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1.The purpose of this reflective portfolio is to show the impact of Professional Career Development module on myself as a student at the University of Wales Trinity Saint David. This paper will have three major points.  The tools, models and theories used in this reflective portfolio are Personal Development Plan (PDP), Honey & Mumford theory, Neil Fleming model, David Kolb’s model, Learning Log, SMART and Johari Window model. 
In this first part, I will audit my skills and competencies using the PDP analysis tool. Then I will identify the skills required for a career in Nursing and then will evaluate my skills in comparison with the skills required for the Nursing career. PDP, it is about meeting individual’s needs, and according to Morgan, is “A plan intended to develop skills that are important to the work-life" (Morgan, 2017). It is a process that is used to become aware of your skills, to identify and develop the skills you need, to figure out what you want to achieve and how, what do you want to achieve in a short medium or long time (Cottrell, 2015). The PDP tool will help to identify the gaps in my skills and to improve them. In Fig.1 is shown how PDP is a continual process of refinement and improvement and in Fig.2, a rating scale for my skills which helped me to identify the skills that need improvement. 


   
               [image: figure1]
               Figure 1. PDP cycle                                            (Maguire and Blaylock, 2007)







Figure 2. Rate scale from 1 (lowest) to 5 (highest) of my skills      
	   
         SKILLS

	        
       1
	        
        2
	        
        3
	        
         4
	       
        5

	Well organised
	
	
	
	         
	        X

	Good teamwork
	
	
	
	         X
	

	Customer service skills
	
	
	
	         X
	

	Attention to detail
	
	
	
	         X
	

	Communication skills
	
	
	         X
	
	

	Microsoft Teams
	
	
	
	         X
	

	Presentation skills
	
	
	         X
	
	

	Methodical multitasker
	
	
	
	         X
	

	Digital skills
	
	
	
	         X
	



It is essential that PDP should not be seen, as one activity and after just put it aside, as new skills are gained, it needs to be continuously reviewed and updated. It is also essential to make sure that the action plan is SMART. These stands for Specific, Measurable, Achievable, Realistic and Timely. In Specific, it is important to be specific and clear, which is to find the most appropriate method of learning and development training for our new employees. Having a Measurable goal helps in to trace the progress, which also helps meeting the deadlines and staying focused. Achievable means that your goal needs to be realistic so you can achieve success. The fourth step Realistic is about ensuring that your goal is relevant, and it matters to you, and the last step the Timely helps you to set deadlines at which your goal must be finalised. Without setting these goals, I would not know if I were making any progress in the area where needs improvement.
Figure 3. Personal Development Plan
	Skills
	Review
	Prepare for action
	Action
	Outcome

	Communication
	I have good abilities, but I need more fluency in my expression
	I am attentive and focus every time I talk to those around me. I notice everyone's fluency, and I try to integrate it so that I can also use this communication facility
	I am reading a book weekly and speak more with friends and family
	In two months, there will be no more pauses in my communication, my speech will become more cursive, and my interlocutor will not feel the blockages of communication

	Presentation
	I am towards a medium level; my need is to overcome my emotional part so that I can present without my emotion holding me back
	To make as many mini-presentations as possible on various topics in the circle of friends, so that through gradual and repeated exposure to the public I have more confidence in myself
	I will make two presentations each weekend till Christmas
	Those around me will benefit from a cursive presentation, without emotional blockages and trembling in my voice, and I will gain confidence in my strengths



The competencies and qualities that represent the nursing profession namely Nurse skills which are professionalism, attention to detail, critical thinking, compassion, punctual, time management, good communication skills, organisational, responsibility skills, problem solving, caring, listening, open-mindedness, respectfulness, flexibility, discretion, ability to prioritise, technology skills are most of the qualities that have accompanied me since I knew my self. Specifically caring, listening, respectfulness, discretion, punctual, responsibility and open-mindedness are an integral part of who I am. These are qualities that I acquired from early childhood, in my basic family. I also had the opportunity to learn what professionalism, attention to detail and time management means in my workplace. Also, thanks to my lecturers from the university I developed technology, communication, problem-solving and decision-making skills. Open-mindedness, flexibility, and ability to prioritise I had the chance to complete them after I became a mother, thanks to my children. Comparing the similarities between my skills and the nurse skills that I have chosen as a career, I can say that this career fits with the qualities I have, they are incredibly reliable. In the Nurse career that I have chosen, the above skills will help me because patients need to be approached with open mindedness, to communicate effectively, to listen to them, to be respectful, caring and to assure them discretion. Also, the employer can benefit from my professionalism, attention to details, from my communication, organisational, problem-solving and technology skills as from my ability to prioritise too. However, I am on the principle that individuals, as long as they live, they learn, so I proposed to myself to make some improvements in my self-confidence and self-awareness as mentioned above in the performance indicators of my PDP plan. Also, I started living, what I would translate as ‘’here and now’’ which helps me to be present in everything that I do. One of my favourite mottos is ‘’to be better today than yesterday’’. 
2. In the second part of this portfolio, I have been tasked as an Assistant Manager to assess the learning and development training methods for our new employees who are due to start in our organisation. It was briefly explained in the introduction the theories, and methods used in this process and here will be explained in more details. To choose the right method, it is essential to plan, to decide in advance what to do, how to do it, when to do it and who is to do it. It is essential to know what our new employees learning styles are, because it will help them to communicate more effectively and if they are successful in learning, they will perform well in workplace. Every new employee of our organisation could be introduced to Honey & Mumford learning styles. This learning style was developed by Peter Honey and Alan Mumford in 1986, and according to them, will help our employees to become more aware of how they learn efficiently. To identify a person’s preferred learning style Honey & Mumford produced their Learning Style Questionnaire (LSQ) that probes general behavioural tendencies and helps individuals to identify their learning styles or preferences. The four learning styles are described as Activist, Theorist, Pragmatist and Reflector. In the Activist style are framed the individuals who benefit most from learning through experience, those who learn by doing any activities and working with others. The individuals categorised in the Theorist style are those who benefit most from learning through concepts, theories, or models and those who are rational and objective. The Pragmatist individuals learn most effortlessly through the immediate practical application of activities to see if they work in practice. The Reflectors like to view things from various alternate points of view, to gather information and analysing ideas logically ( Coffield, Moseley, Hall, and Ecclestone, 2004). Instead of asking employees directly what their learning styles are we could use the LSQ because most individuals have never thought about how they really learn, and it will save us time ( Maund, Schriek and Tinkler, 2017). Honey and Mumford learning styles was developed especially for industry and management but can be used in different settings as well. 
We can also use David A. Kolb’s experiential learning theory (ELT), who is an American educational theorist and who published his model in 1984.             
                       [image: ]
Figure 4. Kolb’s Experiential Learning Cycle             
[bookmark: bbb0065]ELT defines learning as “the process whereby knowledge is created through the transformation of experience” (Deryakulu et al., 2009, p. 703). There are four stages, as shown in fig. 3, and according to Kolb, an individual must progress through all four stages to be successful. The first stage, named Concrete Experience happens when a learner (employee) faces new experiences in a way they have not seen before. Then, it is followed by the next stage, Reflective Observation where an individual learns by reflecting on the experience. The Abstract Conceptualisation stage is learning from the experience and the last stage is Active Experimentation where the learners are trying out what they have learned (Hawk and Shah, 2007).
Another method that we can apply is Neil Fleming’s VARK model, which is a questionnaire, developed primarily by Lincoln University of New Zealand in 1998 and was designed to help students and others too, to learn about their learning preferences. The VARK acronym describes four different ways of learning information: Visual, Aural, Read/Write, and Kinesthetic. Each person has different learning styles; some of them are learning more easily by pictures or images, mind maps, drawing diagrams or watching videos; these are representing the Visual learners. The Auditory learners will learn information best by listening; they prefer to hear the information. Kinesthetic learners prefer to learn through a hands-on approach, experience, and practice (Fleming and Baume, 2006). 

Johari Window model is another option that we can use for our new employees learning and development training. The model was created in 1955 by Joseph Luft and Harry Ingham, and this psychological tool helps to build trust in your team; to understand how others perceive them and to understand themselves better. Johari Window’s four perspectives are Open Self, Hidden Self, Blind Self and Unknown Self as shown and in Fig.4. Self and others know the Open Self, the Hidden Self contains information that is known by self but is unknown by others. Information that others know but it is unknown by self is the Blind Self, and the Unknown self is where the information is not known either by you or others. This concept improves self-awareness and helps the individuals to communicate better with other members, to improve team performance, and organisational relations through feedback or disclosure (Hillson and Murray-Webster, 2007).
[image: ]
Figure 5. Johari Window diagram                                   (Images square space)
To choose the most appropriate method for our new employees learning and training development, I used the PMI strategy. This strategy was developed by Edward Bono and stands for Plus, Minus, and Interesting, and because it is a brainstorming, decision making, and critical thinking tool helped me to analyse the pros and cons of each method shown in fig.5. The PMI strategy helped me to decide and ultimately I would recommend going with Johari Window’s model because is particularly useful in team development and improves a group’s relationship with other groups which is essential in our organisation. I will explain the idea about Johari Window to our new employees so they could understand the value of self-disclosure and the importance of giving and accepting constructive feedback. The goal is to enlarge the Open Self area; in this way they can learn about each other and trust will be built.

Figure 6. PMI Table 
	METHOD
	PLUS
	MINUS
	INTERESTING

	Honey & Mumford
	Helps how to learn in an efficient way

Helps in how to communicate more effectively

Questionnaire style
Time saver

Improves self-awareness
	Most people have more than one learning preference and there is a danger of mislabelling their learning style
	Developed specially for industry and management but can be used in different settings as well

	Kolb’s Experiential Learning Style
	You learn from experience

Different stages are associated with distinct learning styles

Allows learners to complete the learning cycle

	There is no Questionnaire 
	

	Neil Fleming’s WARK model
	Questionnaire style

Helps individuals to communicate better with others

Helps to improve team performance


	It is used more by students
	
It is one of the most popular learning styles

	Johari Window











Johari Window
	Helps the growth of a person by using feedback from others

Helps in the learning process making a person more efficient 

Improves Self-awareness 

Particularly useful in team development and in understanding employee/employer relationship
	If the information is not linked to positive behaviour some persons may not use it

Some people are not taking well the feedback

Some information should not be communicated with others

No Questionnaire
	It is applicable for everyone 



3. In this third part of the Reflective portfolio, I will share my reflection about my experience before the start of the Professional and Career Development course and after. I found this course very informative, engaging and challenging at the same time. When I joined this course, I had no idea that I will learn so many new theories, methods, models, techniques, and tools that are essential in our working life as in our personal life too. Before starting the course, I never used a learning log and did not understand why we need to keep writing in it, until now after the end of the course. The Learning Log purpose was to prepare my colleagues and me for this part of the assignment, how to write a reflective report. It also helped me to improve my academic writing skills and how to spread my thoughts. Before starting this course, I can say that my self-awareness was low and further I will write about tools I learned during the course that helped me to improve my Self-Awareness. Using Johari Window’s insight quiz strengthen my knowledge of what I already knew, my self-awareness being low. From this quiz, it turned out that I am a Seeker; that I do not have yet developed a complete understanding of who am I and how others are seeing me. The result of the quiz also gave me ideas how to boost my internal and external Self-Awareness; to put my thoughts, feelings, key plans, and priorities on paper, to take psychometric tests, to ask feedback from family or friends, which I am already implementing them. Another tool used during our classes was the Learning Style questionnaire which helped to discover my learning style. Again, before the course, I did not know all the different Learning Styles. Learning style refers to the concept that individuals think and learn in different ways, in ways that are most effective for them (Pashler, H.et.al., 2009). According to the VARK questionnaire, Visual style is the best that suits me, and I agree with it. Visual learning style characteristics: observant but might miss some information of what is said, well organised, remember better by seeing diagrams or charts, need to see direction not to hear them, are matching with who I am and how I am learning best. Another tool that helps Self-Awareness to grow is the Personality tests, which we did during the course hours, and the result showed me that my personality type is Defender. I did know about these personality types before taking this course, but never take a test and have not read about them in more detail as I did during the course. From this test, I learned that I am supportive, reliable, patient, imaginative, observant, enthusiastic, loyal, hard-working, having good practical skill. Furthermore, that I am humble, shy, taking things too personally, I repress my feelings, I overload myself, too altruistic and that I am reluctant to changes. My knowledge about my personality and my strengths and weaknesses has been enriched. Now, after the end of the course, I can say that these tools helped me to know and understand myself better, to know how others are seeing me; helped to improve my self-awareness. The employment opportunities session was impressive as well; it is essential to follow a few steps: to know myself, do not limit me to one option, to make research option relating to my degree and to discover emerging career options. Another informative experience gathered through this course was how to create successful applications. To be honest, I started to do my CV and cover letter before the CV-es and cover letters session. I can only say that after the session, I had to redo my CV. Before the course, I did not realise their importance, If the CV is not standing out, and it is the same as the other applicants, it may not pass to the interview stage. The challenging part of the Professional and Career Development course for me was the whole interview process, to prepare myself and take part in the mock interview which was considered like a real one in the real life. Reflecting the feedback that I received from my lecturer helped me to understand what I have done good which helped with my self-confidence. It also helped me to understand where I need to make improvements; like next time to apply the STAR strategy which is a structured way of responding to a specific interview question. To ask an appropriate question for the interviewer, to link the experiences from my CV to the job and that I should always attempt to discuss measures that I have put in place to assist me in overcoming my weaknesses. The feedback also helped to grow my self-awareness. Attending this course, I got to know myself better, to understand my strengths and the areas for further development, my self-confidence and self-awareness are at a much higher level than before starting the Professional and Career Development course and prepared me to employability.
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