent me well at work-
	My Traits

	Confident

	Motivated

	Organised

	Impatient

	Supportive



Feedback from Others-
I asked two colleagues for honest feedback about how they see me at work-
	Person
	Their 3 Words

	Jordan
	Confident, Helpful, Direct

	Chole
	Hard-working, Organised, Outspoken



Compare and Reflect Using the Johari Window (Luft & Ingham, 1955)-



	Johari Area
	What I Noticed
	Example

	Open Area
	“Confident” and “Organised” appear on both lists, showing these traits are recognised by me and others.
	I’m seen as someone who is driven and structured at work.

	Blind Area
	“Direct” and “Outspoken” were mentioned by others but not by me.
	This shows I can come across as too straightforward when under pressure, which I didn’t realise.

	Hidden Area
	I listed “Impatient” and “Supportive”, but others didn’t.
	I don’t always show my supportive side, especially when things get busy.

	Unknown Area
	“Hard-working” was said by Chloe, which made me realise others see my effort more than I notice myself.
	Encourages me to appreciate my own progress more.


	Adapted From (Luft & Ingham, 1955)

After comparing my own view with their feedback, I noticed some useful insights. For example, confident and organised were in the Open Area because we all agreed on them. However, direct and outspoken were in my Blind Area because I didn’t realise that others saw me this way. In the Hidden Area, I noticed that although I see myself as supportive, it does not always show clearly in busy situations. Finally, in the Unknown Area, Chloe described me as hard-working, which helped me recognise that I may not always value my own effort.
Reflection-
This model helped me see how important communication and self-awareness are in car sales, especially when working under time pressure. I now understand that my directness could be misinterpreted if I am stressed, and I need to show my supportive side more clearly. To improve this, I plan to ask for more regular feedback, practise active listening and share my goals more openly with my team. These actions will help expand my Open Area and reduce blind spots, which supports stronger teamwork and leadership development (Luft & Ingham, 1955).
Action-
To reduce my blind spot, I plan to-
. Ask for regular feedback from my manager and team after sales meetings.
. Practise active listening before responding to others.
. Share my own learning goals more openly to build trust.
These small actions will help expand my Open Area and improve both self-awareness and communication, which are essential leadership qualities.
Reflection-
The Johari Window model (Luft & Ingham, 1955) helped me understand how self-perception and feedback connect to professional development. It showed me that being self-aware is not just about knowing my strengths and weaknesses, but also about understanding how others experience my behaviour. This reflection links back to my Gap Analysis and SWOT by showing how emotional awareness and feedback are just as important as skill development. Increasing my Open Area will help me build stronger relationships and communicate more effectively, key skills needed for leadership and management role.
1.3 [bookmark: _1pxezwc][bookmark: _Toc214562356]Identify potential barriers to learning for self and another.

Barriers to learning can affect performance, confidence and development in the workplace. They can be internal, such as motivation or confidence, or external, such as time pressure and limited access to training. Understanding these barriers is important because it helps plan realistic strategies to overcome them, which supports Continuous Professional Development (CPD).
In this section, I identified barriers that affect me and my colleague Jordan. I considered how our different learning styles might influence these barriers, as I prefer visual and kinaesthetic learning (Fleming, 1987), while Jordan prefers reflective and analytic learning (Honey & Mumford, 1986).
	Person
	Internal Barriers
	External Barriers

	Self
	. Confidence drops when completing written or theory-based tasks due to dyslexia.
. Tendency to rush work when busy, leading to mistakes.
. Impatience with slower learners or theory-heavy content.
	. High workload and pressure to meet sales targets.
. Limited time for structured training sessions.
. Distractions in a busy showroom environment.

	Jordan
	. Overthinks situations and worries about making mistakes.
. Prefers reflection before acting, which can slow progress.
. Lacks self-belief when trying new techniques.
	. Relies on others for reassurance during training.
. Limited formal training opportunities in the workplace.
. Shifts and customer demands make consistent learning difficult.



Reflection on Identified Barriers-
For me, dyslexia and time pressure make theory-based tasks difficult, especially written admin and digital systems. I sometimes rush and make errors because I learn better through practical tasks. For Jordan, his reflective style can slow him down in fast-paced situations where decisions must be made quickly, and he can lack confidence without guidance first.
Recognising these barriers helps me think like a leader because it shows that supporting others requires understanding their learning needs, not just telling them what to do. It also links to the SWOT and Gap Analysis because it highlights what could block our development if we do not address it properly.
[bookmark: _Toc214562357]1.4 Explain how these barriers to learning can be overcome.

Once barriers are recognised, the next step is to identify realistic ways to overcome them. According to Kolb (1984), learning becomes more effective when people reflect on experiences and then apply the learning practically. This means development must match how a person learns.
	Person
	Internal Barriers
	External Barriers
	How These Barriers Can Be Overcome

	Self
	Dyslexia causes difficulty with written work and theory-based tasks.
	Limited time for formal training due to busy sales schedule.
	- Use text-to-speech and coloured overlays to support reading (assistive tech).
- Ask for instructions in visual formats (charts or videos).
. Break tasks into smaller sections with clear time goals.
-Complete short, focused training sessions at quieter times in the showroom.

	Self
	Rushes written admin under pressure.
	Distractions in the workplace.
	- Use daily checklists and visual planners to track progress.
- Set 10-minute focus blocks for admin tasks to stay consistent.
- Use headphones or quieter spaces for concentration.

	Jordan
	Overthinks tasks and worries about getting things wrong.
	Lack of confidence in applying new techniques.
	- Arrange short mentoring sessions to talk through new sales techniques.
- Encourage reflective practice after training (Honey & Mumford, 1986).
- Offer constructive feedback to build self-belief.

	Jordan
	Needs more time to reflect before acting.
	Irregular training schedule due to changing shifts.
	- Give learning materials in advance so he can prepare.
- Encourage him to note key takeaways after each session.
- Use short recap meetings to check progress and confidence.




Reflection-
Overcoming barriers involves self-awareness, communication and planning. For me, using visual tools, practising little and often during quiet sales times and using dyslexia-friendly tools reduces stress and improves learning. For Jordan, giving him time to reflect, access to information beforehand and constructive feedback helps build confidence and makes development realistic.
This supports effective leadership because it shows that developing myself and others requires adapting to individual learning needs. By addressing barriers, communication, motivation and performance improve, which supports our growth in car sales and future roles in management.
[bookmark: _2p2csry][bookmark: _Toc214562358]Section 2: Know how to develop self & others to achieve organisational objectives

[bookmark: _147n2zr][bookmark: _Toc214562359]2.1 Analyse learning/development options to meet needs of self & another.

Learning can be formal, such as training courses, or informal, such as mentoring, coaching and daily workplace experience (Kolb, 1984). Both are important in car sales because they help build confidence, product knowledge and customer skills over time. To support my development and Jordan’s, I looked at learning options that match our learning styles and SWOT/Gap Analysis results.

	Person
	Formal Learning Opportunities
	Informal Learning Opportunities

	Self
	- Attend sales and customer service workshops through the dealership.
- Complete a CPD-accredited online leadership course.
- Attend digital training for CRM systems and Excel.
	- Learn through observing experienced team members.
- Watch online tutorials and roleplay sales conversations.
- Ask for regular feedback from my line manager.

	Jordan
	- Enrol in product knowledge and communication workshops.
- Attend in-house training sessions for advanced sales skills.
	- Reflect after each sale to identify what went well and what to improve.
- Take part in peer mentoring sessions.
- Practise presentation skills during team meetings.



Reflection-
Formal learning gives structure and qualifications that help with career progression, but informal learning is more suited to my practical learning style because I learn better through demonstrations and practice (Fleming, 1987). Jordan benefits more from reflecting and analysing before acting, so a mix of structured training and reflective practice supports him best (Honey & Mumford, 1986). Using both methods supports CPD and helps us work towards organisational objectives while also building confidence.

[bookmark: _3o7alnk][bookmark: _Toc214562360][bookmark: _23ckvvd]2.2 Identify support mechanisms for the development of self & another

Support mechanisms help keep learning on track and make barriers easier to manage. In car sales, support includes line management, team mentoring, product training and use of digital tools. Thinking about support for myself and Jordan helps me develop leadership skills because I learn to guide someone else’s development as well as my own.






	Person
	Support Mechanisms Available
	How They Help Development (Car Sales Context)

	Self
	Line Manager (Sales Manager)
	Gives structured feedback on customer handling, sets targets, and supports confidence building.

	
	Senior Sales Executives
	I can shadow them on test drives and negotiations, which suits my visual/kinaesthetic learning style (Fleming, 1987).

	
	Manufacturer Training (online modules/videos)
	Helps me learn product features and new models using visual and practical examples.

	
	CRM System Training Videos
	Let’s me practise admin skills at my own pace to reduce mistakes with digital tools.

	
	Sales Team Support
	Colleagues share advice, best practice, and give quick feedback during busy periods.

	
	Dyslexia-friendly tools (colour coding, templates, reminders)
	Helps me keep paperwork accurate and makes daily planning easier.

	Jordan
	Sales Manager
	Provides structured feedback, which suits his Reflector–Theorist learning style (Honey & Mumford, 1986).

	
	Sales Performance Data
	Jordan prefers logical information, so reports help him analyse sales patterns before acting.

	
	One-to-one Discussions
	He learns best by talking through scenarios and reflecting afterwards.

	
	Product Guides and Spec Sheets
	Supports his analytical thinking as he likes detailed information before making decisions.

	
	Team Meetings and Observations
	Allows him to observe communication styles and reflect on which techniques work best.



Reflection-
For me, shadowing colleagues, visual tools and feedback work best. For Jordan, one-to-one discussions, performance data and product information support his reflective style. Understanding our differences helps me plan tailored support, which is an important leadership skill. 

[bookmark: _ihv636][bookmark: _Toc214562361]2.3 Prepare development plans for yourself and another person

Development plans turn goals into practical actions. I used SMART objectives to create Personal Development Plans (PDPs) because they make goals clear, measurable and realistic (Doran, 1981). They turn learning needs from the SWOT and Gap Analysis into step-by-step actions. 
Me-
	What do I want to learn/develop?
	What exactly do I need to do to achieve this?
	Support/Resources Needed
	Measure of Success (How will I know it’s working?)
	Target Date

	Improve confidence using digital systems (CRM & manufacturer tools)
	Complete CRM video modules and practise 10 mins daily during quiet showroom periods
	CRM training videos, support from line manager
	Reduced mistakes in admin and completing logs without asking for help
	10 weeks

	Improve customer presentation and objection handling
	Watch senior colleagues’ demonstrations, then practise using weekly roleplays
	Shadowing, feedback from line manager, senior sales support
	Confidently handle three objections in actual customer conversations
	12 weeks

	Improve written admin accuracy and time management (dyslexia support)
	Use checklists, colour coding and break paperwork into short, timed blocks
	Dyslexia tools, templates, digital reminders
	Fewer errors on paperwork and meeting admin deadlines
	8 weeks



Short Term- 12 months
- Become confident using all digital tools needed in the dealership
- Improve objection handling and customer presentation skills
- Reduce admin errors using dyslexia-friendly planning tools
Medium Term- 2–3 Years
- Take on mentoring responsibilities to support new sales trainees
- Work towards a Senior Sales Executive role
Long Term- 3–5 Years
- Develop towards a Sales Manager or Business Manager position

Jordan-
	What does he need to learn/develop?
	What exactly needs to be done?
	Support/Resources Needed
	Measure of Success (How will it be checked?)
	Target Date

	Build confidence using new sales techniques
	1–1 walkthrough with line manager and review calls before trying new approach
	Line manager support, written examples, model scripts
	Uses new technique with at least 2 customers independently
	10 weeks

	Improve communication speed in fast-paced sales situations
	Practise short response scenarios during team meetings and with peers
	Team support, practice time, feedback
	Handles customer objections with less hesitation
	12 weeks

	Increase product knowledge understanding
	Study product spec sheets weekly and reflect after test drives
	Manufacturer sheets, data reports
	Demonstrates accurate information without checking notes
	10 weeks



Short Term- Next 12 months
- Gain confidence using new sales techniques with customers
- Improve speed when responding to questions and objections
Medium Term- 2–3 Years
- Become a go-to expert in product knowledge within the team
- Support future sales trainees using his Reflector–Theorist strengths
Long Term- 3–5 Years
- Work towards Senior Sales or Finance Manager roles in the dealership

Reflection-
Planning my own development was helpful, but planning Jordan’s helped me think more like a leader because I had to adapt goals to suit his reflective learning style, not mine. Using SMART made both our plans achievable and easy to monitor.
[bookmark: _32hioqz][bookmark: _Toc214562362]2.4 Method used to monitor the development of self & another

Monitoring development shows whether learning actions are working. I chose to use SMART reviews and Key Performance Indicators (KPIs) because together they measure performance and encourage reflection. KPIs measure progress using sales data, while SMART reviews track how well actions are being implemented (Qlik, 2025). 
Me-
	Monitoring Method
	How It Works in Car Sales
	What It Measures (KPI examples)

	SMART Review every 4 weeks
	Reflect on targets, discuss development with Sales Manager
	Clear progress towards digital, admin and presentation goals

	Monthly KPI Tracking
	Compare performance before and after training
	CRM accuracy rate, customer objection success, time taken to complete paperwork

	Short Reflection Log (after training or sales interactions)
	Quick notes on what worked well and what needs improvement (links to Kolb, 1984)
	Increased confidence and fewer repeated mistakes



Jordan-
	Monitoring Method
	How It Works in Car Sales
	What It Measures (KPI examples)

	SMART Review meetings every 4 weeks
	Allows him time to reflect and talk through progress
	Confidence in using new sales techniques, ability to respond faster to customers

	Monthly KPI Tracking
	Reviews measurable outcomes with data and feedback
	Accuracy of product knowledge, speed of response in customer conversations

	Reflection prompts given after training
	Helps him think about what worked and why (Honey & Mumford, 1986)
	Improved decision-making and reduced hesitation



Why this method is effective-
Using SMART reviews and KPIs together reflects both practical and reflective development. KPIs give measurable results, while SMART reviews allow discussion and learning from mistakes rather than ignoring them. This method also links directly to how we learn. Since I am a practical learner, real figures and hands-on progress motivate me, while Jordan benefits from time to reflect and understand the meaning behind his performance, which fits his Reflector–Theorist style (Honey & Mumford, 1986). Combining these tools encourages accountability, performance improvement and strong teamwork, which are essential leadership behaviours in the car sales environment.
Reflection-
Using both tools supports our different learning styles. I improve through hands on action and measurable results, and Jordan improves through reflection and feedback. Monitoring development in this way supports organisational goals and helps us progress confidently towards future leadership roles
[bookmark: _Toc214562363]Conclusion

Reflecting on a sales interaction at the Ford dealership helped me understand how important it is to match learning and development to individual needs. During a conversation with a customer about the Ford Puma’s hybrid system, I struggled to explain some of the more technical features, especially around battery performance and fuel efficiency. Although I stayed professional and asked a senior colleague to support me rather than guessing, I felt embarrassed and frustrated afterwards because I wanted to handle the situation independently. Looking back, I realised that this wasn’t just a lack of product knowledge, it showed how my learning style affects the way I absorb technical information.
As a visual and kinaesthetic learner (Fleming, 1987), I understand best through demonstrations, videos and hands-on learning. Trying to learn car specifications purely from written product sheets is harder for me, especially due to my dyslexia, which I identified earlier as a barrier. This situation clearly linked to my SWOT analysis (Panagiotou, 2003), which identified gaps in product knowledge and digital confidence, and it showed why these weaknesses need to be tackled in ways that suit how I learn. It also highlighted how experiential learning works in practice because, according to Kolb (1984), learning becomes more effective when we reflect on real experiences and use them to test new approaches. This reflection helped me see that the solution isn’t just to study harder, but to learn differently, using methods that suit both my strengths and my barriers.
Interestingly, this experience also helped me understand how others learn. My colleague Jordan is a Reflector–Theorist (Honey & Mumford, 1986), and he finds technical information easier because he prefers analysing data and thinking things through carefully. While I learn through doing, he learns through thinking first, and this difference shows why leadership in sales isn’t only about selling, it’s also about adapting support to suit each person, not expecting everyone to learn in the same way. By recognising this, I have already started thinking more like a leader, because I can now plan development that supports both my own needs and the needs of others.
Going forward, I will use hands-on learning to build my confidence in explaining products, such as practising with the vehicles on the forecourt, using walk-arounds and watching product videos rather than relying only on written spec sheets. I also plan to measure my improvement using sales KPIs, such as product knowledge scores used in dealership performance systems (Qlik, 2025), so I can track progress realistically. Working with Jordan through short knowledge-exchange sessions will support both of us, because he can help me with technical detail while I help him with practical delivery and confidence.
Reflecting properly has changed how I see CPD. It has shown me that development is not just about being better at something but understanding how we learn and taking responsibility for choosing the right methods. This conclusion connects back to every section of my assignment, learning styles, SWOT, Gap Analysis, barriers, SMART planning and PDPs, because each step supported the next. By applying Gibbs’ reflective cycle in full (Gibbs, 1988), I have been able to turn a difficult situation into a learning opportunity that improves both my performance and my leadership skills. This reflection has helped me become more self-aware, more confident in planning development, and more prepared for future leadership roles, where supporting others’ growth will be just as important as improving my own.
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Before writing this reflection, I chose to use Driscoll’s Model of Reflection (2007) because it is straightforward and focuses on three clear stages: What? So What? and Now What? This style suits how I think and learn, especially as I prefer practical, simple ways of reviewing real experiences rather than lengthy written theory. The model also helps turn experiences into action, which links closely to CPD and workplace improvement (Driscoll, 2007).
What?
I attended an interview for a Car Sales Executive position at Ford, where I had to complete a short roleplay. The manager acted as a customer, and I had to introduce a vehicle and handle basic questions. I knew the product but struggled to structure my presentation, and my nerves made me speak too fast. I also rushed when explaining the finance options, which made me appear unsure. I felt confident in building rapport, but I did not present the information as clearly as I wanted to.
So What?
This experience showed me how important it is to stay calm and communicate clearly, especially in car sales where customers rely on the salesperson to feel informed and confident. My learning style results suggested I learn best through practical experience and demonstrations (Fleming, 1987), and I could see this during the roleplay because I performed better in the informal conversation than in the presentation part.
It also highlighted a development need identified in my SWOT and Gap Analysis, improving structured, confident customer presentations. I realised that nerves happen when I don’t feel fully prepared with a process to follow. This links to Kolb’s (1984) idea that reflection and experience together improve performance because I can now see exactly where I need to make changes. The interview helped me understand that having product knowledge is not enough; I need the skills to communicate it professionally under pressure.
Now What?
Based on what I learned, I am now practising objection handling and vehicle presentations using weekly roleplays and feedback sessions with senior sales colleagues. This approach connects with my kinaesthetic learning style, allowing me to learn by doing (Fleming, 1987). I am also using simple sales structure templates to follow when presenting a vehicle, so I have a clearer process to rely on when nervous.
To measure improvement, I will ask my manager to review my presentations monthly and compare how confidently I handle questions over time. This links to the SMART goals in my PDP, making the action measurable and realistic (Doran, 1981). By applying Driscoll’s model (2007), I can clearly see the value in reflecting on practical experiences, because it helps me become more confident, organised, and prepared for future leadership.
Statement-
Using Driscoll’s reflective model helped me break down the situation into something I could learn from rather than feel embarrassed about. It turned a stressful interview into a positive development plan linked to CPD, learning styles, and SMART goals (Driscoll, 2007; Fleming, 1987; Doran, 1981). Reflection is now helping me grow into a more professional and confident salesperson, which is an important step towards leadership in the automotive industry.
Importance of a Professional CV in CPD-
A CV is not just a document for job hunting; it is evidence of personal growth and professional development. In car sales, a strong CV shows how skills, knowledge, and experience have developed over time, which is a key part of Continuous Professional Development (CPD). It highlights achievements, communication skills, sales performance, and customer service expertise, all of which employers look for when choosing future leaders.
Creating my CV for this assignment helped me recognise how my experiences have shaped my confidence and future goals. For example, my progression through different sales roles, along with the training I have completed, shows ongoing learning that supports CPD. This links to the idea that development is built through reflection and experience over time, not just qualifications (Kolb, 1984). Writing my CV also made me think about the skills I already have, such as negotiation, empathy, and presenting to customers, and how these can support my longer-term goals, like progressing into a leadership or senior sales role.
A professional CV should reflect strengths clearly, focusing on communication, teamwork, customer satisfaction, and product knowledge. These are essential in car sales because they directly influence customer trust and business performance. Including current development, such as my Leadership & Management studies, shows commitment to improving not only for myself but also for the organisation I work in. This links to CPD because it demonstrates ongoing ambition and responsibility for my own learning, which is something employers value highly in potential managers.
By updating my CV, I can now see how each stage of my development contributes to my career path. It also acts as a record of progress that I can continually build on, making it a useful tool for setting goals and planning future training. Overall, creating an effective CV is not just about gaining a job; it is about recognising personal development, reflecting on experience, and showing the potential to grow within the automotive industry.
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Personal Profile
Motivated, customer-focused sales professional with strong communication and relationship-building skills developed through several years working in automotive retail, including Ford and Volkswagen. I am confident working in fast-paced environments, meeting targets, and building trust with customers through honest, supportive advice. After taking time to focus on personal development and study a Leadership and Management degree, I am now continuing my progression within car sales with the long-term goal of developing into a leadership role within a dealership. I learn best through practical experience, product demonstrations and customer interaction.
Key Skills
- Strong relationship-building and customer service
- Proven sales performance across Ford and VW dealerships
- Confident communicator with excellent negotiation skills
- Effective time management strategies
- Ability to handle objections professionally
- Experience with CRM systems and vehicle finance processes
- Committed to Continuous Professional Development
- Adaptable in fast-changing sales environments
Education and Qualifications
University of Wales Trinity Saint David (2025 – Present)
Level 4 Certificate of Higher Education, Applied Leadership and Management in the Workplace
Vocational Qualifications
Level 2 Diploma in Beauty Therapy
Level 3 Diploma in Beauty Therapy
Additional Qualifications
Full UK Driving Licence
Ford Manufacturer Digital Training
Customer Objection Handling Workshops
Employment History
Car Sales Executive, Bridgend Ford
Bridgend, 2018 – 2021 and 2024 – Present
Selling new and used Ford vehicles, achieving monthly targets
Providing high-quality customer service and tailored advice
Supporting customers with finance options and CRM management
Collaborating with experienced staff and mentoring new colleagues
Car Sales Executive, VW Cardiff
Cardiff, 2016 – 2018
Delivered tailored vehicle recommendations
Met personal and team targets
Developed strong product knowledge for customer decision support
Sales Executive, Tempur Mattress Company
Bridgend, 2014 – 2016
Sold premium products using needs-based selling
Built customer trust through empathetic listening
Sales Assistant, Skechers
Bridgend, 2012 – 2014
Provided friendly customer service in fast-paced retail
Supported store presentation and stock management
Professional Development
Leadership and Management training
Ford CRM Digital Skills
Product Knowledge and Hybrid Systems training
Objection Handling and Confidence Building workshops
Career Objective
To continue building professional skills within automotive sales and progress into a Senior Sales Executive or Leadership role, supporting and developing sales teams through effective communication, mentoring and practical training.
References
Available on request.
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	Formal or Informal
	Date
	Duration
	Status
	Details

	Formal
	Nov 2025
	1 Year
	In Progress
	Level 4 Leadership and Management in the Workplace, UWTSD

	Informal
	Oct–Nov 2025
	Ongoing
	Active
	Weekly roleplay training with senior staff to improve objection handling

	Informal
	Oct 2025
	3 Hours
	Completed
	Shadowed Senior Sales Executive during customer negotiation and finance explanation

	Formal
	Sept 2025
	2 Hours
	Completed
	Ford Online CRM Training, practising digital admin and customer follow-ups

	Informal
	Jun–Sept 2025
	12 Weeks
	Active
	Self-directed product knowledge study using Ford manufacturer portal

	Formal
	Apr 2024
	One Day
	Completed
	Customer Objection and Confidence Workshop

	Informal
	2023–2025
	Ongoing
	Active
	Learning from feedback after customer handovers

	Formal
	2018–2021
	Ongoing CPD
	Completed
	Ford Motability and Finance Training

	Informal
	2016–2021
	Continuous
	Completed
	Daily sales learning and reflection at Ford and VW dealerships



Statement
This CPD record shows ongoing professional growth through both practical dealership learning and structured qualifications. The mix of learning methods supports my kinaesthetic and visual learning style, allowing me to build confidence through experience and feedback. Recording CPD supports long-term development and progression in the automotive industry.
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