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Part 1 (Competency based assessment tool (CBA). 
An aspiration to be HR Manager or Executive is one of the major career goals for which analysis assessment tools could be used. For being a competent individual in Human Resources (Esser & Donk, 2016). I would first need to analyze and assess my core skills and competencies (Wilson & Lado, 2016) and then match them to the relevant field that I would want to pursue in the near future. To audit my own skills and competencies, I would make use of the established analysis tools learned in professional development module (Lake Et.al, 2015). 
As far as competency is concerned, it is known to be knowledge, skills, abilities which are observable and measurable and hold great importance and relevance to the field an individual works in or aspires to work with (Brown & Stewart, 2019). To be an HR Manager, there are a range of competencies required to be a successful employer who deals with people effectively and holds all the essential qualities and competencies (Armstrong, 2019) required to be fit for that particular job. Competency based assessment tool (CBA) would be used for this specific purpose (Cramm, 2018) where I would compare and contrast my knowledge and skills with the one required for the job position (Schulze, 2018& Guttman, 2019). 
I personally consider myself to be competent, hardworking with strong communication and leadership skills. When we talk about being an HR Manager, is that all they need? There are a lot of other competencies and skills required for an individual to be a successful manager. To be employed as HR Manager with an organisation, it is essential to know what HR is and how they operate. Basic functioning knowledge of the department or relevant field is necessary. Skills required are; Human resource knowledge (Kan, 2016), Relationship building, Consultation expert, Patience, empathy, Strong leadership skills (Homer, 2018), Global and cultural awareness, ethically strong, Problem-solving skills (Palan, 2017), Critical thinking and analysis skills (Leon & Martinson, 2018). 
Talking about myself and evaluating myself on the grounds of CBA (Losey, 2017), I would say that I do hold the above mentioned competencies but to an extent where I still need a lot of improvement and there’s a lot that I still haven’t accomplished in life. However, if I would be asked to assess and edit my skill and knowledge based on the knowledge of HR department and being a manager, I would highly use Situation based task explanation (Athey& Orth, 2019) where I would give an example of a situation where I displayed those competencies and how I made an effort to resolve the issues and shortcomings faced. 
I would say that I do lack patience but empathy does prevail. A major weakness of mine which would hold me back to be a good and competitive HR Manager (Linton & Walsh, 2019) would be to assess my level of temperament and how well can I lead a team or a huge diverse range of employees. Using the CBA analysis (Lunyk-Child et.al, 2018), I would give an insight into situation where these competencies have been displayed and where I faced issues. Keeping all this in mind, I would analyze my own self and make an evaluation whether I’m fit for this particular position or not. 
There have been a lot of times in my internships and volunteering experience where I was handed over a huge project and I being an intern have been a major part since I was playing a part in organizing as well as recruiting further more volunteers by outsourcing and referrals. I was responsible to further train them according to the needs of their roles and what is expected of them. All the major HR roles were handed over to me such as recruitment, training, selection, team lead, communicating roles etc. and I did remarkably well where I was awarded as one of the best volunteers for the entire session. 
Another instance where I did HR Internship was where I was responsible to maintain payroll of the employees, maintain records, help recruiter shortlist resumes and also coordinate with all the other departments. As per my remarkable performance, I was hired as a full time employee as an HR Executive. CBA analysis (Cheung & Leung, 2016) could very well fit in here since there was this time where AM HR had a complaint by a female employee for harassment and teasing by a male employee. My decision making skills needed supervision by the head by others where I had to build relationships with employee so they felt safe, secure and confident of themselves. I assisted my supervisor in making a decision and that particular employee was terminated from their work. I was much appreciated by my supervisor for being confident and being a good role model for the junior employee. 
Moreover, another instance where I felt I needed to improve and realized my weakness on the same job was when I had to travel to a different city i.e. Dubai for a workshop. I did face difficulty in dealing with people across cultures especially Arabic community since their way of talking was loud which was considered disrespectful in our culture. I was put off thinking this is not the way to speak, but later I got to know that there are communication differences and we need to be respectful of these differences. This situation I realized that culture and global awareness is one area which I need to develop if I aspire to be a HR Manager in the near future. 
Overall, I consider myself to be competent when it comes to my future plans and I would personally want to a competent human resource individual for which my strengths and weaknesses need to be kept on the forefront and used it as a model to compare and contrast with all the relevant knowledge, skills and competencies required for the specific career job.













Part 2 learning and development training methods. 
Being an Assistant Manager, one of the major job responsibility is to give new recruits all the tools and techniques (Pagliaro, 2018) they need to grow into the organisation. Training and development is the crux of an organisation (Tracey, 2018) without which it would never grow and employees would never feel a sense of accomplishment while working there. Human capital is the major core of any organisation (Tannenbaum&Yukl, 2019), who can either make or break it. To enrich the potential of the workforce, it is necessary for the human resource department (Scheneier, 2017) to look into strategies to develop their workforce in a way which ensures long-term growth and profits for the organisation. 
For a Weekend Sales Advisor, it is important for an assistant manager to train them according to their job responsibilities and what they have to do on a day-to-day basis (Gegenfutner, Zitt, Ebner, 2020). Training and development is a necessity for the sales team since these people represent ‘Wren Kitchen’ which is UK’s top Kitchen retailer. Without effective sales team, it is like giving out products and playing a game of words without strategies and techniques (Saks, Haccoun, Belcort, 2020). Hence, to maintain productivity and profits of the business; sales team should be on-the-go and be ready to engage a large audience of customers for better retail and sales. 
First and foremost, it is an utmost necessity for the assistant manager to conduct proper research on what to do and how to conduct training and development for sales department especially for the weekend sales advisor for the relevant organisation (Skinner, Saunders, Beresford, 2017). There is a three stage model proposed by researchers which allows the manager to determine three major things when it comes to conduct sales training programs. The model proposed is essential for the impact training will have on the potential new recruits for the sales advisor. It will further help assistant manager to analyze the training needs for the employees (Richard et.al, 2019) as well as evaluate its impact of the organisation’ Wren’s Kitchens. Once training programs are evaluated and implemented, it is necessary for the manager to further evaluate those. 
A formal assessment practice is an essential tool for planning and evaluating training program for the sales advisor position. A very well-known Training and Development society of America, divides training and development strategies and techniques into two major chunks. First is through self-study and other workshops etc. Sales Advisor team could either be trained through readings, assignments, instructions etc. or could either be through case studies, role-plays, discussions, on-the job trainings. An assistant manager for a weekend sales advisor could conduct on-the job training sessions along with role plays and demonstrations on how to talk to people, their body language, communication, tone, way of representing themselves and the company as well as be a representative individual. Both workshops and self-study strategies could also be used simultaneously to effective train the advisory team. 
Assistant manager could train and develop its new recruits on four different dimensions (Keengwe, Kidd, Kei-Blankson, 2019). It is important for them to know the product, company, market/industry as well as selling techniques. A sales advisor is not only responsible to sell the products but also make use of effective strategies to target a large customer base. Building a strong workforce is an essential element when it comes to having a competitive advantage over other strong companies and for a strong workforce, training and development is necessary for the sales advisory team. 
There are various theories which can be used as a tool for management and for training and development of the sales team. One of the very well-known theory is that of ‘Reinforcement Theory’ (Bratton et.al, 2020) which focuses on rewards and punishments based on the consequences of a certain behavior. This theory could be used for a sales advisor in a way that they could be offered a certain reward for selling X number of products and as per meeting a certain target; they can attain bonuses and commissions. This is one way to train them since it would not only motivate them to do better but also attend workshops in an enthusiastic manner. Positive and negative reinforcement techniques could be used to increase a certain behavior which would not only improve performance and efficiency of the sales advisor team but also attract customers to generate profits for the company. 
Theory of Social Learning is another major learning model which could help assistant manager train new weekend sales advisor. This theory is based on ‘Observational Learning’ and demonstrations which would help them learn better and attract customers. Manager could take them on site visits where they could observe sales advisor dealing with customers and how they do it. Observation would better help them to learn better on how to communicate, how to meet targets, how to represent the company and fulfill all the job duties and responsibilities in and effective and efficient manner. 
To further develop knowledge, skills and abilities (KSA) of the weekend sales advisor, many strategies can be put into practice. A SWOT Matrix can be done to evaluate and fulfill the training needs of the sales advisor. A four strategic solution has been planned by professionals which involves step-by-step strategy as; Alignment of training with mission goals. Improving performance of the employees, Reduce time to competency (Yamnill& McLean, 2016), Choose the correct combination of delivery options. Consider internal and external options (Kozolwski, 2016), Re-conduct effective training programs and identify issues (Richard et.al, 2019). These step by step strategy could be conducted by the assistant manager by aligning training needs to the organisation as well as evaluating the effectiveness.
A lot of training theories can be applied to sales advisor such as ‘scenistic methods’ (Anderson et.al, 2017) to fulfill needs and deficiencies. ‘Situational based learning theory’ (Marcinelli, 2019) is based on a scenario put employees into certain situations where new employees have to deal with customers and managers can assess them based on their actions. 
Experiential learning theory (Carver, 2017) is another way which can be adopted by the assistant manager to define all the relevant tasks to the sales advisors, demonstrated actions to them and then these actions are comprehended and evaluated as per the set criteria. This sort of social participation and demonstration could also enhance their learning process as well provide them with an experience and real-world exposure to make them competitive and prove them to be productive and profitable resource for the company. 
As per all the relevant theories and strategies mentioned, it is necessary for the assistant manager to first assess an individuals based on their strengths and weaknesses as well as put an effort to understand their cognitive process (Becker, 2020). Training and development for sales advisor team could be designed as per their needs, wants and requirements of the job. 
To conclude, human capital is one of the essential and necessary component of any organisation and it is necessary for the company’s management to pay close attention to their workforce requirements and what the job demand entails. Effective training and development programs for sales could only be designed when manager learns how to handle the team, what they require and what strategies could be employed to make them more effective and efficient in their respective jobs. 



Part 3 Course,  Professional and Career Development
This course has broaden my perspective on the corporate world including the development of professionalism and careers of the individuals once they complete their degree. Professional and Career development is one of the courses which has made me learn a lot of new things including career development goals and given me a space to think about how I personally can develop my own career. Prior to the learning of this course, I had basic knowledge of career and goals but never knew how to set them or what techniques and strategies are used to put them into practice. However, during the initial classes and lectures by my instructor; I developed an interest into this field and wanted to learn more. I always looked forward to these classes since this course did not only help develop my knowledge of professionalism but through case studies, reflections, analysis and other learning strategies; I got interested to work in this ever-growing field. 
This work-related module has made me independent, proactive and provided me with an opportunity to apply my knowledge and skills into practice in my workplace settings. I have never been this excited and enthralled to learn any course than this one. Before learning career and professional development, I did not only lack confidence but also focused on what’s going on in front of me rather than having long-term goals. With the amazing lectures and classes of this module, I have become a completely different person. I can now negotiate, speak for myself, be a confident employee/student, have reflective abilities and can also think of how to set my personal goals and career ambitions. Not only this, during the phase of learning; I have helped a lot of my friends and family who were looking for work or thinking of a career path to get into; with the help of my knowledge and learning in this module, I helped them guide through a career path and many of them are satisfied. I consider myself to have a sense of accomplishment and success not only by applying my learning to the real world but also get a promotion recently in my workplace due to my highly remarkable achievement. 
Before the start of this course, I faced a lot of difficulty being a fresher and new graduate; in the workplace setting. I found it difficult to adjust and get myself used to the new professional environment which also sometimes caused me to be absent from work and many times I had been criticized by my supervisor due to poor performance of work. I used to encounter so many day-to-day difficulties since I felt highly uncomfortable around people since I did not have much confidence. I had a lot of self-doubt with an impression that I am not capable enough and I can never do well in my career. However, I now feel like my whole life and perspective towards myself has changed ever since I have started learning in this amazing module. 
My instructor in this module has been my constant support and mentor throughout. I could now discuss my issues with them so they can help me get a better idea of how to fix them. All the workplace issues and self-concerning difficulties which seemed impossible to vanish, they disappeared and I have never felt this successful and a feeling of accomplishment ever before. Apart from this, we have had so many opportunities and ways to target real world issues in a very practical and logical manner. This not only made my analysis, critical and evaluation skills sharp but also identify different real-world problems and their solutions. Being a shy introvert before, I can now confidently speak in front of a large audience and even work amazingly in a team. 
Moreover, when I reflect upon technical skills and my development of knowledge towards it; I have learned to be more professional when it comes to preparing PowerPoint presentations, recording a video of teaching other students through multimedia. I have gained proficiency in team work and group tasks not only by making others learn but also learning a lot from others as well. I am better able to write a reflection today due to enhancement of my reflective skills and a broader insight into my personal self; both strengths and weaknesses. I can now reflect upon how I have come a long way not only in educational setting being a student but also being an employee, being a friend and a helper. I have grown a lot during the learning phase of this module through valuable lectures by our highly qualified instructor along with their amazing lessons on how we as individuals can engage in career development processes, goal setting behaviors and planning approached to counter actions into the practical world. 
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