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INTRODUCTION
This report is intended to look at once readiness for employment by looking at the personal skills, experiences, career goals, skills gaps, knowledge, as well as personal action plan that will put one in the right path of preparedness of achieving a professional career goal. Career enables one to earn sufficient money to carter for the families. It is important for one to embark on a plan that would path a way to look for a career in other to achieve once professional goals and ambitions. Careers are long-term professional journey the needs certain level of education or preparation to attain it and it involves a set salaries with benefits such as bonuses, retirement plans, pensions, and additional benefits be young money such as work satisfaction, individual pride etc. 
The structure of the report is based on the guidelines provided as well as the grading criteria. The body will comprise of research-information literature, followed by knowledge and understanding of subject. Analyses are the next, whiles practical application and development and skills for professional practice takes second to last places. 











FINDINGS/BODY
1. Research-information literature
                      This section of the report highlights on the relevant areas of literature that are focus on the set tasks. Academic journals, textbooks, articles, website etc. are being research into to find information to write this section of the task. Once role play would enable you to know what is needed by the employer who would be expecting you to provide what exactly he/she needs before employing you. The role play in this context is a technique by an engagement to come out with the necessary literature sources and personal reflection to complete the task assigned. The word career is defined by ( (Arthur, 2006);  (Peiparl, 2007) as the developing order of individual’s work know-how over period. Individuals has single career, backups of jobs subsidising to the equal career pathway (K., 2007). In a clear sense, job is not just a career; meanwhile, a career turns around as a procedure, performance, an attitude and a position in an individual’s work life to attain set profession objective. 
                        Career development is identify as a procedure that involves both the organization and the individual to make a corporation improving employees’ know-how, talents, capabilities and assertiveness necessary for the present and upcoming work tasks (al., 2002). The process of a career development takes a life time span and there are expectations that cultural, sociological, psychological factors impact career change, carrier choice and at time career removal along the phases of growth. Career development is beneficial to both the individual and the organization therefore it is crucial for implementing career plans and it portrays that company career preparation and personal career planning is essential to combined to plan jointly suitable career footpaths and frame proper progressive plans.  Career development is an on-going procedure of development and focused act in the direction of individual, labour and lifespan aims (P., 1997). Career development takes into consideration both the individual and the organization which brings about once career planning and implementation of career plans by ways of job search & acquisition, training, experience and education. 
                         Career development is about development of the individual employee and its effectiveness brings modest benefit by retentive, charming and emerging the workforces. Career planning is looked at as a procedure within which persons classify their individual abilities, know-how and skills and as well implement stages to achieve their career goalmouths (McMahon, 2016). Career planning and career management as examined by (Abaneh, 2013) indicates that the two show as backgrounds of career development. The understanding of worker’s individual talents and information meaningfully effects personnel’s profession growth, however the arrangement of personal career objectives with that of company aims is the greatest significant issue in workforces career preparation and progress as well as commitment (Ndegwe et al., 2016).
 
2. Knowledge and understanding of the subject
                   With regards to the personal knowledge and understanding of the subject in relation to concepts, theories and models are explained as follows (al. N. A., 2019). Career development is seen as the result of activities on career plans as seen from the perspective of both the organization (employer) and the individual (employee) (al. T. G., 1999). Career development is one of the components of human resource management aim at assisting employees to obtain talents and capabilities that is desired to do present and upcoming job. Career development does not only looks at behavioural change and improvement methods that permit persons to work well and increase value but also consists of education, experiences and skills. Career Planning is a subcategory of a career development which takes the form of individual procedure for one’s work-life preparation and it entails assessing one’s aptitudes and welfares, investigating career chances, locating career objectives and preparing suitable developing actions. Career development model was created by Talent Guard. 
                      This model is a complete system that allows both clients and career managers to accomplish change, and planned innovation in client career goals. The model eases tactical thinking and joins an additional plan directed to permit clients to attain key occupational objectives. The career development model composed of two vital components; the career transition matrix, that is an instrument for sympathetic of career changeover pathway which is best suitable for the customer and the career development framework, which is a five phase procedure for easing career transformation. The embracement of the eager client and the career manager is the keystone of optimistic, creative, and real life-enhancing variation.
                     Career development theory by (al. D. E., 1996) that develops on a “life-span view” and it can also be called Life-Space Theory”. This theory of Supers places stress on a person’s individual involvements, and in what way they syndicate with work-related favourites in coming-up to the realization of what is recognized as  “self-concept”. Self-concept as described by Super is a “product of the interaction of a person’s inherited characteristics, neural and endocrine makeup, opportunity to play various roles, and resulting outcomes of role-playing success”. Super highlighted that persons must first grow their self-concept beforehand taking the following phases in the expansion of his occupation. It is what and how an individual reasons about himself, together with his qualities, ability, aptitudes and needs. Career growth is a lifetime procedure and Career assortment is the consequence of a sequence of choices as stated by Super. 
                    Nancy Schlossberg’s theory centres principally on exact times in life when transformation is happening somewhat than the entire life time periods. Transition theory is the examination of life vicissitudes and plans to evaluate or control harshness of the changeovers. Transition theory brings across that life is categorised by continuing sequence of changes. These come in the form of roles changes, routines and/or relationships that has a whole lot of effects on diverse persons. However, if that happens, individual’s success depends on the way he/she would be able to manage efficiently with the transformation. 
3. Analysis
                    Career planning in any company begins with good recruitment and selection, whiles training is added next whereas Career development comprises of doings and programmes embark on by the worker and the company to obtain evidence concerning the assertiveness and abilities of the worker in demand to catch up with the ambitions and requests of the profession, therefore, career development planning is a list of short and long-term written objectives that personnel’s have relating to the employees present and upcoming professions as well as the deliberate order of official and informal knowledge to help the personnel’s in attaining their objectives (Truebe, 2008). Career goals are linked to each individual strengths and abilities while their career development plans are typically optional.
                   Career Planning is a subcategory of a career growth and it is the individual procedure of planning one’s work-life and this process entails assessing one’s aptitudes and welfares, investigating career chances, enumerating career objectives and preparing suitable developing actions. Although career planning is mostly a personal procedure, the employing company can contribute through vocation counselling obtainable by the workers staff and the managers, in the form of workshops to help the persons to evaluate their selves in determining exposed developing programmes, in form of career-planning work book that will be made accessible to attract staffs, and through the distribution of material related to jobs, inside the company and outside the company. It is justify that, career development plans are only plans; this plans did not signify career obligation to the personnel or the supervisor and the manager. 
                      The objective of the organization is to exploit its human resources efficiency to attain its goalmouths, and career growth supports by putting importance on employee respective progress on their career development paths whiles the employee sees it as a valuable tool to get their goals, which can be getting inducements and extras, getting higher pay, attaining job elasticity and gratification.
The purpose of the career development plan is to help the work staffs in accomplishment of their aims. It is established that, employees needs to identify their long-term career interests, identify resources, prepare their plans and review it and argue for feedback, revise and adjust plans, not forgetting to measure the plans for growth from time to time.
 
4. Practical application and development
                        Career Development is the procedure by which an individual’s vocation personality is made from infantile through a lifespan (Doelling, 2004). This section includes a practical application of theories and systems as to the task at hand. Strength-Based Approaches to career development planning is based on strength and successes of the employee. Example; Jimmy Cee Company, manufacturers of cosmetics products employs John Badu as a sells representative who has a strength in the area of prospecting and closing of sell. The career counsellor knows of John’s strengths and assets in the Company. John’s goals and aspirations were to become an expert in sells management and have Master Degree in that field of studies. 
                         By knowing and understanding John’s goals and aspirations, the Company focused and support John’s strength by providing solution to any barriers that may be preventing John from touching forward to achieving his goals. 
Systems approach to Career development shows that; it is assumed that each employee at the time of employment thus recruitment and initiation periods, there are certain data’s that needs to be captured. The service life span history of the employee and up keeping are needed and others as; several other arenas which show the competence profile of the person, extraordinary skills, awards and acknowledgments, pay increments, training details, routine statistics and promotion. Career planning can be achieved as a vision of the HR if these particulars about the employee are on the dashboard.

5. Skills for professional practice
Employee growth means obtaining advanced level talents and capabilities as well as conquering advanced level career place thereby gaining on-going upsurge in rewards and other high-class welfares. Career development planning constitutes once education, skills, and experiences (Garnesby, 2013).
PERSONAL CAREER GOALS:
1. Seeking opportunities in marketing firms to equip and expose me to practical marketing which will better equip me as a professional marketer.
2. Seeking an entry level in a progressive, challenging and dynamic environment where extensive career and employee development will be enhanced, utilizing academic qualification, interpersonal skills and where research experience are required
3. Increase professional knowledge and training
EDUCATION BACKGROUNDS: 
1999-2001                         Business Administration                Post Graduate Diplomas
1995-1998                         S.S.S.C
PERSONAL ATTRIBUTES:
Aptitude to remain calm under stress, exercise good judgment and professional decision-making skills and managerial skills, result oriented, team player, passion for excellence, completion of work on schedule, truthful, ability to meet and exceed set targets, establish and maintain good working practices
PERSONAL EXPERIENCES:
January 2013- 2019;               YUMMY AGRO FOODS
Head of Marketing/Administration
Duties:
· Ensure effective direct sales delivery of products to cherished customers.
· Identify prospects for new business opportunities.
· Regular sales report to management.
· Manage concerns raised by customers.
· Contributing to, and developing marketing plans and strategies.
· Communicating with target audiences and managing customer relationships.
· Assist in monitoring competitors activities.
· Responsible for identifying and attending events such as conferences, seminars, receptions and exhibitions.
· Administering payroll and maintaining employee records.
· Assist in the development and implementation of policies on issues like employees working conditions, welfare, performance management, equal opportunities, disciplinary procedures and absence management.
February 2008- 2012;           GLOBAL JOY VENTURES
Supervisor 
Duties;
· Recording daily sales and provides weekly, monthly, and yearly reports to management.
· Enhance and maintain good relationship with customers and conflict resolution between customers and the company. 
· Supervise and monitor the work of the staff.
April 2003- October 2006;     KROBI FARMS LIMITED
Marketing Officer 
· Liaising and networking with a range of stakeholders including customers, colleagues, suppliers, and partner organizations.
· Buying farm produce from farmers and sell them on wholesale to customers.
· Keeping records on company suppliers and buyers.
· Responsible for payment of company suppliers.
PERSONAL SKILLS DEVELOPED
· Able to motivate, organise and render customer and client services effectively while working at Global Joy Ventures
· Develop communication and leadership skills together with excellent interpersonal skills whiles at Krobi Farms Limited
· Acquired skills of preparing financial statement and general administration & office management skills at Yummy Agro Foods
TECHNOLOGICAL SKILLS
Ms Windows, Microsoft Office, Pastel
SKILLS GAP
· Unable to perform personal sells presentation
· Find it difficult in dealing with logical and complex calculations
· Inadequate  time management skill 







CONCLUTION
                   It is concluded that active career growth is at the mercy of personal career planning and career managing. For a career development to be effective it needs all hands incorporation of the requirements and ambitions of the workforces with the desires of the organization by communicating career managing does.  However, career development planning is aim at a long life span of a career of an individual which he/she may depend on to earn a living therefore the process must be plan well and frequently looked at to check and work towards its development so that one can have an effective and successful career in present and future professions and this can only be attained hand in hand with the help of the organization.
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