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Introduction
My professional career development skills are essential in my personal development to increase my chances for employment in any given field of endeavor. As the world changes very quickly, there this is a reciprocal and necessary change required in my approach to my career. Careers have mistakenly been assumed for jobs, but there is a distinction between the two. Coupled with growing uncertainties and increased flux in the nature of things, I, like any other employee, is left with no other viable option than to engage my career development. This is now the surest way of staying longer on the job with increased utilization.  
Unfortunately though, many a times, the above realization is arrived at late or is completely ignored for reasons best known to the individual. This most certainly works to their detriment, forcing them to learn the hard way and to rethink their ideology and concept of a job. If only realities were embraced sooner, we would be bound to see greater strides of progress in our career efforts.
This has prompted me to ask what truly makes professional career development so important and why should developing the requisite skills to tackle this be of paramount concern to me. Concisely, without these requisite skills I would fail to seek out and exploit opportunities that led to the development of relevant and crucial competencies in boosting and broadening my employability. Without a concerted and concentrated approach to building and preserving a professional career, I would certainly be bound for unemployment. 
[bookmark: _GoBack]




Professional Career Development
1. Understanding and Initiating Career Development
As I stated earlier, there are distinct differences between a job and a career. According to Gyansah and Guantai (2018, p. 40), a career encompasses an assortment of occupations and responsibilities that a person is involved with over the course of their existence. This summarily takes into account an individual’s schooling, training, salaried and unrewarded work, private life, voluntary service, and recreation. Conventionally, career is directly connected with a distinct professional line, but this is no longer the case in contemporary view.  Presently, career is regarded as ongoing course of learning and development. When taken into thorough consideration, juxtaposing career against a job shows clear distinctions. A job is commonly focused on getting money, but a career focuses on a succession of associated and prospective engagements. Also, a job is transient; having less than significant impact on a person’s professional calling, while a career furnishes them with capacity and capability for their whole existence. Corroborating, the Career Development Association of Alberta defined career development as “the lifelong process of managing learning, work, leisure, and transitions in order to move toward a personally determined and evolving preferred future” (Shaito, 2019, 2012).
1.1. Identifying Strengths and Weaknesses
In initiating my career development, I am the center piece and must therefore, understand my inherently strong or weak qualities to engage it and perform. Prachi Juneja (2020) asserts the main focus of organizations is on the employability of their people. Therefore, individuals should make sure that they have skills and competencies plus willingness to perform a specific job efficiently.
1.2. Skills Identification
Complementing my strengths and weaknesses, which largely describe my competencies, an assessment of available skills and skill strengths is also directional in my career development. Prachi Juneja (2020) further asserts that individuals need to develop new and better skills so that they are fit for promotion and reach a higher level in the organization. 
1.3. Planning Career Advancement
A final step in initiation requires that I establish a destination; not randomly or causally, but deliberately and intentionally. I must also do this with particular consideration of the organization for which I work, as organizations are generally designed with a focus “to achieve a balance between individual career needs and job skills required by the organization” (Widyanti and Basuki, 2020, p. 650). 

2. Career Development Process
I can describe career development as a progressive cyclic process that leaves both the individual and organization at better odds. Gyansah and Guantai (2018, p. 41) Organizations have a critical role to play in career development. The organization that pays attention to career development planning stands a high chance to reap high productivity from a properly trained, skilled, and talented workforce, therefore, the human resource manager who is aware of this possibly will steer his organization to places and enhance competitive advantage. I diagram and further elaborate on the career development process below. 
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2.1. Identifying Career Needs
To identify my career needs I must take tests or assessments to determine what is deficient at my current level of employment. The human resource manager also plays an important role of providing information and assistance in making decisions about the career needs of the employee (Shaito, 2019, cited in Risha, 2019). By and large, I establish a ‘reality check’ from where to commence my career development.
2.2. Developing Career Opportunities
To identify career opportunities, the organization needs to conduct a job analysis to reveal what jobs are available or likely to be available at some later date. Employees ought to be furnished with information concerning existing and prospective occupational opportunities in the workplace. In addition, these opportunities should be accompanied with a list of prerequisites the employee must satisfy to secure the advancement they desire (Shaito, 2019, cited in Risha, 2019). Equipped with a ‘reality check’ and career opportunities, I can now begin to make possible matches and connections.
2.3. Integrating Employee’s Needs and Career Opportunities
It is near impossible today to attain or consider career success without paying attention to employability (Benton, 2015, cited in Moreau and Leathwood, 2006; McArdle, Waters, Briscoe and Hall, 2007).  The idea of employability is considerably deliberated and has shifted grounds from a focus on a person’s abilities, to an all-including construal beyond abilities and traits to include decisive and logical thinking, values, and engagements (Benton, 2015, cited in Moreau and Leathwood, 2006; Reddy, Lantz and Hulme, 2013). Asides my organization, I must personally contribute to making alignments and identifying gaps between my employment needs and career opportunities, thereby demonstrating my employability potentials.
2.4. Establishing a Career Development Plan
I will now need to develop and deploy a career development plan to fill identified employability gaps. This is a significant phase in the career development process and so, I have dedicated a later section to substantially elaborate. 
2.5. Regular Monitoring
For my career development plan to succeed, I will need to directly monitor it regularly and not abandon responsibilities to my organization. 
3. Career Development Impact
Generally, when the career development process is engaged, the following outcomes can be expected:
3.1. An individual gains insightful familiarity with their  identity and workplace
3.2. Practical objectives are formulated
3.3. Applicable career plans are formulated and executed
3.4. Consistent feedback, particularly in the face of change, fuels an individual’s adjustments

Employability Readiness and Personal Advancement
One critical aspect in developing my career revolves around my willingness to make the necessary changes to improve my employability ratings. This, as demonstrated earlier, begins with a comprehensive self-analysis primarily achieved through the administration of a variety of tests. These tests help me identify and measure the skills, attributes, values, engagement, and critical reasoning that I possess and how to begin harnessing them in my career development.
1. Career Personality Tests
1.1. Purpose
Fundamentally, the purpose of these tests is revelatory. They give me an inside peek on who I am, what my intentions are, what my make-up is, and so on. They primary provide basis for my enhancement. 
1.2. Components of Career Personality Tests
1.2.1. Career Assessment Tests
Career assessment tests help me identify my interests, disinterests, strengths, weaknesses, abilities, disabilities, likes, dislikes, values, skills, competencies, desires, and aspirations related to diverse jobs and occupations. In my experience, these tests are not designed to give absolute accuracy, but to serve as highly probable guides. 
1.2.2. Personality Assessment Tests
Comprising different questions and scenarios, these tests determine to reveal my personality traits, character, capabilities, emotional intelligence, and inclinations within specialized parameters. Revelations from these tests help in identifying particular lines of work in which I could be a suitable candidate and this is essentially done by matching my personality traits against required work traits. 
1.2.3. Professional Life Assessment Tests
Professional life assessment tests provide valuable input to understanding what I requireto have a long, successful, and fulfilled career. Results from these tests assist in mitigating any professional or personal issue that may stifle my career and so, striking a work-life balance is imperative. Prachi Juneja (2020) states that a majority of persons discontented with their occupational living are equally discounted in their private lives.

Understanding Skills and Knowledge Needed for Working Effectively
My working effectively with others is at the heart of success for my organization. It is within this context that the necessary skills I need to apply for career advancement are primarily developed.

1. Understanding Career Management Components
Traditionally, in an organizational setup, career management components are primarily organizational responsibility. However, I earlier established this can no longer hold sway. Today, workers must directly supervise their career exploiting organizational provisions. This reorientation however, does not excuse organizations, for good reason, from continuing to establish supportive structures, prospects, and apparatuses, to facilitate and sustain the employability of its workforce (Gyansah and Guantai, 2018, cited in Brown, 1998).
1.1. Education
Successful careers start with education. Acquiring the ability to comprehend far-fetching issues and general industry matters is fundamental (Shaito, 2019, cited in Owyang, 2012). Education is my critical starting point to secure the requisite understanding and skills to perform my job. These I can easily acquire through reading, self-training, research, and taking ongoing classes. 
1.2. Aptitude
Aptitude describes the relevant abilities required to execute tasks. Employers generally concur that staff aptitude should embrace theoretical and practical abilities (Shaito, 2019, cited in Owyang, 2012).Theoretical abilities include: knowing how to prioritize, knowing when to get involved, and awareness of workplace environments. Complementing theoretical abilities are practical abilities: delegation, finding support, reward, and celebration. 
1.3. Professional Relationships
Professional relationships are relevant connections to people, places, and resources that aid in fulfilling an individual’s career. As with any valid connection, they need to be nurtured and preserved and this requires a good deal of mutuality for their sustenance (Shaito, 2019, cited in Owyang, 2012).
1.4. Professional Know-How
Excellent careers a time can be directly developed from past performance in aggregated occupational assignments. However, the lack of these past performances poses major impediments for individuals kick starting their careers. To remedy this situation, they could engage in volunteerism, practicum, and boosting their contact base starting as early as possible (Shaito, 2019, cited in Owyang, 2012).


Confidence and Competence for Effectiveness
Supported by (Gyansah and Guantai, 2018, cited in Brown, 1998), I am ultimately responsible for my career development, but the organization is ultimately responsible for securing the tools and systems needed by its people for building their confidence and competence for effectiveness. In developing and deploying career development systems, Prachi Juneja (2020) affirms that the efficacy of an establishment’s career management process is enhanced by structuring it in line with its explicit objectives and desires. 
1. Career Development Systems
A career development system avails an assortment of tools and activities all geared to advance careers of employees:
1.1. Self-Assessment Tools
These largely comprise the career personality tests elaborated on earlier in this writing.
1.2. Career Planning Workshops
These are organized settings to elaborate on the concept of career planning to either kick start or scale ongoing efforts.
1.3. Individual and Group Counseling
These counseling sessions are majorly directed at supporting employees, individually or collectively, along their career development paths.
1.4. Organization Assessment Programs
Alike self-assessment tools, these assessments focus more on organization-wide influence.
1.5. Development Programs
Asides career development, supporting programs add layers of or broaden the scope of employee satisfaction and meaningfulness. These programs are largely focused on issues away from the direct career development concern of the individual: charity projects, exchange programs, volunteered projects, etc. 
2. Objectives and Benefits of a Career Development System
As with any investment, certain objectives are made clear for engagement and certain benefits are expected after engagement. Below I have tabulated some of the prominent objectives and benefits of a career development system which clearly provides advantages for both employee and organization:

Table 1: Objectives and Benefits of Career Development Systems
	Career Development System Objectives
	Career Development System Benefits

	Foster Better Communication in the Organization
	Better Content and Contextual Communication

	Assist with Career Decisions
	Assistance with Helpful Guidance and Career Choices

	Optimum Utilization of Worker Abilities 
	Better Worker Engagement

	Setting Realistic Goals
	Realistic and feasible goal setting

	Create Pools of Talented Employees
	Employee Retention

	Enhance Career Satisfaction
	Job Enrichment & Enhanced Job Satisfaction

	Solicit & Encourage Feedback
	Feedback on Performance

	
	Increased Organization Reputation



Strategies for Personal Reflection in Career Development Planning
Bridgestock (2009, p. 34) suggests that career management is fundamental to employability and so, must now focuses on a prototype that accentuates preparing outgoing students with the ability to intentionally engage workplaces and assume full responsibility for developing their careers. Without my central involvement in developing my career, it is unlikely that I will find the fulfillment and satisfaction I ultimately seek out of life.
1. It Starts with Personal Reflection. Why?
Personal reflection will keep me from impulsive action and for good reasons:
1.1. Enhance Awareness
When I slow down and take in stimuli all-round; pondering, analyzing, brooding, etc. I come out with a better and clearer perception of what I am dealing with. My cloudiness of uncertainties is cleared to reveal options and possibilities to choose from. 
1.2. Identification of Strengths and Weaknesses
Inner qualities are quite difficult to identify and come to terms with, so the benefits of personal reflection give me the opportunity to wrestle with these elements and separate what is factual as against what is a spirational. There is a valid connection between the two, but more pertinent is qualifying the connection.

2. Self-Assessments
I have described these assessments in the preceding section ‘Employability Readiness and Personal Advancement’.
3. The Employee is Ultimately Responsible
4. Career Management Model
The career management model below serves as a guide I can use to approach and deal with some important components in my career development. This model is not an absolute and can be modified to accommodate other contexts and include other content.


Figure 2: Career Development Model (Source – Shaito, 2019)

4.1. Probing Career
Probing career requires the assembly and scrutiny of career oriented material in line with an individual’s abilities, concerns, ideals, workplace expectations, and work alternatives within and without a given workplace. When done right, probing career progressively enhances the individual’s cognizance by way of probing themselves and the workplace (Shaito, 2019, cited in iEdu Note, 2019).
4.2. Consciousness
My consciousness is established from probing my career and provides a consolidated base from where I can articulate goals and build strategies.
4.3. Goal Setting
Here I articulate goals that inspire, stretch, and assist me in achieving success. 
4.4. Strategy Formulation
When I know my goals, I can effectively lay down strategies to achieving.
4.5. Strategy Execution
When my strategies are laid, I basically have a plan that requires implementation, so I must step out and execute.
4.6. Feedback
Feedback it is vital for course correction and making self-adjustments to achieve my set goals.
4.7. Career Review
Career review is a method that incorporates all career oriented feedback in order to ascertain the aptness between set objectives and the lines of action charted to achieve them(Shaito, 2019, cited in iEdu Note, 2019) and I would add also, to ensure set objectives are being effectively achieved.

Establishing Employment Goals and Development of a Personal Action Plan
Lending from studies in career identity relevant to our discourse, articulating goals and action planning in career development should be oriented toward unearthing career prospects as against conventionally approaches that seek to project an individual’s career based on current formations (Savickas, 2005, p. 47). This supports the work of (Benton, 2015, cited in McArdle et al., 2007) who suggested that career identity must be separated from definite or thematic occupational lines of work or associations and rather express the totality of the entity encompassing both its narrow and broad concerns. For this to be successfully carried out, the entity needs to be thoughtfully exposed to prospects and not narrowed done to singular options (Benton, 2015, cited in Krumboltz, 2009). One advantage of goals is that they can be changed. If one is not working, the smartest thing to do would probably be to change it, but it does start with setting them in the first place.
1. Setting Development Goals
Past CEO of GE, Jack Welch, was famous for his introduction of stretch goals in the development of GE.I have also observed and will establish that goals are critical and central for the following reasons: 
1.1. Importance of Setting Goals
1.1.1. Organization
Goals will encourage me to organize and work in an organized fashion. With goals I will need to think and behave more holistically and systematically.
1.1.2. Vision Casting
To set effective goals I need to cast a vision of a preferred destination, whether to fill a gap or secure an achievement.
1.1.3. Self-Actualization
When I achieve personally set goals, I am invariably achieving self-actualization. 
1.1.4. Long-term Visioning
Setting goals makes my long-term visions more feasible and attainable. This further equips me to progressively envision. 
1.1.5. Short-term Motivation
Setting goals also provides me short-term motivation as I pursue long-term goals.
1.2. SMART Goals
In setting goals, a systematic approach helps to ensure they are as effective and actionable as possible. The acronym S.M.A.R.T has been highly popularized to achieve this, though it comes in its variations. Specific (clear of ambiguity); Measurable (able to be tracked); Attainable (eliciting action); Realistic (in tandem with surrounding realities);  and Time-bound (never perpetual to allow for an exit in worst case scenarios). With goals set, now I develop an action plan to achieve them.



2. Developing the Action Plan
My action plan basically outlines the way I will carry out my set goals in the most effective and accountable manner, so that the exercise is a progressive one rather than terminal. There are again, several variations of this concept but below is the basic framework.
2.1. Action (What)
The action declares the ‘what’ of my goal, that specific thing I will do in very clear terms.  
2.2. Context (When, Where)
The context describes the ‘when’ the ‘what’ will be carried out or expected to be carried out. It also describes the ‘where’ the ‘what’ will be carried out.
2.3. Results (Outcomes, Deliverables)
My results from action planning are qualified or quantified in outcomes or deliverables. These are the tangibles or intangibles that I expect after exerting effort, expending resources, and doing everything necessary to achieve my goal. This element concludes my action plan, but there are further actions that support achieving my goals as I will describe in the remaining three points of this section. 
3. Tackling Obstacles
Tackling obstacles is indispensable in ensuring achievement of my goals as obstacles, if left unchecked, work against me. Obstacles show up in several forms: challenges, problems, resistance, obstructions, hindrances, etc. and regardless which, they must appropriately be addressed to achieve goals.
Table 2: Common Problems to Achieving Goals and Potential Solutions
	Common Problems and Pit Falls
	Potential Solutions

	Limited Time
	Conduct a time audit and focus attention on most important activities

	Lack of Finances
	Short-term: Determine the gap and strategize to fill and exceed
Long-term: Develop a saving-investment culture

	Absence of or no Feedback, Encouragement, or Motivation
	Engage others through solicitation and boost your inner resolve

	Direct Supervisor Unsupportive of Development Efforts
	Demonstrate mutual benefits or seek higher recognition and endorsement




4. Mobilizing Needed Resources
There is certainly no goal that requires no level of resources, so one of my supportive activities to achieving my goals is to identify and mobilize all needed resources. These resources are goal-dependent, but some overarching resources required for successful career development include:  
4.1. Approvals to attend training and career development programs
4.2. Encouragement and motivation from direct supervisor, coach, or mentor
4.3. Support from direct supervisor to work on new or specific projects
4.4. Blocked out time to work on career development outside of time required to execute current job obligations
4.5. Solicited feedback and advice on career development
5. Evaluate Progress
Finally, to close the action planning loop, I will need to evaluate regularly and at some terminal point, my progress to make course corrections, personal adjustments, and set new goals. 
5.1. Only Action Provides Sufficient Ground for Evaluation
If I fail to act on already laid down plans, there is no basis for evaluation and until I do, evaluation must be held up. 
5.2. Measure Against SMART Parameters
By setting SMART goals I systematically incorporate a means by which I can effectively evaluate my progress and act accordingly. Goals set impulsively or haphazardly have no clear delineations to appropriate and thus poise a serious challenge for effective evaluations.
5.3. Adjust on the Go
No action plan is perfect from the go. Things change and issues are encountered. I must adjust accordingly on the go. This includes having to change my goal completely in the face of significant change or impossibilities. 




Conclusion
Career developments skills are not an optional trade in navigating the challenging arena of career development in any industry or organization. Career development skills have brought me to the place of intentionality and being deliberate; a place of responsibility and accountability to develop that which is fundamentally mine.
In an ever-changing and turbulent world, even the best of organizations get sidetracked from tackling the challenges associated with career development. This situation does not favor the proactive, talk less, the complacent. I can no longer fully depend on any organization and with a laid-back attitude. I must take full and complete ownership of my career development. 
Individuals seek employment, while organizations seek employability. By taking ownership of my career development and using requisite skill sets, I improve my employability, thereby broadening my chances for employment. Its sounds simple and I believe it should, but it is a complex mesh of:
1. Understanding what career development really is and what it truly entails to succeed
2. Understanding, obtaining, and applying a variety of career developing related skills and competencies that not just work for me individually, but also in working with others toward mutual benefits and outcomes
3. The ultimate acceptance of my role in advancing my career by improving my employability, which takes significant planning, strategizing, following through, and evaluation for progressive advancement.
“The illiterate of the 21st century will not be those who cannot read or write, but those who cannot learn, unlearn, and relearn” Alvin Toffler. This culture of education is what I need to stay on top of my career development.
Finally, I acknowledge that many ongoing researches are looking into various aspects of career development and career development skills, but one area we could pay more attention to is to the conception of career development models that can be appropriated starting at K-levels of education with inbuilt flexibility and absorption to wildly changing preferences of growing minds. This will instill certain elements of awareness and a systematic approach to career development from a tender age.
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