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The aim of this paper is to by going through Units Brand you, it is a Small World, Opportunity Knocks and The Pursuit of Happiness introduced in the module evaluate employability skills and their congruence with the necessary skills for professional practice in a real or simulated environment. It will be achieved using aspects of interest that most reflect the writer in each Unit such as how to overcome self-limiting beliefs as well as the importance of Mentoring and the importance of Network for the workplace and career path growth. 
It will also bring insights on how to use important tools such as 4 s Resilience Plan Framework to help to overcame future challenges or bounce back from them in an efficient manner as a support to build an effective resilience plan and the importance of resilience in life and professional career together with the importance of network for a successful professional career.
This paper will also go through identifying career opportunities and opening doors as well as adapting to the constant changes the world faces that impact people’s professional life and how to become antifragile mindset.
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Ambition - Ambition is usually considered to have substantial workplace consequences, but empirical studies has indeed tackled this problem in part and has commonly focused on inaccurate indicators of ambition (Hirschi & Spurk, 2021).
Emphasis on aspiration as a motivating underpinning of individual and organisational dedication has been lacking in the studies. Moreover, the ambition concept could have consequences for the distinctions between organisational and professional engagement structures, as well as the function of incentive hope in these concepts. By another point of view, in contrast to job satisfaction and employee performance, career aspiration offers further work-related factor from which all emphases of work engagement can be differentiated. As a result, if ambition and dedication are distinct concepts, they must be factored separately in a factor analysis. Ambition, otherwise, could be an inspiring foundation for dedication because some see it as either a form of incentive life span (i.e., the belief of progressing in one's career path or organisation) and an adherence to a plan of action (the eagerness to do what is essential to improve in one's career path or organisation). (Desrochers & Dahir, 2009).

What drives you - Daily, either in our personal or professional lives, we perform an overall number of duties, including some that can be pleasant or not. In fact, once we feel driven or excited to perform a work, we are more likely to finish it sooner, effectively, and without procrastinating, even though the activity itself is not enjoyable. Passion stems from a variety of individual and social incentives, including monetary remuneration (pay), acknowledgment from co-workers or seniors (notoriety), and fulfilment derived from personal accomplishments. It's no wonder that CEOs and businesses are constantly looking for alternative ways to motivate their staff to become more efficient while also being satisfied.
Throughout the process of major social and economic changes, particularly the ones related to the rising modern economy, businesses face unprecedented hurdles in motivating and retaining important employees, that is a crucial element in productivity and profitability. The reasoning concept approach was used to explore what drives people and discourages (hinders) people in our environment. "Just if someone possesses their own source may we speak regarding drive," says Herzberg. (Damij, et al., 2015).
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Opening Doors - 
Network - A network is made up of a set of players and a set of ties that signify some sort of bond (or absence of thereof) among them. In the workplace, a network is typically made up of contacts with a variety of co-workers for the objective of gaining reciprocal work benefits. Interpersonal groups including perks, persuasion, and contacts those who already have power are also important. Task completion, onward movement, and career development all need the use of networks. Networks come in a variety of shapes and sizes. Networks come in a variety of shapes and sizes. Formal, informal, and community-based networks are indeed the three categories. Structured networks are often professional organisations which charge dues, send out publications, and encourage people to take part in networking activities (Wang, 2009).
Network can provide you with fresh viewpoints and options to aid you in your job. A crucial advantage of networking is sharing data regarding issues, perspectives, and ambitions since it enables you to get new clues that you might have not considered independently. Rather than being a bother, majority of individuals enjoy getting requested for assistance since it is flattering and makes them feel valuable. Approaching a trustworthy former work partner, coach, teacher, or buddy to arrange a hot drink might be useful to each of you if you're suffering with a choice, difficulty, or new approach. They might think of you until they come to face an adversity. (Team, 2021).
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Identifying Career Opportunities - Nowadays fast changing workplace, organisational existence is becoming less consistent. During an extremely unstable organisational, cultural, and global environment, workers should make career choices. Companies are facing similar changing environment, making it impossible to predict their staff' requirements, goals, and potential career paths. Career paths processes could provide framework that is necessary for professional advancement, assisting individuals in developing capabilities that will enhance their employability while also assisting employers in proactively developing themselves, increasing engagement, and core value. We emphasise the need for more comprehensive, data-driven personal and collective views on professional growth and prosperity in our attention on the workplace, as we illustrate how a career pathways model might help us achieve those targets (Hedge & Rineer, 2017).
Once you reach adulthood, what would you choose to be? It's a matter we've all been asked since we were children. However, identifying what you wish to accomplish simply takes you so far when the problem is to find work. You must also realise where to look for the top jobs in your chosen industry, which might be difficult but could start with networking friends or an old teacher, tools such as LinkedIn and many others available (University, 2021).
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Self-Limiting beliefs - Setting objectives, even if they are big, daring ambitions or tiny modifications, is without a doubt is among the most crucial factors to making life improvements. 
To overcome self-limiting beliefs, one must work in other factors such as self-efficacy. The strength of your belief in your capacity to execute work effectively is known as self-efficacy. It affects such aspects as:

- if you will ever persevere or quit up when perform on a certain project
- how long you stay with difficult changes that will yield long-term benefits (diet, workout regimen),
- What aims will you establish for yourself, and where the line between "very hard" and "beyond" will be drawn (Meadows, 2015).

Mentoring - Mentoring helps to extend tactical skills and expertise across the business by exchanging and disseminating what has been learned. It enables the students to gain new skills, capabilities, and expertise that will assist him improve his competencies and advance his profession. Possibilities for progression within an organisation or area of employment are referred to as career growth.
While mentoring is combined with mentoring strategy and culture, it produces better outcomes. A mentoring mindset is a learning environment in which people learn by observing the actions of others. Mentorship culture is defined as an atmosphere where mentoring is done correctly, completely, and carefully (Jyoti & Sharma, 2015).
As people can be mentored at different periods of their lives, there is no surprise that there is three types of mentoring programme: childhood mentoring, scholarly mentoring, and professional mentoring. A thoughtful, supporting adult and a kid or adolescent form a connection known as youth mentoring. Mentoring argues that positive adult interactions are vital for a child's personal, moral, intellectual, and psychological development. Scholarly mentoring is a type of apprenticeship system of teaching in which a senior member transmits expertise, offers assistance, and direction to a student mentee on both academic (e.g., classroom effectiveness) and non-academic (e.g., private problems, identity conflicts) concerns. This form of mentorship can help people adjust psychologically and develop a career orientated code of ethics (Eby, et al., 2008).

Resilience - As stated in the introduction, resilience is a multi-disciplinary concept that has been described in a variety of ways over time. Resilience is defined by many as a characteristic or ability that enables people to cope with and adapt constructively to adversity (King, et al., 2015).
According to King, et al., 2015, only a small amount of research has looked at organisational or team-level elements that may foster resilience in people, organisations, and teams, as well as their impact on both affective and behavioural work performance. Most of the research on the precursors of resilience has been conducted at the individual level, with the goal of discovering personal traits that indicate a person resilience, such as job experience, self-efficacy, and expertise. Other research has discovered that providing workplace support can help people become more resilient.
Resilience is not a characteristic that individuals either possess or lack. It includes acquired and formed behaviours, thoughts, and actions in everyone. One strategy to build resilience is to recall what one has learned from previous comparable trials, and to recollect what somebody knows but could've forgotten. What made it possible for someone to get past a period of sickness, a divorce, or being fired at work? That really is, what resources did individuals use, what techniques did they employ, how did they keep their wits about them, and what answers did they discover? The 4 S's are another name for these resilience supplies.
This technique enables individuals unravel their own resilience tools by providing a framework (The 4 S's) for identifying what performs better for them (Poole & Alberts, 2020).
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This paper has identified that there are a set of skills necessary to be successful in the professional life throughout the career path. The research shows that ambition plays a huge role when applied properly and the focus is organisational and professional engagement structures, as well as the function of incentive hope in these contexts, demonstrating that ambition and dedication are distinct concepts, and they must be factored separately.
It brings an insight on what drives an individual to career success that comes from a variety of individual and social incentives, including monetary remuneration (pay), acknowledgment from co-workers or seniors (notoriety), and fulfilment derived from personal accomplishments and it’s extremally important to identify it to pursue the goal in the right direction.
It appears that networking can provide you with fresh viewpoints and options to aid you in your job. An important characteristic of networking is exchanging information regarding issues, perspectives, and ambitions since it allows you to get new views that you might have not considered on your own.
The research shows that the process of Identifying Career Opportunities can be difficult, but some starting points could be networking friends or an old teacher, tools such as LinkedIn and many others available. 
It also demonstrates that to overcame self-limiting beliefs the individual needs to work hard on developing self-efficacy which means the strength of your belief in your capacity to execute work effectively.
The analysis shown that mentoring helps to extend tactical skills and expertise across the business by exchanging and disseminating what has been learned.
Not less important than other this paper states based on research that resilience is defined by many as a characteristic or ability that enables people to cope with and adapt constructively to adversity as well as explaining the 4 S tool that enables individuals unravel their own resilience tools by providing a framework for identifying what performs better for them.
Finally, it is important to say that these are a set of skills that will be effective if used together to achieve the desired goals within the career path.
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